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Thanks for Your Support!
The Employee Assistance Professionals Association wishes to thank these two companies for advertising in the "Advance Program"
and the "Final Program" for EAPAs 2000 Annual Conference and the November/December issue of the EAPA Facchange. We
appreciate [heir confidence in our ability to deliver their message to the most sought-after business prospects in the EA field:
our members.

We would like to thank EAPA and all of our clients
for being part of our success over the past year!

We look forward to serving you with cutting-edge
resource technology in the years to come.

P.O. Box 1650, Yreka, CA 96097 Phone: (800) 755-6965
informationC~Aeaptechnology.com Fax:. (530) 842-4778
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L~feCare.comsM
Add Value To Your EAP Services
with LifeCare.com's Life Event
Management Services

L~feCare.com P.O. Box 2783 Tel. 800-873-4636
Westport, CT 06850 www.lifecare. com
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Employee Assistance Programs
• Individual CEAPS - (EAPA Sponsored)
•Infernal and External Corporate EAP's

/O/ltier Managed Behavioral Healthcare
Healthcare Non Profit COUnCIIs providing assessments, referrals, education &therapy

We are sponsored by: EAPA
We are endorsed by: NCADD - NADA

Website: vanwagnergroup.com
E-mail: tomvanwag@aol.com
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Bay Shore, New York 11706-0503
800-735-1588 • 516-666-9072 fax



WINNER

APEX'97
~ ~

wvu~os mn
wxxa~ox nccuu~ce

The Magazine of the EAP Association •January/February 2001 •Volume 31 No.1 • www.eap-association.org

Feature Stories
The Role of the EAP in a Drug-Free Workplace ..................8
An insurance discount incentive program in Washington demonstrates that
EAPs play a vital role in successful drug-free workplaces, but the EAP must
prove its value to employers by providing the Core Technology functions.

A Look Back at EAPA's 29th Annual Conference ................10
More than 2,200 EA professionals, vendors, and students gathered in
New York in November to celebrate their successes, discuss the challenges
and opportunities facing the employee assistance field, and "strike a balance"
between the changing demands of the workplace and the core functions
of their profession.

Resolving Employees' Legal and Financial Problems .............20
By offering legal and financial services in the workplace, employers can
encourage more employees to use their EAP—and thereby create more
opportunities for EA professionals to idenCify and resolve other issues
that could affect workforce performance and productivity.

Partnering with the Credit Counseling Industry .............................21

Lessons from the Navy's Financial Education Program ........................24

Increasing EAP Utilization Through Legal Services Plans ......................26

Providing Assistance to the Divorcing Employee ............................28

Departments.........................................................................................................................................................................................................
Certification Update . 31

Front Desk . 2

Info Sources . 38

Inside EAPA . . 37

International News . 39

Letters .7

News Briefs . 34

On the Labor Front . 32

President's Message . 4

Spotlight on Diversity . 33

www.eap-association.org January/February 2001 • EAPA EXCHANGE • 1



Front
t: Desk

The Problems We Don't See
by John Maynard, Ph.D., CEAP

s there a correlation between
money and happiness? If so, it may
not be what you think. Witness the

48 percent increase in bankruptcy' fil-
ings in the United States between
1992 and 1998, a time of unprece-
denced economic growth and rising
personal incomes. Or, to take a longer
view, note the dramatic rise in divorce
rates from 1960—when there were
about nine divorces a year per thou-
sand married women—to 1998, when
there were about 20 divorces annually.
During that same time, per capita
income (in 1998 dollars) more Chan
doubled, from less than $10,000
annually to more than $20,000.

As these statistics suggest, money
and affluence do correlate positively
with one thing—lawyers. The divorce
and bankruptcy trends tell only part
of the story: Between 1994 and 1997,
according to the Justice Department,
the average number of tort claims
heard in U.S. district courts in which
plaintiffs alleged injury, loss, or dam-
age increased 17 percent. In Indiana,
the tort caseload in state trial courts
more than doubled between 1989 and
1998, while in Nevada the caseload
rose nearly 80 percent.

The rise in bankruptcies,
divorces, and lawsuits is good news
for attorneys but bad news for
employers, which bear the brunt of
the loss in performance and produc-

tivity that results when employees
must attend to legal and financial con-
cerns. The drain on employees and
their employers typically is measured
in lost days and even weeks rather
than hours—according to one survey,
legal problems cost employers nearly
10 days of work per affected employee
annually, either in Cerms of. time off
from work or time spent while work-
ing to resolve legal issues.

EAPs are seeing more and more
evidence of legal and financial prob-
lems among employees, but the bigger
concern may be the problems we don't
see. Many employees avoid bringing
legal and financial concerns to their
EAP or never think of doing so.
Although EAPs have provided assis-
tance and referral for legal and finan-
cial concerns since the first "broad-
brush" programs decades ago, many
employees view their EAP solely as a
resource for substance abuse or mental
health issues. Because we never see
these employees, we do noc have the
opportunity to assess for underlying
issues that may contribute to or exac-
erbate legal and financial concerns.

This issue of the Facchange
describes some of the legal and finan-
cial concerns that confront employees
and discusses resources that are avail-

able to EAPs to help resolve these con-

cerns. The common message in all of

these articles is that employees' legal

EAPA Exchange 2001 Editorial Calendar
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Helping employees resolve Cretlentialing Employee life cycles

legal and financial problems
July/August

March/April Employee assistance

The impact of EAPs on the research

workplace
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Promoting employee assistance
programs

and financial problems are their
employers' problems—and thus our
problems—as well. As professionals
dedicated to addressing productivity
and performance issues, we must take
steps to promote our services to
employees with legal and financial
concerns and be prepared to assist
them effectively when they contact us.
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Su ndown M Ranch
Established 1968

The oldest residential alcohol and drug addiction treatment center in the state of Washington

Our Motto
"TH E

PATIENT
IS THE REASON
WE ARE HERE"
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Our Costs
Our costs are the most reason-
able in the nation. A 21-day
inpatientADULT stay is $3045
or $145 per day. A 28-day
inpatientADOLESCENTstay
is $5180 or $185 per day. These
prices include psychiatric and
medical consultation, family
counseling and family room
and board. Treatment is
covered by most insurances/

managed health care.

Our Experience
Sundown M Ranch has been
in operation since March
1968.Over 60,000 adults and
adolescents afflicted with the
disease of alcoholism and
drug addiction have been led
back to sober, productive
lives by our dedicated, well-
trained professional staff.



President's
Message

Breathing New Life
Into EAPA
by Linda L. Sturdivant, CEAP

ew presidents typically use
their first column to propose
a theme or agenda for their

term in office. I'm going to take a dif-

ferent approach and recommend a
book—Who Moved My Cheese?, by
Spencer Johnson, coauthor of The
One Minute Manager.

Who Moved My Cheese? is an

amusing story of two mice and two
"little people" who live in a maze and
spend their time looking for cheese.

The cheese is a metaphor for what

you want in life, be it a good job, an
enjoyable marriage, a sense of spiritual
well-being, or anything else that
makes you happy. The maze is where
you look for what you want—at the
company for which you work, the
church or synagogue you attend, or

the home in which you live.
For those of us in the EA field,

the cheese is the satisfaction of help-
ing others resolve issues affecting their

work, their families, and their lives.
Sounds simple, doesn't it? But our
cheese keeps moving as a result of

advances in technology, changes in the
health care system, the enactment of

new labor laws and regulations, shifts
in the employer-employee relation-
ship, and dozens of other events and
developments affecting workers.

Helping you meet these chal-

lenges and anticipate future changes—

helping you find your cheese in the

maze of today's workplace—is EAPAs

mission. Last year, EAPAs Board of

Directors approved a strategic plan to

position the Association to fulfill this

mission through the early years of the

4 ~ EAPA EXCHANGE ~ January/February 2001

21st century. The key goals of the

strategic plan are as follows:
• Help members worldwide be

more effective in their jobs;
• Demonstrate the value and utility

of employee assistance;
Strengthen the voice of EAPA .
through increased memberships
and affiliations; and
Increase organizational effective-
ness.
Developing this plan required

bringing together various interests
within the Association and negotiating
compromises on issues of disagree-
ment. The result was a plan that I
believe the entire membership can
support. In fact, at the opening ses-
sion of our recent Annual Conference
in New York, I asked members to
stand if they support the strategic
plan—and more than 90 percent did!

That tells me we're on the right
track. Now we need to breathe life
into the plan by taking concrete
actions to support its goals. We need
every member to get involved in
EAPA, to contribute to the Association

on an individual level, at the chapter

level, or at the national level. With
your help, we can make it fly.

Will we continue to have dis-

agreements along the way? Of course

we will. I was reminded at the Annual

Conference that there are many groups

within our Association that want cer-

tain things, and balancing these inter-

ests will require more give and take.

But we are a resilient organization,

and I am confident that our common
interest in finding the cheese will

~.

Linda L. Sturdivant, CEAP
EAPA President

encourage us to resolve our differences

in tactics and strategies:

30 Years and Counting

The Annual Conference. was proof of

what we can accomplish when we pull

together in the same direction. The
workshops, speakers, committee meet-
ings, meal functions, and networking

events were all first-rate, and the gra-

cious host chapters provided attendees
with plenty of information and advice
to help them make the most of their
time in the "Big Apple." As I walked
the halls of the New York Hilton,
meeting new members and renewing
old acquaintances, I sensed a feeling
of pride in our organization—in our ,
mission, our members, and our- staff.

Now, as we embark on our 30th
year together and look forward to our
next convention in Vancouver (our
first outside the United States), we
have many reasons to be optimistic
about our future. We have a bold
strategic plan and a growing, ener-
gized membership to implement it.
We have a board of directors that is
dedicated to our profession and mem-
bers. We have a new chief executive
officer, Toni Samuel, who brings a lot
of talent, energy, and enthusiasm—not
to mention ideas!—to our Association.
We also have a new membership
director, Louise Karnali, and a new
information technology director,
Duane Walker. Soon we'll be relaunch-
ing our Web site with plenty of new
features, and in February we'll be
hosting our 10th Public Policy
Conference. I hope to see many of

www.eap-association.org



you there.
Through my travels to chapter

meetings and other EAPA functions, I
will have the opportunity to speak
directly to members and address their
concerns. But I want to encourage all
EAPA members to call me at (412)
647-3296 or e-mail me at sturdi-
vantll@msx.upmc.edu with your ques-
tions, comments, and ideas. In future
columns I will share some of the feed-
back Iget from members so that all of
us can benefit from each other's opin-
ions and suggestions.

Together, we have weathered
many changes over the years and
especially in recent months, and our
resiliency will be a source of strength
as we move forward together on sever-
al important fronts. On behalf of the
EAPA Board of Directors, let me say
that the next two years promise to be
a time of tremendous challenge but
also enormous opportunity. I look for-
ward to working with you and helping
you not only find but enjoy your
cheese!
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EAPA Mission St~~ement

To promote the highest
standards of practice and
the continuing development
of employee assistance
professionals and programs.
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Executive Administrator: Carlos Bennett
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Certification
Director: Katie Borkowski
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Manager: Sharon Thomas
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Director: Sheila Macdonald

Ext. 309 or IppdirQeap-association.org
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Manager: Erika Cook

Ext. 307 or rescenC~eap-association.org

Support Services
Receptionist: Katina Doulis

Ext. 301 or info@eap-association.org

All phone numbers are (703) 387-1000
unless otherwise noted.

Employee Assistance
Professionals Association

2101 Wilson Blvd., Suite 500
Arlington, VA 22201
Phone. (703) 387-1000
Fax: (703) 522-4585
www, eap-association, org
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When an employee becomes seriously ill, dies, or suffers the loss of a loved one, the impact on
productivity and morale can be dramatic—and much more widespread than you think.

Grieving employees may find it difficult to function at previous levels. Co-workers want to help,
but aren't sure what to do. Managers are sympathetic, but feel pressure to continue meeting
deadlines and getting the work done.

The truth is, everyone needs help working through grief.

Now, help is at hand. EAPA is proud to announce the availability of Grief at Work, a manual
and slide set designed to help employers and employees foster a supportive work environment.
Developed by the American Hospice Foundation with assistance from EAPA, Grief at Work
focuses on how loss and grief affect the day-to-day functioning and productivity of a work-
place. Topics include the following:

Corporate policies Conceptual grief models Helping the bereaved return to work
Workplace crisis planning ~ Dealing with death at the worksite

The roles of supervisors, human resource managers, and employee assistance professionals

The 100-page manual includes an appendix that provides a detailed outline for asix-week
seminar for grieving employees. The slides (provided on an IBM-compatible diskette) enable
EA professionals to conduct training sessions on grief in the workplace.

To order Grief at Work, call the EAPA Resource Center at (703) 387-1000 ext. 306, e-mail your
order to rescen@eap-association.org, or fax this form to (703) 522-4585.

Quantity Unit Price* Total Price

Manual @ $39.95

Slide set (diskette) @ $29.95

Manual/Slide set @ $64.95

Subtotal

Sales Tax**

Shipping/Handling

Total

* For orders of 10 or more, subtract $5.00 from each product ordered.
** Va. residents add 4.5% sales tax.

Shipping and Handling*
Order Subtotal Shipping Cost
Up to $24.99 $5
$25-149.99 $7
$150-299.99 $9
$300 and up 5% of order

*Additional charges for international shipping.

Make checks payable to Employee Assistance Professionals
Association.

Name

Company

Address

City

State ZIP

Daytime Phone Ext.

Credit Card Payments
Charge this order to my:
O AmEx ❑MasterCard ❑Visa

Credit Card #

Expiration Date

Name (as shown on card)

Siqnature



would like to respond to Mark
Cohen's letter in the November/
December 2000 issue of the EAPA

Exchange. His letter was written in
response to my article, "Developing an
Integrated EAP/ Behavioral Carveout
in a Large Academic Health Center,"
which appeared in the May/June issue.

His well-written critique of my
article resonated with one of the
major themes of the EAPA Annual
Conference in New York: What
defines the essence of employee assis-
tance and, more importantly, when do
we lose our identity by broadening
our scope of services? One of his main
points, however, is based on a misun-
derstanding. He quotes a section of
the article that reads as follows:

"The proposed goals for the EAP
were as follows:
• Easy access to counseling and

referral services for employees
and their dependents;

• An improved system of referral to
occupational health resources;
and

• Significant cost reductions in
behavioral health benefit expenses
for the plan."
He then correctly points out that

"the first two goals can (but need not)

be among the many components of an

EAP, but are not goals as per the EAPA
definition, which focuses on produc-
tivity and job performance. The third
goal is clearly a managed care goal

and in no way dovetails with EAP

Core Technology."
The misunderstanding is that

these proposed goals were established
by Shands Healthcare's Human

Resources Department; they are not
the goals we as a provider developed
for our EAP. This supports Mr.
Cohen's notion that there is a lack of

letters

We Need. to Look Deeper

clarity among many people—in this
case, Shands' human resource profes-

sionals—as to the role of an EAP. As
providers, we were very clear that we

were asked to provide different func-
tions with different missions.

Our response to this request was
to offer two distinctly different pro-
grams. One was an EAP with a mis-
sion statement very similar to the
EAPA mission statement; the other

was a behavioral health carveout that

functions like a managed care plan.
Both programs are linked administra-
tively and in their funding.

