
EmployeeAssistance 1992

Item Type Newsletter/Magazine

Publication Date 1992

Keywords Alcoholism and employment--United States--Periodicals;
Drugs and employment--United States--Periodicals; Employee
assistance programs--United States--Periodicals

Publisher Waco, TX: Stevens Publishing Corporation

Download date 19/05/2023 15:26:07

Link to Item http://hdl.handle.net/10713/6693

http://hdl.handle.net/10713/6693




The best strate 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, nn 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
theemployees you assist can be conveniently cared for.

Call us at 1-80U-345-5550
To learn more about our program options and how they can help the employees
you serve, call us today.

O

Brattleboro
I2~treat

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.



JULY 1992

■

Page 22

AIAY!_, ~

P~,~~ .~o

Page 32

VOL. 4, NO. 12

FEATURES

Justice for All . 6
The newest wave of benefits to be offered in the American workplace is
pre-paid legal services. With the vast number of these products on the market,
a thorough examination is necessary.
by Jill A. Densman

Financial Counseling 14
Providing financial counseling to the general employee population rather than
a select few executives can reduce workplace stress and preoccupation.
by Gary Tagtmeier

On Edge .. ... 22
Anxiety disorders are often baffling and obtrusive. Identifying and treating
these disorders can greatly improve quality of life.
by Stephanie McIntosh

Focus on Ability . 30
McDonald's has been hiring the handicapped for over two decades. Their
revolutionary McJobs program provides a model of corporate ingenuity that
has been offering jobs to handicapped and disabled workers.
by Carole McMichael

EA and the Law . . . 32
The author of the Employee Assistance Law Answer Book discusses the legal
issues surrounding EA professionals and the field as a whole. '
an interview with Sandra Nye

COLUMNS

Insight ■ By Paul M. Roman, PhD . 10

Perspective ■ By Bradley K. Googins, PhD . 20

NIDA Focus ■ By the National Institute on Drug Abuse 25

DEPARTMENTS

Commentary . 4

Meetings . . 9

Resources .17

Cover photograph 6y Joe Grillin.

News.28

Classified . . 38

Advertising Index . 42

EmployeeAssistance (ISSN It10421963, USPS M003237), (registered trademark)—published monthly. Volume 4, Number 12.
Subscription rate for EmployeeAssistance is $55.00 for one year. Forioreign subscriptions: Postage and handling per year—for Mexico
and Canada—add $13; all others add $30. Stevens Publishing Corporation, at 225 N. New Road, Waco, Texas 76710, phone (817)
776-9000. Second-class postage paid at Waco, Texas 76702 and additional mailing offices. POSTMASTER: send address changes
to Emp/oyeeAssistance, P.O. Box 2573, Waco, Texas 76702. Every effort is made to ensure accuracy; however, publisher
assumes no responsibility for errors In circle numbers, Fast Facts processing, authors' opinions or sources stated (when not
those of the publisher) and new product releases provided by manufacturers. All rights reserved.



fK

,`~'

tir

1Vlone the Lawy~
and Anxiety

Ys no secret that EA professionals come in contact with legal issues. The
problems in and out of the workplace often cross over into legal areas. Employee
discharge, code violations, disciplinary procedures and drug testing, as well as

divorce, separation and child custody pose challenges where legal opinions are often
extremely helpful if not necessary. But I never realized how much of an EAP's work is
concerned with legal issues; that is, until Lawphone faxed me a study that showed 22
percent~of an EA program's caseload is concerned with the law. When you add in the
number of workplace changes that could involve litigation concerning the Americans
with Disabilities Act, you have the makings of this month's editorial focus.

I find the ADA somewhat confusing. Rehabilitated drug addicts are protected by the
ADA, but current drug users are not. Alcoholics are protected, even if they relapse, as
long as their performance is OK, according to the National Report on Substance Abuse,
Nov. 21, 1991. But in another story in the April 1992 Business and Health, Mary
Adelman is quoted as saying "a drug addict or alcoholic undergoing rehabilitation and
not currently using ... is a covered individual, though a current user of illegal drugs or
alcohol is not."
The issues raised by the ADA legislation are many. What if an employee tells the EA

professional about his or her use? Does that constitute notification of the employer?
Must the EA professional tell the employer? Can the employer then dismiss the drug
abusing employee?

McDonald's enthusiastic program for the disabled, McJobs, shows how one company
has successfully incorporated the disabled into the workplace.

I also remember a Wall Street Journal story on pre-paid legal services. The-idea of
offering an employee a service where he or she can call for legal assistance seems
invaluable at times. I just spent an exorbitant amount of money to have my attorney
write a letter for me—and I did most of the work! Pre-paid legal services offer the
employee a range of legal services for little or no cost.
When I think of legal services, I also think of financial services. Gary Tagtmeier put

together our story on financial counseling. He also sent his manual, "Making Ends
Meet." I went through it. It seems I still have a ways to go before my ends are met. Gary
tagged financial problems as high as one family in eight needing assistance.
Our clinical focus this month takes a look at anxiety disorders. Anxiety disorders

include panic attacks, post-traumatic stress disorder and phobias.
A final note. EA has just returned from the EAPA Eastern Regional conference

where about 300 EA professionals upgraded their skills and enjoyed one another's
company on beautiful Cape Cod. We also attended NAADAC where 600 counselors
attended. Both groups were upbeat about the field and where it is going. Some offered
editorial ideas for 1993. We will be developing our editorial calendar soon, so if you
have an idea, please let us know. We will be at the North American Congress and the
American Psychological Association shows next. Please stop by and say hello.

With our next issue, EA will begin its fifth year—already. The editorial content and
advertising, joined with a strong circulation base, is the formula for success in EA and
any other magazine. Thanks to you iYs working.

J. Chip Drotos, CEAP
Associate Publisher
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Working Through Change is the new
breakthrough video and print training
program created by Dr. Harry
Woodward, co-author of Aftershock:
Helping People Through Corporate Change.
Dr. Harry Woodward's expertise on
change is reflected in an easy-to-use
training format.

Everything you need for aone- to
four-hour training session on change is
included. The videos are concise,
integrated with the guidebook and ideal
for training or self-help. Full-color
overheads, slides and a trainer's guide
enhance any training session. This
tested and proven program is ready to
use and perfect for multiple sites and
remote location training.

