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The best stra,te is oftengY
Retreat

For over 150 years, the Brattleboro Retreat has offered employee assistance
professionals unique treatment options for individuals with psychiatric and
addictive diseases.

Just as no two people are exactly alike, no two cases are either. That's why the
Brattleboro Retreat offers a unique treatment continuum that utilizes a full range
of services, each of which can be tailored to the specific needs of an individual.

Our continuum of care includes inpatient hospitalization for psychiatric and
addictive disorders, residential, partial hospitalization, intensive outpatient,
intervention and traditional outpatient treatment.

We also have multiple treatment locations throughout New England so that
the employees you assist can be conveniently cared for.

Call us at 1-800-345-5550
To learn more about our program options and how they can help the employees
you serve, call us today.

0
Bratti~~oro

12etrea~t
A nonprofit hospital and treatment center •Affiliate of Dartmouth Medical School

75 Linden Street, P.O. Box 803, Brattleboro, Vermont 05302

Circle 1 on card.
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Aftermath Of
Downsizing—Dumpies?

~ ~ hat is good for General Motors is good for the country, and whaYs good
W for the country is good for General Motors." Charles Wilson, late

chairman of GM said it in 1952. Watching what's happening at one of the world's
largest corporations has much merit for the EA profession.

Five years ago I began doing work for GM through a company specializing in
downsizing, mergers and acquisitions. We came in, did our work but had little contact
with the EA program. Earlier this year I was back at GM, but this time I was brought
in by the EA program. They wanted us to work with their EA professionals to offer
a program for their salaried workforce. We did and we left again. Last week I was
called again by GM. This time they wanted us to train their EAPs so they could offer
the program. The learning? EA professionals are becoming more and more involved
in the planning and execution of downsizing, relocation and outplacement programs.
And although the first quarter economic picture appears somewhat more positive

(2 percent growth rate) than negative, the workforce is still devastated by deep cuts
in its numbers. Northwestern Life Insurance just released its study of 1,299 employees
and found 46 percent worried about job stability and 65 percent suffered from
exhaustion, insomnia or other ailments. Thirty-six percent of women and 28 percent
of men felt burnout.
What further concerns me, however, is the aftermath of a corporate restructuring.

Once the downsizing, outplacement and relocation occur, where are. these separated
employees going? Specifically where is the disappearing middle manager ending up?
Business Week ran a story on March 23 that called this group "Dumpies"—
Downwardly Mobile Professionals diverted from Yuppies. BW noted people were
moving from the "having" professions to the "helping" professions, away from
business and into fields such as teaching and social work.
Some companies are closely examining what they are doing with their remaining

workers to hold on to them. Xerox is testing six new job strategies including moving
jobs rather than transferring people. Mobil uses "hub locations" where several jobs
are located so less movement is required. Other companies are reducing overseas
time for fast track employees. Dow Chemical, Saturn, Compaq and Bell Atlantic
started family assistance programs. Here relocating employees can get the latest
information on housing, schools, child and eldercare and recreational activities.

Bottom line on all this? Through each part of the transition process, there are
feelings from the executive level to production level that must be worked. Very few
companies I've ever worked with address them appropriately. One recently did an
excellent job. British Petroleum announced in March a carefully orchestrated
three-year downsizing, outplacement and relocation project for its Alaskan
employees. By the time the announcement was official, BP had 28 seminars in place.
The workshops ran the gamut from Managing Personal Change to Starting Your Own
Business. They opened a decision support center and offered on-site counseling.
A final note. June will have EA at the Human Resources Slow in Las Vegas and

the EASNA Institute in Ottawa.

J.Chi~~ Dr~olos, CLAP
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Suzanne Somers Institute
...for the Effects of Addictions on Families

"As an adult child of an alcoholic, I know first hand how
addictions can destroy individuals and families."

"I believe that it is essential for treatment programs to
offer services that address the needs of the entire family and
that EAP's evaluate their referral considerations by close
examination of a treatment provider's family program."

"The Suzanne Somers Institute is designed specifically to
support those treatment programs committed to recover
through strong family programming."

Suzanne Somers

As an ad~ilt child of an alcoholic Ms. Somei:s knows first hand the tragedies of growing up in a Home with an adclicCed parent and believes in the need
for professionals Co intervene in rile addiction process. Ms. S~» nets, author of lClsl PING SECRt:'CS, an autobiograiphy, and she served as Honorary
Chairperson of the National Association for children of Alcoholics. She provides public and professional lectures and media appearances throughout
the country. In January of 198), Ms. Somers founclecf the Suzanne Somers Instirirte i~~ Palm Springs, California and asscnibled .i leading group of
national experts as faculty and consultant~, to su~~port the field oI addiction treatment.

PROFESSIONAL SUPPORT PROGRAMMING:

• Inservice Training and Education •Participation in Institute Referral Network
• Marketing Support Services: •Participation in Institute Information Network

TV, radio, print advertisements or PSA's, •Political Action Series
media campaigns, interviews, site visits, • Program/Marketing Audit
and lectures •National Training Conference

• Speakers Bureau

"If your addiction treatment program or mentaC health facility is committed to providing quality
services for family recovery, callus. Our programs are designed to strengthen your overaCl pos~t~on
~n the health care marketpCace. "

Institute Faculty:

`, ,

to Y

Tim Allen, M.A.

Gerald S. Myers

President/CEO

Consultants:

Wug llraun, M.P.C.C. Cathleen Urooks Herb Graviiz, Ph.D. Mani I lcucr 13ob Ackcnnan, Ph.D. Stephanie Bmwn, Ph.D. Tim Cetmak, M.D.
(Gary lia[on, bl.I~., -photo not :rv.iil:ible)

(Thomas Yasco, I~h.D. and C. llennis Simpson, Ed.D.)

We woLtld like to welcome:

Crossroads/Valley Hospital
Chattanooga, TN 1-800-542-9600

to the growing network of programs affiliated with the S~lzanne Somers Institute.

* Institute Support Programs are created and provided by the Institute Faculty and Consultants and are available to mental healHl and addiction
treatment programs, psychiatric hospitals, community action groups, employee assistance programs, schools and other health cam organizations.

SUZANNE SOMERS INSTITUTE - NATIONAL OFFICE: (619) 325-0110
Circle 10 on card.



ut atement an ro rams
flerii~g outplacement services

--- --- — can enable an EA program to
~r; ..- increase its profits while not
_,~~ ; ~ straying from the basic mission

~'~; :Oo,v~.cEM~N~ of helping people. The diversification
" of"`E ̀ ~ can be good for the staff as well as the

' ~ ~ bottom line.
.~ ~

ti~ ~:-~•"~ The outplacement industry is matur-
~ A ; }-" ing and EA programs are in a unique

'~ ~ ~.` ~_~`, position to capitalize on the changes.z r ~'~. 
Advantages in both marketing and deliv-'iM ~5''h

~~ ~; ' Bring services give EA programs a com-
petitive advantage. For example:

V ~, ~v <.' •Outplacement is a growing, high-
~' margin business that can increase

profitability.
z;: ~ A similar (and unusual) business rela-

~~, _ tionship is common to both outplace-
-~`• ~ n ~ -- T ment and employee assistance; the com-

-_ ~~,... — ~ pany pays the bill for confidential
. x. - ~ counseling provided to individuals.

• An extension of services is natural
because EAPs may already be counsel-
ing employees with performance prob-
lems and the spouses of relocating
employees.
• Established business relationships and
an early knowledge of layoffs give EA
programs a marketing edge.
•Start-up costs are low because EA
programs have the counseling staff, con-
tractors and offices.
• Outplacement is not crisis interven-
tion, thus normal business scheduling is
possible and the counseling staff gets
relief from emotionally draining activi-
ties.

THE MARKET. Helping displaced
employees find new jobs has been

', institutionalized over the past five years.
Corporate outplacement expenditures in
the United States amount to $500 million
annually and the business is still growing
at a rate of more than 40 percent per
year.'

Federal and state governments pay
~ even more for job search assistance and

a good part of this work is contracted to
outsiders. Assistant Labor Secretary
Robert Jones said that the federal budget

By Donald Simon includes $800 million for outplacement.2
Corporate and government sponsored

outplacement may not continue to grow
at the current rate, but outplacement will
remain a growth industry for the next
few years. The streamlining of corporate
America will continue and reductions in
government employees, including the
military, have just begun. Cutting back is
old news in the media, but is not yet fully
implemented.
One example of change is the demand

for higher quality, inexpensive outplace-
ment services for non-exempt employees
is increasing. Streamlining in new ways
with teams and total quality involves
reducing organizational levels and com-
municating that "everyone counts." Pro-
viding substantive outplacement only to
executives, as often has been the case in
the past, would contradict this message.

In general, the demand is shifting
toward individual services and away
from large, group workshops. Organiza-
tions strive to reduce negative internal
and external publicity. Trimming a few
people here and there is inconspicuous
and avoids media attention.
Demand for a variation of outplace-

ment, spouse relocation counseling, is
increasing. Dual income families are
here to stay and job hunting help is
increasingly offered to the spouses of
relocated employees. The services pro-
vided are very similar to outplacement
and this strengthens the market for what
are collectively called "transition serv-
ices."

COMPETITION AND STRATEGY.
Outplacement consultants are found in
every major city in the United States.
The largest firm, Drake Beam Morin, has
more than 40 domestic offices and a
number of other multi-office firms exist.
Consultants with a single office outnum-
ber the offices run by big firms.
The major outplacement firms focus

on executive outplacement where the fee
per person can range between $5,000 and
$15,000. The fee is typically computed at
15 percent of the salary of the terminated
employee. The fees are high because of
the sensitive nature of executive termina-
tions and because the terminated execu-

~MPLOYEEASSISTANCE



tive is usually provided an office and
secretarial services until a new job is
landed.
The greatest competitor in outplace-

ment is the corporate customer. The
mystique of outplacement is gone and
organizations know they can do their
own work. External consultants have an
advantage because a clean and complete
separation with the employee is pre-
ferred—but organizations are increas-
ingly examining the premium paid for
this benefit.
The competition is keen, but EA

programs can do well if they enter the
market with a sound strategy. Harvard
Professor Michael Porter, in his best
selling book, Competitive Advantage,
gives some helpful insight into setting a
strategy: "Though a firm can have a
myriad of strengths and weaknesses
vis-a-vis its competitors, there are two
basic types of competitive advantage a
firm can possess: differentiation or low
cost."
Most outplacement firms have

selected a "differentiation strategy" to
avoid eroding prices. Outplacement
firms are offering terminated executives
an increasing array oP services to differ-
entiate themselves from their competi-
tors. Plush offices, executive secretaries,
club memberships, financial counseling,
private parking, personal stationary and
expense allowances are welcomed by the
unemployed executive, but some corpo-
rations are tiring of paying for more
peripheral "services" than they feel are
necessary.

Offering reasonably priced services
that serve basic needs appeals to custom-
ers and avoids confrontational competi-
tion with major outplacement [firms.
A look inside at EA staff and facilities

also points toward a strategy that empha-
sizes lower priced services. Major
changes to staff and facilities would be
necessary for most EA programs to cater
to terminated executives and this would
increase costs of doing business, which
undermines one of their fundamental
advantages, lower costs.
The job search contracts funded by

the federal government are yet another
reason to focus on low-priced services.
These contracts are usually in the low to
middle price range and directed toward

corrtirn{ed on page X
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Managed Care
~ Protection of our limited health care dollars

1 ~ ~ Quality treatment
~ Communication
~ Cost sensitivity

• • ~ N Concurrent review

The Terraces
Clinically driven variable length of stay

Strict use of ASAM/NAATP patient

placement criteria

Innovative approach to treatment

Reduced potential for relapse

Creating partnerships for recovery

(patient, family, employer, reimburser, and
treatment provider)

~ ~ , , ~ 1 ~ Provider network for treatment continuum

THE

TERRACES
A CENTER FOR

ADDICTION MEDICINE

1 170 South State Street, Ephrata, PA 17522 800-44i-7345

Circle 2 on card.

At Psychiatric Center of Michigan Hospital, we understand the unique
challenges facing your company. With our wide range of flexible psychiatric
and chemical dependency treatment options, we can help turn troubled
employees to full productivity.