I agree with Mr. Cohen that the

field is at a critical juncture in its
development that begs for clarity of
mission. I do not agree, however, that
the Exchange should not publish arti-
cles that may contribute to a discus-
sion o.f what the EAP field looks like
or how it might look in the future. If
there is confusion about the identity of
EAPs, we probably need to look a lit-
tle deeper than the content of the
EAPA Exchange.

Markus Dietrich, M.H.S., CRC, CARP
Director of Specialty Programs and

Business Development
Shands Healthcare

Assessment Instruments

These tools provide a means of doing a
brief initial assessment to guide more

detailed assessment and treatment planning,

• 1
Assessment of current addiction. d
substance abuse in 10-15 minute`

TAPD 
Review prevalent mental health
conditions - Axis I and Axis

BE~ Assessment for ADHD and behavioral
problems as an adolescent and adult

Contact us for samples and ordering

information about other assessment

~.

~" ~ el///1 Ce
clinical assessments
PO Box X7305 • SmithFeld, RI • o29i7
Tel Boo-755-6299 ' 401-231-2993
Faxgo~-z3~-soss

Clinical assessment instruments and training available from Norman G. HoFFinann, Ph. D. and colleagues
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Dru -Free Work lace Pro ramsg p g
Washington's expe~rience~ demonstrates that

EAPs can complement drug-testing programs
by helping rehabilitate employees.

by Henry Govert, CEAP

he phrase "drug-free workplace program" still
evokes fear, skepticism, and intimidation among
some EA professionals. Many see it as antithetical or
even adversarial to good EAP practice. Some equate

the phrase with drug testing, which is considered punitive
whereas an EAP is regarded as rehabilitative.

This need not be the case, as demonstrated by the experi-
ence of the drug-free workplace program in Washington.
Among states that offer a workers' compensation insurance
premium discount or other incentive to employers to imple-
ment such a program, Washington is the only one that requires
not only that employees testing positive generally be offered a
second chance, but that this process he managed and moni-
Cored by an EAP. The Washington program also requires that,
in addition to case management, the SAP provide the employ-
er with "a system for dealing with employees whose job per-
formances are declining due to unresolved problems, includ-
ing alcohol or other drug-related problems, marital problems,
or legal or financial problems."

While acost-benefit study of the program is still in
process, a survey of parCicipating employers listed workplace
safety improvements as the primary advantage, followed by a
drop in absenteeism. But testimonials from some employers
clearly indicate chat they have learned some important lessons
from the program, as follows:

1. Employee rehabilitation is not a benefit granted by a
benevolent employer, but is a valid business objective.

This was amply demonstrated in earlier EAP research, but
tended to get lost in the so-called War on Drugs. Now, as one
general contractor found, "Identifying and helping employees
with problems strengthens the company through improved
morale, reduced problematic outside distraction, reduced lia-

For the past five years, Henry Govert has coordinated Washington s Drug-
Free Workplace Discount Program. Prior to that, he developed and man-
aged the EAP for Southern Bell Telephone Co. (now BellSouth) in South
Carolina and administered employee assistance services for a number of
smaller employers in the Charlotte, N.C., area. Since coming to Washing-
ton, he has facilitated the development of several EAPs, including one for
faculty and staff at Western Washington University, and developed the
dnig-free workplace program for the Washington Department of Social
and Health Services.

8 • EAPA EXCHANGE •January/February 2001

bility, and improved employee health and quality of life."

This is a reversal of the War on Drugs mentality, in which

it was assumed that the business objective lay in getting rid of

drug-using employees. By giving employees who test positive

a choice between termination and job retention, employers
place the responsibility where it belongs—on the offending
employee. Those who choose to leave the company (about 40
percent in Washington, either by declining the offer or through
early non-compliance) are considered voluntary separations.
Those who choose to stay and comply with rehabilitative con-
ditions most often comply with EAP recommendations, For the
good of their own health and that of their employer. Either

way, the employer benefits.

2. The EAP is an essential strategy in an effective drug-free
workplace program; without it, a drug-free workplace pro-
gram can be only partially successful at best.

Employers that accept employee rehabilitation as a valid
business objective cannot achieve it through alcohol and drug
testing alone. Even when the affected employee is identified
through testing, direction is needed to realize Che benefit of
rehabilitation. As one painting contractor testified, "Combined
with our policy on drug and alcohol abuse, we now have a
clear and positive way to deal with employees who have alco-
hol, drug, and/or personal proUlems—by assuring them they
may continue to work while receiving professional help.
Keeping good employees on the job while they are privately
assisted with their drug/alcohol problems is the most positive
aspect of our policy."

3. An EAP and drug testing are complementary rather than
adversarial strategies in an effective drug-free workplace
program.

Many EA professionals felt threatened at the arrival of
workplace drug testing and argued that drug testing would not
be necessary if the company would strongly support proce-
dures for supervisors to identify troubled employees on the
basis of work performance indices and refer them to the EAP
for assessment and resolution. On the other hand, drug-testing
advocates often—and sometimes with reason—derided EAPs
as a "touchy-feely" way for employees to escape responsibility
for their unacceptable behavior.

www.eap-association.org
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Whac has become clear in the Washington program is that
both drug cesCing and employee assistance have valid and com-
plementary roles to play in a drug-free workplace program.
Neither strategy can address all workplace problems connected
to the use and misuse of alcohol and other drugs. Advocates of
drug testing and EAPs have come to realize that each has a role
the other cannot play and each must understand the value and
limitations of both approaches.

For example, what is the primary function of drug testing?
Many still think it is to detect alcohol or other drug use, but
detection is possible in only two instances: when the employee
is actually under the influence, or when he or she has previ-
ously ingested an illegal substance that still remains in the sys-
tem. Employers have discovered, however, that many (and per-
haps most) of their productivity problems related to drug and
alcohol use are not detectable by tesCing. Examples of these
problems include hangovers, aUsenteeism, and poor work
quality by chemically dependent employees who may not be
under the influence when tested and thus escape detection.

The EAP has the ability—indeed, the mission—to address
these problems and manage their resolution. As a dairy opera-
tor put it, "Our provision of a comprehensive EAP works hand
in hand with our ̀fit for work' program."

Detection and Deterrence

The emphasis on detection has obscured the major benefit of
drug tesCing for mosC employers: deterrence. Employers would
much rather avoid alcohol- and drug-related problems than
deal with them after the fact.

Washington employers listed pre-employment testing as
the single most valuable element in creating adrug-free work-
force. Pre-employment testing not only discourages drug users
from applying for work, it also contributes to improved morale
among current employees and reinforces the perception of a
safer workplace. Several recovering employees in the
WashingCOn program also credited follow-up drug and alcohol
Cesting as a deterrenC from relapse in stressful circumstances.

Random Cesting, with all its pitfalls, is perhaps Che mosC
powerful deterrent to drug use by current employees, as seen
in the decreasing incidence of positive tests in recent years.
Another example of deterrence is found in a recent sCudy of the
construction industry which indicated that the average compa-
ny cut its accident rate in half within two years of starting a test-
ing program.

What conclusions can be drawn from the Washington
program. and other indicators? First, drug testing is primarily
valuable in deterring use and abuse and secondarily in detect-
ing the employee who currently is impaired. Second, an EAP is
particularly valuable in detecting and helping the employee
whose unacceptable job performance is caused by dependency
on alcohol or other drugs (or other personal problems). Third,
these two strategies can and should be equal partners in an
effective drug-free warkplace program.

Core Technology

This is not co say that most employers in the Washington dis-
count program have come to these same conchtsions. In fact,

fully one-third of employers surveyed listed the insurance pre-
mium discotmC as the primary benefit, rather than decreases in
other costs related to alcohol or drugs.

These employers' experiences with their EAPs usually

were limited to case management of employees who had test-

ed positive for alcohol or drugs. Most of them had not invited

the EAPs to be involved in supervisar and employee awareness

sessions, nor had the EAPs insisted on it as part of the services

they were to provide. Many of these employers still think of

their drug-free workplace programs as drug-testing programs

A survey of EAPs in the Washington

program demonstrated a .definite

correlation between the number of

alcohol and drug cases handled and

the number of supervisory contacts.

and have never had occasion to observe how an EAP can
address performance-related personal problems.

But chose employers that did undergo a change from a
War on Drugs menCality to a rehabilitative mentality did so as
the result of their EAPs helping them realize the full value of
employee assistance services. NoC surprisingly, these EAPs
operate according to the core technology. They provide training
and consultaCion [o help supervisors realize the importance of
documenting performance issues; use constructive confronta-

~tion, motivation, and shorC-term intervention with employee
clients to address problems and refer them for diagnosis and
treatment; and form alliances between .employers, employees,
and community treatment resources.

As confirmation, a survey of OAPs in the Washington pro-
gram demonstrated a definite correlation between [he number
of alcohol and drug cases handled and the number of supervi-
sory contacts. EAPs that had not dealt with any such cases indi-
cated an almost total lack of supervisory contact, while EAPs
that had dealt with the highest percentage of substance abuse
cases had recorded five to seven such contacts per case.

Washington's experience has demonstrated that an EAP
has a valid and valuable role to play in an effective drug-free
workplace program. But the burden is on the EAP to make Che
unique conCributions [hat only it can make to such a program
and to demonstrate its value to ehe company through provision
of the core technology functions. EAPs that do not adopt this
operational philosophy not only risk missing chemically
dependent employees who desperately need their assistance,
but also conu~iUute to misunderstandings of the profession
within the business sector.

www,eap-association.org January/February 2001 • EAPA EXCHANGE • 9
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ew York, "The City That Never Sleeps," may have
seemed too distracting a location for a convention
of employee assistance professionals dedicated to
"Striking a Balance" between meeting the growing

needs of an ever-changing workforce and adhering to the core
functions of the EA profession. But the entrepreneurial. spirit
and passion for innovation that quicken New York's pulse com-
plemented EAPAs 29th Annual Conference rather than com-
promising it, invigorating the 2,300-plus attendees and renew-
ing them with energy to put their ideas and skills to work.

For four days in November, the Hilton New York, site of
the conference, was the nerve center of the employee assistance
field. Lvery two hours, the halls filled with hLUldreds of EA
professionals sharing their thoughts about workshops they'd
just attended before heading off co participate in another. The
exhibit hall teemed with displays from treatment facilities,
work/life services vendors, managed behavioral health care
providers, telephone- and Internet-based service delivery sys-
tems, and government and nonprofit agencies. Speakers pre-
sented to packed ballrooms, receptions and meal events
prompted interaction among peers, and social activities
renewed old Friendships and sparked many new ones.

Even after four intense days of celebrating their profession
and discussing the many challenges they face, the convention
attendees were hungry for more, and they got it: a send-off
video presentation about Vancouver, Canada, the site of EAPE~S
30th Annual Conference. The convention will mark the first
time EAPA has assembled outside the United States, and both
its location and its theme—"Expanding the EAP
Worldwide"—reflect the growing international flavor of
employee assistance.

Registration and advance program materials for the 2001
Annual Conference will be distributed to EAPA members in the
coming months. In the meantime, enjoy a brief look back at
some of the activities and events from the 2000 Annual
Conference in New York. There's no question the "Big Apple"
was a taste that EAPA enjoyed.

www.eap-association.org
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EAP Reporting: Why We Need
to Standardize Measurement
and Reporting
SCeven Posen, M.S. W, CFAP
Principal, Posen Consulting Group
West Bloomfield, Mich.

//
I think we've done a real dis-

service to ourselves and our cus-
tomers by relying so heavily on
utilization reports, especially con-
sidering they don't mean a whole
lot when we look at the total range
of services our profession provides. For instance, how many of
your programs average a utilization rate of 5 to 10 percent?

How many average above 10 percent? How many of you can

define the formula you used to determine the utilization rate?

That's really the basic problem we're trying to address: We
don't know what we're talking about when we talk about uti-

lization reporting. Different programs use different definitions
to serve different purposes, and the result is that there is no
meaningful comparison between programs.

Tom Amaral, in his chapter in Jim Oher's Employee

Assistance Handbook, draws the following conclusion: ̀ Most of
the variation in reported rates is an illusion created by differ-

Government census reports show 20

U

C O N F E R E N C E

ences in calculation methods rather than true differences in

program practices.' He goes on to state,'`A lack of consisCent

definition has rendered this performance measure meaningless

and has led to confusion over its interpretation.'

As a profession, how can we begin to describe our value

and usefulness to people? How meaningful is the utilization

rate? Does it really describe the richness and variety of services

we provide and the value we bring to organizations?

One reason it's been so difficult to come to an agreement

on standardization is that we're doing so many different things

for so many different people. As EAPs have merged with man-

aged care, it has changed the types of services we deliver and

what we count. As we've converged with the work/life field, it

has changed the services we provide and what we count. Risk

management, disability management, drug-free workplaces—
all of these things have added to the confusion about what an
EAP is, who a client is, and how clients are counted.

I'd like to suggest today—and I hope we can all agree on
this—that there is a difference between a 15-minute telephone
contact and atwo-hour, face-to-face assessment, and that pro-
viding information and a referral for child care is not the same

as continuously monitoring a substance abuse case for two
years. Can we agree on this?

For too long we have allowed other forces to define for us

how to define cases. Sometimes we let the customer do it.

We're shooting ourselves in the foot by not caking a stand and

saying, ̀ Here's what we mean by these definitions, and here's

why it's important to use them.' ~~

mil' .``a S' uh~ With Child Support Network's complete

v ~~

lion people have family support issues.
These issues directly affect the work-
place, since almost 50% of employees
with a support issue have lost time
from work, causing reduced work pro-
ductivity.

NetWO<~`

collection, location and non-legal
counseling and information services
program employers can increase
employee work productivity, cut
employee absenteeism or leaves for
family matters and reduce their stress
over personal finances. The result...a
positive impact on the bottom-line.

Making A World of Difference

Licensed and bonded financial specialists in family support
collection and location of missing parents and children.

Visit Us Online at:

www.childsupport.com
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Exploring Money Disorders
Ron Gallen
Financial Counselor
New Yorh, N.Y.

//
Attitudes and beliefs about money don't get formed in

adulthood—they gel formed way back when, and they go way
down deep. We learn about money from our families, our
communities, our peer groups, and our colleagues. And we
learn not so much from what people say to us, but how they
act in front of us. The truth is that most people are acting out,
in their money habits, one of their parental roles, or they're
rebelling against their parental role and marrying the other
parental role.

There are four categories of money disorders: over-

spenders, underearners, workaholics, and money-obsessives.
Everyone knows what an overspender is, and most of the peo-
ple who are going to come to you with a money disorder will

fit into this category. They shop compulsively, they go into debt
compulsively, and they can't stop spending money no matter

how hard they try. An overspender isn't just overspending and
not Ueing prudent or logical—an overspender has lost the abil-

ity to control how much he or she spends.
An underearner is something a little differenC, and is hard-

er to identify. These people essentially shrink their worlds to
avoid getting discordant feelings about wanting something and
not being able to afford it. Over time they shut down their
desires a little bit so they don't feel disappointed by the world.
But when you shut down your desires, usually you don't just
shut down desires for material things—it bleeds over into areas
you didn't intend to affect, like food or sex.