This program is effective because it
trains managers and employees sepa-
rately. Instead of lumping all partici-
pants into the same program, Working
Through Change is comprehensive,
using two separate kits—one for
managers entitled How to get your
people back on track, and another for
employees entitled How to move from
endings to new beginnings. By taking
the time to train each group separately
they both become better prepared to
participate in the transition process
together, later in the program.

Each kit coirtnins: n 16-minute video, a
32-page participnntguidebook,an 8-page
lender's guicie,l0 full-color overllends and
slides. Ec~cl1 version sold separAtel~ for
$595 or both kits for $995.

Preview THE program on change at 60%off.

Yes, I would like to preview
Working Through Change for
seven days. Please rush me:
❑ Manager's version video $25
❑ Employee's version video $25
❑ Both versions $40
Free guidebook included. Preview
price is applied toward purchase.

FAX OR MAIL T0:
$—

~"
GREAT PERFORMANCE
14964 NW Greenbrier Pkwy.
Beaverton, OR 97006
1-800.433.3803, Ext. 200
Fax: 503.690-9451

sition, downsizing and explosive
growth all take their toll on peopl
Managers often focus on the
~:'enefits of change and forget the
-eople issues. Employees feel
emoralized and become unwilling

:. participants to change. Workin
Through Change is the first, -:
comprehensive program designed t
take these differences into account.

Name Title

Address

State Zip

Telephone #

❑ Check enclosed ❑VISA ❑ MasterCard ❑ American Express

Signature

Circle 2 an card.

Expiration date



he number of subscribers to legal service plans in both
the private and public sectors is growing rapidly. In
1990, 58 million Americans were covered by prepaid

legal services, up from 30 million in 1987 and more than tripling
the 15 million covered five years earlier in 1985. In 1991, at
least a half a million employees gained access to prearranged
legal services through their employers.
However, there are still some concerns to be considered

when choosing a legal plan, such as what services are covered
by the premiums and which ones are considered extra costs?
What is the quality of lawyers involved in the referral .panels?
How do the lawyers receive referrals--is there any attempt to
match each individual with a lawyer who can meet his or her
specific needs or does the service just follow a list and the next
name gets the referral? Is this service best administered

through the EA program or would it be
more effective through some other
source?

All of these questions need to be
answered before the debate over
legal services can be resolved.

By dill n. I~rnsman



A recent report by the American Society for Personnel
Administration stated that 55 percent of the companies that provide
EA services also provide legal counseling of some type. But, some
of those are reportedly dissatisfied with their companies' present
legal counseling and referral arrangements. What can be done to
remedy these complaints?

WHY THE CHANGES? According to a recent edition of the
Lawphone Newsletter, there are three factors believed to contribute
to the increase in the number of plans purchased. The main
component is the growth in cafeteria plans. These plans allow
employers to save money, while still offering employees reasonably
priced access to attorneys through pre-tax, payroll deductions. A
second factor is the fact that legal plans, when compared to
long-term healthcare, dependent care or other new benefit options,
are comparatively inexpensive. The last factor is the growing public
awareness of lawyers and legal plans.

According to Sandra DeMent, executive vice president of
Advisory Communications Systems, a large factor in the beginning
of these types of plans was "the recognition that many people have
legal needs that are not being adequately met by the legal system.
These kinds of programs make it easy to pick up the telephone and
find ouY' what they need to know before entering a legal situation.

TYPES OF PLANS. The first things to be considered are the
different types of legal assistance plans that are offered. One type,
administered through the EA program, allows the employee or his

Tired of your
clients not taking

your advice?

~'m sure it's happened to you. You
refer a client to an attorney only to
find out they didn't go because they
can't afford it.

/~t Midwest Legal Services, we
understand. Afterall we are the
nation's largest group legal insurance
plan. Our solution is an inexpensive
employee benefit providing personal
legal services for today's employees
and their families. We're like an
HMO for attorneys. Matters like
wills, divorce, debt collection defense,
and 13 others
are paid-in- 

M~~WE51-full when
using one of LEGAL
our10,500 SERVICES
participating ~~~~RP~R ^~~~
attorneys.

We can help.

800-247-4184
Circle 39 on card.

or her spouse or dependent to talk with the EAP first and then be
referred to a lawyer.

Another type of service is called an "access" service. Usually it
can be reached over the telephone. This type of service gives the
subscriber direct access to a lawyer for any reason at any time that
he or she needs assistance.

Another service that is available is a legal "hot line." With this
type the subscriber will be asked questions by a liaison firm and
then a referral will be made, based on the client's problem and some
background about the lawyers on the panel.
A fourth type allows the person needing legal assistance to go to

just about any lawyer he or she chooses and the plan will reimburse
their expenses. This is called afull-coverage legal plan and works
much like a health insurance policy.
The plans also are financed in different manners. Often the

company will purchase a legal aid program for its employees as part
of union contracts. Other plans give individuals the option to
subscribe and pay a monthly charge or to pay through payroll
deductions. Still other plans work like cafeteria plans, each service
costing a set rate that employees know before calling for assistance.

WHAT'S OFFERED? Among the eight largest marketers of
pre-paid legal service plans, the number of subscribers ranges from
220,000 to 17,600,000 and the networks include 700 to 3,000 law
firms and 1,400 to 12,000 lawyers. All of the firms offer subscribers
the security of several years experience in the legal referral business,

continued on page 8

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 LifeSpan—A program designed
consultations, 24-hours a day, for later-life adults.
7 days a week. •Behavioral Psychiatric Program

• Inpatient and Partial for closed head injury patients.
Hospitalization Mental Health •Aftercare Services
Services for adults and . JCAHO accredited, OSAS
adolescents. licensed, OHIP approved.

• Back to work conferences. .Great Lakes Recovery

• Dual Diagnosis Center—adult inpatient
treatment center for the
chemically dependent.

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

Michigan

1-800/537-7924 = H°Spit~l

Circle 3 on card.
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continued from page 7

with the oldest having been founded in
1971 and the newest begun in 1985.

Pattern bargaining is considered one
factor that contributed to the growth in the
pre-paid legal plans. The victory of the
United Auto Workers in 1977, who
received a legal plan for Chrysler Corp.'s
workers, spurred other unions bargaining
for programs for their employees.