• Free, immediate, on-site
consultations, 24-hours a day,
7 days a week.

• Inpatient and Partial
Hospitalization Mental Health
Services for adults and
adolescents.

• Back to work conferences.

• Dual Diagnosis

35031 23 Mile Road
New Baltimore, MI 48047
Call us .., we understand.

1-800/537-7924

• LifeSpan—A program designed
for later-life adults.

• Behavioral Psychiatric Program
for closed head injury patients.

• Aftercare Services

• JCAHO accredited, OSAS
licensed, OHIP approved.

•Great Lakes Recovery
Center—adult inpatient
treatment center for the
chemically dependent.

Psychiatric

Center of

Michigan

.~..~r Hospital

Circle 3 on card.



OUTPLACEMENT

continued from page 7

lower-income people. The competitors
include both private and non-profit
organizations, but the outplacement
companies have ignored this market.
An understanding of external oppor-

tunities and internal capabilities leads to
formation of a statement of strategy such
as this: enter the outplacement business
by providing low-cost, individual and
group services targeted to employees up
to the middle-management level. Pursue
government projects as time permits.
An informal survey of corporate vice

presidents of human resources con-
firmed the validity of this strategy. The
vice presidents indicated that they view
EAPs as being logical suppliers of
outplacement services, but not in the
executive outplacement area.

LEVELS OF SERVICES. Three pro-
grams translate into what is offered to
the customer. Tlie prices suggested
below are low from the corporate point
of view.
An EA program should make good

profits at these prices whereas an out-

Father Martin's Ashley
800 Tydings Lane •Havre de Grace, Maryland 21 78

A Nondenominational

Alcohol and Drug Treatment Center

"Ashley is built upon the floor of charity, under the ceiling of mercy, and
protected by the walls of total commitment, because all of us here are
bound together by a passionate belief in the innate dignity of every human
person. Our sole purpose is to Beal. The saving of every patient -even
the seemingly hopeless - is the supreme concern of all who serve here.
Each time a patient leaves ourgrounds, free from the compulsion to drink,
and equipped with the tools to maintain a contented and lasting sobriety,
we will have achieved our goal.,,

Rated by Forbes Magazine as One of the Top 12
Rehabilitation. Facilities in the Country

JCAHO Approved - Covered by Most Insurance Plans

Programs Offered
Basic Therapy •Relapse Prevention •Family

Aftercare •Outpatient

24 HOUR HELP LINE
800-848-8177
Free Evaluations

For Father Martin's Films or Tapes
800-638-5430

Circle 4 on card.

placement firm could not reach its coun-
selor per day. Major outplacement firms
do not currently offer individual out-
placement programs for less than $2,000
per person and expect to earn at least
$1.,500 per day for group workshops.
STANDARD INDIVIDUAL OUT-

PLACEMENT—$950—An individual
program designed for non-exempt and
lower-level, exempt employees. The per-
son spends three days in an EA office
completing the program. Part of the time
is spent working on assignments inde-
pendently, so fewer than two days of staff
time are required. The person sets career
goals, learns job hunting strategies,
writes a resume, practices telephone
skills and prepares for interviews.
ENHANCED INDNID UAL O UT-

PLACEMENT—$1,450—This program
is designed for professional, technical
and supervisory employees. More time is
spent on each topic because more sophis-
ticated resumes and skills are required.
The individual typically spends four days
in the office, and this requires about 16
hours of staff time. Follow-up services,
billed at an hourly rate, may be offered
as an option.
GROUP OUTPLACEMEIVT—

$1,000 per day—Two- to five-day group
workshops can present a complete job
hunting program to displaced workers.
In addition, specialized half- or full-day
workshops can be offered on topics such
as interviewing, stress management and
setting career goals.

Similar programs can be offered to the
spouses of relocated employees. An
outplacement program is easily adjusted
to fit a relocated spouse because the
service still consists of dealing with
emotions, and then training the person
to find a job.
A $700 individual outplacement pro-

gram may be added to the menu of
services if the firm invests in video-based
training. The individual learns much of
the material by watching videos and
completing workbook exercises. The
counselor guides the person and pro-
vides personal counseling. Counselors
spend less time per client than with
regular delivery but are able to devote
more attention to personal issues
because their time is not used covering
the basics. The individual also can learn
more from a structured, multi-media
approach 3
The profit margins in outplacement

are greater than they may first seem

H MPLOY~EASSISTANCE



because once a reasonable volume of

business is obtained economies can be

found. For example, three individuals

may need interview training, so a small

group is formed. Some people only need
resumes or other parts of the service and
do not complete tl~e entire program.
Most outplacement is billed on a pro.ject-
feebasis so the fee is not reduced in these
situations.
'The style and methods of delivering

services should i'it with the essence of an
EA program. "Provide very caring serv-
ice at a low cost" might be part of a
mission statement. Delivering on the
claim to do more for less requires
creative utilization of a variety of instruc-
tional methods including group sessions,
private counseling and self help.

R~ALITIGS. Seemingly simple prob-
lems with implementation can lead Co
failure in spite of the fundamental fit
between outplacement and employee
assistance services. Issues, such as decid-
ing if outplacement services will he
marketed only to existing customers,
need to be discussed. Taking the time to

When they
easily

construct a simple, workable plan is
extremely importa~~t.
A plan might begin with a staCement of

strategy. A mission statement can publi-
cize what is most important. Policies can
be written so that employees are clear
about what is to be clone, and, to a lesser
degree, how things will be done.
The specifics of the plan vary with

each organization but always give atten-
tion to who will sell and wlio will deliver
the services. Providing training, agreeing
on goals and equipping the staff with
tools to do the job are all necessary.

With respect to marketing, a~~ effective
marketer need not lie slick but must be
prepared to handle the paperwark that is
required. Time consuming proposals,
budgets and contract performance
reports need to he prepared.
How a plan is implemented is just as

important as what is implementecL What
does the staff' think about moving into
outplacement? It is better to give them
some information and engage in discus-
sion than just announce a brand new
plan. They must be willing to sometimes
juggle outplacement clients to fit the

need you

urgencies of their employee assistance
clients and learn new tasks, so it is
importanC to get them involved.
From a business standpoint, it must be

remembered that poor outplacement
work can endanger the employee assis-
tance practice. Tlie reverse is also true;
taking care of yet another people prob-
lem in a competent and confidential
manner can strengthen business relation-
ships.

Tl~e reputation of a firm providing
outplacement services ultimately rests on
how successful the firm is in helping
people find jobs. Measuring quality is
very important, particularly for a new
entrant to the business. Reports which
incorporate simple graphics are easy to
prepare and carry a powerful message to
customers. Measuring quality also dem-
onstrates to employees that their work is
valued.

SUMMARY. The executive outplace-
ment area is very competitive and most
EAPs lack the staff and amenities to
succeed in this area. However, EA pro-

coiitinued on purge JO

.. We can help
inexpensively &effectively
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Whether in the office
or the plant ...when
you need to focus on:

• EAP Education
• Stress Management
• Self-Esteem &Positive

Performance
• Smoking Control
• Wellness Education
• Weight Loss

Ca11 us at

1-800-345-2476

American Institute for
Preventive Medicine
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When your employee comes back to work,

he won't come back alone.
That's because at Stuyvesant Square, our individualized in-

patient and outpatient treatrnent programs are designed to help
recovering employees with the challenging transition to a productive,
chemical-free Life. Our intensive inpatient treatment includes two full
years of Aftercare, and our outpatient program lets your employees
stay on the job while getting treatment during convenient evening
hours. The Aftercare and outpatient programs are just two facets of
our comprehensive, hospital-based treatrnent approach which provides
our patients—your employees—with the knowledge, skills and support
they need to understand and overcome chemical dependence.

To find out how we can help your chemically dependent
employees become productive again, please call us or write for our
brochure.

Stuyvesant •Square
The Chemical Dependency Treatment Program

of Beth Israel Medical Center
170 East End Ave. at 87th St., New York, NY 10128

(212) 870-9777

OUTPLACEMENT

continued from page 9

grams clearly have a competitive advan-
tage in the delivery of low-cost services.

Marketing is the key because most
firms can find a way to deliver the service
if it comes in the door. EA programs
should exploit two marketing advan-
tages—the lower costs and their relation-
ships with customers. Costs need to be
controlled and this includes not trying to
emulate an outplacement firm. The
extremely valuable information obtained
by talking regularly with customers needs
to be utilized.
[n addition to selling additional serv-

ices to existing customers, an EA pro-
gram might use outplacement as a door
opener. It is easier to get a commitment
for project work than along-term con-
tract and an outplacement project ena-
bles the EA program to prove itself.

These questions may be asked to see if
offering outplacement makes sense in
your organization:
• Does outplacement offer higher mar-
gins than your primary business?
• Would your staff welcome some diver-
sification in its responsibility?
• Is there demand for inexpensive indi-
vidual outplacement in your area?
• Have you considered offering spouse
relocation services?
• Could some of your staff be trained to
deliver services?
• Can your office accommodate clients
as they work through the program?

Outplacement is a growing, billion-
dollar market and some new revenue is
almost assured because similar services
are already being delivered to customers.
Diversification into outplacement can
increase profits and enrich positions thus
helping an EAP to be a better employer.
EAPs have the human and physical

resources to enter the outplacement
business. Creative application of existing
resources is a sensible way to expand. It
is a natural fit.

Simon is die president of Eclecon, n firm ohm nmrkea•
products and con.sul~ing services (n outp(nce~nen~ finne and
corporn~ions. ffe cnn be rcncher! n~ P.O. l3os 6N/799, Prrrk
Cily, Ulnh 8406R-1749.
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ou can hardly open a newspaper
without seeing articles on plant
closings, "rightsizing," or
acquisitions. Such events are

happening all across the U.S.—and even
close to home.

In the midst of such chaos, some
companies are responding to reorganiza-
tion with plans that attend to "human
factors." The emotional, psychological
and social responses of human beings can
cause dramatic change in the workplace.
The leadership of these companies recog-
nizes that the economic stability of the
organization is dependent, in part, upon
the goodwill, trust and commitment
extended by employees to their com-
pany's mission.

COMPANY CASE STUDY. The case
scenario that follows will describe the
response of one company to a scheduled
relocation. This large laboratory, BRR (a
fictional name), headquartered in Con-
necticut, had operations scattered across
four states along the East Coast. BRR
decided to consolidate its operations and
headquarters (350 employees) in one city.
The selected site was Atlanta, a site where
no BRR operations. then existed. Accessi-
bility to ground and air transportation,
moderate real estate costs, temperate
climate and a low wage scale for unskilled
labor were among the reasons for selec-
tion. The. major goal of the relocation was
to consolidate operations and headquar-
ters, thereby reducing administrative costs
and heightening the synergy of working
together under one roof. Another factor
affecting this move was the acquisition of
an additional laboratory four years ear-
lier. The staff of the acquired laboratory
still identified with the previous company,
thus creating an incomplete psychological
and cultural transition to BRR. Relo-
cating those employees to a BRR facility
was highly desirable.
BRR, as a company, values its engi-

By Sandra Turner

~ ~ • ~

• Shock •Disrupted Workplace
• Mistrust •Low Morale
• Fleeing Forward •Low Productivity
• Isolation •Depression

• Denial •Focused Vision
• Anger •New Energy
• Confusion •Connectedness
• Lowered Self-Esteem •Integration

INDIVIDUAL
THEMES

External
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s
Internal Crisis
Forces

Crisis Implementation 
Building

Reacting Turbulence 
Continuous
Improvement

ORGANIZATIONAL Reframing Experimenting

THEMES Planning Stabilizing

neers, geologists, chemists and physicists.
The success of this company depends
upon the creativity of these individuals.
Disrupting existing teams in four locations
and headquarters to consolidate them in
one city brought enormous risks. Many
decisions needed to be made concurrently

in a way that both supported these
scientists' enthusiasm about the new
opportunities and attended to their expe-
rience of loss of the old workplace,
community, home and lifestyle.
The human resources department was

continued on page 12
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RELOCATION

continued from page Il

assigned the responsibility of supporting
employees and their families' decisions to
relocate to the new BRR site. Its goal was
to have 60 percent of the 350 employees
and families relocate to the new city.