The third category of money disorder is workaholism,

which seems to me to have lost most of its original connotation.

Originally, the term ̀workaholic' referred to someone who was

addictively working in a way that was self-destructive—by

foreclosing on other parts of his or her life that were valuable.

Now the word is almost a badge of honor that says, ̀I'm a hard

worker.' But there's a big difference between sometime who

takes on a project and works long, intense hours and someone

C O N F E R E N C E

who has an addictive or obsessive attitude toward work and

uses work to fill in For intimate connections, spiritual needs,
creative expression, or another valuable part of life..

Workaholics generally are proud of their money disorder.

They do not think of themselves as addicted; they consider

themselves ambitious. They'll tell you they only feel happy at

work, and that's because they derive an inordinate portion of

their self-esteem and self-worth from their job or their title or

their position in their company. These are the hallmarks of the

true workaholic.
But just as overspending does not have, as its main thrust,

spending too much, and just as underearning does not have, as
its main thrust, earning too little, workaholism does not have,

as its main thrust, working too long and hard. These are just
symptoms of what is really wrong, which is an underlying
emotional or spiritual imbalance. And it's pretty hard to elimi-

nate the presenting symptom unless you address the underly-
ing problem.

Too often, people with money disorders are referred to
credit counseling agencies, where they're told to cut up their

credit cards and throw them away. The agencies will say, ̀ If

your payments now are $1,000 a month, we'll tell your credi-
tors that you can only afford $400 a month. Send us a check
for $400 each month, and we'll pay all of your creditors for
you, and then you'll be square. Just don't borrow any more
money.'

This is like telling an alcoholic not co walk down the street
where all the bars are located—it might work for two or three

days, but it's not going to hold. I see lots of people who've

already gone to consumer credit counseling agencies, and they

tell me they didn't use credit cards for a while, but sooner or
later they went back to their old habits. When that happens,
not only do they have the $400 payment to the credit counsel-
ing agency, they also have another $1,000 in debts they ran up
when they went back to using credit cards. So their problem
wasn't solved, it was doubled or tripled, because the underly-
ing issue was never addressed.

What's happening here is a variation on that old song:
`One of these words is not like the others, not like the others,
not like the others.' Remember that song? In consumer credit
counseling, the word that's not like the others is counseling.

They don't do it. And now a large percentage of them are going

on-line, so you don't even have to talk to someone—you just
type in your financial situation and they send back your new
budget and your payment coupons. What this represents is an

abdication of the need to help people with money disorders in

a comprehensive way. ~~

To advertise Exeh~n ein the
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Menopause and Aging:
For Women and the Men Who
Love and Work With Them
Marie Lugano
Founder and President
American Menopause Foundnlioii
New Yorh, N.Y.

//
The number of women in the

United States in menopause this
year is 50 million. In New York
state alone, there are more than 3
million women in menopause.

What happens in
menopause and why is there an
issue? To begin, the word is
Greek: It means, ̀ The pause in
the menses.' Menopause happens to women when they're 27 or
37 or 47 or 51.2, which is the average age according to a group
of men sitting in a room saying, ̀Let's put an age on it.'

When a woman has a hysterectomy, no matter what age
she is, the next morning, when she wakes up, she is in
menopause. A pharmaceutical company conducted a research
survey on this and determined that 97 percent of the women
who had hysterectomies—and by the way, 650,000 were per-
formed last year, and that number is only going up—did not
know they were going to be in menopause and did noc know
the medical implications that stem from it.

Now, why does the pause in the menses mean so much?
Because estrogen runs in every single cell of the female body—
every single cell. Ladies, I want you to imagine a faucet, with
estrogen constantly flowing through our bodies. By the early or

mid-forties, this faucet is beginning to turn off, and estrogen is
beginning to deplete itself from our bodies.

This is when all the health issues related to menopause
come into play. To begin with, when menopause occurs, car-
diovascular disease becomes an issue. What does cardiovascu-
lar disease have to do with menopause? When the estrogen

starts turning off, the HDL—which is the healthy cholesterol—

goes down, and the LDL—which is the lousy cholesterol—

goes up and starts clogging the arteries. Last year in this coun-

try, 500,000 women died of a myocardial infarction. The pro-

tector of the female heart is estrogen.
The second thing that estrogen keeps strong and healthy is

our bones. When menopause begins, we start to lose bone
mass. This has a significant impact on corporate America,
because the cost of treating osteopenia—which is low bone

mass—and osteoporosis in this country today is $10 billion.

That's $10 billion to treat a preventable disease, and that
amount is expected to go up exponentially by the year 2005 to
more than $27 billion. Why waste money treating something

that's preventable when all you have to do is put a gym in and

get every woman into it?
There's a common myth that as we get older, we get short-

er. Buc osteoporosis is preventable. How do you prevent it? You

C O N F E R E N C E

put your sneakers on and carry your own weight on your own

two feet. You walk up a flight of stairs. You carry your groceries
home fiom the market. And you make sure you're putting cal-

cium in your system. Only about 10 percent of the men and

women in this country eat the correct amount of calcium to
keep their bones strong.

One thing you don't do if you're
menopausal is listen to someone say,
`Oh, you look great. You don't need a
bone density scan.' Nobody can see
through your bones, except a bone den-
sitometer. It's a marvelous machine—

you don't even have to take your clothes

off, it's so non-invasive. It gives you an

exact picture of your hips, your spine,

and your ribs. The hips are the most

important, because they support the

weight of your entire body.
So, get on the table, get a bone den-

sity scan, and, most important, get the
insurance company to reimburse you for it, because if you have
osteopenia, there is a medicine to prevent it from going further.
If you have osteoporosis, you know what you have to do—you
have to exercise, which helps your heart as well as your bones.
You also can choose to work with a physician and take med-
ication. Just five years ago, there weren't any medications avail-

able for osteoporosis. Now there are four. If you have osteo-
porosis and you aren't taking one of these medications, ask
your doctor about them.~~

www.eap-association.org
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COME TO BOSTON!

Critical Incident Stress,
Trauma and Crisis

2 Day program.: March 20-21, 2001

Workplace Hostility: Myth &Reality
1 Day program: March 22, 2001

The "At Risk" Assessment Protocol
1 Day program: March 23, 2001

Presented by

Gerald Lewis, Ph.D.

Programs may be taken individually or
as a comprehensive package.
PDHs and CEUs available.

For more information:

(508) 872-6228
web site: www.geraldlewis.com
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The Evaluation and
lireatment of Internet
Addiction in
the Workplace
Kimberly S. Young, Ph.D.
Executive Director
Center for On-Line Addiction
Bradford, Pa.

„How can we differentiate
between normal Internet use
and compulsive use? Basically,
the criteria are those you would
recognize for assessing substance abuse or compulsive gam-
bling. It's not a matter of time spent on the Internet; after all,
that's not how we define alcoholism—by the number of drinks.
It's not that simple.

When you look at the workplace implications of Internet
addiction, social isolation is certainly one of them, because the
Internet and e-mail make it easy not to talk with anyone face-
to-face anymore. Another is sexual harassment liability. For
example, if an employee receives a joke from another employ-
ee through e-mail and considers it racially or sexually offensive,
the company could be held every bit as liable as the employee
who sent the joke.

AdCare Hospital
is a comprehensive medical facility

committed to the treatment of alcohol and
drug addiction and their associated

problems, and to the prevention of the
disease through education.

Our services include:
Inpatient and Outpatient Care,
Day and Evening Treatment,

Support Groups and
Corrcmunity Service Programs.

AdCare Hospital
of Worcester, Inc.

107 Lincoln St., Worcester, MA 01605

1-800-ALCOHOL
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ADA claims are a big worry as well. Many companies have

fired employees for Internet abuse, but what happens if ternzi-

nated employees turn around and sue their former employers

and claim they were addicted? For example, assume I'm an

employer and I hire you and provide you with Internet access.

You use the Internet to download pornography, so I fire you on

the basis of inappropriate Internet use. You sue me, claiming

unlawful termination because you were disabled—you became

addicted to the "drug" I gave you.
A lot of people laugh at this example, but there are suc-

cessful ADA cases involving gambling addiction. I read about a

person who worked in an off-track betting operation and
became addicted to gambling and got fired because of his
addiction. He sued—and won—by claiming he was disabled
and his employer was responsible.

What are people doing on the Internet'while they're work-
ing? Cybersex addiction, especially pornography and adult
chat rooms and phone sex, seems to be the biggest problem, at
least here in the United States.

You'll also see people watching the stock market and day

trading on-line at the workplace, because the market's open

during the day and that's when people make their transactions.

There are auctions taking place on-line where people can buy

and sell almost anything, and some employees will visit these
sites every few minutes to check the latest bid. Virtual casinos
allow you to play blackjack and bet on horse races; you can
even watch a live horse race on the Internet. And then there's
job hunting. I know many, many employers that are very con-
cerned about the number of people looking for other jobs on
the Internet during work hours.

Keep in mind that when you're dealing with an Internet
problem, the person probably has been on-line less than 24
months and many times less than 12 months. So, if you have
an employee and spouse with Internet-related marital prob-
lems, that couple can recall what their marriage was like before
the Internet ever came into their home or their workplace. Ask
them to describe their marriage and to discuss the conse-
quences of divorce. Find out if a divorce is really what they
want.

A complete abstinence model just isn't practical for treat-
ing most on-line addicts, because a lot of people need the

Internet and e-mail for their jobs. I think what EAPs need to do

is take a step back and focus on the triggers—the underlying

emotional issues or events that lead to these behaviors. For

example, see if they had a fight with their spouse or were crit-
icized by their boss, or whether some other event took place
that triggered them to start acting ouC on-line.

Ultimately, you want to see the client relearning how to
use the computer and setting some goals for use. For example,
if a person is on-line 25 to 30 hours per week for non-bLtsiness
purposes, you want to determine how much time he or she is
spending for legitimate reasons. You want to know if the per-
son is logging onto the Internet for a valid business reason,
then visiting a porn site. The goal would be to have the person
do the first without doing the second. ~~
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Family Violence:
A Workplace Issue
Kathleen McCauley, LCSW
Consultant/Trainer
Key Concepts
Arlington, Va.

//
Domestic violence is the leading cause of injuries to women

in America, and employers are paying an enormous price. The
Department of Justice estimates that in 1994, husbands and
boyfriends committed 13,000 acts of violence against women
in the workplace. Husbands and boyfriends killed 31 women
at work in 1992, the most recent statistic we have available.

The one place where perpetrators know they can find their
victims is at work. They know they can call them at work, they
know they can meet them at work, and they know they can
find them at work. So it's not surprising that domestic violence
frequently spills over into the workplace.

Thirty-seven percent of domestic violence victims report
that their abuse affected their work perforrriance in terms of
:lateness, missed work, keeping a job, or getting a career pro-
motion. One estimate by Minnesota EAP providers is that 25
percent of workplace problems, such as absenteeism, lower

.•~•o.......

productivity, turnover, and excessive use of medical benefits are

attributable to family violence.
Domestic violence poses significant confidentiality issues

for managers. If managers become aware of a domestic violence

situation, they have a responsibility to maintain the victim's

confidentiality as much as possible. However, if co-workers

become aware of the problem and express concerns about safe-

ty, the manager has to reassure them. So it's a balancing act for

managers, who are not used co managing confidentiality issues

lilee EA professionals are.
In terms of victims' characteristics, very frequently they'll

show guilt and fear. They aren't certain about their living situ-
ation and can feel very awkward when asked about it. They fre~
quently feel isolated, so they aren't likely to come forward to
ask for help---they want to handle it themselves. Frequently
they are emotionally and financially dependent on their batter-
er and feel they cannot leave the relationship.

It's very difffcult to ask about family violence and get
straight answers. And depending on how we word our ques-
tions, we'll get different answers. For example, I've found that
if I ask victims, ̀Is there any violence in your relationship?' very
frequently I'll be told no, at least the first time. In my experi-
ence, abetter approach is to ask, ̀Are there ever any times you
feel threatened?' I don't identify who might be threatening
them or in what way they might feel threatened; I just ask, ̀I
wonder if you ever feel threatened.'~~

re
Case Management System

Software professionals providing outstanding service and support to EAP organizations in over 40 states and around the world.

EAP Caseware 20/20

EAP Gaseware 20/20 is the premier
software system providing compreh~n-
sive functionality for Internal and Exter-
nal EAPs. This system offers numerous

,, , ,,,;, ~ customizable fields toa~ ~ .,~r~ ~,+ ~', ~~ ~r ,~,,,
'~ ~ k y'y" ~y' ~''~'`'~ ~ hel ou meet the1rF~' ~ ~h,~ . p Y

unique require-
ments of your or-

ganization. Casew~r~ 20/20 is designed
to be easy to learn and usEr friendly.

EAP Caseware Xpress

Medcomp Software's Caseware Xpress
is an economically priced, easy to learn
case management solution for both In-
fiernal and External EAPs. Casevvare
Xpress utilizes many of the high quality
features found in the more extensive
Ei41' Caseware 20/20.
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(799) 266-6759 Fax (779) 575-0272
email: sales@medcompsof~ware, com

www. medcompsoffiware, com
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Honors and Awards

Special Recognition Award

~ Don Magruder
Member of the Year
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~a Susan maples
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www.eap-association.org

_. '



E A P A S 2 9 T H A N N U A L C O N F E R E N C E

Member of Che Year

Emeritus Member

www. eap-association.org

Ross Von Wiegand Award

Not Pictured

Tamara Cagney

Humanitarian Award

A' John J. ̀ Jack" Cavanaugh
Special Recognition Award

~ Frank Huddleston
Emeritus Member

~ Phil McKenna
Special Recognition Award
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Parting Thoughts

Reaching Out to Other Cultures .. .
everal years ago, I left my office where I had been safe-
ly working as a clinical social worker and an employee
assistance consultant and took a job at a large urban

shelter serving homeless youth. My experience at the shelter
led me to believe that we need to expand our concept of "strik-
ing abalance" and perhaps take it to a new level—a level that
would allow us, in addition to fulfilling our primary functions,
to acknowledge our sense of social responsibility.

Working with these teenagers, I found that I had become
insulated from the plight of the poor. I became increasingly
concerned as I noticed the depression and stress that resulted
from years of brutality, loss, and deprivation. Many of these
youths were wrestling with the devastating effects of crack and
other drugs. Almost none had ever enjoyed any successful
experiences vis-~-vis the mainstream of society, and almost
none had ever believed they could.

I sensed their intense anger and the profound pain that lay
beneath it. I listened to their heartfelt yearnings and shattered
dreams: dreams of decent lives with jobs, homes, and families
of their own. At the same time, I recognized that they had
begun to use violence as their deadly drug of choice.

...and to Other Countries
ew York has attracted people from clistant shores for more
than two centuries, and it did so again in November, draw-
ingalmost 80 non-U.S. residents to the 2000 EAPA Annual

Conference. This year, EAPA will build on that founddaaon by host-
ing the 2001 Annual Conference in beautiful Vancouver, British
Columbia, Canada, marking the first time the Association's
convention has been held outside the United States. The inter-
national flavor of the conference is reflected not only in its loca-
tion, but in its theme—"Expanding the EAP Worldwide"—and
its leadership, as an American (Dotty Blum) and a Canadian
(Doug McKibbon) team up to serve as program co-chairs for
she meeting.