Still, collective bargaining is not the only
means by which to attain legal plans.
AT&T set up a plan for both its unionized
workers, through union bargaining, and its
salaried workers. American Express, Pep-
siCo and Alamo Rent-A-Car all have
implemented plans for their employees that
did not result from union bargaining.

SERVICES. The plans offer assistance in
most legal matters as either a part of the
plan or at a discounted rate. According to
DeMent, 20.8 percent of the calls
Lawphone, a unit of Advisory Communi-
cation Systems, receives deal with housing
questions such as home buying, liens
against property, boundary problems and

landlord or tenant problems.
Another frequently used service is fam-

ily law, 19.6 percent of which encompasses
"happy" family law such as adoptions and
"sad" family law such as divorces. Con-
sumer matters make up 15.4 percent of the
calls made to Lawphone, will and estate
planning constitute 8.7 percent, and debt
and creditor problems equa18.3 percent.

Personal injury and negligence ques-
tions, such as automobile accidents, freak
accidents like exploding soda bottles and
warranty problems, constitute 7.4 percent
of Lawphone's service usage. Criminal and
juvenile cases, which are mainly traffic
tickets, make up 6.6 percent usage.

Business matters, which are not nor-
mally covered under a plan, but are
considered part of EA-provided legal serv-
ices, constitute 4.5 percent of the time;
government and administrative affairs such
as social security, food stamps, Medicare
and taxes, take up 2.2 percent of
Lawphone's time. Six and one-half percent
of its time is spent dealing with miscel-
laneous matters that do not fit into any of
the above categories.

COMPLAINTS. Ralph Warner, publisher
of Nolo Press in Berkeley, Calif., said he
believed the quality of lawyers involved in
the panels is not the best in the field. If they
were, they would not need to use such
means to generate clients, he said.
"Some of them are really good, but they

are young and inexperienced and iYs just
the luck of the draw when someone gets
referred to them," said Warner, who
worked as a legal aid lawyer in California
for four years.
He likened the lawyers on the panels to

the restaurants that offer two-for-one spe-
cials—they are not the best in town, they
are the newest that need to build up a
clientele or ones that are not very good and
need to draw in more customers.

Warner suggested that EAPs look for
plans where the people making the refer-
rals are totally separated from the ones
receiving the business.

ADVANTAGES OF THIS SERVICE.
Nancy Gress-Hall, employee assistance
manager for AT&T, said the plans are most

continued on page 36

EAPS ADOPT POWERFUL NEW
PROBLEM-SOLVIl~TG TOOL
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More EAPs Identify Legal Counseling As
The Single Most Needed Service

• Almost every behavioral health issue can trigger a legal problem. That's
why some of the country's best EAPs now provide legal counseling through
LAWPHONE, a national legal assistance program.

• LAWPHONE helps you reach troubled employees who deny they have a
problem or are afraid to seek help. Encourage them to come to you when
substance abuse or family problems get them into legal trouble. Their legal
troubles will signal your counselors that deeper problems may exist.

• LAWPHONE gives you attorneys nationwide to counsel employees over the
telephone or in person. You can quickly reach an attorney in any state by simply
dialing our toll-free member.

• You'll be confident because our 7500 firms are carefully selected and
monitored. Our average Access Attorney has 20 years of legal experience..

• Clients will value your services even more because you'll provide them
with a complete problem-solving package.

• Call now so you don't miss a single chance to help another troubled employee:

1-800-535-1182
Advisory Convnunications Systems, Inc. • 4501 Forbes Blvd. •Lanham, MD 20706
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August 2-7
The Summer Institute of Addictions Stud-
ies, Columbus, Ohio.,Contact the Office of
Continuing Education, P.O. Box 2701, Co-
lumbus, Ohio 43216. Call (614) 292-8571.

August 5-6
Mid-Western Region Drug-Free Workplace
Conference &Exposition, Chicago. Contact
I.es Francis, 90 W. Montgomery 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.

August 16-18
Third Annual National Conference on
Treatment Initiatives, Bethesda, Md. Con-
tact the National Consortium for Alcohol
and Other Drugs Inc., Drawer J, Washing-
ton, DC 20013. Call (301) 794-4827.

August 22
Western States Substance Abuse Educa-

tion Conference, Reno, Nev. Contact Jerry
L. Dorchuck, Legislative Advocates Inc.,
P.O. Box 3164, Carson City, Nev. 89702.
Call (702) 885-2839.

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

September 17-20
Seventh Annual Cape Cod Symposium on
Addictive Disorders, Cape Cod, Mass. Con-
tact Symposium Coordinator, North River
Foundation Inc., 475 Furnace St;,
Marshfield, Mass. 02050. Call (800) 767-
9061.

September 27-30
Sixth Annual Great Lakes Conference on
Addictions, Indianapolis. Contact Great
Lakes Training Associates, P.O. Box 30005,
Indianapolis, Ind. 46230. Call (317) 283-
8315.

October 12-16
International Employee Benefits Confer-
ence, Brookfield, Wis. Contact the Reg-
istrations Department of the International

ENSURE Personal Alcohol Tester
Now there is a personal breath
alcohol tester as accurate as
those used by the law enforce-
ment officials,

It is small enough to fit in a shirt
pocket, and uses a 9 volt
alkaline battery so you can carry
it with you and use it anywhere.

ENSURE gives you the infor-
mation you need to avoid a
mistake that can change
your life.

For more information, contact us at
the address below.

Alcohol Countermeasure Systems
1009 Grant Street, Suite 104
Denver, CO 80203

Telephone 303 863-9801
Fax 303 863-9803

ALCOHOL
COUNTERMEASURE
SYSTEMS

JULY 1992 Circle 5 on card.

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, Tucson, 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 AAMFT,
1100 17th St. NW, 10th Floor, Washington,
DC 20036. Call (202) 452-0109.

November 5-6
Third Annual National Drug-FYee Confer-
ence &Exposition, Washington, DC. Con-
tact Les Francis, 90 W. Montgomery Ave.,
Ste. 313, Rockville, Md. 20850. Call (301)
340-0515.

Meeting announcements should be received
no later than 90 days ahead of the meeting
date and should be addressed to Editor,
EmployeeAssistance, P.O. Box 2573, Waco,
Texas 76702-2573.

Your employees will thank you
when you offer them

the premier legal service benefit.