EMPLOYEE SURVEY. During the sum-
mer of 1988, all employees of BRR were
advised in writing and orally by their
supervisors that the company had selected
to consolidate its headquarters and opera-
tions. The relocation was scheduled for
spring 1990. Immediately following that
announcement, a survey was mailed home
to be completed anonymously by each
employee and family. The purpose of the
survey was to obtain detailed information
about employees' personal needs and
interests in connection with the move. The
survey included the following categories
of questions: demographics, relocation
experience, family characteristics, spouse
employment, social, recreation and
entertainment issues, residence and com-
mute to work, reasons for and against
relocating to the new city, job related
concerns, special personal and family

circumstances, impressions of the new
city, relocation benefits policy, and addi-
tional comments.
The key issues raised in the survey were

the basis for developing the relocation
programs, services and additions to the
benefits policy that followed in the next 18
months. Sixty-five percent of the employ-
ees responded to this detailed 32-page
survey conducted by a relocation com-
pany. The key issues raised in the survey
included: childcare needs, spouse employ-
ment assistance and home-finding trips.

EAP/CONSULTANT ROLE. As project
manager for a change management agent,
I can speak to the plan and services
delivered. Several objectives were identi-
fied at our first meeting with BRR. They
included:
• orienting the leadership to the change
process and strategizing their role during
this transition;
• conducting managing personal change
seminars for employees and dependents
prior to deciding whether to relocate;
• offering support groups for benefits
representatives, medical, human

resources staff; and
• providing survivors' group sessions
after the relocation.
These services were offered in response

to the anticipated progression of an
organization and its employees through
the change experience. The interventions
were timed to address these themes as
they emerged in the workplace.

IMPLEMENTATION. When to begin
the intervention with a company in transi-
tion is a critical question. Timing is
everything! Intervene too early and you
fail to reach people who are not yet
focused on the pending change. Intervene
too late and you miss the opportunity to
engage people before they decide whether
to stay or leave. The best time for
intervening in a company relocation is one
year prior to move date.

Consultation to the human resources
staff included:
• overall plan for managing the emotional
response to change;
• implementation schedule for interven-
tion strategies at various lab sites;
• response to critical organizational or

At Bay Haven's Mental Health Division,
patients with emotional problems

are not forced into "pre-fab" programs.
Your involvement doesn't end with admission,

and caze doesn't end with discharge.
Call us today to discover how a wholistic approach can help.

• psychosocial rehabilitation •dual diagnosis (mental health and

• psychiatric intensive care unit chemical dependency)
• variable length of stay •family education and support groups
• partial hospitalization

Chemicel nependency
end Meneel Hec►Ith
Progrems

713 Ninth Street

Hay Cily, Michigan 48708

1-800-828-7814 Toll free in Michigan or (gl'n 884-3789
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Relocation Pian
Orient: key personnel

Identify: issues at each site

Develop: site specific strategies
organization/personnel

Determine: implementation schedule
and services needed

Coordinate: delivery of services

Monitor: population for new issues

Evaluate: post relocation impacts
organizational/personnel

Develop: executive summary and
recommend next steps

personal issues that emerge during tran-
sition;
• internal communications to promote
participation in relocation programs and
response to corporate requests for feed-
back—survey, decision, etc.; and
• selection of an employee assistance
provider at each lab site during the
transition period.

The Need is Great.
So are the

Opportunities.

1-800-ALCOHOL
is a 24-hour drug and alcohol
referral helpline founded by

AdCare Hospital.

We are now offering
1-800-ALCOHOL affiliations

to qualified health-care
institutions nationwide.

For information on how
to become an affiliate,
ca111-800-345-3552
or 1-508-799-9000

~~~ 1~Li \AA/

HOSPITAL
OF WORCESTER, INC.

107 Lincoln Street, Worcester, MA 01605
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GROUP MEETINGS. Group meetings
were held at each lab site nine months
prior to relocation to meet employees and
their dependents and review the services
available to them. Represented at each
meeting were human resource staff, the
relocation company, the change manage-
ment agent, the facilities' move coordina-
tor, site management, a home equity
company and a mortgage company. Pro-
gramsand services were introduced, bene-
fits were explained, new building progress
was shown in slides, the move timetable
was introduced, and new city orientation
tours for employees, spouses and children
were scheduled. A 48-page "new city
relocation handbook" summarizing the
above was distributed.

EMPLOYEE RESPONSE. There were
many strong feelings about the relocation.
However, the active interventions

implemented by BRR responded to the
emotional trauma of employees and fami-
lies and resulted in 74 percent of employ-
ees choosing to relocate. This was a
resounding success—surpassing BRR's
goal of 60 percent. This success lent

credibility to BRR's leadership, and in
particular, to the human resources staff.

CLOSING. '~'he package of varied relo-
cation services addressed both the stated
and anticipated concerns of employees.
The expected outcomes stated below were
realized at BRR.
• The adjustment fime was shortened for
both individuals and the organization.
• The related cost of adjustment time was
reduced.
• Critical role of clarifications took place
for leaders as they facilitated the change
process.
• Leaders' skills in facilitating change
were increased.
• Work units were clearly focused within
reasonable boundaries so that progress
toward financial goals was continuous.
• Individuals received the social support
of cohesive work units as they experi-
enced unpredictable periods of the tran-
sition.

7Grner is the senior associate with Jini Frnncek &Associates
in Norwalk, Coin. JFA is mi organiznlionnl consulting firne
addressing "iuemm~ facrors" as related m workplace change,
safety mtd perforufance.
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or over 20 years White Deer Run has been recognized as a pioneer

in residential drug anc~ alcohol treatment. Progressive Health
Corporation is proud to announce its recent acquisition o~ White

Deer Run, brin$in~ dynamic management and a fresh new loo~i to the

~aci~ity. Sta~{ed by a hi~~y-credentialec~ team of professionals and owned by
people w~o care, white Deer Run o~ers state-o~-the-art pro~rammin~ bui~t

on the 12 step model for treatment of drug and alcohol addictions.

~e o{{er.. .

•Adult pro~rammin~ •Adolescent pro~rammin~
•Special services ~ar dual diagnosis •gamily services

white veer Run is ready to wor~x with you in ~indin~ the ~~cst

modality o~ treatment ~or your employees.

To ~u~d out more alioui l;he new loolz and innovative
programs, call 1-800-255-2,335.

W~ite Deer Run ~°-= ~ ,~ . w
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worker in the EA field would
have to be fairly numb to miss
the concerns that are mounting

about the well-being of the EA commu-
nity. These concerns center on the extent
to which there is a sense of common goals
and principles guiding the achievement of
those goals. At the same time there seems
to be a yearning for the security of
leadership at all levels that is well-
informed and sensitive to the welfare of
the whole population of those who have
elected to invest their futures in EA work.
EA work is becoming recognized as an

important part of a set of changes cen-
tered on adapting, altering and perhaps
even improving operative features of the
American healthcare system. These
changes are intertwined with workplaces
since access to adequate healthcare has
come to be so heavily based on individu-
als' employment circumstances.
The recognition of EA workers as key

players in these changes is occurring
throughout the healthcare system and
within state and national legislative bod-
ies. With such recognition there is intense
pressure to define both the boundaries of
EA work and the standards that represent
EA quality.
As has been repeated in these columns,

the EA field has wobbled and lagged in
attempting to deal with three critical
issues:
• Defining program standards through
operational concepts that can be imple-
mented in field settings;
• Consistently building toward excel-
lence in defining the qualifications of
those suited to do EA work; and
• Establishing meaningful and enforced
rules of ethical behavior to confirm that

14

By Paul M. Roman, PhD

people in this field seek recognition as
legitimate professionals.

With such wobble and lag, the field is
poorly positioned to respond to the
"outside world's" recognition of the
importance and value of EA work. At the

The governance of the EA
profession should be placed

in what I tentatively would

call a senate of EA

professionals.

same time, significant "changes of the
guard" within the EA community have
occurred when insecure feelings are run-
ning high about pzoper leadership, advice
and direction. Consequently there is high
anxiety about both the present and the
future.

A CRISIS OF COMMUNITY. As I
indicated earlier this year, there is a
clear-cut crisis of quality evident in how
the field is defining its. own bases for
excellence. Added to this is a crisis of
community that goes well beyond any
particular individual.

I believe that this second crisis can be
addressed by reconsideration of how EA
workers have chosen to organize their
governance. Perhaps with deliberate and
rapid change in the pattern of governance
of this emerging profession, this and other
crises can be tackled and others can be
avoided.

Very simply put, the EA community
needs to return to principles of represen-
tative democracy that seem to have been
lost through a period of very rapid
growth.
As I see it, the current governance

problem does not lie with the abuse of
power and authority within the profes-
sional group. It lies with the structure that
has emerged that provides no means for
individual members of the profession to
make their sentiments known or to imple-
ment their concerns through organized
attempts to legislate change.
My bottom-line suggestion is that the

governance of the EA profession be
placed in what I tentatively would call a
senate of EAPs.
As a beginning point, there must be

recognition that EA workers constitute a
community within which members have a
"shared fate." EA work is part of a larger
complex of other activities in the health-
care and service delivery arenas. Each of
these other component parts is organized
into a collective system that works to
maximize the well-being, and in some
instances the integrity, of its members.
These are either professional societies or
trade associations. The EA field needs
such a single, respected, powerful associ-
ation if it is to survive.

A SCAT`TF,RED FLOCK. I would esti-
mate that at least 12,000 individuals
devote more than half of their occupa-
tional time to EA work. A casual
observer might think that EA workers are
well-organized into a single international
association, the Employee Assistance
Professionals Association (EAPA). This
is a misconception. Instead the EA field is

EMPLOYLEASSISTANCE
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comprised of three groups.
First ~re those who belong to no EA

occupational organization. This may be a
very significant group, for I have learned,
on good authority, that nearly half of all
of those who have acquired certification
through the Employee Assistance Certi-
fication Commission (CEAP) are not
members of any EA professional associa-
tion.

Second are those who have committed
their primary allegiance to a relatively
small EA association, the Employee
Assistance Society of North America

~~ (EASNA). While some might dispute it
today, the historical record offers no
doubt that EASNA is properly under-
stood as a spin-off of ALMACA, EAPA's
predecessor.
EASNA appears to be an active and

I vibrant group. It has several notable
achievements to its credit. However, it is
without adequate "critical mass" or
apparent attraction to support the
resources necessary to represent a com-
munity as large as the collectivity of EA
workers.

Third is most probably the largest
group (although it is really impossible to

~~~ know), the members of EAPA, some of
~ whom are also members of EASNA but

who have a primary allegiance to EAPA.
There is an impressive and remarkable
level oP activity represented in EAPA,
most of which occurs ~t the level of local
chapters. This organization has a clear
history of being the central organization
for EA workers since the early 1970s.
Recently, however, EAPA seems to have
been losing a sense of direction and is
increasingly the object of criticism from
many of its members.
As a preface to becoming controver-

sial, let me cite what Don Phillips, a
veteran EA theorist/practitioner, recently
pointed out to me: the clinical back-
grounds and daily activities of most EA
workers lead to an intense aversion to
conflict. Most EA work centers on calm-
ing others, assuaging their conflicts and
assuring them that peace and tranquility
can eventually emerge 15•om the abyss of
chaos. This EA work experience becomes
an interactional and organizational style
of conflict avoidance. It could even be

1 called conflict denial.
O~~e demonstration is the widespread

myth that EAPA and EASNA egjoy a
relatively harmless pattern of peaceful
coexistence. While there is little evidence

cn~uinued nn p~ege l6
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~~~~~D•~~ for Prevention
and Recovery

Stress, a factor in the problem.
Stress management, a factor in the solution.
Stressdots~',- a tool for successful stress management.

Stressdots monitor stress by changing color
with changing skin temperature.

A Stressdot, worn on the hand, provides
feedback at a glance, making it the perfect
tool for successful relaxation training all day.

SU~essdots help build self-awareness while
providing an early stress warning; signal
that can be responded to effectively with a practical relaxation technique.