We are extremely excited about the 2001 conference and
are well along with our plans to make the sessions diversified,
meaningful, and truly outstanding. We are enthusiastic about

"Hosting EAPA in my home country is
a tremendous pleasure. We all can share
in the excitement of global EA service delivery
and celebrate the growth and diversity of the
global EA community."

—Doug McKibbon
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By making a difference in the lives of young people, EAPA

could establish itself on the cutting edge of a more humane

and, ultimately, more creative, pzoductive, and cost-effective
workplace. I urge EAPA chapters to consider becoming
involved in a project or community service in which they could
participate with a young person as a tutor, mentor, or coach.
Associations such as ours might help youngsters become aware
of the broad menu of social and vocational skills they will need
if they hope to realize their dreams.

However, our first challenge is to examine our own val-
ues—to see whether we could raise our consciousness within
our association. In other words, do we value the disenfran-
chised and believe we can make a difference in their lives?
Second, we need to take this issue to every level of our
Association to invite feedback from all of our members. Only
then can we successfully translate our own values into
improvements at the worksite.

Tobey M. Horowitz, ACSW, CEAP
New York City Chapter
New York, NY

"EAPA chapters are developing all over
the world. We see this conference as the
perfect opportunity to show that EAPA
is truly an international association."

—Dotty Blum

the opportunity to put together a program that will challenge
EAPA members around the globe and promote a better under-
standing of the employee assistance profession and employee
needs beyond national and regional borders.

We both are experienced in program planning, having
served on the program planning committee for EAPAs 2000
Annual Conference in New York. Both of us also are longtime
EAPA members, having joined the Association in 1987.

On behalf of EAPA, we look forward to the challenge of
developing an excellent program for the 2001 Annual
Conference. See you in Vancouver!

Dotty Blum and Doug McKibbon
Program co-chairs
2001 EAPA Annual Conference

www. eap-association, org
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At the 2001 Annual Conference in
Vancouver, EAPA will once again honor
its members who have demonstrated
leadership in service to the Association
and the employee assistance profession.
The time to identify those members is now—
by nominating them for an EAPA award.

Submit your nominations in writing to the EAPA Awards

Committee, c/o Carlos Bennett, 2101 Wilson Blvd., Suite 500,

Arlington, VA 22201, or fax them to (703) 522-4585.
Nominations must be received no later than 5:00 p.m.

Eastern time (U.S.) on Friday, June 29, 2001. All EAPA mem-

bers and chapters are eligible to submit nominations.

Submissions should be in writing and include as much infor-

mation as possible about the recipient and his/her qualifica-

tions for the award.

TIME TO
°' ~ PROMOTE
' YOUR

s~ , ~~/

PROGRAM?
.~

We've got hundreds of low cost/high
impact products to help!

All imprinted with your company name, logo and
telephone number

STRESS CARDS CUPS
WELLNESS Gi1IDES PENS
PLASTIC BAGS MAGNETS
PAPERWEIGHTS GIFTS
KEY TAGS STRESS BALLS
BOOKMARKS DESK ITEMS

Call For Our Free Promotional
Products Kit ... Color Catalogs &

Samples

XPRESSION PRODUCTS
1-800-881-5880

www,eap-associatlon.org

Member of the Year Award
This award. honors outstanding service to the EA field through-

out the recipient's career. The nominee must be a current mem-

ber of EAPA Eor at least five years. Nominations should describe
the nominee's background, current employment, years in the
EA field and as an EAPA member, contributions to the EA field,
and contributions to EAPA at the regional, national, and inter-
national levels.

Ross Von Weigand Award
This award is a tribute to Ross Uon Weigand, one of the
founders of ALMACA (now EAPA), who supervised the devel-
opment of many early occupational alcoholism programs. The
award recognizes excellence in a joint labor/management EA
program. Names of management and union recipients, along
with a~ detailed description of the program, should be submit-
ted. The Labor Committee's endorsement is required for this
award.

Special Recognition Award
This award is presented to members, employers, or events that
EAPA wishes to recognize for special contributions to EAPA or
the EA field during the past year. Nominations of members
should include the member's name, a description of his/her
contribution and its impact, the nominee's length of service in
the EA field and years of membership in EAPA, and current
employment status. Nominations of employers or events
should include detailed information on who will receive the
award and why the employer or event deserves to receive the
award.

John J. Hennessy Award
Named in honor of John J. "Jack" Hennessy, a former EAPA
president, this award recognizes an EAPA member who has
made extraordinary contributions to the advancement of
organized labor assistance programs.

EAPA Emeritus Membership
Emeritus members receive free EAPA membership for life.
Contact the MemUership Department at (703) 387-1000 ext.
333 for more information

duality Award for EAP Excellence
This award, cosponsored by EAPA and the EAP Digest, recog-
nizes employee assistance programs that demonstrate exempla-
ry continuous improvement efforts to enhance quality in the
provision of EAP technologies. The deadline for nomination is
Aug. 31, 2001. For a nomination application, call Carlos
Bennett at (703) 387-1000 ext. 317.
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"I seem to spend nothing unnecessary,
but money seems to fly away simply."

—Kitty, in Leo Tolstoy's Anna Karenin

During the last decade of the 20th century,
employee assistance professionals helped con-
vince many employers that a healthy workforce
is one that is not only physically healthy but
mentally healthy as well. In the first decade of
the 21st century, EA professionals will need to
widen employers' perspectives on health again
to include legal health and financial health.

On paper, the case should be easy to make.
Employees with substance abuse problems, for
example, frequently develop financial problems
as well, and also are at increased risk of arrest.
Nearly half of all marriages
end in divorce, which
requires legal resolution and
is a leading cause of financial
woes among women.
Employees who fail to save
enough money for retirement
stay at their jobs to keep
earning income, costing their
employers more in salary and
payroll taxes than. younger
employees.

Moreover, by offering
legal and financial services to
employees through the EAP,
an employer can entice many
additional workers to use the

program. This gives EA professionals the oppor-
tunity to assess for underlying issues that other-
wise would go undetected until they began to
affect employees' performance and productivity.

The more difficult case to make may be
among EA professionals themselves. Although
the definition of an employee assistance program
(as adopted by EAPA) includes financial and
legal issues among the many concerns that EAPs
should help clients resolve, some EA profession-
als consider legal and financial services to be
outside the "core" functions they provide.

The following articles
describe the growing impact
that employees' legal and
financial concerns are hav-
ing on the workplace and
discuss some of the options
available to EA professionals
to minimize that impact.
Together, the articles offer
overwhelming evidence of
the need for EAPs to add
legal and financial services
to their repertoire of benefits
and position themselves as
industry leaders in the new
millennium.
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Em to ee Mone and Credit Problemsp Y Y
EAPs Must Become Involved

by E. Thomas Garman, Ph. D.

any EAPs still seem to be operating within the
traditional paradigm of helping employees
and their family members with the core con-
cerns of substance abuse and mental health

issues. As a result, some EA professionals are finding that their
scope of work is getting smaller.

A creative opportunity for EAPs to increase their rev-
enues—one that has been rejected by many in the past—
involves partnering with the credit counseling industry. The
scope of this opportunity is reflected in the facC that an esti-
mated 55 million workers in the United States are not saving
sufficiently for retirement and at least 15 percent of employees
are experiencing stressful financial problems (Garman, Leech,
and Grable, 1996). If EAPs gained only 1 percent of financial-
ly troubled employees as clients, it would amount to more than
1 million people.

Failing Education

Ironically, the financial education problems of employees have
grown even as more and more employers have taken steps to
prevent them from occurring. Over the past 20 years, there has
been a virtual tidal wave of employers establishing financial
education programs for employees. This has largely been the
result of Section 404(c) of the federal Employee Retirement
Income Security Act (ERISA), which not only encourages
employers to offer employees a defined contribution plan—
often known as a 401(k) plan—but also requires that employ-
ees be educated. The emphasis of these education programs
historically has been retirement, with the employer or an out-
side vendor hosting workshops for employees on topics such
as the time value of money, cash management, college plan-

ning, insurance, investments, and estate planning.
The largest employers—those with more than 1,000

employees—boast that the participation rate in their 401(k)

plans is 80 percent or even higher. Unfortunately, most small

E Thomas Garman is distinguished scholar at the InCharge Institute of
America in Orlando, Fla. He recently retired as Professor Emeritus from the
Virginia Institute of Technology, where he directed the university's National
Institute for Personal Finance Employee Education, He also serves on the
board of directors of the American National Standards Institute. He can be
reached by phone at (407) 532-5883 or by e-mail at
tgarmanQincharge. org.

www.eap-association.org

employers do not sponsor a defined contribution retirement
account for employees, and among those that do, the partici-
pation rate is only about 30 percent. Fully half of today's work-
ers have not yet started saving for retirement.

Even the high participation rate among large employers is
a false god because most employees who are saving for retire-
ment are not saving enough. While the mean 401(k) retire-
ment portfolio (minus loans) is about $50,000, the median
amount is about $14,000, meaning half of all workers with
401(k) accounts have less than $14,000 in their accounts.
These low numbers are due not to the labor force being young
(it isn't), but rather to the affordability of savings.

Many workers report that they cannot afford to save for
retirement, and statistics from the 2000 Retirement Confidence
Survey bear them out. More than 20 percent of employees with
a 401(k) account have borrowed from their savings, and two-
thirds of plan participants between the ages of 20 and 59 have
taken lump-sum distributions when changing jobs.

In short, today's workplace financial education pro-
grams—particularly those that focus primarily on retirement—
are failing. The great majority of employees, including those
close to retirement age, are financially unprepared to quit their
jobs. And they are stressed about it.

Negative Impact

Research indicates that the leading reason workers are not con-
tributing to their 401(k) .accounts is that they have money
problems. A study by Strong Investments found that 35 per-
cent of employees say they cannot afford to contribute because
of debt, and another 11 percent say they simply cannot af~ord
to contribute at all (Gunsualey, 2000). Worse, evidence is accu-
mulating that poor employee financial wellness can hurt
employer profitability.

Three studies conducted at Virginia Tech's National
Institute for Personal Finance Employee Education found that
employees with serious credit and money problems—approx-
imately 15 to 25 percent of all workers—are a portrait of pain
for their employers. Ninety percent of them are dissatisfied
with their personal finances, 75 percent are insecure about
retirement, and 50 percent hold apart-time job elsewhere.
Together, they waste more than 25 working hours a month
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thinking about and dealing with their personal money matters.
Employers' balance sheets also are affected by financially

troubled employees who do not retire "on time." These
employees continue to work because Chey cannot afford to
retire, but they cost their employers more than younger work-
ers in higher salaries (and thus higher employer contributions
to Social Security) and greater health care costs.

Employees with financial problems are like sharks swim-
ming around the workplace, taking bites out of the bottom
line. The U.S. Department of Defense, to name one example,
wastes about $1 billion annually on employee money prob-
lems, about $500 per worker per year (Kristoff, 1998; Luther,
Leech, and Garman, 1998). Examples of worker behaviors that
cost their employers include the following:
• Absenteeism
• Tardiness
• Wage garnishments
• Pay advances
• 401(k) loans
• Work time spent dealing with money concerns
• Theft
• Substance abuse
• Health care expenditures

While a number of these factors have been researched,
more studies are needed. The evidence so far suggests that
worker "wealth" is as vital as worker health.

Changing Behavior

A growing number of employers are realizing that it is snore
expensive to ignore employees' money problems than to
address them. The central question today is, "Can employers
help employees overcome money problems and financial chal-
lenges by offering a workplace financial education program
that changes behaviors?"

Several studies suggest that the answer is yes. Researchers
found that blue-collar workers in a Southeastern chemical
company who participated in a basic financial education pro-
gram reported improvements in their personal financial well-
ness, financial situation, retirement savings, health, work per-
formance ratings, and confidence in a financially secure retire-
ment (Garman, Kim, Kratzer, Brunson, and Joo, 1999). A study
of white-collar workers in the Midwest (Kim, 2000) found that
when a 90-minute financial education seminar was combined
with a 30-minute one-on-one financial advice session, the
employees reported improvements in financial attitudes and
behaviors as well as increases in health and job performance.

Findings from aone-year pre- and post-study of credit
counseling clients from 25 states were similar but even stronger
(Bagwell, 2000). Employees who were active clients for one
year in a credit counseling service reported increased financial
wellness, improved performance ratings, less work time used
for personal financial concerns, and better health.

Finally, financial well-being directly predicts employees'
job performance ratings, pay satisfaction, absenteeism, and
conflicts between work and money matters (Kim, 2000).
Financially well employees report very high levels of organiza-
tional commitment and pay satisfaction. In fact, an employer's
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Mastering the Fundamentals
hrough the years, employee assistance professionals typi-

cally have not worked with nonprofit credit counselors,
often because they have no formal training or certification in

personal finance. The good news is that basic personal financial
education is not rocket science. One does not have to be a
Certified Financial Planner to understand and help resolve the
financial challenges of most workers.

With some study, the fundamentals can be mastered in an
accreditation program. Popular counselor certification programs
are offered through arrangements with two credit counseling indus-
try associations: (1) the Association of Independent Consumer
Credit Counseling Agencies (AICCCA, at www.aiccca.com), and
(2) the National Foundation for Credit Counseling www.nfcaorg).
Many counselors also are certified by the Accredited Financial
Counselor (AFC) certification program offered by the Association
for Financial Counseling and Planning Education (www:afcpe.org),
a professional association representing a variety of people with
expertise in personal and family finances.

potential first-year return on each dollar spent on financial edu-
cation may be more than $400 for each employee who
improves his or her financial wellness (Joo and Garman, 1998).

Credit Counseling

The credit counseling industry has changed dramatically over
the last several years. Because of rising costs and thinning rev-
enue margins, many nonprofit, mom-and-pop credit counsel-
ingcompanies will soon be forced to close their doors or merge
with larger organizations.

Moreover, consistently rising levels of consumer debt sug-
gest that the industry has been largely ineffective. Consumer
debt in the United States reached an all-lime high of approxi-
mately $1.4 trillion in 1999, and 1.3 million Americans filed
for bankruptcy. Over the last 10 years, personal bankruptcies
have risen 69 percent.

In response to these developments and criticisms that the
credit counseling industry is providing "band aid" solutions to
serious consumer debt problems, the process of delivering
credit counseling is changing dramatically. The time-honored
method of delivering credit counseling face-to-face is being
replaced with telephone counseling. In addition, the Internet
and fax machine are speeding the transfer of information and
education both to and from the client.

Yesterday's intermittent presentations to employees about
money and credit management also are on the wane. Instead of
preachy, motivational lessons delivered on an ad hoc basis to
small groups of employees, today's educational programs are
high-tech and high-touch and intended to reach millions of
people. State-of-the-art, interactive CBT software programs can
be delivered via the Internet, Intranet, and/or on CDs. These
programs are designed to not only educate people about cred-
it, but actually change personal behaviors.

Yet another change is being made in the delivery system
for reaching consumers with serious debt problems. The first
decade of the new millennium will bring numerous .strategic
alliances between large employers and leading credit counsel-

www.eap-association.org
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ing organizations. Soon, millions. of workers who are overex-
tended financially will have access through their place of
employment to educational programs that will help them
achieve financial independence.