No legal service plan in the employee
benefit market today can match PRE-PAID
LEGAL SERVICES.

• Easy, affordable
~ Nationwide attorney network
• Toll-free attorney access/referral
• Plans available including payroll

deduction

Put over 20 years of legal service
experience to work for you and your
employees. They'll thank you for it.

Juetln FOiAlI' '

Call today for information,
1-800-654-7757, extension 452

Circle 6 on card.
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o Cost effective

hospital alternative

o Residential treatment for

emotionally troubled youth

o Peer group counseling

approach

o Comprehensive assessment

o Nurturing environment

o Aftercare &transition

services

o Accredited education

program

o Family &social work

services
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A Therapeutic
Wilderness

Treatment Model

1-800-554-HELP
C.T.Y.A. Incorpor:~ted h.~s a nondiscrimination

policy in employment and admissions.
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By Paul M. Roman, PhD

As I have thought about a theme
for these columns each month,
one idea has recurred for at

least two years but I always seem to
supplant it with something else. Well, like
some well-known wines, no idea before its
time. But this idea's time has finally come.

Starting about five or six years ago, the
EA field moved rather thoughtlessly into
the inclusion of "shart-term counseling"
as part of many "packages" of EA
services. This move received its first
publicity as part of the offerings of
external providers of EA services. Shortly
thereafter it became evident that this
provision was becoming fairly common in
internal programs as well.

Fewer and fewer people in EA work go
back as far as I do, meaning that fewer
and fewer recall the deep concerns about
EA involvement in direct services that
characterized the "carving out" of the
field in the mid-1970s. These concerns
were centered heavily on employees'
rights. They also reflected the liberation
of the EA field that occurred with the
growth in accessibility of community
treatment resources for substance abuse,
psychiatric disorder and family problems.

A LITTLE HISTORY. There is little
doubt that the predecessors of EA work,
industrial programs, were based very
much on the delivery of direct services by
their program directors. In its earliest
forms, this direct service was "Twelfth
Stepping" by a director who was a
member of Alcoholics Anonymous. In a
great many instances, AA was the only
treatment slow in town. At the same
time, there was appropriately little con-
cern with conflicts of interest in providing
such direct services, given that AA and its

members were typically free of vested
interests, save those involved in helping
others stop drinking and stay away from
booze.
The contemporary model of EA serv-

ices was structured around the notion of a
clearinghouse or "broker" role. In this
model employees are motivated toward
behavior change and directed toward
treatment options that best fit their partic-
ular needs. The liberation of EA work
mentioned above refers to the emergence
of treatment choices in the community.
These choices offered intensity and qual-
ity of care that extended far beyond what
the EA administrator could directly pro-
vide.
Then came short-term counseling.
At first glance, it seems attractive as a

way of Uoth increasing efficiency and
cutting costs. But there are at least six
problems with the use of this concept
within EA work, some of which constitute
grave risks for individual practitioners
and for Che field at large.

CONFLICTS OF INTCREST. First, the
provision of short-term counseling to an
employee by another employee or by the
employer's contractor is a distinctive
conflict of interest. Very few EA workers
seem to recognize this. But the health
benefit is structured around the notion of
independence. The employer provides
the employee with benefits to purchase
healthcare services. In this relationship as
much as possible about the employee's
healthcare experience is independent
from the employer's involvement.

While there is certainly a confidential-
ity issue here, the more fundamental
question is whether it is rightful for the
employee to receive treatment from an

I~,IVIPLOYI~,LASSISTANCI3



agent of the employer whose interests
must lie with the employer. Here EA
workers will challenge me with claims
that they are always on the side of the
employees and their rights to the best
care, but from an organizational per-
spective, that is pure baloney.
The real risk is that EA client employ-

ees will not receive the treatment they
deserve if they are counseled or treated by
an agent who has fully internalized the
rational motive and intentions of the
employer.

Let me trace the logic behind these
contentions. In providing an EA program,
it should be the intention of the employer
to get the employee back to a level of
adequate job performance in the shortest
period of time and at the lowest possible
cost. If this frame of reference guides an
employer's adoption of an EA program
and the monitoring of that EA program's
operation, then I am confident that the
foundations for EA excellence are in
place.
But this cannot work if the employer is

also the direct provider of services. The
beauty of the EA concept is its distinction
between the "broker" role of the EAP
and the provider role of community
centers and agencies. By tapping into two
levels of providers, the employer's
appropriate demand that efficiency be
maximized in the delivery of services is
filtered through systems within which the
employer plays no direct role. Such a
system also protects the employee's basic
right to receive treatment from individuals
whose vested interests are not directly tied
to that employee's future behavior or
performance.

IMAGE AND LITIGATION. Second,
the provision of short-term counseling
underlines the inappropriate (and I
believe, damaging) connotation that EA
work is involved in the provision of direct
treatment services. While I have heard
contentions that this inclusion does not fit
EA's image as a broker between the client
and the community, what else can con-
sumers think if part of the EA program is
described as short-term counseling?

Third, the risks for litigation are bound-
less. Here the logic is very simple. By
offering and providing the employee with
short-term counseling, the employer
offers an implicit contractual agreement.
The agreement is that the employee will
get better and that his or her problems will
be resolved. The employer cannot subse-

quently discipline the employee for per-
formance problems or other job-related
incidents that stem from the problem that
was the target of the counseling or
treatment. The burden of proof as to the
source of subsequent employment diffi-
culties lies with the employer.

Fourth, following from the concerns
about legal risks is the simple question of
whether EA workers are qualified to
perform short-term counseling. It is this
very issue that has drawn the attention of
licensing agencies in several states. It is
certainly the case that there is great

variability in EA workers' training, cre-
dentials and licensure related to counsel-
ing and treatment.
To me, beneath this confusion lies a

very simple matter: EA work does not
involve direct counseling or treatment.
When persons who also do EA work are
providing direct counseling services, they
should not do it under an EA label, but
should instead take care to "wear
another hat." When such dual activities
are performed, care should be taken to
examine potential compromises of pro-

continued on page 12
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D~~ectron
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 azound. 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 hrvolvement
■Adult &Adolescent Co-Dependency
■Intensive Family Week
■ Medical Supervision
■Group/Individual Therapy
■ Survivors/Grief Focus
■Adventure Based Counseling
■ /ntensive Outpatient
■ Regional Aftercare
■ JCANO Accredited
■ Credentialed Staff

HCA,~I
CROSSROADS
Of Chattanooga

A Residential
Treavnent Center for
Help With Addictions

1-800-354-5455
7525 Min-Tom Drive /Chattanooga, TN 37421

""°~°'"`g HCA Psychiatric Company
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Inancla ounse In
Trends in one of the latest ideas in employee benefits

By Gary Tagtmeier, CPA

any large employers have been providing personal
financial planning services for senior executives for
many years. Often, the costs run into thousands of
dollars per person each year.