Designed to meet your needs. Priced to fit yon- budget.
Available in a variety of delivery systems:

•Personalized Stressdot Training Card
•Health Fair Kit • Stressdot Kit •Train the Trainer Kit
•Relaxation Exercise Cassette Series .... and more

For Information and Free Sample Call Toll Free 800-666-6505

Mindbody • 4731 West Atlantic Ave. •Delray Beach, FL 33445

We are a national referral network
for Employee Assistance Professionals

and others

We are known as

w:, AA R I E S
~ ~°-

We offer .. .

Immediate intervention and hospitalization
for alcohol, drugs and other addictions

(covered by most insurance companies)

CALL OUR 24-HOUR HELPLINE
FOR INFORMATION AND REFERRAL

1-215-744-9796

Services provided by This is Special attention
certified addiction counselors a free service to adolescents
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INSIGHT

contin~tietl from page IS

of battle between the two groups, the split
hurts collective welfare.
There is little evidence of attempts at

constructive cooperation between
EASNA and EAPA, each letting the
other go its merry way. Sadly, there is no
evidence of leadership on either side
taking the initiative to try to heal this
division..

STRENGTH THROUGH UNITY... If
one looks at groups that have successfully
estaUlisl~ed claims as professions, they
have done so through unity. The lesson is

t (~

simple. Bluntly, there should be a single
organization for all of the members of the
EA community. Beyond the interests of
individuals, collective welfare should be
the primary consideration in moving
quickly toward this important goal.
EASNA should be merged with

EAPA. It is simply unreasonable for
newcomers to assume they have a choice
of equally legitimate professional associ-
ations. It is time to put aside pettiness and
entrepreneurial aspirations in favor of
unity. If the Berlin Wall can come down,
followed eventually by a reunited Ger-
many, the wall between EAPA and

~l Ste in
The Ri ht

r •

~l~"eCtlO~l~O

CAN CHANGE THE COURSE OF YOUR LIFE
If your road is filled with hopelessness, heartaches and despair

because of addictions, the right turn can turn your life around. At
HCA Crossroads of Chattanooga we bring families together who
have been pulled apart by the consequences of addictions.

What's the difference about us? For one thing, we've gone the
extra mile to provide a beautiful, wooded hideaway where nature
can be a part of making you whole again. Our excellent staff,
proven 12-step, specialized programs, group and individual
therapy, five-day family weeks, and intensive outpatient program
are not only outstanding, but very fairly priced.
We can help open up whole new horizons of understanding,

hope and recognition for you and your family. But the first step
is yours. Take the right road; HCA Crossroads of Chattanooga.

■Twelve-Step Modality Treatment
■ AA/NA Alanon Involvement
■ Adult &Adolescent Co-Dependency
■ Intensive Family Week
■ Medical Supervision
■ Group/Individual Therapy
■ SurvivorslGrief Focus
■Adventure Based Counseling
■ /ntensive Outpatient
■ Regional Aftercare
■ JCAHO Accredited
■ Credentialed Staff

HCA,~'
CROSSROADS
Of Chattanooga

A Residential
Treatment Center for
Help With Addictions

1-800-354-5455

7525 Min-Tom Drive /Chattanooga, TN 37421
""'~'~'~ HCA Psychiatric Company
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EASNA can also be destroyed and the
EA unity of the early 1970s regained once
more.

[3ut this move alone will accomplish

little if the critical essence of collective

involvement is not recognized. EA work-

ers who are not members of the new

single organization should not be

regarded as members of the emerging
profession. The field should reach the
point where such loners are shunned by
their'peers.
The fact that many CEAPs are com-

pletely outside both organizations at pre-
sent is outrageous from the perspective of
anyone who has the dream that EA work
will come to be recognized as a profes-
sion. At the same time, the fact that
EAPA allows voting members within its
own ranks who are not CEAPs is equally
troublesome. It demonstrates a lack of
respect for what this community claims it
stands for. The enablement of such non-
involvement in both instances could be
characterized as the absence of collective
self-esteem in the EA community.

These steps are essential if EA workers
are to survive struggles by the outside
world to define what EA work encom-
passes and what it does not.

REPRESENTATION? I am not so naive
as to assume that the EA comrr~unity can
be pulled together overnight. I would,
however, welcome some form of leader-
ship that emphasizes unity while also
recognizing the crises that surround the
EA field in 1992. When attempts to create
unity begin, those EA workers who are
still within EAPA can move toward
changing their organizational governance.
The new governance that I propose would
eventually become the governance for the
single organization that could unify EA
workers.
The core of EA professional 'activity

occurs at the level of the local EAPA
chapter. It has been many years since the
annual meeting constituted' a setting
where EA workers could engage in the
various activities necessary to sustain a
community. The local chapter -was a
somewhat serendipitous invention that
emerged in cities where EA workers did
not want to wait for annual meetings to
enjoy a rewarding sense of solidarity.

Since those early days, chapters have
been established practically everywhere
such that almost all EA workers have
convenient access to what is typically a
monthly chapter meeting. Visits to chap-

EMPLOYEEASSISTANCl;



ter meetings assure to the outsider that
these groups constitute the "beating
heart" of the movement toward EA
professionalism.
The local chapter is certainly the place

where individual EA workers can express
their needs and opinions and demonstrate
theiY preferences through direct selection
of officers. It is really the only setting
where democracy can truly operate within
the EA community.
The current governance of EAPA

consists of elected top officials and
elected regional officials. The organiza-
tion is governed by an executive com-
mittee of these top officials which more or
less reports to a board of directors. This
board includes the elected personnel as
well as a remarkably large number of
individuals appointed by the president as
committee chairs. National meetings typi-
cally include a forum for the presidents of
local chapters, but actions taken within
this group are only advisory to the
national organization. In terms of demo-
cratic input that might arise from the
chapter (and thus the individual) level,
closest are the elected regional officials.
The regionalized "layer" of representa-
tives seems to imply that there are
distinctive regional EA interests, a diffi-
cult assumption to support. It also
assumes that these regional officers some-
how collect data so that they can repre-
sent the collective opinions of the chap-
ters in their huge regions—an assumption
that is clearly indefensible.

THE EA SENATE. I propose that the
revitalized single organization suggested
above be governed by a senate made up
of senators from each of what are cur-
rently EAPA chapters but what would
hopefully be chapters of the new EAPA-
EASNA organization. This senate would
meet together twice a year to transact the
legislative business of the national organ-
ization.
The agenda of issues for this meeting

would be distributed to all local chapters
prior to the senate meetings, offering
opportunities for chapter members to
discuss, debate and either formally or
informally instruct their chapter senator
how to vote on given issues.

In between meetings, senate members
would work on issue-oriented standing
and ad hoc committees to which they had
been elected or assigned by a consensual
method developed in the senate.

Obviously there are many refinements

JUNE 1992

necessary for implementing such a sys-
tem:
• Should senators be chapter presidents?
• To assure continuity, what should be
the term of office?
• Should the senate elect a national
president and vice president?
• Otherwise, what officers should the
senate have?
• Should larger chapters be given addi-
tional votes or senators, leading to an
arrangement more like the U. S. House of
Representatives than the U. S. Senate?
Alternatively, should an ideal size be
established for a represented chapter,

leading to the division of some of the
larger chapters for voting purposes?

These and other details raise many
questions but certainly could be worked
out. I believe the present system has
failed the EA community. There is simply
no way for representative democracy to
function under the current governance.
design. Unity into a single organization,
coupled with democratic reorganization,
maybe the way out of the current crisis of
community..

Ro~r~an is a research professor of sociology and the director
of the Center for Research on Deviance and Behavioral
Health nt the University of Georgia.

There are some teenagers who just can t seem to get out of the way of
trouble. The law, drugs, school, even their families are always crossing
them. Depression, disruptiveness, even violence are always the result.

Ye[ there is something you can do for chronically difficult teens. There
is a place that understands what teens need around them, while they're
changing inside.

L.oveliton Academy is just that because it§ designed to treat, edurate
and motivate problem teenagers the way they appreciate and respond
to: With others, like them, they share thoughts and dreams. In that group,
they grow as individuals. They develop a picture of happiness.

For information contact Lovellton Academy, 708/695-0077, or write
G00 Villa, Elgin, Illinois 60] 20.

Lovellton Academy_
A Forest Health System Alliliale
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he demographic shifts, which
have taken place within the
American workplace over the

past decade have had a direct impact on
EAPs in numerous ways. The refocusing
of cases from primarily male alcoholics
to a wide range of family issues is
perhaps most indicative of the shifts
which have marked the dramatic changes
in employee composition over the past
two decades. Although EA practice has
shifted to accommodate these changes, it
remains a challenge to every EA pro-
gram to understand the changes which
continue to reshape its client system,
from downsizing to AIDS to gender
shifts. It is only through a familiarity with
changes in employee population that the
EA program can ensure its services are
geared to the needs of the workplace and
its mission will be consonant with its
client.
One of these population groups which

has received little attention is single
parents. The number of single parents
has increased dramatically in the last 20
years and this has spilled over into the
workforce. From 1970 to 1984, for exam-
ple, the number of single parents has
doubled. In fact, it is estimated that
today there is somewhere around 9
million single parents. Much of this
increase can be attributed to the rise in
the rate of divorce and separation, along
with the growing number of those who
have children without getting married.
Not surprisingly the overwhelming num-
ber of these parents are female. As this
trend has become mainstreamed into our
society, it is estimated that of children
born today, over half will live within a
single parent household for a significant

By Bradley K. Googins, PhD

period of time before they are 18 years
old.

EMPLOYED PARENTS. A few dec-
ades ago the perception of single parents
was that they would be on welfare, home
with the children and poor. Today,
although the majority live at or below
poverty level, fewer than half are on
welfare. Most single parents are found in
our labor forces employed full time. In
19801abor force participation rates were
61 percent for single parents ranging
from 38 percent for those with children
under 1, 79 percent for those with
children under 3, and 84 percent for
those with children 6-17. However, these
parents are not evenly distributed across
the labor force, but tend to be employed
in service and blue collar jobs, with low
pay and few opportunities for advance-
ment.

It is important for those in the EA
field to understand this group of
employed mothers, both because they
represent a population with a particular
set of needs, and because they have not
been particularly well served by EA.
Where previously single parenthood was
seen as a transitory state before remar-
riage or reconciliation, newer data indi-
cate that one parent families are no
longer a transient arrangement, but
rather a permanent family type. While
the number of single parents in the
workforce at any one time may not
represent a majority of all employees, as
many as one-third of all employees may
be single parents at some point in their
careers. I have seen demographic profiles
of some workforces which are predomi-
nantlyfemale, in which over a third of the

population consists of single parents.

INVISIBLE PROBLEM. From an EA
perspective, we don't know a great deal
about single parents beyond what we
might have read in general literature. I
was struck almost 10 years ago when
listening to a presentation of an EA
program by an insurance company that
their primary problem case was single
parents. I had never heard, up until that
point, of any EA program whose primary
case problem was not alcohol, or perhaps
family issues. In fact, it was that very
presentation that caused me to: spend a
year with a company exploring what they
knew (or as the case turned out, didn't
know) about single parents, and conse-
quently working parents in general.

In subsequent survey data, which I
collected as part of my job and homelife
research, a number of issues around
single parents appeared. For example, in
the question of whether drinking had
been a cause of trouble in their family,
about 22 percent of all respondents
answered yes. However 27 percent of
single female parents and an
astoundingly 52 percent of male single
parents responded that drinking had
been a cause of trouble.

I never followed up on those findings
beyond reporting these data, but it sug-
gested that single parents may constitute
a particularly vulnerable group of
employees for whom drug and alcohol
problems are a particular problem. This
is confirmed by researchers who have
looked at the single parent population
and report that persons in disrupted
marriages appear to be at high risk, not
only for psychological disorders, but also
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for a wide range of physical disorders
including alcoholism. We also have a
growing body of data from adult children
of alcoholic families which indicates that
many wind up in single parent house-
holds, several of which have significant
dysfunctional family systems, within
which both the parent and the children
continue to live.

All of these data on single parents
serve as a backdrop for exploring what, if
any, might be the role of the EA program
in addressing the needs of single parent
populations. Although the nature of the
workforce will find a wide variation in the
percentage of single parents, there are
many workforces, particularly those
where women predominate, in which
large numbers of single parents are found.