Potential Partnerships

~~rough partnerships with credit counseling organizations,
EAPs can provide assistance to some clients experiencing stress
from serious money and credit problems. To successfully devel-
op anew revenue stream from such employees, EA profession-
als, employers, and health care providers must think creatively
about partnerships with credit counseling agencies. To make
these partnerships work, EA professionals must be able to—
• Identify clients who evidence credit and money problems;
• Measure how many employees are experiencing financial

trouble to the extent it hurts job productivity;
• Broaden their scope of practice to include behavioral risk

management of money problems and financial challenges;
• Calculate the employer's return on investment for financial

education programs;
• Identify the key partners with whom they should collabo-

rate to integrate employee services;
• Take a leadership role in creating partnerships to deal with

employee financial problems; and
• Encourage employees to utilize the services of both credit

counselors and EAPs.
Edie Milligan, president of a financial counseling firm in

Columbus, Ohio, and a longtime advocate of EA professionals
helping employees deal with chronic financial problems,
summed up the challenge quite clearly in an article in the
November/December 1997 EAPA F~cchange. "EA professionals
must expose this plague with the same fervor that exposed
alcoholism as a disease with a cure," she wrote. "Helping
employers realize that this new ̀drug' [credit and money prob-
lems] is being thrust upon workers, causing them to endanger
their health, their families, and their jobs, will allow resources
to be directed to this problem."

EAPs need to convince employers that they need to be part
of the solution to this challenge. A good first step for EA pro-
fessionals interested in broadening their understanding of per-
sonal finances and employee money problems is to visit the
people in the organization responsible for retirement educa-
tion. Study the materials provided to employees on retirement
planning and money and debt management. EAPs should first
assess this information from a personal perspective, then think
about how other employees might view the materials.

This process should quickly lead the interested EA profes-
sional to talk with others about additional resources employees
might need to overcome their money problems. Additional rev-
enues will accrue to EA professionals who help employees with
serious money problems and unmet challenges.

How much of an annual investment is needed to provide
basic financial education to each employee? Five dollars? Ten
dollars? Fifty dollars? Whatever the cost, EAPs that seek part-
nerships with credit counseling professionals will provide
resources that not only help more employees—and their

employers as well—but also enhance their own revenues.
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RESOLVING LEGAL AND FINANCIAL PROBLEMS

Financial Education in the NaVY
SeiZin the Momentg

by Dean Brassington and Paula Sydow

hat are you doing about personal financial
issues in your EAP? Are employee financial
problems very significant in your workplace?
Are they even recorded? What are the sytnp-

toms? Does your payroll department report any employees
using garnishment as a form of debt management?

Our experience with the U.S. Navy's equivalent of a civil-
ian EAP suggests that for every financial problem we see in our
Fleet and Family Services Center (FFSC) in Hampton Roads,
Ua., there are nine more we do not see. Eventually, these nine
will make their presence known, often in ways that affect work
performance and productivity.

We all know intuitively (and too often from experience)
that financial wellness is clearly related to mental, emotional,
and physical health. The violent tragedy in Wakefield, Mass.,
apparently over garnishment issues, is only the most recent
brutal reminder of the powerful connection between money
and health.

But what is the cost of promoting financial wellness and
avoiding employee financial problems? The answer to this
question depends on how personal finance issues play out in
the average EAP. The bottom line seems to be whether person-
al finances surface as a primary or underlying issue and
whether employees can get appropriate professional assistance
before their problems escalate.

Teachable Moments

The need for personal financial education in the workplace,
whether in the Navy community, the military in general, or the
civilian population, is really not in doubt, though it is vastly
underestimated and frequently ignored. It is the proverbial ele-
phant in the living room. For many, the subject of personal

finances is still taboo, perhaps because it is too personal and

Dean Brassington is the resources and training supervisor at FFSC
Hampton Roads (Norfolk, ~a.) and a military financial educator/counselor,
He serves as the course curriculum model manager for the Navys
Command Financial Specialist Training Course. He can be reached by e-
mail at dbrassingtonQnsn, cmar, navy. mil.

Paula Sydow is the education and training supervisor at FFSC Hampton
Roads (Norfolk, ~a,) and a career marriage and family therapist. Her e-mail
address is psydowQnsn.cmarnavy.mil.

too close to home.
The level of discussion about personal finances is proba-

bly similar to the level of discussion about sex in the 1950s, but
at least we are beginning to talk. As one warrant officer aboard
the aircraft carrier John Fitzgerald Kennedy explained to a visit-
ing White House official who asked why regularly paid sailors
have problems with money management, "Ma'am, first you
might want to look at the pay scales. Also, when it comes to
discussing personal matters, sailors are more likely to talk
about their sex lives than their money, and have been known
to stretch the truth on that."

Navy-wide community needs surveys (Hayes, 1995;
Caliber, 1996) have found that personal finance and related
issues dominate the top 10 issues for Navy "employees" and
their families, and this year personal finance was the top issue
in a Navy leadership survey. Nearly a third of Navy families
have difficulty making ends meet every other month (Caliber,
1996), though that alarming figure is no worse (and often is
better) than the comparable statistic for the civilian population,
partly because Uncle Sam provides a steady paycheck to serv-
ice members.

So compelling is the perceived need for financial educa-
tion that the comptroller of the Navy announced a multimil-
lion-dollar commitment in November 2000 to build the cur-
rent highly-regarded personal financial management program
into a truly life-cycle preventive education program. The other
armed services are following suit.

Just how does the Navy educate its service members about
personal finance? The first Fleet and Family Services Center
was created in Norfolk in 1979 in response to the hard per-
sonnel lessons of the Vietnam era. The program development
process for FFSCs has been characterized by almost constant
internal growth and expanded services to meet the unique and
difficult challenges of the Navy lifestyle. That development
process is dynamic and continues today.

Retention' and recruitment are, and always have been, at
the core of the FFSC's mission. The truism, "a sailor enlists, but
a family re-enlists or leaves," has tremendous validity.
Deployments, relocations (frequently to overseas locations),
and low levels of pay are the working realities of Navy employ-
ees and their families. Families will stay in the Navy as long as
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the quality of family life is acceptable. What the FFSC provides
is central to the Navy's mission of operational readiness, not an
employer fringe benefit.

The modern FFSC provides specialized support services
not anticipated even by its visionary founders. For instance,
special teams of clinicians and educators board ships and ride
with sailors as they complete the last legs of their deployments.
The role of these "return and reunion" teams is to seize the
"teachable moment' and help facilitate the transition back to
everyday life. The programs they deliver are designed to help
sailors prepare to successfully reintegrate into their families and
society and include single-sailor programs, returning-to-chil-
dren sessions, and the consistently popular pieces on money
management and car-buying strategies.

Natural Entry

We know from these "teachable moment" experiences that per-
sonal financial concerns are a natural entry into the world of
other support services and programs for our employees and
their families. EAPs in the civilian world likely would find this
to be true as well. The reality is that most people are naturally
very interested in taking control of their personal finances, so
financial education programs are attractive to them.

Once the civilian population has stabilized its behavioral
risk management procedures for substance abuse, and perhaps
even before, personal finance probably will emerge as a major
corporate concern, as it did in the armed services. In a test of
basic economic principles, adults scored only 57 percent, while
high school students scored even worse at 48 percent (Brenner,
1999). Your new employees and our new service members will
come From these populations.

The bottom line for the Navy is operational readiness
through personnel support at a reasonable cost. I suspect that
with expanded Navy support for financial education and a con-
comitant community response to reduce the costly fallout from
sailors at risk due to personal financial problems, there will be
increased emphasis on examining the cost avoidance/invest-
ment ratios in preventive financial education efforts.

Your sisters, brothers, sons, and daughters who choose co
risk their lives for our freedoms deserve the best employee
assistance services available to help keep them focused on their
jobs. In the Navy, that includes financial education services in
the workplace.
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Getting Employees to Own Their Finances
y first introduction to the Navy's Alcohol Rehabilitation

Command (as it was called at the time) was part of my

orientation as a financial educator in Norfolk, Virginia,

home of the U.S. Atlantic Fleet. My mentor was a retired senior chief

who had invited me to see how he conducted business.

took a seat in the back of the classroom as he set up on the

center stage, a 12-step poster behind him and a white board to the

side for illustrating key points. Five minutes before the training session

was to begin, only a few students were present, and dozens of plastic
chairs were stacked around the room. Within the next four minutes,
more than 50 uniformed students wearing hand-written nametags
crowded into the room. What followed was as much a lesson for me
as an overview of practical personal financial concepts for recovering
substance addiction patients.

The instructor explained that he had a prepared script for
developing a personal budget, but that he was really there to answer
questions and challenge attendees to think about their money, their

habits, and what they were going to do differently. This approach made
it "their" program, and anything they wanted to know about money (or
wished they had known before joining the Navy) was fair game. What
followed was a lively discussion, with questions ranging from "What

qualifies you to tell us what to do with our money?" to "How do I 'fix'
my credit?" to "How do I file for bankruptcy?" In the background,
murmurs of "I don't have any money" were heard over and over.

The connection between substance abuse and personal finance

has been reinforced regularly in my 12 years of revisiting the renamed
Navy Addictions Rehabilitation Detachment. Over the years we have
continued to present one session per group, for 15 to 20 groups per
year. While the outcomes have not been measured by quantitative
research, I am confident that if only half of those who ask for specific
community referrals follow through, some significant first steps are
being taken to gain control of personal finances.

The core presentation, "Developing Your Spending Plan," while
basic, often reveals a lot about the surfacing concerns of service

members (it is an all-services facility) as they go through treatment.
Their questions—ranging from "How do I get out of debt?" to "How

do I talk to creditors?" to "How do Iinvest?"—clearly show what

employees want in terms of professional guidance on basic money

matters. Many times they approach us after presentations and tell us

poignantly, "I wish I had this 17 years ago when I first joined the Navy,"

or "Everyone should get this lecture!"

Thanks to persistent efforts in providing these and related

financial education services and alerting leadership to the clear need

for (and related benefits o~ preventive financial education, the Navy is

now funding a comprehensive life-cycle approach to personal financial

management. The Navy's structured education, training, and counseling

program might provide some lessons for the civilian EAP community

as it charts new strategies, partnerships, and service delivery opportu-

nities for the new century.

—Dean Brassington
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Le al Servicesg
Benefitin EAPs as Well a~g

Em to eesp Y
by Sandra H. DeMent

ach year, about 30 percent of the U.S. population
encounters some sort of issue or problem that a
lawyer could help address, but only about 12 percent
of those in need of an attorney actually hire one. The

rest either finesse the situation—that is, they buy a software
package to help prepare a will, or they. use a contract they once
signed to rent an apartment as a template for a contract to rent
a room in their home—or they try to go it alone.

Regretably, many legal problems, including commonplace
events such as divorces, credit problems, estate settlements,
and even traffic citations, cannot be resolved quickly or inex-
pensively. In fact, a recent Harris Interactive survey found that
legal problems cost employers nearly 10 days of work per
affected employee annually, either in terms of time off from
work or time spent while working to resolve legal issues. The
poll, of more than 600 full-time workers between the ages of
25 and 55, also found that—
• Employees take more time off from work for legal matters

than they do for dental care; and
• One in four employees experiences a legal issue each year

involving credit problems or bankruptcy.
Recognizing the impact that legal concerns can have on

workforce productivity, several employers have begun to offer
legal services plans to their employees. These plans are rela-
tively inexpensive, costing anywhere from about $8 or $9 to
$20 per employee per month, and cover everything from wills,
divorces, and real estate transactions to bankruptcies, tax dis-
putes, and traffic tickets.

Broader Mandate

Typically, legal assistance is made available to workers through
a firm's employee assistance program. While EAPs are perhaps
best known for addressing substance abuse and mental health
problems, their mandate is much broader—to help employees
identify and resolve personal issues that may affect job per-

Sandra DeMent is president ofAdvisory Communications Systems of
Lanham, Md., which administers a variety of legal plans, including
LawPhone, of which she also is president. An attorney with nearly 20
years' experience in legal plan design and administration, DeMent was
the original director of the National Resource Center for Consumers of
Legal Services.
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formance. The Employee Assistance Professionals Association
specifically includes legal problems within this mandate, along
with other non-traditional concerns such as marital, family,
and financial issues.

Another reason for offering legal assistance through an
EAP is. that, although legal plans are designed to benefit
employees, they also benefit EAPs, in at least two ways. First,
they are an invaluable resource for EAP staff who don't know
how to advise a client who may have a legal problem. Second,
there's no real stigma attached to using a lawyer (whereas there
may be some embarrassment associated with substance abuse
or arixiety disorders), so legal services plans provide a neutral
way of encouraging employees to access the EAP. The legal
services benefit will attract the employee to the EAP, thereby
giving the EA professional an opportunity to consider underly-
ing issues, such as substance abuse or mental health problems.
The assessment might reveal that the client needs a lawyer, but
he or she needs to see a psychologist as well.

An example of this benefit is an employee who calls the
EAP and says something like, "My marriage is in tatters, and I
have this little brochure from you that lists ̀ Legal Services' as
one of the available benefits." The EA professional will
respond, "Fine, we can arrange to have you speak to a lawyer
or be referred to a lawyer locally." The EA professional then has
the opportunity to probe deeper to see whether the employee
is in need of counseling to help resolve a personal problem.

Of course, not all EAPs take advantage of this benefit.
Many EAPs have positioned themselves as mental health- or
personal crisis-related services and merely offer legal services in
the context of an emergency, while others view themselves as
high-end service providers and promote their legal services
plans vigorously to employees, both as part of their sales
process and their account management process. The difference
between these two approaches is reflected in utilization rates:
Anywhere from 1 percent to 5 percent of a workforce will use
their employer's EAP for legal services, and the top end of that
range is represented by EAPs that market legal plans heavily.

But even high-end EAPs find that making the business
case for legal services is problematic, because the sale isn't
made on the basis of usage. An EAP's typical utilization rate is
5 to 8 percent, of which only a portion is using the EAP for
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legal assistance. And in any event, the employer doesn't want
to hear that he has a lot of employees who have legal prob-
leins—in fact, he hopes just the opposite is true.

A Sense of Comfort

So, how can EAPs sell employers on legal services plans? The
arguments are- threefold, First, although most employees do
not need legal assistance in any given year, those who do may
find that their legal problems are interfering with their work
performance. By offering legal services plans, employers great-
ly minimize the potential disruption to their productivity.

Second, an organization that provides legal assistance to its
workers is more likely to be viewed as an enlightened and pro-
gressive employer, which helps set it apart from its competitors.
Likewise, legal services can serve as an effective tool to recruit
and retain good employees, especially in a tight labor market.

Selection Criteria for Attorneys
Medium-sized firms of three to 40 attorneys, depending on
area of country

Breadth of practice, such that experienced attorneys are
available to handle family law, real estate, probate, contract,
consumer, and criminal legal matters

Minimum of 10 years of legal practice or its equivalent to take calls

Firms must—
• Complete a detailed confidential questionnaire;
• Develop and maintain a policy of errors and omissions coverage

with a minimum of $500,000 coverage;
• Supply references;
• Host a site inspection visit;
• Authorize an inquiry into the licensing status of each attorney

in the firm with the state supreme court or bar association;
• Agree to the terms of the vendor's contract, including audit calls,

record keeping, telephone-answering standards, emergency
24-hour call handling, and standard fees; and

• Agree not to take revenue-generating work from clients
(i.e., no "self-referral").