One rationale for providing this service is that if these people
spend time and energy worrying about their money, they will not be
maximally productive. Offering help with personal financial
concerns provides a feeling of security and allows them to focus
more on their responsibilities. This sense of security is essential if
organizations wish to gain the utmost in productivity from
employees. This sense of security is also important when a company
is trying to empower its people to make more and better
work-related decisions.
However, personal money management issues do not only affect

senior executives. Money concerns impact on everyone's productiv-
ity. In fact, money issues will usually affect non-executives more
because they simply do not have the same financial resources to
work with. EA counselors can actively attest to the fact that money
issues affect productivity.

SOURCES OF PROBLEMS. A recent focus group was comprised
of Chicago EA counselors including representatives from banking,
oil, telecommunications, medical and external provider organiza-
tions. One issue the group concentrated on was employee financial
problems that EAPs deal with.
A surprising number of employees do not make enough money

to pay for even the most basic living expenses. Smaller salary
increases, passed-on insurance premiums and increased deductibles
have seriously impaired employee cash flow. Add to these issues the
escalating costs of new cars, housing, college and the daily
cost-of-living and it is easy to see why many employees have trouble
making ends meet.

Often, an additional burden is created by replacing defined
benefit (pension) plans with defined contribution (401(k)) plans.
This shifts even more financial responsibility to employees and puts
a greater burden on them to save for retirement.

Divorce is another major contributor to employee financial
problems. It creates questions like: "Who will pay the expenses for
maintaining two households? Who uses the equity in the home to
live on?" Others become seriously over-extended on credit cards.
Home foreclosures are only one dramatic result of people simply
not having enough money. Often, matters are complicated by
problems in collecting child support from a former spouse.

Similarly, financial problems can also result from second
marriages. Trying to purchase a new home while making child-
support payments is difficult. Juggling the cash-flow needs between
two families can cause real problems.

Yet another major problem that counselors see is people who
simply over-spend. Just as there are addictions with drugs and
alcohol, some people are addicted to spending money. Credit has
become all too easy to obtain, making it even easier for such addicts
to spend money. To compound matters more, it is evident that most
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people have never received any education in money-related values
and beliefs. The conclusion is clear—it is easy to see why people get
so far into debt.

EMPLOYEE/EMPLOYER EFFECTS. These problems affect a
company in many ways. If an employee has his or her wages
garnished, the employer immediately becomes aware of and
involved in the problem. This in itself is embarrassing and degrading
for the individual.

Additionally, when such problems occur, employees often look
for an easy quick-fix. In tight cash situations, they usually will not
pay for financial advice. Many times the employee ends up in a loan
situation where interest rates can be outrageous (sometimes as high
as 48 percent annual percentage rate).
Once the employee is made aware of how bad the transaction is,

he or she often feels victimized. This, coupled with an onslaught of
creditor phone calls and letters, creates a tremendous amount of
stress for the employee. It is a foregone conclusion that this stress
directly affects the employee's productivity.

In addition to lost productivity, these problems affect employers
in other" ways. Wage garnishments cost the company time and
money. The processing and tracking that has to be done to pay
creditors is expensive. Although employers can terminate individu-
als after two garnishments, retraining new employees is expensive,
firing employees is never easy or pleasant and doing so only adds to
societal problems. Some cases also result in default on employer-
sponsored credit union loans. This affects all employees who are
members of the credit union as well as the credit union itself.
Most disturbing, it is clear that these problems are increasing.

The trend lines are up sharply. More families are becoming
single-parent households while corporate downsizing continues to
create one-income households. Our focus group indicated that
approximately one in eight clients presents financial problems as a
primary issue. An additional one in five presents them as secondary
issues as a result of other problems. Many counselors report that
they are spending more time than ever dealing with employee

financial problems.
These counselors also state that downsizing affects not only the

terminated people, but also the surviving employees. Many work
harder or more overtime and make the same or reduced wage.
Often, they develop a workaholic attitude. Some will even leave the
company to go to another job. Neither situation is good for the
employee or employer.

PROVIDING ASSISTANCE. There is a definite need for
companies to provide all employees, not just senior executives, with
programs to help them deal with personal money issues. There are
two basic levels of financial assistance that EAPs can provide.
The first is for the employee who approaches the counselor with

a problem. As with other problems, most counselors will initially
assess the extent of the problem and then refer the person to an
outside resourc8 for help. Counselors can use simple questionnaires
and basic income, expense and debt forms to initially define the
employee's situation and the specific problem areas. The forms can
also be referred to the outside counselor to indicate exactly where
the employee is financially. The self-assessment tools can be filled
out by the employees themselves, saving the counselor time and
providing information to help determine the resources needed.
The second level of financial assistance is aimed at employees

who are on the edge or who show early warning signs of being in
trouble. In most cases, these people do not approach counselors for
help. Often, their problems fester for a long time before reaching
the crisis point. The "festering" stage is usually a frustrating and
stressful time, one which directly affects the employee's productiv-
ity.
For this group, EAPs can offer educational materials which

provide tips and tools that can prevent or eliminate problems and
get them on the right track to manage their money more
effectively. These materials can be made available in either a
home-study version or through abrown-bag lunchtime seminar.
Lunchtime seminars have become a very popular way to present

continued,on pnge 16
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he won't come back alone.
That's because at Stuyvesant Square, our individualized in-

patient and outpatient treatment 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 treatment 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
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continued from page 15

this kind of information. Outside profes-
sionals are often brought in to present the
seminar. However, if the information is
kept at a very basic level, the counselor
could present the workshop with nothing
more than a supporting videotape.
The lunchtime seminar approach does

not have to get into specific detail about
money management issues. With strong
supporting materials, it can be presented
as a motivational event to encourage the
employee to be more responsible and to
get finances under control. It would not
offer specific financial advice, which most
employers wisely choose not to do.