EA INVOLVEMENT. At the most basic
level, the EA program should be aware
of the extent of single parents within its
workforce. Or it may have segments or
particular locations in which there are
higher numbers of single parents. Under-
standing this one demographic piece of
information may suggest some strategic

~~
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targeting on a number of levels. Primarily
it could be suggested that single parents
may need some general information in
terms of struggling with what may be a
new role and with issues of isolation,
shame, parenting or a host of other issues
which have recently come into their lives.
On another level, I think EA programs

may look at this population as a potential
arena for substance abuse prevention. It
would not be unusual in a group of single
parent employees to find a significant
percentage in which substance abuse
played a major role in their movement xo
single parent status. The disruption of
families due to substance abuse is most
common, and finding single parents in
the workplace who have gone through an
aggressive and proactive prevention pro-
ject could develop an outreach campaign,
run support or focus groups, provide
literature, suggest ALANON or other
self-help and support groups, and in
general assist this population with com-
ing to grips with the effects of being a
part of an alcoholic household.
The EA program, in its prevention and

case finding, could also be mindful of

children caught in these alcoholic fami-
lies. I am currently involved in a project
funded by OSAP which is testing strate-
gies by which EA programs can reach
latchkey parents. Because many
employed parents are unable to provide
supervised, at-home activity for their
children after school, they are forced to
deal with these children from the
workplace and consequently have a great
deal of anxiety and stress over this
dysfunctional arrangement.
We have found, not surprisingly, that

a large number of these employees are
single parents, who have little flexibility
in balancing their work needs with those
of their home needs. As difficult as it is
for families in which both parents work
to deal with children who are home
alone following school or during periods
in which school is not in session, it is
doubly difficult for single parents who
lose considerable flexibility in the
absence of another partner.

LATCHKEY KIDS. While these so
called latchkey problems are a concern

con(inued on page 32

LOOKING FOR A JOB
CAN BE AN EMOTIONAL
ROLLERCOASTER.

Providing outplacement services helps.

JobSearch -The Inside Track is a video-based package that helps
people develop job search skills ... and manage the "roller coaster".

Trainers and counselors with no prior outplacement experience can
provide excellent job search training. That's because the technical
content is covered in the videos. and workbooks.

The package contains six modules, each with a video and workbook.
A trainer's manual explains group workshop, individual counseling,
and self-help options.

Call for references and details on this proven program.

ECLECON
PO Box 681749 -Park City, UT 84068-1749 - (801) 645-7447
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3 Real-Life
Interventions

Thirty million Americans live a
uightmlre with someone suffering from
substance abuse. T6~~e Pnr~y's Over beers
witness to three real-life interventions,
recreated by the actual families involved.
These are noc actors, but everyday folks
whose lives have clanged so powerfully
tli~it they call it the single most impartant
event of their lives.

'these three success stories deal with—
Discovery: afamily stares addiction in the
face for years before they sense something
is wrong; Roles: love, courage and
commitment from family, friends and
fellow workers; Methods trained
counselors bring crucial knowledge and
experience to a delicate situation; Impact:
the powerful influence of love and
confrontation upon the addict; and single
parents, their children and the role of
concerned adults outside the family.
The film points Yoward the possibility

of successful recovery for substance
abusers and their families.

20

For more information contact Pyramid
Film and Video, Box 1.048, Santa Monica,
Calif. )040(-"1048. Call (800) 421-2304.
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Addicted
Prisoners Video

Choices was made at the request oi'tlie
inmates in a Women's Correctional
Center. 'Chose victims of drug dependency
put their lives on display to prove a vital
point: the choice to use drugs can lead to
a life in prison, or worse, to death. The
film is dedicated to a prison inmate, a
young woman who died of AIDS
contracted from an infected needle.

Despite the grim reality of their lives,
each young woman expresses her belief
that people can choose to take control of
their own lives before it is too late. In
addition, each woman's story provides
indisputable proof of the urgency of the
drug crisis and its tragic consequences.

For more information contact Pyramid

~ ~

\.~\ ~ ~ ~

~~ ~ ,
Offering Assistance in Addictions,
Compursions and Trauma Recovery

Specialists in working with
dissociative disorders

Intensive day treatment in conjunction
with inpatient program for those persons
who don't require hospitalization.

Totally smoke-free environment

Halterman Center
614-852-1372, Ext 500

210 N. Main St., London, Ohio 43140

A program of Madison County Hospital, Inc.
JCAI-1 Acci•ediled. Treatment covered by most insurance plans.
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Film ~ Videq Box 1048, Santa Monica,
Calif. 90406. Call (800) 421-2304.

Circle 41 on card.

2-Part Prevention,
Recovery Video

Over the Influence is a two-part video
series which highlights several i~movative
drug and alcohol programs that have been
developed around the country. 'These
programs offer real solutions that will
inspire families and communities to
choose an alcohol and drug free lifestyle.

Part one, hosted by 'Iom Selleck,
focuses on programs aimed at helping kids
understand alcohol and drug abuse and
presents practical solutions families can
use now.

Part two, hosted by Whitney Houston,
looks at the other type of these
programs—the ones that work with kids
who are already abusers to get them clean
aucl sober and keep them that way. It
presents practical solutions for treatment
and recovery that families can use now.

AN EXTENDED CA12E
TREATMENT PKOGRAMfor
chemically dependent adult
women specializing in the
treatment of women since 1983.

the Gables
JCAHO Accredited
CHAMPiJS Eligible

Alcoholism and Drug Addictions with:
■ Bating Disorders
■ P.rychiatric and Mental Health Programs
• nhus~ t55~~e5
■ Relationship Conflicts
■ Living skills

Offering structured daily programming
treatment provided by professional
clinical staff. Utilizing the 12 step
philosophy and other support services.
Long Tern) ti»•ee to sLY neonths Program
f'or chenelcnlly dependent ndrt![ tuontcnt

Call Admission Intake Coordinator,
soy/Za2-zsoo.
1-800-GAALES-0

G04 Fifth Street S.W.
Rochester, Minnesota 55902
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For more information contact Pyramid

Film &Video, Box 1048, Santa Monica,

Calif. 9040(-1048. Call (800) 421-2304.
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Educational
Comic Book

Let'.s Talk About It! is a new comic
book from the American Psychiatric
Association (APA) that will help
educators and others working with the
five to eight million American youngsters
who are struggling wills mental or
behavioral disorders. Ilahlemos!, the
Spanish language version of Lel's Talk
About It!, is also available from the APA.
The books arc written in language

teen-agers will relate to and tell the story
of a junior high school girl who is fighting
with feelings of depression. The books
were written under the supervision of a
panel of leading experts in child and
adolescent psychiatry to be a resource for
teachers, clergy, mental health workers
and others who are searching for tools

She
can't
eat
~i1St
one!

She will gorge herself with sweets, junk
food and lots of calories. She doesn't
want to. She feels guilty. Like millions of
others, she just can't say ... no.

When you eat to feel better, but feel
worse, you may be Food Addicted.

If you or someone you know has a Food
Addickion problem or is suffering from
bulimia or compulsive eating, call us.

The good news! There's help that can last
a lifetime!

~ NERD F
(~

i-soa7g2-ZO33
P.O. Eos SSO levMy IWb, ft 32665
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they can use to reach troubled
adolescents.

For more information contact the
APA, Division of Public Affairs, 1400 K
St. NW, Dept. CP, Ste. 1050, Washington,
~c z000s. c~~ii ~zoa~ 6sz-caao.
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MH Policy Info
Online Service

The Mental Health Policy Resource'
Center (MHPRC) is pleased to announce
that the Policy Information Exchange
Online (PIE-Online) is available.

With over 9,000 catalogued books,
newsletters and articles from a myriad of
sources, MHPRC has the most extensive
mental health policy library accessible by
computer.
Among other categaries tl~e service

offers: government activity, book reviews,
news items and a survey center.

For more information contact
MHPRC, 1730 Rhode Island Ave. NW,

Ste. 308, Washington, DC 20036. Call
(202) 775-8826.
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Managed Care
Information Book

The second edition of The Many Races
of Mannged Cnre has been published by
American Business Publisl~iug.
The book focuses on what many

experts believe to be the most cost-
efl'icicnt way to provide coverage in the
'90s. Health insurers are able to channel
patients to the most cost-efficient site of
care and also develop preferred provider
organizations between cost-effective
hospitals and physicians.

For more information contact
American Business Publishing, Dept.
14BB, Brinley Professional Plaza, 3100
Highway 138, Wall Township, NJ 07719-
1442.
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1993 SAY YES TO LIFE
Conference Cruise
FATHER LEO BOOTH
~:'J ~ ~ l~~J ~ O ~ DD

Mexican Riviera
March 13 - 20, 1993
TOPICS INCLUDE:
• Creating a Healthy Relationship with God
• Willingness
• Power to Change
• Relationships
• Choicemaking
'Provider approved by CADCEP, Provider #~ 2S 87-122-11-91;
10 CEHs' • BRN M 9589.

Dancing, snorkeling, sunbathing, making new friends
and exploring different places are all very spiritual
activities, says Father Leo Booth. During the 7 day
cruise you devote 10 conference hours to gaining new skills and Insights.
Most of your time is spent playing, relaxing and adventuring. Father Leo
Booth, MTh, CAC, CEDC, is a nationally acclaimed author, lecturer and
trainer on spirituality and addictions. His wit, warrnth and unique insights
make him one of the most loved addictions consultants in the country.

The cruise departs ftom Los Angeles; ports of call include Cabo San
Lucas, Puerto Vallarta and Mazatlan. All you need to reserve your space
is a S75.00 deposit per person.

FOR INFORMATION, CALL (310) 434-4813
Details on FaCher Leo's auailabilit~ for lectiu•es or wor•kslwps, curd catalog

of hooks, uicleos and audios also provided
SPIRITUAL CONCEPTS + 406-A East First St. #189

Long Beach, CA 90802

Circle 19 on card. 2]



ou nee
fn 1~,o of

1 llcoholism and chemical
dependency demand more of you
than anyone should have to handle.
You can't live with an alcoholic
and not suffer from low self-es-
teem,loneliness, guilt and distrust.

But you can take the focus off
the chemically dependent person
you love by learning how not to
react to drinking and the use of
other drugs.

Whether you were the child of
an alcoholic, or have grown up to
discover that you've repeated what
you promised would never happen
to you — you're entitled to a real
life of your own.

Marworth's new family
program, working
with Rokelle Lerner,
the nationally
recognized authority
on co-dependency, ~ 1
can help you.

Put yourself at
peace. Put yourself at Marworth.

The Marworth family program
is located at Waverly, PA.
For information.. .

call Toll-Free
1-800-442-7722

•MARWOR'TH~
A 4EI91NOER' AFFILIATE
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By Jim Francek

hen I was a youngster in
the '40s, I was blessed with
the opportunity to spend
every summer on my

uncle's farm. in Michigan. It had a big,
white farmhouse and red painted out
buildings. One of my favorite spots was
the front porch. It was the place where
the family made closure on tl~e day. The
porch laced the west and after supper, I
sat on the swing or in a rocking chair and
watched the sun go down.

This porch provided a place where
everyone slowed down at the end of the
day. It was here that we heard the family
stories about Uncle Dick and Joe. It was
in this space that I first came to revere the
life around me. The rhythm of the day
was moving toward an end. The sounds
of the frogs in spring or the crickets in the
summer provided a symphony of sound
as nature said its goodnight. In the
twilight of evening, as youngsters we
played games in front of the porch as the
family elders looked on.
When it got dark, we came up and sat

on their laps and listened to their convcr-
sation. And, if we were lucky, Dad would
tell stories cif his childhood growing up in
the mountains of West Virginia. Some-
times he would make up stories that
would scare us and make it hard to sleep
that night. That front porch provided a
special place of connection.

Often when we sat on that porch, we
would hear a car coming clown Che gravel
road from miles away. As the car passed,
the driver would beep his horn or wave in
recognition. Often it was a lricnd or
relative who would sCop to catch up on
the news of the day.