Source: Advisory Communications Systems, Inc.

Finally, employers that provide legal services plans benefit
from improved employee morale, especially among workers
who have never used a lawyer before (approximately a quarter
of the population has not). People generally attach a great deal
of confidence to anything that is sponsored by their employer,
particularly if they don't have (or feel they don't have) such

resources available themselves. Having access to an attorney
through their employer gives workers a sense of comfort; they

think, "Oh, I don't have a lawyer, but I can get some help here

and it's free, so why not?"
Employees especially like the idea that the EAP has gone

to the trouble of screening and selecting qualified attorneys for

them. Most people are confused by the legal system and par-

ticularly by lawyers; they don'c know how to evaluate one from
the other. They're glad their employer has done the heavy lift-
ing for them and made a selection.

The evaluation process for a legal plan is as you would
imagine. The EAP will wanC to know where the lawyers in the
plan are located, the size of the network, the criteria for selecc-
ing attorneys to participate in the plan, whether the plan offers
errors and omission coverage, whether it maintains minimum
practice standards, how the attorneys are monitored, how often
and how extensively the plan reports to purchasers, and so on.
All of these are questions that EAPs face when they submit a
proposal to employers.

Elective Needs

Like EAPs, legal services plans offer varying levels of benefits.
A basic plan will provide unlimited telephone access to
lawyers, referrals at a discounted rate, and a few additional

services such as letters from the lawyers and will preparation.

The primary benefit of this type of plan is unlimited telephone
access to attorneys.

On the other end of the spectrum are full-scale legal insur-
ance plans, which will not only refer employees to lawyers but
also fully cover all legal services. These plans provide a much
broader benefit—for example, they cover a trust as well as a
simple will, or refinancing a home as well as buying one,

All prepaid legal plans, from both the telephone access
version to the more comprehensive legal insurance version,
include some form of telephone helpline. A helpline allows an
employee to pick up a telephone and dither speak to a lawyer
or be referred to a lawyer in the community who will provide
a free half-hour consultation and a 25 percent discount on any
subsequent work. The access point is through the EAP.

Employees opt into prepaid legal plans and pay for them,
just like a medical plan with a payroll deduction. People typi-
cally enroll in one because they anticipate what I would call an
"elective" or non-crisis-based need—they're going to buy a
home in the fall, or they need a will for their family, or they're
planning to divorce or to adopt a child. In a strict EAP setting,
employees' legal problems are far more crisis-oriented: roughly
half of the uses are for family law matters, such as divorce, child
support, or custody. They're also more debt-oriented. But there
is not, in a pure EAP context, a heavy usage by people who are
just buying a home.

Parallel Caseloads

While not everyone who needs a lawyer needs an EAP, many
employees who need an EAP need a lawyer. There's a close
connection between an EA professional's caseload and a
lawyer's caseload. For example, if someone has a substance
abuse problem, it may well lead to an arrest and/or mounting
debts; if someone is experiencing a crisis in his or her marriage,
it may well result in a divorce. The relationship between the
types of issues the two professions handle is very, very strong.

The overall effect of offering legal services plans is to allow
employees to more easily afford the legal help they need, there-
by increasing the likelihood they will contact an attorney—and
their EAP. Thus, these plans help employers and EAPs mini-
mize disruptions stemming not only from legal problems but
also from substance abuse, mental health, marital, financial,
and other problems that can hinder work performance.
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The Divorcin Em to eep Y
EAPs Can Provide a Varie

of Services
by Sharon ,~~. Burns, Ph. D., CPA

lmost every firm has likely suffered through the
divorce process with at least one employee. This
process can be short and stressful at best, or
long, arduous, and damaging to the employee at

worst. Even in amicable situations, divorce causes enormous
stress: At a minimum, the employee will be concerned about
(1) the effect of the divorce on his or her children, (2) person-
al financial security, (3) the cost of the divorce, and (4) how to
obtain competent legal advice.

An employer has no legal right to know about an employ-
ee's marital difficulties or marital status, yet it is rare that an
employee can progress through the divorce process without
some assistance from the employer. This assistance may take
the form of providing leave from work, reassigning work [o
other employees on a temporary basis, producing documenta-
tion regarding the employee's status and compensation, pro-
tecting the employee from the former spouse while at work,
and/or protecting the privacy of the divorcing employee. The
employee will most likely call upon the EAP or human
resources staff to provide information or referrals to competent
advisors. At times, the employee's attorney or spouse's attorney
may also request assistance.

An employee requesting assistance obviously will have to
share some information with the employer. It is the employer's
responsibility to protect the privacy of that information and
allow the employee to determine the amount and timing of
information to be shared with colleagues.

Divorce Issues

If the divorcing couple has minor children (under age 18 in
most states), custody issues are paramount. A custody battle
will present the most stress and is often never completely
resolved to the satisfaction of either party.

Absent custody disagreements, most divorces become a
matter of economic or financial issues. Three financial issues

Sharon Burns is a certified public accountant and serves as executive
director of the Association for Financial Counseling and Planning
Education. She holds a Ph.D. in family economics from Purdue University
and served on the faculty of Ohio State University until 1994. In 1997 she
launched a software company, Boiler Development, Inc., that publishes
financial software and other financial media.
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are of concern in divorce. The first is the amount of child sup-
port to be paid by the non-residential parent to the residential
parent. Each state applies its own guidelines to determine the
appropriate amount of child support. To a great extent, the
guidelines are predetermined amounts based on a formula that
is set under state law Most formulas base the level of child sup-
port on the individual incomes of the parties and the total fam-
ily income. Unless a viable reason exists, deviations from the
amount established by the guidelines are not allowed.

The second financial issue to be considered is whether
spousal support or alimony is necessary and, if so, the amount
that is appropriate. State laws vary widely—many provide for
no spousal support to be transferred, while others are very gen-
erous. If a state allows for spousal support, the amount typi-
cally depends upon several factors, including the length of the
marriage, the education and employment history of the parties,
and the income discrepancy between the parties.

Once child support and spousal support issues are
resolved, the divorcing parties will need to turn their attention
to the distribution of the marital assets and liabilities. Again,
each state has its own laws regarding property distribution.
Most tend to divide the marital assets and liabilities such that
each party leaves the marriage with an equal share of the mar-
ital net worth, not necessarily half of each asset and liability.
For example, a wife may retain the marital residence and its net
equity while the husband may receive more retirement plan
assets. Of course, the underlying property distribution issues
include identifying the marital assets and liabilities and cor-
rectly valuing each.

Documentation

Documents are an important element in creating a fair finan-
cial settlement in a divorce proceeding. Information is needed
to help the parties resolve financial issues and allocate proper-
typroperly. The organizational skills of the employee will affect
the demand on his or her employer to produce the requested
documents.

Informational needs can be divided into two categories:
financial and non-financial. Generally speaking, the divorcing
employee will need to produce the following documents: per-
sonal tax returns from the past three to five years; wage state-
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menu (W-2 forms) from the pase ehree to five years; and
records of the bonuses, stock options, and other benefits
received during the past five years. A report of the number of
sick, personal, and vacation days available as well as employer-
paid expenses, such as automobile, travel, and meal
allowances, may also be requested.

Several pieces of non-financial data may be required as
well, including the date of first employment and the date of eli-
gibility for retirement. The summary plan document for all
retirement or pension plans will aid in the valuation and divi-
sion of retirement plan assets. Details of plans granting both
qualified and non-nualified incentive stock options should be
provided to the employee. The employee will also need the for-
mulas for purchasing unused sick and vacation pay.

The employer may have an action
plan that is implemented automatically
upon notification of an employee
divorce.

In most cases, EAP or human resources staff will be called
upon to aid the employee in gathering the needed documents.
This process will take some time, and it is rare that all docu-
ments are requested at once. Many will be needed as the
process continues and more issues are raised.

If the employee does not produce the documents, it is like-
ly the opposing party will subpoena the employer to forward
the documents. Upon receipt of a subpoena, human resources
personnel should forward it to the company's legal counsel for
guidance before complying with it.

Selecting Advisors

The divorcing client will need qualified legal assistance: While
it may be legal to handle one's own divorce, it is not advisable.

Fees vary widely by geographic region or local custom;
most attorneys charge an hourly fee of $100 or more. Many
prepaid legal plans will pay for services pursuant to a divorce
or dissolution of marriage, and in most communities there are
lawyers who will handle a divorce for a flat fee.

Most divorces, however, are complicated by custody issues
and/or disagreements over the amount of child support or
alimony to be paid or 'the division of assets or liabilities. A
lawyer capable of handling these and other difficult issues may
charge an hourly fee ranging from $125 to $400 per hour.

Many courts are suggesting to divorcing couples that they
use the services of a mediator. The advantages of using a medi-
ator are many: Couples that resolve divorce issues under the
guidance of a mediator will enjoy significant savings in attor-
neys' fees, court costs, time away from work, and other stress-
es. The mediator's recommendations usually are not binding,
however, and the use of a mediator does not eliminate the need
to appear in court for a final hearing.

In addition co an attorney, cases involving complicated
financial issues. such as business interests, pensions, and
options may require the services of an accountant or financial
advisor. The attorney is usually the person to recommend the
hiring of a financial advisor.

A client undergoing a divorce may be tempted to ask EAP
staff to provide legal or financial advice. It is not advisable to
offer such assistance unless you are well trained. in the domes-
tic relations field. A list of domestic relations or family law pro-
fessionals can be obtained from your local bar association. A list
of CPAs who specialize in domestic relations issues is available
from your local accountants' society.

Other Considerations

In addition to providing assistance in gathering pertinent infor-
mation or providing referrals, the EA professional maybe asked
for help in reconciling work schedules to accommodate the
time demands of the divorce process. A divorcing employee
normally will need to take some time off to handle domestic
relations issues. Release time may be needed to meet with an
attorney, mediator, or financial advisor.

If .the divorce process becomes more adversarial, the
employer can expect requests for much more time away in
order to meet court or deposition appearance demands, attend
negotiating sessions, and, possibly, fulfill vocational, psycho-
logical, and medial testing requirements. Employers should
expect employees to request a minimum of three days away
from work and, if the process is drawn out, up to two or three
weeks over atwo-year period.

Many attorneys and domestic relations advisors will meet
with clients in the early evenings and on weekends. Most
courts, however, hold hearings only during normal business
hours, and they may not give adequate consideration to an
employee's schedule when assigning hearing or trial dates.
Therefore, it may be imperative for an employer to be flexible
in scheduling an employee's time and assignments for the dura-
tion of the divorce process.

Some divorce matters contain an element of domestic
abuse. EAP staff should stand ready to help the employee assess
the potential for violence and refer him or her to appropriate
community resources for assistance. Workplace policies regard-
ing safety and privacy will need to be explained to the divorc-
ing client in such situations, and safety precaution plans will
need to be implemented if direct threats or other indications of
potential violence are present.

The employee assistance professional can ease the stress
for a divorcing employee in several ways. For example, the
employer may have an action plan that is implemented auto-
matically upon notification of an employee divorce. A basic
action plan would include a discussion between EAP staff and
the employee concerning work schedule and release time
needs. The plan also might direct the EAP to provide basic
financial management information, such as how to prepare a
budget and balance sheet. The EAP should be prepared to for-
ward appropriate referral lists to the employee upon request.
And last, but certainly not least, EAP staff may simply need to
lend a compassionate ear to the divorcing client.
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~~°~ ~ ~~- ~- ~~ LEGAL SECURITY INSURANCE PLANS'"'

800-535-1182

....,.. C)2000 Aclvisury Communitauuns Sysicros~ Inc.

Application Deadline: March 1, 2001
Exam Date: May 5, 2001

Application Deadline: October 2, 2001
Exam Date: December 8, 2001

Eligibility Requirements: You must meet one of the following options:

Option 1:
• 3,000 hours of work experience in an EAP setting, which

must have been gained over a minimum of two years and within
seven years of the date of the application for the CEAP exam;
AND

• 60 PDHs (Professional Development Hours) with at least 36 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

Option 2:
• Graduate degree in an EAP-related discipline (or equivalent

outside the United States); AND
• 2,000 hours of work experience in an EAP setting, which

must have been gained over a minimum of two years and within
seven years of the date of the application for the CEAP exam;
AND

• 15 PDHs (Professional Development Hours) with at least nine 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

PDH Requirements for Both Options:
• At least 60 percent of total PDHs must be within content areas 3 and/or 4
• No PDHs may be earned by writing sample exam questions; PDHs must be from training occurring November 11,1995, or later

Exam Fees: $295 for EAPA Members* $435 for Non-members of EAPA
($410 total if joining EAPA—including U.S. individual EAPA membership for $115 and $295 for the LEAP Exam Fee)
'U.S. Individual membership rate only. For other categories, contact EAPA's Membership Department.



Certification
Update

Much Work for the EACC to Accomplish

t seems that each year, the work of
the Employee Assistance Certifi-
cation Commission (EACC) builds

to the crescendo of the EAPA Annual
Conference. Once there, we network
with colleagues, refresh and expand
our skills and abilities through educa-
Cion and training, and experience the
transition that inevitably occurs as we
say farewell co our outgoing members
and welcome our new commissioners.

This year was no exception, but
the transition was more pronounced.
The EAPA Board of Directors
approved a motion supported by Che
EACC to reduce the size of the com-
mission from 12 members to nine, so
we bade farewell to five commission-
ers and welcomed two. The newly

restructured EACC includes Jan Paul
(chairwoman), Pahl Kowatch (chair-
man-elect), Eloise Eller (treasurer),
Bob Belaire, Doris DeCosta, Sheila
Hagan-Bloxham, Mark Strickland,
Tina Thompson, and Ricic Wall.

As usual, there is much work for
the new commission to accomplish. A
primary responsibility of the EACC is
to maintain the CEAP exam based on
established psychometric principles.
The role delineation (or worle behav-
ior) study completed and accepted by

the EACC validates the content of the

CEAP exam. The study identified

three domains of tasks, knowledge,

and skills that reflect the employee

assistance profession: (1) EAP design,

administration, and management, (2)

employee assistance services to the

organization, and (3) employee assis-

tance services to employees and family

members. The EACC now must

Jan Paul is chairwoman of the Employee
Assistance Certification Commission.
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reconfigure the knowledge and skills

of the current six content areas into

the three domains identified by the

study.
The. EACC also will conduct a

complete evaluation of the CEAP pro-
gram and its policies and procedures.
The National Commission for Certi-
fying Agencies (NCCA) has established
standards and guidelines for certifying
bodies and programs, and the EACC
will use these to evaluate the CEAP
program. The commission also will be
developing a marketing plan for the
CEAP credential. The credential iden-
tifies an employee assistance profes-

by Jan Paul, CEAP

sional as possessing a unique body of

knowledge and skills, and is is impor-

tant to promote the credential to con-

suiners of EA programs and services,

members of the profession, and those

who are stakeholders in the employee
assistance field.