It is important to ensure that the
seminar is communicated effectively. If
programs appear to be aimed only at
people with massive financial or credit
problems, attendance will diminish sub-
stantially and the information will not
reach many of those who need help.
As with other EA services, it is critical

to use a variety of methods to make
employees aware of the various services
available. Company newsletters, poster
boards and computerized mail systems are
all avenues .that should be used, if availa-
ble.

If lunchtime seminars prove too difficult
to coordinate, useful information can be
mailed to employees, either through inter-
company mail or directly to the employ-
ees' homes. This approach- can provide
bite-sized pieces of information over a
period of time, making it easy for the
employees to understand and remember.

CONCLUSION. More and more, corpo-
rations are moving away from the cradle-
to-grave benefits approach provided in the
past. However, with the advent of one-on-
one financial planning services for execu-
tives, it only makes sense for a company to
provide some form of financial informa-
tion to employees at all levels. Providing
financial education is a definite sign that
the company cares about the overall
well-being of its workers.
The EA program is best positioned to

provide tools which can enhance an
employee's personal lifestyle without actu-
ally engaging in financial advice. Employ-
ers, employees and our society at large will
reap the rewards of a workforce that
manages its personal finances more effec-
tively.

TngUneier is presiden[ of the Fin~ncinl AwnrenessOO Institrde,
and cnn be rencherl n( 900 Jorie B(vd., S(e. 110, Onk brook,
Ilf. 60521.
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COBRA Health
Insurance Survey
A CENSUS survey conducted by the

International Society of Certified Employee
Benefit Specialists revealed that health
insurance claims of COBRA beneficiaries
are higher than those submitted by regular
plan participants.

For more information contact The
International Foundation of Employee
Benefits Plans, P.O. Box 69, Brookfield, Wis.
53008. Call (414) 786-6700.

Circle 45 on card.

Change Issues
Training Video

Great Performance Inc. is offering
Working Through Change, a new training
program that addresses the issue of change
and its disorienting effect on organizations
and people.
The program, developed by Dr. Harry

Wood Ward, is divided into two versions:
one for employees entitled How to Move
From Endings to New Beginnings, and
another for managers entitled, How to Help
Your People Get Bnck on Track. Each
version includes a 16-minute video, a 32-
pageworkbook, an 8-page leader's guide and
10 full-color overheads and slides.

For more information contact Great
Performance Inc., 14964 NW Greenbrier
Parkway, Beaverton, Ore. 97006. Call (503)
690-9181.

Circle 46 on card.

Drugs In '90s
Education Tapes

Gary Whiteaker Corp., a producer of
alcohol and drug education and training
materials, has recently released two new
videos. Cocaine In The '90s with David L.
Ohlms, M.D, is 30 minutes long and explores
the growth of cocaine in America.
The primary message of Marijuana in the

'90s, also with Ohlms, is that many studies

1

Examination Date. November 14,1992
Cut-o f f Date: September, 28, 1992

for information

write the EAP Association, Attn: EACC

4601 North Fairfax Drive, Suite 1001
Arlington, VA 22203

or call: (703) 522.6272

A t
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have demonstrated that marijuana can
contribute to or cause profound
psychological and emotional impairment.

For more information contact Jerry
Groves at the Gary Whiteaker Corp., P.O.
Box 307, Belleville, Ill. 62222. Call (618)
233-0005 or (800) 851-5406.

Circle 47 on card.

4-in-1 Labor Law,
ADA Poster

With the deadline for total incorporation
of The Americans With Disabilities Act of
1990, rapidly approaching, a South Florida
company has released a labor law poster that
will allow employers to comply with the acts
posting requirements with one poster in
place of four.
G. Neil Cos.' 4-in-1 Labor Law Poster

satisfies ADA regulations, and also those of
five additional federal labor laws. These
include the new Federal Minimum Wage
Law, Employee Polygraph Protection Act,

continued nn page 18

SIMPLE, EFFECTIVE RESOURCES
FOR EMPLOYEES WITH

"FINANCIAL PROBLEMS"

• THE ASSESSMENT TOOL

— A fast, self-administered means of
pinpointing money problems

— A means of measuring and rating
money management skills

— Away to expose the critical
underlying psychological attitudes
which lead to money problems

— Simple forms which make debt,
expenses and income visible

* Developed by a CPA and Ph.D. in
health and human behavior.

• OTHER TOOLS AVAILABLE

Workbooks, videos and audios that
prevent problems and enhance
money management skills for
employees of all ages.

For info: Call (708) 963-7000 or write:
Financial Awareness Institute
900 Jorie Blvd., Suite 110

Oak Brook, IL 60521

Circle 15 on card. 17
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Age Discrimination Act and the
Occupational Safety &Health Protection
Act.

For more information contact G. Neil
Cos., 720 International Parkway, P.O. Box
45093), Sunrise, Fla. 33345-0939. Call (800)
999-9111.
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Low-cost Policy
Writing Software

KnowledgePoint announced today the
release of Policies Write Now!, a sister to its
award-winning software, Personnel Policy
Expe~•t. The new software is glower-priced
version of the original and is targeted toward
small companies where one person writes
company policies.

Both packages allow business owners and
managers to custom-write a legally
appropriate employee handbook. The user
begins by choosing fi•om a menu of 66 policy
topics.

18 Circle 16 on card.

The software provides concise human
resource and labor law background on the
topic chosen, then leads the user through a
question-and-answer process. Using the
answers provided, the software custom-
writes apolicy that fits the user's
specifications.

For more information coi~t~ct Nicole
DeMeo at KnowledgePoint, 1311 Clegg St.,
Petaluma, Calif. 94954-1 191. Call (707) 762-
0333.

Circle 49 on card.

8-Step Conflict
Resolution Book

The Eight Essentinl Steps To Conflict
Resolution is an innovative and proven
method to resolve personal and professional
differences of any magnitude, in any
situation by Dudley Weeks.

Weeks, a professor of conflict resolution,
based his unique, practical approach on
realistic principles of human behavior anti
communication.