Tl~e porch provided a safe place where

we could connect with ourselves, with
one another, with the Earth and its
rhythm. The porch provided a connec-
tion point with our neighbors. When you
were on the porch, anyone passing by
knew they could stop. When you were on

Everything is focused on
seeping the business

productive, efficient and

profitable.

the porch, you were available to the life
passing by. I yearn for a home with a
front porch.

RUSHING PAST THE PORCH.
Today, our lives are moving too fast.
Today, we don't have time to use a porch.
Homes today are not even built with a
front porch. We may have decks in back,
but that is for privacy. Today, when we
approach the homes of others, it's ofte❑
with speed. We rush in and out of one
anotlier's lives, ofCen without connecting.
Very little time is give❑ co the ritual of
closing a day. We often run at a blinding
pace in our canyons of loneliness, almosC
fearful of making connections. We spend
hours distracting ourselves with visual
images of TV stories without revering
our own stories.

I yearn for a home with a front porch.
The front porch that I experienced as a
young boy provided a "sacred space" in
my life. When I let myself get in touch

continued un pnge 34

I~,NIPI,OYEL.ASSIS'1'ANCI



Survey Uncovers
Leery Workers

Employers who survey their workers'
opinions and attitudes often encounter a
cooperative yet skeptical workforce,
according to the latest mini-survey by the
Bureau of National Affairs and HRNews.
While efforts to discover workers' views
frequently yield high response rates, many
organizations' surveys have fostered
suspicion or dissatisfaction among
.employees.

Seventy-six percent of the 169 survey
respondents have surveyed workers at
least twice in the past five years, including
26 percent who have conducted four or
more surveys during that period. Sixty-
four percent indicated that employee
opinion surveys are conducted on a
regular basis.
The reasons for undertaking an

employee survey vary. More than one-
third of the respondents were prompted
by a top management directive (36
percent), while many were motivated by
concerns about morale (38 percent),
communications (27 percent) or a more
specific issue such as absence or turnover.
Some surveys were designed to follow-up
on a previous study.

Opinion surveys appear likely to
prompt some subsequent action from
employers. In response to recent surveys,
many organizations have revised (68
percent), established (59 percent) or.
discontinued (23 percent) policies or
programs.

BFG Agrees To
Consult In India

The Betty Ford Center at Eisenhower
has entered into an agreement with the
Calcutta Foundation, a public charitable
trust in Calcutta, India, to provide
consultation. services to staff members of a
chemical dependency treatment facility to
be built there later this year.
Seven staff members from the KPG

Centre for Prevention of Drug Abuse and
Rehabilitation, the facility to be built,
visited the Betty Ford Center in March.
The visitors attended the center's

Professional In Residence program to
learn more about the center's multi-
disciplinary approach to treatment. They
also met with key members of the Betty
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Ford Center's medical and clinical staff.
Under the agreement, the Betty Ford

Center will send a consultant to India later
this year to handle on-site training for
three months. This will be followed by two
additional consultation visits,
approximately one year part, as the
facility becomes operational.

Construction of the KPG Centre will
begin within the next few months, and it
will be situated on two acres of land
located approximately 15 minutes from
Calcutta.

Since 1988, the Betty Ford Center has
sent consultants to Finland and Sweden
and offered consultation services at the
center for groups from Switzerland and
Japan. Presently, the center is talking with
people who wish to establish facilities in
Canada, Mexico and Singapore.

ACLU Questions
Smoking Ban

The recent passage of legislation in
West Virginia and Wyoming protecting
workers from being fired or denied
employment if they smoke off the job sent
a powerful message to all legislators and
employers across the country, according
to the American Civil Liberties Union
(ACLU).

With the passage of these bills, 23 states
will now have legislation that protects
workers' private use of legal products or
choice of legal activities outside the
workplace, the director of the ACLU's
National Task Force on Civil Liberties in
the Workplace said.

While some legislation may seem
unnecessary, discriminatory workplace
policies based on an employee's legal and
private lifestyle choices and activities are
becoming an important issue for workers
in this country.

In fact, according to a recent study
conducted by the Bureau of National
Affairs, l9 percent of employers now have
hiring policies that either give preference
to non-smokers or refuse to hire smokers.

In states that do not provide such
protection, the National Task Force on
Civil Liberties in the Workplace urges
employers to maintain the private rights
of their employees. In addition, it is calling
on members of state assemblies and
senates, as well as the governors of those
states, to pass worker privacy bills into
law.

ADD TO YOUR EMPLOYEE
ASSISTANCE PROMOTIONAL AND
TRAINING TUOLS. YOU NEED...

JOHN FABJANCE'S
ALCOHOL AND DRUG
AWARENESS PROGRAM

NO RISK GUARANTEE
NO FEE IF NOT SATISFIED.

John Fabjance is an educator, speaker
and entertainer who has presented
.MIND GAMES to over 700 clients,

including work organizations such as
Kimberly-Clark Corporation. He has

taken his program to Lunch &Learn,
Brown Bag programs, Community

Events, Workpalace Education
programs, plant picnics,

and family outings.

t ~ ~~~'
. ~ ~ ~.

"I can handle it"
"It can't happen to me"
"I can stop anytime I want to"
"I am the way I am and I can't change"
"I haven't had a problem so far"
"I know everything there is to know
about the subject'

MIND GAMES is a montivational,
hands-on program that employs unique,
novel and proven teaching methods to
help audiences understand the mental
processes that lead to denial of
stigmatized personal problems.

In the first two minutes, employees
not only hear about denial, they
experience it.

This program is not competition to your
internal or external EAP but is designed
to draw attention and encourage
supervisors, employees and family
members to use your services.

MIND GAMES, a service of Magic
Management will give you current in/or-
mation on routing availability and pricing
for your area.

Magic Management,
P.O. Box 327, Charlotte, MI 48813

Phone: (517) 543-0115
FAX: (517) 543-5524
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The Human Factor
and Preparing
for Change

By Torene Bonner, MA, MFCC

ergers. Consolidations. Restructuring. Streamlin-

ing. Downsizing. These are all words of the

business world that to employees mean "lay-

offs." Corporations across the nation are attempt-

ing to increase their viability by utilizing labor force reductions.

In 1991, there were an estimated 400,000 staff reductions in the

workforce (Lacey, Workplace. Trends). This trend, given the

difficult economic times, continues to rise. "Lay-offs are

becoming a regular fact of life among the Fortune 500, a sort of

brutal corporate tune-up every few years," Business Monthly

reported in September 1990.

Corporate human resource managers, personnel specialists

and employee assistance programs can provide guidance and

planning for downsizing to minimize the negative impact to

employees and to the organization.

RESPONDING TO CHANGE. Employees, in either large or

small corporations, experience similar emotional reactions to

change. First, when an impending layoff or restructuring starts,

the insecurity of the staff dramatically increases. With the staff

anxiety level high, rumors begin. A great deal of time is spent

speculating on and questioning job security. "Will I be the one

T laid off?" then "How will I manage?"
ro
Q Employees, feeling uncertain about their jobs, may begin to

look for other positions. Unfortunately, companies in transition

may lose valuable and productive employees. The cumulative

effect of staff insecurity actually decreases employee effective-

ness and productivity.

Additionally, teamwork and cooperation decline due to a

basic lack of trust in the organization..Employees who are not

receiving clear communication direct from management become

suspicious. Therefore, there is a reluctance on the part of the

staff to be supportive and cooperative. The natural human

response to mistrust is to detach' from the group. The employee

will focus energies on his or her own survival. These responses to

change have a negative impact not only on the individuals but on

the corporate "bottom line."

THE LAYOFF. Employees who are laid off, experience a flood

of emotions. First, there is disbelief that they are unemployed.

Many employees believed that if they were loyal to the

company, the company would take care of them. Additionally,

an employee may experience a grief reaction. The grief develops

'out of:

• Loss of job status.

• Loss of supportive office friendships.

• Loss of financial security.

• Loss of self esteem.

• Loss of social status.
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The grief process can take time for the employee to resolve.
It is important to acknowledge feelings and be cautious not to
deny the impact on behaviors, thoughts and emotions.
The corporation can ease the transition and potentially

reduce hostility of these employees by offering cost effective
benefits upon termination. Management may consider:
extended benefit packages, job placement services and
employee assistance programs to offer counseling for the
emotional support, career direction and family adjustment
through the change.

THE °'SURVIVING" EMPLOYEES. For employees remain-
ing in the company, there is resentment, grief, guilt and anger.
The remaining employees. continue to question "Is it really
over?" "When will the .next phase of layoffs begin?" "Am I
next?" They continue to experience insecurity about their job
future.
The resentment builds toward management if the existing

staff perceives management sending "double messages." If the
staff has experienced the effects of the cutbacks, they want to
see management cutting back as well. It is important for
management to be sensitive to the increased workload and the
perceptions of the staff. Clear and consistent messages in both
words and actions are imperative to the success of the
downsizing.

Grief—Employees also experience a grief reaction. A period
of sadness results from their friends' layoffs. If the individuals

were long-term employees who considered themselves "part of
the family," they will experience a loss similar to that of either
divorce or death. Things are different end it will take time to
adapt and grieve for their loss.

Guilt—Surviving employees may also experience guilt over
still having a job. They need to recognize that the decision to
decrease staff was not theirs, and they are not at fault for still
being employed. If it is possible; the employees need reas-
surance that their positions are secure. However, if layoffs are
to continue, open communication is necessary for them to
prepare if the event occurs.
.Anger—Anger. in the workplace can be like a cancer and

destroy any atpempts by management to rebuild. Anger and
hostility need to be dealt with to minimize their negative effects
on the other members of the staff. Supervisory referral to the
EAP is beneficial to allow the expression of anger in an
appropriate setting. By venting the anger in a counseling
environment, the stress and tension are reduced in the
workplace.
The existing staff now shoulders the increased workload.

These employees are at risk for increased absenteeism and
burn-out. It is critical for management to assist the "survivors"
to adapt to the changes in their workload and environment.
Management can provide support by maintaining clear and
open communication, providing in-service training for time/
stress management and developing quality improvement stan-

continued on page 26

"sometimes T~e Best Way
Troubled. Yout~i Bach on The

IS To Get Them O~ The

Tn r Pt simpler environment, wlieze rewards are

R~~ht
Road..

ROa'C~ cI a~rlbanc~ imm~edi te9eThree Spr{ ~suo~~ers►► 1

~F~~~ anvirnnment. Tn

residential centers in Alabama, Tennessee and North Carolina, young men and wom~~

.~'~`//"'~~~G~~l/~"eet tke challenges o~ nature. They learn to overcome their psyckolo~ical troubles,
t~~e Co~l~erh~„~, 

buildind se~~-esteem and self-reliance whi~e learninrt their res onsibilitiea to their eeryUnit nixector 6 6 p p

anc~ the society around them. 1~ you need coat-e{~ective, professional treatment ~or a

troubled adolescent, age 10-17, contact Three Springs ~or more information. We'll h.

them {ind the road again.

247 Chateau Drive Huntevi~~e /~ ~a ~~a rua 35802

.THREE SPRINGS
(2 0 5) 8 8 U - 3 3 3 9
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DOWNSIZING

continued from page 25

dards. The goal is to minimize the stress
on the employees and maintain quality
and productivity.

EAP ROLE. The employee assistance
program can assist management in pre-
paring for the downsizing. By develop-
ing aplan and offering guidelines to the
management, the difficult task of reduc-
tions can be minimized. For. the employ-
ees, the EA program offers them the
counseling services to assist with a broad
range of issues. Stress management,
anger management, family problems,
financial counseling and career counsel-
ing are all available through the EA
program. By offering EA services, the
company supports a prevention model of
handling problems and the opportunity
to seek solutions.

RESTRUCTURING. The other consid-
eration companies. face when dealing
with downsizing issues is restructuring
the workforce. This step is very impor-
tant in maintaining continuity at work as
well as keeping employees feeling posi-

~ 1 ~

tive about the workplace.
Communication—The most critical

component for a successful restructuring
is communication: open, honest and
direct. Managements ability to clearly
communicate goals, direction and action
to achieve the restructure will reduce the
"rumors" and staff insecurity. When
employees know what is to happen, they
can plan and prepare.