Finally, the EACC will be investi-

gating ways to better serve EA profes-

sionals in the international communi-

ry. Through a survey and queslion-

naire, the EACC has collected data

that will he used to make informed
decisions regarding certification of
international employee assisCance
professionals.

~~~~ ...a consulting firm focused on areas where
~~~ employee personal concerns and employer1C~.~' ~ productivity concerns overlap...

I'(an Now - 2001 Training Events
NEW Substance Abuse Professionals Training Spring -- Several

Get the latest information about the new D01' ~OCdti0115 thl'OUghOUt
regulations for SAPS; be prepared to fulfill the new the U$

rules; meet the SAP training requirements.

Fundamentals of EAP March/April in the US;
The classic Blair &Burke training; prepare for late April in the UK; late

certification; get a comprehensive overview of the May in South Africa
current EAP information and trends.

Blair &Burke Training Institute October 1-5 in a major
Choose fioin several courses during an exciting week US Clty

of interaction with other professionals.

Blair & Burlce is a consulting firm specializing in areas where employee personal
concerns and employer productivity concerns overlap. We offer workplace focused
consultation, nationally and internationally:
• For employers - program design, service integration, and evaluation
• For vendors - product development, growth planning, operations review

See our website http://wwwblairandburke.com for the exact dares and locations and ro register
online. For information about Blair &Burke consulting services, call Brenda Blair ac (979)693-7268,
-mail bblairC~blairaudburke.com or John Burlce at (910)328-0978, e-snail jburkeC~blairandburke.com.
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Labor and EAPs: Working Together
to Battle Nicotine Addiction
by Kathleen M. Conlan and Jack Dempsey

magine the impact EAPs could

have if they tackled a problem that

affects 25 percent of the adult pop-

ulation and causes more than 400,000

deaths per year. Imagine the impact

EAPs could have on their clients or

sponsors by addressing a problem that
results in more than $50 billion in

direct medical costs per year.
In fact, the employee assistance

community could have such an

impact by helping confront the
nation's leading addiction: tobacco
use. There is precedent for this: While
much of the focus of EAPs has been

(and will continue to be) on resolving

problems associated with substance
abuse, EA professionals have begun
addressing other addictions in recent

years, including gambling, sex, and
even compulsive spending.

Organized labor has a particular

interest in offering smoking cessation

assistance [o its members. Consider

[he following facts:
• While about one-quarter of the

adult population smokes, blue-col-
lar and service workers are dispro-
portionately represented among
that proportion, as are others
whose jobs are likely to have union
representation. Statistics compiled
by the U.S. Centers for Disease
Control and Prevention (CDC)
which show that while smoking

rates for while-collar workers

declined 11 percent over a 10-year

period, the decline among blue-col-

Kathleen Conlan is director of health promotion
for the Laborers' Health &Safety Fund of North
America.

Jack Dempsey is the labor director on EAPA's
Board of Directors.
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lar and service workers was 7 per-
cent and 5 percent, respectively.

• More and more workplaces are
banning smoking. In addition,
some employers are making smok-
ers pay higher health insurance
premiums, while others are going
so far as to refuse hiring job appli-
cants who smoke. In light of these
constraints, more resources need to
be made available to union mem-
bers to help them quit smoking so
as to lessen the impact of anti-
smoking workplace policies..
In September, the Harvard School

of Public Health and the Dana-Farber
Cancer Institute convened atwo-day
conference titled "Organized Labor,
Public Health, and Tobacco Control
Policy: A Dialogue Toward Action."
One presentation at the conference
focused on expanding the traditional
role of EAPs. Jack Dempsey, director
of the Allied Trades Assistance
Program in Philadelphia, noted chat
EAPs are already on the front lines of
the effort to help working families
identify and resolve their problems
and thus are natural allies in the battle
against tobacco use.

Offering Help

Tv help union members overcome
their addiction to nicotine, EAPs can
offer programs and services [ha[ mir-
ror the traditional model for address-
ing other subsCance addictions. These
include the following:

Assessment. At any point in
time, smokers can be classified along a
scale that identifies their "readiness" to
quit smoking. The reference points on
the scale include pre-contemplation
(not even thinking about quitCing

smoking), contemplation (seriously
thinking about quitting smoking), and
preparation (planning to quit within a
month). EA professionals can help an
employee determine how close he or
she is to quitting smoking.

Short-term counseling.
Depending on where an employee
falls on the readiness scale, an EA pro-
fessional could offer advice on how to
stop smoking and help the employee
recognize the benefits of quitting.

Referral. EA proFessionals can
refer employees to smoking cessation
programs in the community and pro-
vide information on smoking cessation
aids and hotlines.

Relapse prevention. Because
nicotine is an addictive substance,
smokers are subject to relapse. EA
professionals can serve as a support
mechanism for employees who feel
the need to reach for a cigarette.

EA professionals who are slcepti-
cal about their ability to influence
smokers should consider a recent
report from the U.S. Department of
Health and Human Services. A panel
of government and private-sector
health experts rated several research
studies on smoking cessation sCrate-
gies and tactics and concluded that
even single encounters by a health
care professional (including EA profes-
sionals) can contribute to helping
someone quit smoking.

If chat conclusion doesn't inoti-
vate employee assistance professionals
to address this issue, perhaps these ;'
questions will: What type of behav- j
ioral addiction hits more than a guar-
ter of your client population? And
what type of assistance does your EAP
offer in response?

www.eap-association.org
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Nan Van Den Bergh, who has been
studying EA programs and services
since the 1980s, is seeking EAPA
members to participate in an anony-
mous, confidential assessment of
cultural sensitivity in EAPs. In part,
this is a follow-up to an assessment
conducted seven years ago that looked
at EAP policies and services related to
serving sexual minorities in the work-
place. Those interested in participat-
ing in Che survey should contact Nan
Van Den Bergh, Ph.D, LCSW, School
of Social Worlc, Ploric~a International
University, 11200 S.W. 8th Street,
Miami, I'L 33199. Her phone number
is (305) 348-5522 and her e-mail
address is vandenan@fiu.edu.

A new diversity benchmarking
study conducted by the U.S. Depart-
ment of Commerce and the National
Partnership for Reinventing Govern-
ment states that dive~~sity is more than

a moral imperative—it's a global
necessiCy. EAPA members can view
and download the report by visiting
www.doc.gov/studies/workforce-diversity. pdf.

Individuals with visual impairments
thaC often lead to total blindness face
emotional and occupational challenges
requiring special sensitivities, training,
and skills.-Two key organizations rep-
resenting blind individuals include the
National Federation for the Blind
(NFB) and the American Council for
the Blind (ACB). The NFB provides
resources ranging from Braille mentor-

ing programs to deaf-blind resources

to senior blind groups. For more

information about the NFB, visit

www.nfb.org on [he Web or call (410)

Spotlight ort
Dvrsit

by Rickie M. Banning, ACSW, LCSW, CEAP

659-9314. The ACB (visit them at
www.acb.org or call 1-800-424-8666)

offers an equally impressive range.of

resources, from lobbying groups to

dog training resources to supports for

persons with visual impairment.

This issue's °resource Cip" spotlights
anew book that offers women a
fresh perspective on the negotiation
process, whether negotiating for a
new job, a new house or car, an out-
come within a relationship, or any of
the myriad other things we desire in
our daily lives. Based on interviews
wiCh hundreds of businesswomen,
authors Deborah Kolb, Ph.D., and

Judith Williams, Ph.D., describe com-
mon stumbling block's thaC women

encounter and present a strategy

women can use to turn their unique

strengths to their advantage. The

book, The Shadow NegoCiation: How

Women Can Master the Hidden Agendas

That Determine Bargaining Success, has
been named one of Harvard Business
Review's "Best Business Books of

2000."

Rickie Banning served as diversity director on
EAPA's Board of Directors from 1998-2000 and
currently serves on the diversity committees of
both EAPA and the Society for Human Resource
Management (SHRM). Contact herby e-mail at
www.advanceddevelopment.com or by fax at
(781) 596-9823.

NATIONAL
Substance Abuse Professionals

NETWORK
Setting the Standards

. Comprehensive Program .Coordinated Strategies

. Prompt Implementation .Thorough Follow-up

NATIONAL

"The Choice" of TPA's, Labs, MRO'S, Managed Care and National EAP's
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THE POSITIVE SOLUTION FOR DEPARTMENT OF TRANSPORTATION
REGULATED ORGANIZATIONS AND INDUSTRIES

1-800-879-6428
web page: www.NSAPN.com

The "Premier Provider" of National SAP Services
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News
Briefs

Women Reluctant to Seek Treatment
for Severe Form of PMS

oughly S percent of women
suffer a severe form of premen-
strual syndrome (PMS) that

reduces their productivity at work and
impairs their ability to function nor-
mally, but many hesitate to seek treat-
ment or discuss the condition with
their doctor.

The condition, known as premen-
strual dysphoric disorder (PMDD), is
characterized by severe monthly mood
swings and physical and behavioral
symptoms that interfere with daily life
and work. These symptoms go far
beyond what are considered normal
premenstrual indications and include
depressed mood, insomnia or hyperin-
somnia, irritability, a marked change
in appetite, tension, bloating, and
breast tenderness. A woman who
develops PMDD at age 26 may experi-
ence as many as 2,800 symptomatic
days during her life.

To be diagnosed with PMDD, a
woman must exhibit these symptoms
during most menstrual cycles in a
year, and they must interfere with
everyday activities. At least one of the
symptoms must be depressed mood,
tension, mood swings, or irritability.
The symptoms must be clearly docu-
mented for at least two consecutive
menstrual cycles.

A survey of 500 women by the
Society for Women's Health Research
found that nearly half have never dis-
cussed PMS with their doctors, and
even one-fourth of those who reported

strong or severe symptoms have never

done so. When asked whether they

would seek medical treatment if they

thought they had PMDD, about one in
four of those who wouldn't said they
felt their doctors would not take their

complaints seriously.
PMDD is recognized as a distinct

clinical entity in the fourth edition of
the American Psychiatric Association's
Diagnostic and Statistical Manual of
Mental Disorders (DSM-IV). It differs
from PMS in that, while both are char-
acterized by behavioral and physical
symptoms, the behavioral (mood)
symptoms in PMDD predominate and
cause social impairment. While some
symptoms of PMDD overlap those of
depression, PMDD-related symptoms
have a defined cyclical pattern, where-
as depression-related symptoms can
persist for weeks or months.

Dietary and lifestyle changes,
including eating meals high in carbo-
hydrates and exercising, are often the
first line of treatment for women with
mild symptoms of PMDD. Mineral
supplements or over-the-counter med-
ications, such as anti-inflammatory
drugs, can be used to alleviate the
physical symptoms of PMDD.
Fluoxetine hydrochloride is the only
FDA-approved medication specifically
evaluated for treating PMDD.

For more information about
PMDD, visit the Web site of the
Society for Women's Health Research
at www.womens-health.org.

New Workplace Rules Target
Repetitive Motion Injuries

More than 100 million workers could

be eligible fY~r anew safety protections
under ergonomics rules issued by the
Clinton administration, but businesses
and business groups strongly oppose
the new regulations and are seeking to
have them thrown out.

The Ergonomics Program

Standard, issued in November by the

U.S. Occupational Safety ~ Health

Administration (OSHA), .took effect
Jan. 16, but employers have until Oct.
14 to meet the basic requirement of
the standard, which is to provide gen-
eral information to employees about
musculoskeletal disorders (MSDs).
OSHA has developed information
sheets that employers can distribute to
employees and post in their worksites
to comply with this requirement.

Employers need not take any
other action until an MSD incident is
reported. An MSD incident is defined
as an MSD that is work-related and
requires days away from work,
restricted work, or medical treatment
beyond first aid or involves MSD
symptoms that last seven consecutive
days after the employee reports them
to the employer.

The standard covers all general
industry employers, including the U.S.
Postal Service, but does not apply to
the construction, maritime, agricul-
ture, and railroad sectors, which will
be addressed in separate standards.
OSHA estimates that employers will
pay an average of $250 per MSD inci-
dent and $4.5 billion annually to
comply with the standard, but realize
$9.1 billion in annual savings from
reduced medical expenses and work-
ers' compensation claims. Business
groups disagree, saying annual com-
pliance costs could exceed $90 billion.

The U.S. Chamber of Commerce
and the National Association of
Manufacturers have filed petitions for
review of the standards in federal
court. The Chamber has been joined
in its lawsuit by the Society for
Human Resource Management and
other business organizations.
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Integrated Approach Helps
Cut Unscheduled Absences

Employers that implement a disability
case management program, designate
an internal absence manager, and
involve line supervisors in the absence
management process reduce the inci-
dence of unscheduled (illness-related)
absences among their workforces by
75 percent, according to a recent sur-
vey of more than 200 employers in
four countries.

The survey, by the Washington
Business Group on Heal[h and Watson
Wyat[ Worldwide, asked employers in
Australia, Hong Kong, the United
Kingdom, and the United States about
unscheduled absences among their
employees. In the Uni[ed States, an
average of 3.9 percent of the workforce
is unexpectedly absent from work on
any given day, a rate comparable to
that in Australia (4.0) and the United
Kingdom (3.7) but significantly higher
than in Hong Kong (2.5). Although
the reasons for absence differ some-
what by country, employers agreed on
five common themes:

Entitlement mentality among
employees. Roughly 70 percent of

employers in Australia, the United
States„and the United Kingdom
cited Chis as a driver of unsched-
uled absences.
Employee dissatisfaction with
job. Six of 10 companies in the
United States, the United
Kingdom, and Australia said
employee unhappiness with their
job leads to higher rates of
absence.
History of recurrent sick leave
use. Three of five employers in
Hong Kong and the United States
and four of five in Australia and
[he United Kingdom cited recur-
rent sick leave as a problem.
Lack of supervisor involvement.
More than half of employers in Che
United Kingdom and the United
States and one-third in Australia
and Hong Kong agree thaC super-
visors have a significane effect on
employee absence raees.
Personal and family responsibil-
ities. Almost half of employers say

3TH ANNUAL

National Student
Assistance Conference

April 4-7, 2001 •Orlando, Florida

Absence IVlanagement
Strategies
(% Using Strategy)
Line Supervisor Involvement

Australia 54.3
Hong Kong 26.5
United Kingdom 33.3
United States 40.6

Internal Absence Manager
Australia 41.3
Hong Kong 44.1
United Kingdom 33.3
United States 25.5

Clinical Case Management
Australia 41.3
Hong Kong 26.5
United Kingdom 33.3
United States 56.6

Source: Watson Wyatt Worldwide/Washington
Business Group on Health, 2000

personal/family responsibilities
greatly affect job attendance.
Exacerbating these themes is the

fact Chat many employers, especially in
the United States, do not track absence
races. In the United States, more than
six of 10 employers do not know their

Cinderella's Castle in the

For a FREE conference programy Magic Kingdom"'

fall 1-SOO-45 3-773 3
National Student Assistance Conference 1 270 Rankin Suite F •Troy, MI 48083

-800-453-7733 •Fax I -800-499-57 18 sapeap@ix.netcom.com
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absence rare or how their experience
compares with other firms in their

industry; in Australia, by comparison,
fewer than 20 percent of employers do
not track unscheduled absences.

The most effective way to reduce
unscheduled absences, the survey
found, is to implement a disability
management program that coordinates
all disability-related income replace-
ment benefits, including occupational
and non-occupational lost time.