The conflict partnership process differs
from other negotiation techniques in its
emphasis on creating and maintaining the
long-term relationship rather tliao arriving at
a compromise that gets you over the
immediate problem but does nothing to
resolve the underlying disagreement.

For more information contact Jeremy P.
Tarcher Inc., publisher, at 5858 Wilshire
Blvd., SCe. 200, Los Angeles 90036. Call (2L3)
935-9980.

Circle 50 on card.

Eating Disorders
catalogue

Gurze Books announces the release of a
new catalogue with over 125 titles on eating
disorders and related issues.

For more information contact Gurze
Books, P.O. Box 2238, Carlsbad, Calif.
92018. Call (800) 756-7533 or (619) 434-
7533.

Circle 51 on card.

Referrals with many happy returns
If alcohol or other drug addiction is part of ~
your patient's profile...let Oakview become
part of your treatment team. ~'~

S.-

At Oakview we are committed to immediate
and continuing recovery from addiction.

Our treatment plans reflect the
involvement of EAPs, therapists,
and primary physicians in the
continuum of recovery. ,~

Oakview Treatment Center
— an in-patient facility ~~~
for adolescents and adults.

~~=C~~lIE1~l
-~. TRFATMEIYT CEnTER

3100 North Ridge Rd.,
Ellicott City, MD 21043

1-800-223-7770
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Valley Hope Offers

recovery
A Better Way to Manage

Chemical Dependency Costs
Valley Hope knows all about value, especially

the good old fashioned kind built around
of~'ering a quality product at an af~'ordable price.
That's e~cactly the type of value we've been
ofTering to individuals and companies across the
United States for the past 25 years.

The real value of our alcohol and drug
addiction treatment program, however, goes
beyond just quality and price. The real value is
that our program works - - people suffering from
alcoholism or some other drug addiction do
respond to Valley Hope's message of love, of
concern and respect for the individual. In a
program focusing on individual and family

WYOMING
6D ~

„ NEBRASKA

~ uu v

COLORADO 
KANSAS

~~

OKLAHOMA

ARIZONA ~

Information: 1-800-654-0456

VALLEY HOPE
~?~'~SOCIATI01~iT

Alcohol &Drug Addiction Treatment Programs
P.O. Box 510 Norton, KS 67654-0510 (913) 877-5111

KANSAS OKLAHOMA
Norton, Atchison Cushing
Augusta, Wichita, Ardmore

Mission

recovery, recovery can - - and does begin

Our treatment program is recognized as
one of America's best. Our price for inpatient
treatment is well below the industry average,
even lower than many intensive outpatient
programs. That's value for today's healthcare
market. And when you add recovery to the
formula, you have the real VALUE of Valley
Hope.

There is a better way to manage chemical
dependency costs. That better way is the
VALUE plus recovery offered by Valley Hope.
Call or write today.

Ask about our innovative FLY TO RECOVERY
PROGRAM ... We can work with any location
across the United States and will deliver the
EXCEPTIONAL VALUE your company is looking
for in i:oday's healthcare market.

Admissions: 1-500-544-5101

MISSOURI COLORADO
Boonvllle Parker
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Celebrating ZJ~ Years
OF INDIVIDUAL RECOVERY

1967 - 1992

NEBRASKA ARIZONA WYOMING
O'Neill, Alliance Chandler Cheyenne

Lincoln
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ith all the changes occurring
within and around EAPs,

j; the dilemma of keeping an
active and highly valued EA

presence in the corporate environment
remains a challenge to the EA program.
The legal department begins by refocusing
the Americans with Disabilities Act; corpo-

irate downsizing stems more of a threat to
the EAP than an opportunity for maximiz-
ing EA services; drug-free workplace posi-
tions drug testing in a manner that the EA
program gets overshadowed; managed care
vendors are beating down the benefit
directors' doors promising better and
cheaper ways of managing benefits dollars,
without the need for the EAP.

All of these are typical forces which are
sweeping through the corporate world and
reflect the turbulence and the dramatic sea
of change that is reshaping corporate Amer-
ica. In the midst of this turbulence, the EAP
often feels set adrift, reacting to the newest
squalls, searching for some stability and
feeling more and more without safe harbor.

Surviving in such turmoil and uncharted
water is difficult enough. Trying to anchor
the EA program and develop some plan-
ning and strategy is equally difficult. How-
ever, if the program is going to survive and
thrive in the future, it must do so by
capitalizing on these changes and by estab-
lishing strong institutional ties that both
value and respect the EA program as an
essential player in the corporate business
plan.

HR FUNCTION. As the decade of change
intensifies it will be more necessary than
ever for the EA program to become more
integral to the organization and a member
of a team within the human resource
function that will be able to redesign the

or uccess
By Bradley K. Googins, PhD

new American workforce.
All of this change for the EA program

takes place in the context of an environment
that is an organizational system. Now most
of us in the EA field have not been students
of organizational systems, despite having
been deeply embedded in one for many
years. In fact, too often EA programs have
been only tangentially connected to their
organization. Historically this is quite
understandable.

Early occupational alcoholism programs
had to fight for preserving confidentiality,
seeking a protected status available to few
in the corporate structure. Like the priest
through the process of confession, the
preservation of the confidentiality tended to
set him aside, apart, and even above the rest
of the community. While all of this is a good
and desired aspect of the EA process, we
have to be aware of the downside of being
too set apart from the system. To be seen as
separate within the current environment
runs the risk of being marginalized and
vulnerable to becoming outside the main-
stream of decision making.

Perhaps the process of "doing good" in
the tradition of EA has tended to over-
shadow an even more fundamental virtue of
being effective. Unless the EA program is
seen as authoritative and responsible, doing
good will give way to others who can
perform the same services but in a more
business-centered effectiveness.

WORKPLACE COMPETITION. EAPs,
like everyone else within the corporation,
operate within a human system in which
there is little room for a supernatural power
which exempts a program such as the EA
program from the everyday laws and princi-
ples of organizational life. Consequently,
the EA program has to compete for scarce

resources, .continuously prove itself and its
value to the overall organization, use its
influence to shape decisions, fight for its turf
and all the other human functions necessary
for organizational survival.

Despite all the wonderful things we like
to think about EA and its incredible
contribution to employees and the organ-
ization, it has to fight for survival right
along with everybody else and prove its
worth on a daily basis. And of course given
the current realities of the reconfiguration
of the American corporation and
workforce, this has never been more true.
EAPs are competing right along with all the
other organizational programs and depart-
ments for resources, prestige, attention,
and yes, even survival.