Team approach—Utilize the cor-
porate structure to develop the plan for
reductions. When the employees are
included in the decision-making process,
they are more vested in its success. This
team approach increases the awareness
of staff and the ability to communicate
the plan to the entire organization.
Once the decisions are made regard-

ing staff reductions, verbalize the plan
and act swiftly. Do not draw out the
layoff process. This increases anxiety
and anger and prolongs the transition.
Empathy—Managers can successfully

use empathy to help the staff manage the
change. "I know this transition is hard
on all of us, we are losing good people."
Encourage employees to talk about their

employee ~ducd~:ion and supervisor training materials to

make the EAP professional's jnb just a little easier. FLI'S

VIDEOS, WORKBOOKS, PAMPHL~T5, and POSTERS have helped

thousands of employee assistance programs get the ward aut

to employees about their services, and educate supervisors

about important EAP-related issues.

_l If you could use a little help, call today for our new 19 2

catalog.

r L .~_ 
FLI LEARNING

~'+~ SYSTEMS, INC.

P.O. BOX 2233 •PRINCETON, NJ 08543-2233
(609) 466-9000 •FAX (609) 466-2333
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feelings: when they continue to talk,
management will have a clear idea of
their concerns and, if possible, respond
to their needs. If these concerns begin to
affect work performance, refer them to
the employee assistance program or
counseling. If a "code of silence" exists,
this can create a stressful work environ-
ment, undermine productivity and
destroy cooperation of the group.

Acknowledgements—For the staff
that has been laid off, schedule a "good-
bye" ceremony. This simple act validates
feelings of loss and allows existing staff
to say goodbye to their friends and
peers. This -will begin the mourning
period for the staff. This is a normal and
natural reaction to the loss. Once this
period passes, rebuilding and growth can
begin.
Power ofpraise—After a staff reduc-

tion, many employees have increased
workloads, pressure and stress. Manage-
ment can use the power of praise as an
effective motivator. Remember, the
staff reduction was done to cut costs; so,
lavish vacations, rewards or expensive
dinner parties are inappropriate.

"/im Francek &Associates, /nc.,
addressing human factors in a

clanging business environment."

snFery

HUMAN
FACTORS

CHANGE &
RENEWAL i

■ consultation ■seminars
■executive renewal ■publications
i

JIM FRANCEK
& ASSOCIATES, INC_

3 Morgan Avenue, Norwalk, CT 06851
(203) 855-1166
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Rather, simple recognition is appropri-
ate. When using praise, be specific:
"You did a great job on your monthly
report, Thanks" or "Thanks for helping
out on deliveries last night, you really
helped me out!" Often employees are
not aware that the company values their
service—so tell them! An employee
treated with kindness, respect and value
builds trust and loyalty.

Education—Managers, supervisors,
team leaders and staff need to be aware
of the impact of company changes on
their departments. As changes are
implemented, each department can pre-
pare, plan and respond. Additional
education on streamlining, time
management, team building and stress
management may benefit the group.
Employment search assistance—

Employees who have been laid off, or
know they will be terminated, will
benefit from career counseling.
Management may consider assisting
employees in their job search. Through
the personnel department or an outside
agency, the staff can provide assistance
with resume development, letters of
reference and resources on potential
employment. The more proactive the
company can be, the less resentment,
anger and stress an employee will expe-
rience. This may also minimize the
expense of legal actions and worker's
compensation claims.

REBUILDING Corporate downsizing
is done to increase the viability of the
corporation. After the normal mourning
period for the existing employees, man-
agement and staff begin to restructure
and regroup to create new goals and
direction.

Caution must be used during this
time due to the insecurity and mistrust
of the staff. They need to develop a trust
in new management. If there has been a
merger or new management team, it will
take time to earn that trust and to
develop a cohesive group.

Employees must be included in the
development of the "new future." Hav-
ing weathered the transition period and
participated in the restructuring, they
become "invested" in the organization;
they-move from adversary to partner. So
share the vision of the future.

Bou~~er is the innnager a~ lNSIG1I7' e~nplayee assistance
progrmn, n depnrimeiu of Community Hospi~afs of Cenlrnl
Cnlifor~~in. Tkis progrnn~ serves as the EAP fur SO rorporn-
tions in Cnlifoniin.
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Flexible Length of Stay
Stretches Rehabilitation Dollar

~ Gaylord Hospital's inpatient and partial hospital chemical

dependency program is a classic example of how to minimize

use of resources and maximize patient care. ~ The program has no

fixed length of stay; established standards set maximum stays for

both inpatient and partial hospital. ~ Patients move through the

system at a level of intensity that matches their individual

capacity to meet established goals. ̀~ A stepdown approach provides

treatment at progressively less intensity. ~ All of the traditional

services are provided. ~ The program works closely with managed

care organizations and welcomes talks on contract arrangements:

~ For convenience, a transportation service is provided weekdays

between New Haven and Wallingford for both day and evening

partial hospital patients. ~ Flexible stays, improved accessibility :..

effective ways to stretch the rehabilitation dollar.

Write or call:
Chemical Dependency
Gaylord HospitalP.°. B°X4°° ~ GAYLORDWallingford, CT 06492
203 2842890 Rescmzng Ahilily; Bui/clirtg Coumge.
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For additional information contact
Robert D. Larson at 1-715-426-5950