Companies that simultaneously imple-

ment adisability case management

program, designate an internal absence
manager, and involve line supervisors
in the absence management process
fare best: Their unscheduled absence
rates averaged just 1.4 percent, com-

pared to an average rate of 5.3 percent
reported by employers that did not
implement these practices.

The survey report, "Staying@Work:
Integrated Disability Management
Around the World," noted that privacy
issues are of growing importance to
employers and may complicate

attempts to better manage unsched-

uled absences. "Many employers [that]
are heavily invested in information
management systems to track health,
disability, absence, and productivity
data have concerns about proposed
legislation," the report states.
"Employers say that legislative
attempts to draft privacy guidelines
have failed to recognize that complex
integrated health and productivity
managzement programs require real-
time access to multiple data sources in
order to deliver quality, timely services
to injured/ill employees."

Ford, UAW to Offer Wide Range
of Family-Friendly Services

Ford Motor Company and the United
Auto Workers have agreed to develop
a program that will offer an unprece-
dented array of services to workers,
their families, retirees, and the com-
municies in which they live.

Ford's new Family Service and
Learning Center (FSLC) program will
provide services at all of the automak-
er's locations according to the size and
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needs of each population. Par exam-
ple, in cities with [he highest concen-
trations of Ford employees—Detroit,
Cleveland, Chicago, Kansas City (Mo.),
and Louisville (Ky.)—state-of-the-art
centers will be built and child care will
be provided 24 hours per day. Other

cities and communities with Ford

employees will receive FSLC services

on a smaller scale.
Many of the activities offered

through the program will be intergen-
erational in an effort to strengthen the
connection between workers, retirees,
families, and communities. The servic-
es and activities generally will fall into
three categories:
• Family education and services.

This category will include family
and adult education programs,
pre-teen and teen programs, and
health and wellness activities.

• Early childhood education serv-
ices. These services will include
dedicated child care centers to be
established where appropriate and
needed. In addition, networks of
community child care providers
will be created to increase the
quality and quantity of child care
options in the community.

• Community service education
and outreach. Each FSLC will
house a volunteer support center
and include community outreach
programs and activities.
The FSLC program was

announced in November, one month
after the U.S. Census Bureau reported
that families in which both parents
work now comprise 51 percent of
married-couple families (in 1976, by
contrast, dual-income families com-
prised only 33 percent of married-cou-
ple families). According to a study
released in February 2000 by the
National Council of Jewish Women,
the average cost of child care for a
four-year-old in an urban area is more
than the average cost of public college
tuition in all but one state. The study
also found that regardless of a family's
income, child care is the third-highest
expense (after food and housing) for
families with children between the
ages of three and five.

www,eap-association.org
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orizon Behavioral Services, an
EAPA organizational member,
has been fully accredited by

the National Committee for Quality
Assurance (NCQA) under its 2000
standards for managed behavioral
health care organizations.

NCQA, an independent, nonprof-
it entity dedicated to improving the
quality of health care, reviews man-
aged behavioral health care organiza-
tions, physicians' groups, managed
care organizations, and credentials
verification groups. NCQA evaluates
health care in the following ways:
• Accreditation, an on-site study of

key clinical and administrative
processes;

• The Health Plan Employer Data
and Information Set (HEDIS), a
tool used to measure performance
in key areas like immunization and
mammography screening rates; and

• A comprehensive member satisfac-
tion survey.
Although NCQA accreditation

and certification are voluntary, more
than half of all healCh maintenance
organizations in the United States par-
ticipaCe, and almost 90 percent of
health plans measure their perform-
ance using HEDIS.

The accreditation of Horizon,
which is valid for three years, is evi-
dence of a larger trend toward
improving health care and patient out-
comes, according to NCQA's latest
report on the state of managed care
quality. The report, released last year,
notes that "significant gains" were
made in 1999 across every single
quality measure NCQA examines and
in every region of the country.

One of the quality measures in

1
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~-Iorizon Earns Accreditation
from Quality Association

the report is the percentage of man-
aged care health plan members who
were seen on an outpatient basis by a
mental health provider within seven
days or 30 days after discharge. Seven-
day rates rose from 44.6 percent in
1998 to 47.6 percent in 1999, while
30-day rates improved from 67.4 per-
cent in 1998 to 70.1 percent in 1999.
These gains, the report states, are "rel-
atively high" for measures that have
been included in HEDIS for several
years.

Hutto Wins Anti-Drinking Award

Bill Hutto, past president of the EAPA

Nebraska-Western Iowa Chapter and
chairman of EAPAs Membership
Committee, received the "Going the
Distance Award" in November from
Project Extra Mile in Omaha, Neb., an
organization dedicated to building a
community consensus that tmderage
alcohol use is illegal, unhealthy, and
unacceptable.

Hutto, who previously served as
president of Project Extra Mile's board
of directors, was honored for his
extraordinary service to the organiza-
tion. The award was presenCed at a
dinner marking the 5Ch anniversary of
the program.

Call for Nominations for the EAPA Board of Directors
The following positions on the EAPA Board of
Directors are open for nomination for 2001-2003:
the External EA Providers Director, the Labor Director,
and the Canadian, Mid-Atlantic, North Central,
Pacific, and Southwest Regional Directors.

The nominations period is from January 1 through
April 30, 2001. The elected directors will assume
office at the 2001 EAPA Annual Conference in
Vancouver, British Columbia, Canada.

All candidates must be voting members of EAPA for
at least four continuous years. Directors may not
serve in a position for more than two consecutive
terms or hold more than one office in the Association
(including chapter offices) at any one time.

Nominations must be submitted in writing (with sig-
natures of two voting members) by April 30, 2001, to:

Nominations Committee, EAPA, 2101 Wilson Blvtl.,
Suite 500, Arlington, VA 22201, USA
OR
Fax nominations to Carlos Bennett, EAPA Executive
Administrator, at (703) 522-4585. Nominations by fax
must be received by
5:00 p.m. Eastern time April 30, 2001.

All candidates must be CEAPs, voting members in
good standing for at least four years immediately pre-
ceding nomination, and willing and able to attend
scheduled meetings of the Board and Association.

Nominees for regional directors and their nomi-
nators must live in the region to be represented.
Regional directors are elected by memtiers in their
respective regions.

Special Directors (the External EA Providers

Director and Labor Director) are elected by all voting
members of the Association. The External EA
Providers Director must work in an external employee
assistance program. The Labor Director must work in
a labor program and be a member of a labor union.

The Board of Directors normally meets twice per year,
at the Annual Conference and in the spring. Board
members participate in at least two conference calls
annually, act as liaisons to Association committees
and their directorates, and fulfill other duties at the
Presidents request. Additional information about the
duties of the Board of Directors and the nominations
process can be found in the Association's bylaws
(Article 1~.

All candidates for the EAPA Board of Directors must
respond in writing to the following items.

• Contributions to EAPA: local chapter affiliation,
chapter offices held, and chapter, regional, or
international committees and/or offices held.

• Contributions to the EA field: articles/publications
written, papers presented, conference/workshop
presentations made, public testimony given,
academic and/or training programs presented,
pasUcurrent advisement of CEAP candidates.

• Your vision for the EA profession over the next
3-5 years.

• Your vision for EAPA over the net 3-5 years.

• What you would bring to EAPA as a member of
the Board of Directors.

For more information, contact Carlos Bennett by
phone at (703) 387-1000 ext. 317 or by e-mail at
execadmC~eap-association:org.
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Guide Links Low Wage Workers
with Health Benefits

n easy-to-read, six-page
guide is available for employ-
ers to help educate their low-

wage workers about health care
resources such as Medicaid and state-
run children's health insurance pro-
grams (CHIPS).

The guide, "Smart Solutions:
Helping Your New Workers Access
Health Care," was developed by the
National Partnership for Women and
Families and the Welfare to Work
Partnership. It is targeted toward the
more than 10 million low-income U.S.
workers without health insurance,
many of whom do not enroll in public
insurance programs because they are
not aware of them or do not realize
they qualify for them.

Most welfare recipients remain
eligible for Medicaid for at least six
months after they enter the workforce.
If their income level does not exceed
185 percent of the federal poverty
level (currently about $26,000 for a
mother with two children), they can
qualify for an additional six months of
benefits. Some states extend eligibility
even longer or provide it to families
with higher incomes.

CHIPS, which go by different
names in different states, are available
to uninsured low-income children
whose families earn too much to qual-
ify for Medicaid. While eligibility
varies by state, 95 percent of unin-
sured children in families below 200
percent of the federal poverty level are
eligible for either CHIP or Medicaid.

For a copy of "Smart Solutions,"
call the Welfare to Work Partnership
at 1-888-USAJOBI or visit www.wel-
faretowork.org or www.nationalpart-
nership.org on the Web.

Clinical "Toolbox" Contains
Drug Treatment Information

The National Institute on Drug Abuse
(NIDA) has assembled a package of mate-
rials with the latest research information
about drug addiction and treatment
methods for various substances, includ-
ing nicotine, cocaine, and heroin.

The "NIDA Clinical Toolbox:
Science-Based Materials for Drug
Abuse Counselors" is similar to a mag-
azine file box and is large enough to
store not only all current NIDA drug
treatment publications but also materi-
als chat will result from future NIDA-
sponsored research. It contains more
than 10 different types of materials,
including the following:
• Three therapy manuals on treating

cocaine addiction, each describing
a different approach: cognitive-
behavioral therapy, community
reinforcement plus vouchers, and
individual drug counseling.

• Six research reports on drug abuse,
one each on anabolic steroids,
cocaine, methamphetamines, nico-
tine, inhalants, and heroin.

• A book, Approaches to Drug Abuse
Counseling, that provides detailed
descriptions of 12 addiction coun-
seling models.

• A 52-page booklet, Principles of
Drug Addiction Treatment, that lists
13 principles of effective drug
abuse treatment, describes cate-
gories of treatment programs,
and outlines scientifically valid
approaches to treating drug
addiction.
The complete toolbox is available

for a small shipping fee by calling the
National Clearinghouse for Drug and
Alcohol Information at 1-800-729-

6686. The publications in the toolbox
are available on-line at NIDA's Web
site at www.drugabuse.gov.

Questionnaire Helps Internal
EAPs Assess Operating Costs

A 20-page questionnaire designed to col-
lect resource use and cost information
about internal EAPs is available from the
Substance Abuse and Mental Health
Services Administration (SAMHSA) of
the U.S. Department of Health and
Human Services.

The questionnaire was developed
as par[ of SAMHSAs Workplace
Managed Care Project, which pro-
motes workplace-based substance
abuse prevention and intervention
programs in managed care environ-
ments. The questionnaire was created
to serve as a technical assistance tool
for project collaborators to better
understand internal EAP systems and
to collect comprehensive and system-
atic data about such systems. The
questions address the following topics:
• The flow of clients into the EAP;
• Labor resources used by the EAP;
• Contracts with companies and cor-

porations to provide EA services;
• The value of building space used

by the EAP;
• The depreciation of vehicles, furni-

ture, equipment, and other capital
resources;

• The cost of supplies and materials
used by the EAP;

• Miscellaneous costs, including
insurance, taxes, and so on; and

• Costs of administrative overhead.
The questionnaire can be down-

loaded from the Workplace Managed
Care Project Web site at http://
wmcare.samhsa, gov/franew.html.
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International
News

Mental Health in the Workplace:
.~. Global Concern

ast October, several EAPA mem-

bers traveled to Geneva,

Switzerland, to attend the inau-

gural Global Congress on Mental

Health in the Workplace. The two-day

meeting, timed to coincide with

World Mental Health Day, drew more

than 100 business, insurance, health

care, and government leaders and

mental health professionals from

across the globe.

The conference was organized by

World Strategic Partners, an interna-
tional health industry network that

seeks to influence health and policy

decisions and provide a forum for

leaders from diverse disciplines to

exchange ideas. The congress focused

on workplace productivity, risk man-

agement, and employee well-being

and rehabilitation, and many of the
presentations addressed the costs of

behavioral health problems. The fol-

lowing represent some of the more

significant findings presented:

• The Harvard Medical School and

the World Health Organization

reported in their "1998 Global

Burden of Disease Study" that five
of the 10 leading causes of disabili-

ty worldwide are mental health

conditions (unipolar depression
leads in all countries, while sub-
stance abuse, bipolar disorder,
obsessive-compulsive disorder, and
schizophrenia hold various posi-
tions).

Ken Burgess is managing director at CPH
Tecnologla em Saude in Sao Paulo, Brazil, Greg
DeLapp is the immediate past president of EAPA
and senior empoyee relations specialist at
.Carpenter Technology Corporation in Reading, Pa.
Richard Hopkins is the international region direc-
tor on the EAPA Board of Directors and managing
director of Dovedale Counselling Ltd. in London.

by Ken Burgess, Greg DeLapp, and Richard Hopkins

• Mental health disorders alone are

responsible for more than 10 per-

cent of the total cost of the global

burden of disease.
• Among the world's disabled, those

with mental health disorders are far

more likely to remain unemployed

than those with any other type of

illness, even though most mental

health disorders are treatable.
• In the United States, Social Security

payments related to long-term dis-

ability cost taxpayers more than

$60 billion during fiscal year 1998.

• The cost of mental health disorders

to businesses in the United King-

dom is estimated to exceed the

country's defense budget.

• In one recent U.S. study, managing

behavioral health care benefits too

closely was found to have a signifi-

cant negative effect on health care

costs in general. According to Dr.

Ronald Kessler of the Harvard
University Medical School, a reduc-
tion of 1 percent in one company's

mental health expenditures resulted

in medical cost increases of more

than 37 percent (costs almost

always shift to higher-cost med-

ical/surgical expenditures.)

Program Guidelines

The authors were invited to the forum
primarily because of our involvement

in the employee assistance field in

South America (Ken Burgess), the

United Kingdom and Europe (Richard

Hopkins), and the United States (Greg

DeLapp). Leaders of the Employee

Assistance Society of North America

(EASNA), Employee Assistance

Roundtable (EAR), International

Council on Alcohol and Addictions

(ICAA), Council on Accreditation

(COA), and the Employee Assistance

Professional Association of Australia
(EAPAA) also were invited..

In addition, a wide range of

behavioral health care providers,
multinational corporations, internal

and external EAP providers, academic

organizations, research institutes, and

medical and scientific publications

were represented at the conference,

with attendees traveling from as far

away as the Philippines, Ghana, India,

New Zealand, Canada, Sweden, and

Nigeria. It was essential for EAPA to

have a seat at the table with them.

Representatives of these organiza-

tions came together not only to meet

one another, but also to discuss how

to coordinate the efforts of EAPs and

occupational health programs to satis-

Fy the behavioral health needs of

employers around the world. It is
hoped that these groups will begin to

define what a workplace behavioral

health program should look like any-

where in the world, and what type of

training and experience the people

who work in these programs should

have. A world guidelines project is

currently being planned as a follow-up

to the Global Congress.

The guidelines will be general

(rather than specific) in focus, but will

enable purchasers to determine if a

given program meets certain "recom-

mendations." The guidelines will be

geared toward the purchaser of such
programs as well as toward providers,
and will help establish a minimum
worldwide standard of service.

The program guidelines will
address such issues as—
• Professionalism of service provi-
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