or by calling 1-800-525.4712.

~~~►,.
.{ .

~~

KINNIC FALLS
Kinnic Falls Alcohol- Drug Abuse Services, /nc.
900 S. Orange Street, Rirer Fafls, Wisconsin 54022
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June 28-July 1
Winning Strategies in Human Resource
Management, Las Vegas. Contact the Soci-
ety for Human Resource Management, 606
N. Washington St., Alexandria, Va. 22314.
Call (703) 548-3440.

July 10
13th Annual Illinois Chapter EAPA Con-
ference, Chicago. Contact Dan McFadden
at (312) 645-0083.

July 12-17
The New Jersey Summer School of Alco-
hol and Drug Studies, New Brunswick, NJ.

'; CEUs are available. Contact the Center of
Alcohol Studies, Rutgers, Smithers Hall,
Piscataway, NJ 08855. Call (908) 932-2190.

July 18-22
Fourth Annual EASNA Institute, Ottawa.
Contact EASNA, 2728 Phillips, Berkley,
Mich. 48072. Call (313) 545-3888.

July 18-22
World Assembly '92, Washington, DC.
Contact the National Association of Social
Workers, 7981 Eastern Ave., Silver Spring,
Md. 20910. Call (800) 638-8799.

August 2-7
The Summer Institute of Addictions Stud-
ies, Columbus, Ohio. Contact the Office of
Continuing Education, P.O. Box 2701,
Columbus, Ohio 43216. Call (614) 292-
8571.

August 5-6
Mid-Western Region Drug-Free
Workplace Conference &Exposition, Chi-
cago. Contact I.es Francis, 90 W. Montgom-
ery Ave., Ste. 313, Rockville, Md. 20850.
Call (301) 340-0515. _

August 14-18
Sixth Annual Symposium on Eating Disor-
ders, Long Beach, Calif. Contact Interna-
tional Association of Eating Disorders, 123
NW 13 St., Ste..206, Boca Raton, Fla.
33432. Call (800) 800-8126.

September 17-19
Southeast NAADAC Regional Confer-
ence, Hilton Head, SC. Contact Epsie
Hagan. Call (800) 548-0947 or (703) 920-
4644.

September 27-30
Sixth Annual Great Lakes Conference on

OW DO EAPs DEAL
WITH POTENTIALLY

VIOLENT INDIVIDUALS?
They rely on the proven techniques of CPI's
Nonviolent Crisis Intervention Training Program
now available in the Two Volume Video Training Series
Nonviolent Crisis Interaention:
■ The Preventative Techniques
■ Therapeutic Physical Intervention

ree Video Preview &Discounted Price
to EAP Professionals Only!
CALL TODAY 1-800-558-8976, Fxt. 32

More and more EAP s are joining over 200,000 human service
professionals who use proven CPI training techniques to defuse
potentially disruptive or assaultive behavior. Now this internationally
recognized training program is available on videotape, already in
use by over 2,000 agencies. Realistic scenarios graphically portray
emotionally charged situations and how to safely resolve diem to
everyone's beneCt. (censored version available) Personal safety
techniques are also demonstrated. Call 1-800-558-8976 toll free
for a free preview and informative brochure.

■ National Crisis Prevention Institute
3315-K N. 124th Street
Brookfield, WI 53005

Over a Decade of Safe Cr~s~sManagement
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Addictions, Indianapolis. Contact Great
Lakes Training Associates, P.O. Box 30005,
Indianapolis 46230. Call (317) 283-8315.

October 12-16
International Employee Benefits Con-
ference, Brookfield, Wis. Contact the Reg-
istrations Department of the International
Foundation of Employee Benefits Plans,
P.O. Box 69, Brookfield, Wis. 53008-0069.
Call (414) 786-6700.

October 15-17
Southwest NAADAC Regional Confer-
ence, 'Ilicson, Ariz. Contact Roxanne Kib-
ben. Call (800) 548-0947 or (703) 920-4644.

October 15-18
American Association for Marriage and
Family Therapy 50th Anniversary Confer-
ence, Miami Beach, Fla. Contact AAMF"T,
1100 17th St. NW, 10th Floor, Washington,
DC 20036. Call (202) 452-0109.

Meeting announcements should be re-
ceived no later than 90 days ahead of the
meeting date and should be addressed to
Editor, EmployeeAssistance, P.O. Box
2573, Waco, 'I~xas 76702-2573.

FREE WORKSHOP
"The Americans

With Disab' 'ties Act"

Speaker/Presenter:
John F. Wymer III

Wymer is an attorney and a partner in the law
firm of Jones, Day, Reavis 8z Pogue in
Atlanta, Georgia. He is also head of the
Southeast Labor and Employment Law Dept.

Date: Thursday, July 23, 1992

Time: Registration.— 8:30 a:m.
Presentation — 9:00 - 12:00

FOI' 1110I'e 111f01'211at1011,

Call (404) 436-8480

spervasoved by

BRAWNER ~IOSPITAL
3180 Atlanta Rd., Smyrna, GA 30080
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CLASSIFIED
ADVERTISING

Ad copy is due 30 days prior to
issue date.

1992 RATES:

Column width 2-1/8"
Camera-ready art or negatives

preferred.

Design and typesetting are available

for a nominal charge.

Rates: 6 months 12 months

1" $50 per listing $45 per listing

2" $95 per listing $85 per listing

CLASSIFIED ADVERTISING

RATES:

Blind box number/$10 per month.

Boxed Display Rates: $70/column inch

Column width 2-1/8"
Camera-ready art or negatives
preferred.
Design and typesetting are available
for a nominal charge.

DISCOUNTS available for multiple
runs!

$11.00/line for boldface and titles.

$6.50/line for each additional line.

Minimum order: 7lines Q 45 characters

& spaces per line

REFERRAI. DIRECTORY

Rates: 6 months 12 months

1" $50 per listing $45 per listing
2" $95 per listing $85 per listing

Column width 2-1/8"
Camera-ready art or negatives
preferred.
Design and typesetting are available
for a nominal charge.

Send ad copy to:

EmployeeAssistance
P.O. Box 2573

Waco, TX 76702-2573

Suzy Humphrey
Classified Account Representative

Ruth Heard Warren
National Classified Ad Manager

Foi• assistance call (817) 776-9000
FAX #817-776-9018

EmployeeAssistance reserves the right to
decline, accept, or withdraw
advertisements at its discretion. The
publisher reserves the right to edit copy.

REFERRAL DIRECTORY

MICNAa'S HOUSE
A chemical dependency
irealmenC center for men.

■Fully Accredited •Beautiful Location

■Life-Skills Program ■Affordable

Mzc~L~s HousE
430 S. Cahuilla Rd •Palm Springs, CA 9226

(619) 320-5486

La Amistad
Residential Treatment Center

The right choice when more than
acute psychiatric care is necessary.

• Children
• Adults
• Adolescents
• FuA Psychiatric
• Dual Diagnosis
• JCAHO
• OCHAMPUS

1-800-433-1122
In Florida 1-800-367-4833

COUNSELING
ASSOCIATES, ING

Your comprehensive
clinical service
center in Michigan.

26699 W. 12 Mile Road
Suite 100
Southfield, Michigan 4.
313/353-5030

"An Affiliate Provider for National EAP
Firms"

Sidney H. Grossberg, Ph.D.,
Executive Director
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Divorce with Di~nit
Mediation Services of Michigan°

46926 Dunsany Road
Northville, Michigan 48167-1039
(313) 348-5338 or 348-9448

Areba Casriel Institute

• Outpatient Services
• Detoxification Unit
• Long and short term care available
• JCAHO accredited
• Family therapy
• Dual diagnosis
• Blue Cross/Blue Shield accepted

A.C.I.
500 West 57th Street
New York, NY 10019
(212) 247-5500
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Your New York City Affiliate

Martin H. Greenstein, CSW, CEAP

EAP Assessment, Counseling,
Consultation and Follow-Up

331 East 71st Suite 1-C
New York, New York 10021

212/772-7993

Heartview
Foundation

1406 2nd St. NW
Mandan, ND 58554 • (701) 663-2321
7-800-554-2000 (U.S. and Canada)

Since 1964

' Treating Alcohol 'Adolescents 6 Adults
& Other Drugs ' 5~Day Family Week
' 12 Step Program 'Medicare/Medicaid

JCAHO Accredited Private Non-Profit

FAX Your Ad
(817) 776-9018
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• MARW~ORTH •
800-442-7722

* Lily Lake Road
Waverly, Pennsylvania 18471-0036
(717)563-1112

* River Road
Shawnee on Delaware,
Pennsylvania 18356-0089
(717) 424-8065

A Sub-Acute Psychiatric
Residential Treatment Facility

For Adolescent

~E
craucea

• Depressive Disorders
• Dual Diagnosis
• Attention Deficit Disorder
.Disruption in Personality Structure
• Conduct and Oppositional Disorder
• Ego Function Restructure

UTAH STATE LICENSED
JCAHO ACCREDITED

TREATMENT CENTER LOCATED:
4500 N. Heritage School Drive

Provo, UT 84601
(P.O. Box 105)

For information call:
Utah Office (800) 433-9413
So. California Office (800) 427-7499
Texas (800)553-2182
Chicago (708) 231-7573

3

DORRIS
ROBERT T. DOHRIS d ASSOCIATES INC.

a member of the ALLIANCE of Employee
Assistance Services, Inc s'"

NATIONWIDE EAP SERVICES
SINCE 1974

• Offering standard EAP services
• Customized Contract Options
• DORRIS Managed Beha~iioral Health

Care Systems

5210 Lewis Road —Suite 7
Agoura Hills, California 91301

(818)707-0544 •FAX: (818)707-0496

OPTIONS EAP, INC.

QUALITY EAP SERVICES FOR
QUALITY ORIENTED COMPANIES

Contract "Options":
• - AssessmenUReferral
• -Short-Term Counseling
• - Telephone Consultation
• - Management/Workforce Training
• -Other Individualized Services

4770 Germantown Rd. Ext., St. 223
Memphis, TN 38141

1-800-525-4930 Fax: (901)377-0503

EAPs and MANAGED
CARE PROGRAMS save
employers money on

health costs.

They
also save

employees.

HAF641RNS
rdv~z;'

„~„,~,9~
Part o~ fhe Aetna Health Plans Family

The country's oldest and largest provider of
EAPs and Managed Behavioral Care Programs.

For more information, call us at

1-800-999-4241

RESOURCE EAP INC.
Employee Assistance Program Con-
sultants—providing services nation-
wide. 1046 Riverside Ave. Jackson-
ville, FL 32204. Contact: Bob Appleby
at 1-800-421-REAP (7327).

"Jim Francek &Associates, Inc.,
addressing human factors in a

changing business environment."

SAFETY

LEARNIN

HUMNN
FACTORS

QUALITY CHANGE &
PERFORMANCE RENEWAL

■ consultation \seminars
■ executive renewal t publications
i

JIM FRANCEK
& ASSOCIATES, INC_

3 Morgan Avenue, Norwalk, CT 06851
(203) 855- ] 166
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EMPLOYEE ASSISTANCE
ASSOCIATES, INC.

Specialists in

Employee Assistance Program Design
And Service

• Comprehensive, Customized
Employee Assistance Programs

• Case Management Services

• National EAP Network Provider

Jesse Bernstein, CEAP, President
1580 Eisenhower Place •Ann Arbor, MI 48108

(313)973-0606

Colonial Counseling Services

Specializing in subcontracting

for National EAP firms

5 offices in Greater Orlando Area

9446 E. Colonial Drive

Orlando, Fl. 32817

For more detailed information call

1-800-780-7623

LI'C'1'LC, GAFFNEY & ASSOC.
PRESENTS:

7'he lli~;he,rl Quulily,

Mu.s/ ('<~nt/~l<~Ir ~l7~uinii~,~ /1~~,~~utnce
for MasYci~in~; Corporule Chu~~gc

A Common Sense

Comprellensivc Approach to Building

a Healthy Organization.

1-800-776-8684
fill 7'rnining Materin[s !'iernisherl.

For Information Call

1-800-726-0526

FREE! POSITIVE PARENTING HANDOUTS

Help your employees deal with parenting problems.
Improves their well-being and on-the-job productivity.
30 topics including Single Parenting, Divorce, Latch-
key Kids, Drug/Alcohol Prevention, Family Violence.
Plus videos, coloring and activity books. Call 1-800-
99-YOUTH or write The Bureau For At-Risk Youth, 79
Carley Ave., Huntington, NY 11743.

Plan Ahead for the
SEVENTH ANNUAL

CAPE COD SYMPOSIUM
ON ADDICTIVE DISORDERS

`Abuse, Relationships and Managed Care"
Intervention, Treatment and Recovery
in the Family, School and Workplace

September 17-20, 1992
Cape Cod Plaza Hotel

Hyannis, Cape Cod, Massachusetts,
Exhibit Booths, Fun Run, AA, NA,
AI-Anon, ACOA Support Groups

18 Pre-Symposium Workshops
PDHs & CEUs Applied For

Earn PDHs in Content Areas 3&4

Contact Symposium Coordinator
North River Foundation, Inc.

475 Furnace Street
Marshfield, MA 02050

(800)767-9061

To Reserve Your Ad Space in EmployeeAssistance
Call Suzy Humphrey at (817) 751-5192 or FAX Your Ad to (817) 776-9018
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ENSURE Personal Alcohol Tester
Now there is a personal breath For more information, contact us at
alcohol tester as accurate as the address below.
those used by the law enforce-
ment officials.

Alcohol Countermeasure Systems
It is small enough to fit in a shirt 1009 Grant Street, Suite 104
pocket, and uses a 9 volt Denver, CO 80203
alkaline battery so you can carry
it with you and use it anywhere. Tele hone 303 863-9801

Fax 303 863-9803
ENSURE gives you the infor-
mation you need to avoid a ALCOHOL
mistake that can change COUNTERMEASURE
your life. SYSTEMS
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CHANGES

continued from page 22

with this period in my life, I become aware of what a great gift
that porch was. In reflecting on the applications of this article to
our work as EA professionals, I am struck with how much work
organizations have taken over the lives of their workers.
Everything is focused on keeping the business productive,
efficient and profitable. Yet, maintenance of low cost, high
speed, high tech, low touch work environments creates a context
in which a company's human assets are left in disarray.

While EA programs cannot provide the full experience of a
"home with a front porch," they can provide a "sacred space"
where individuals can get in touch with their stories and make
adjustments to their evolving chapters. When people first come
to EA professionals they are often in great pain and they have
finally come to see how much their lives are out of control. They
are usually very aware of the many levels of dysfunction in their
lives—whether physical, mental, emotional or spiritual. When
people with addiction problems accept total treatment with the
attitude of willingness and humility, absolute miracles are open
to them. If our programs provide a safe place where people can
dare to get ungrounded, where they begin to understand what
they need to be nurtured, we will have provided a "front porch."
When we revere another's story, when we extend respect to

another's process, when we move away from repairing an
individual's armor, we move away from running the compan 's
mental health unit to being a source of nurture and healing.
Francek is the president of Jim /Ynncek nr~d Associnles. He cnn be reached a! .i Morgnn Ave.,
Norwalk, Conn. 06851.

returnin childhoodg
to children. ~,.
Wiley House Treatment Centers, d>,, ~'
The National Center for Kids in ~ ~ ~4 -~~ ''~~
Crisis, received over 3,500 ~
referrals last year because we ~ t
have built a reputation of
trust and professionalism
over the '' '' '
~3St 1~8 

f '~ ~

years. Wiley Houst - i ~ r »~
believes in individualized :j, ~ • ~°~'
care and offers the largest ;; ~
integrated continuum nationally of /
psychiatric treatment for children, adolescents '~\~;
and families. We have an outstanding variety of
community and campus based programs, which include diagnostic
facilities, residential cottages, group homes, Intensive Treatment Family
residences, recreational facilities and fully accredited private schools.
Wiley House accepts most third-party medical insurance plans,
which often covers the cost of treatment.

For more information call 1-800-KID-SAVE or
write 1650 Broadway, Bethlehem, PA 18015-3998

WileyHouse i t r, A DIVISION OF

Treatment. Centers SM ' ~` KidsPeace
Accredited by the Joint Commission on Accreditation of Healthcare Organizations, Middle States
Association of Colleges and Schools and the American Association of Psychiatric Services for Children.
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EMPLOYEE ASSISTANCE PROFESSIONALS

I~et our co-workers know ou~ y

,~„~.~,~,,,~„~~„~,, CreNotes

When
Y You. Hurt—

But Can't Tell
Anyone

iw',

:.,,hm

~~.

...with CareNotes
;,,~,.~,,,~~,;,~, care~Vores

,,...,,,:,~ ,.,,,,, r ,

Loving
Someone With
a Drinking or
Drug Problem

,;,,~,, Cm~'otes

Dealing
With Anger

Easing
the Burden
of Stress

CareNotes are "take-one” booklets that WORK...in the WORKPLACE

helping you reach your employees when they are troubled. CareNotes

address the most deeply-felt emotional and spiritual cares, needs, and

hurts of your co-workers.

• As little as 20~ each per hope-giving booklet!

Your organization/company name and caring

message specially imprinted on back of each

booklet.

Ideal self-help tools £or: employee lounge,

bulletin board, counseling sessions, mailings

to home addresses, workplace displays.
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~ HALF-PRICED!!!
~ "SAMPLER-PACK SPECIAL of CareNotes!

u A $24.95 Counselor Pack for only $12.50!

~~ C 1 YES! Send me your "SAMPLER-PACK SPECIAL” of CareNotes—for only $12.50 #26620-5. Contains
0 one each of 68 great CareNotes. A $24.95 value. We will bill you at only $12.50, plus 7% shipping and
~ handling.

~~ ~ ~ Name

fl ~ R I NG Organization

PLACE Address
fl City/State/Zip

~ Phone

Tax Exempt #, If Applicable
L------------------------------------------
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Helping Protect America's Assets

Showing You How to Spot the
Symptoms of Substance Abuse

ASST: Experience and
Expertise
The mission of the ASET
Corporation is to provide our
clients with professional
strategies and actions that will
not only help reduce widespread
drug use and sales, but will also
reduce excessive employee fraud
caused by drug abuse.

In order to implement and carry
out its mission successfully, the
ASET Corporation has carefully
selected a unique team of
professionals —each of whom is
highly regarded in his specialized
field. We have recruited experts
from all areas of the country and
from various disciplines so that
we can provide our clients with a
perspective that is built on an
effective blend of expertise.

A•S~T
CORPORATION

Charles Carroll, President
National Office
Post Office Box 432
Dayton, Ohio 45408

1-800-345-ASST

ASE'T presents on-site

educational seminars that will
teach your mid-level and front-
.line supervisors not only how to
spot the signs and symptoms of
employee drug-abuse —but
also how to follow up on their
observations.

Finding the Source of
Substance Abuse

ASST helps evaluate a
company's work environment,
measures the severity of an
existing drug problem and
discovers other illegal
activities.
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