It is within this context that the concept
of power might be usefully examined.
Although there are many definitions of
power, I still like a basic definition: the
ability to make things happen.

POWER AND AUTHORITY. One of the
great insights of political and social theory
is the separation of power from authority.
Whereas some structuralists tend to define
power synonymously with authority, others
have more recently argued that in today's
organizational world the gap is increasing
between the power needed to get the job
done and the power that automatically
comes with the position, i.e. the authority.

This leads to another insight about
power: power is always in relationship to
others. Thus no person or program acquires
or achieves power except through interac-
tion with others. To argue for absolute
power is to be hard pressed given the
dynamics of interactions necessary to
acquire and to maintain power.
Those in the EA field are not particu-

,~'~ ~~ 20 EMPLOYEEASSISTANCE
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larly well versed in the theories of organiza-
tional power, nor all that comfortable
dealing with the concept. For the most part
the typical EA program has focused pri-
marily on the needs of the client and the
rehabilitation process. While the early
occupational alcoholism programs labored
to acquire a degree of acceptability and
legitimacy within the corporation, the mis-
sion of the EA program has not been
particularly interested in the organizational
context by which the EA program achieves
its mission.
How then does the EA program obtain

power? It may be that it already has a fair
degree of power, but has not sufficiently
analyzed its sources or basis of power. Or it
may have an insufficient powerbase, in
which case it will have to develop a strategy
for improving this situation or it will remain
unable to achieve its goals or realize its
mission within the corporation. A number
of considerations are important in this
regard.
Power is derived from a number of

sources. While some people think of power
as a unit such as money, or arms, power can
be derived from a broad array of sources
such as position, authority, knowledge,
access, charisma, etc. The EA program has
to examine all of these sources and deter-
mine what the basis of its power is, and
what other sources it could develop to
increase its powerbase.

For example, many EA programs derive
power from a reputational/knowledge base.
Because many supervisors have used the
EA program successfully, or are in debt to
the EA program for helping them get out of
a tough situation, they have become allied
with the EA program, and if necessary,
could be called to go to bat over a
particular issue onto become an ally in a
power struggle.
EAPs also have a unique set of knowl-

edge and skills usually not available else-
where in the corporation. So if the EA
program is seen as a professional group of
highly skilled and informed people in the
areas of performance-based management,
substance abuse or human behavior, its
power will be derived from this knowledge
which may not reside in other parts of the
company. Thus knowledge becomes a key
base upon which the EA program builds its
power.

POSITIONING. Probably the most impor-
tantpower consideration is that of position.
To what extent is the EA program posi-
tioned within the organizational structure?
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Is it at a high enough level to use its power
and influence in shaping the corporate
policy that is essential for EA effective-
ness? Unless an EA program reports at a
high enough level in the company, it will be
unable to impact the decision-making proc-
ess.
Many EA programs have relied on

indirect influence or informal systems to
get to the key decision makers. However, it
is becoming increasingly important that the
EA program achieve sufficient positional
power that it can have the necessary tools
for getting the job done.

Consider several of the issues which
have continued to impact the life of the EA
program within the corporation. Managed
care and drug testing have both taken on a
life of their own in many companies. That
EA should have a significant voice in
determining corporate policy would not be
disputed.
However the extent to which the EA

program can achieve such a voice and
shape policy will be tied to the amount of
power it has or is perceived to have within
the corporation. If the EA program is to
achieve the status of a major player on
these issues, it will have to have the access
and the position within the company to sit
at the table and be heard. If the EA
program is positioned too far down the
hierarchy, its voice will be muted and
distorted throughout the two or three
layers of managers who will carry the EA
message to the top.

EMPOWERING EAPs. Empowering EA
programs takes a conscious process and
deliberate strategy by which it assesses its
powerbase within the corporation and sets
a plan to gain and maintain its power in
order to influence key decisions. Given the
overall nature of power within the corpora-
tion and the intense competition and quest
for power, the EA program will have to be
even more savvy and strategically directed
in developing its power base if it hopes to
achieve its mission and become a powerful
and influential voice within the organ-
ization.

This obviously represents yet another
project for an already overwhelmed EA
program. Nevertheless, the EA which does
not deliberately develop a power base
cannot expect to survive in this increasingly
competitive environment. Empowering
EAPs is both a matter of survival and a
sensible strategy for the 90s.

Googins is nn associate professor in the Boston' University
School of Socia! Work.
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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 family program,
working with
Rokelle Lerner,
the nationally
recognized authority
on co-dependency,
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 ~VOO-442~~~~~
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Identifying and treating anxiety disorders

veryone has felt the pressure in the pit of their
stomach before a job interview, the shortness of
breath before a first date, the rapid heartbeat
while waiting for the announcement of the

winners of a contest. These are all manifestations of
anxiety—positive manifestations.
There are also people who have felt these and other

sensations when they open the door to leave the house,
sit down to a meal or try to engage in intimacy with
another person. For these people, anxiety has become a
debilitating fear.
The term anxiety disorders encompasses a range of

issues including phobias, obsessive-compulsive problems
and certain types of dysfunctions. Within each of these,
the disorders can range from mild to very severe. For
example, when approaching phobias, a person may have
a mild aversion to insects or an overwhelming fear of
leaving home to run short errands. In the first case, the
phobia is a simple, unobtrusive problem. In the second, it
is life-altering.

NORMAL FEAR. Certain amounts of fear and anxiety
are perfectly normal and are present in all people. If
looked up in a thesaurus, anxiety may be cross-
referenced with. apprehension, worry, troubled, wary or
unsettled.
The causes and sources of anxiety are often elusive.

Anxieties present themselves without warning in most
cases and disappear as quickly as they come. For most
people, these little "worries" are a normal part of life,
and while they may be annoying, they cause minor
difficulties and can be worked around.,

These normal anxieties are often so simple that they
may remain untreated and virtually unnoticed due to
their nature. Some are even welcomed as part of the
experience they accompany. The jitters before a wedding
are an expected part of this ritual and are chalked up to
the solemnity of the occasion and often the extensive
planning of the participants. The worries quickly subside
and life goes on as usual.

THE PROBLEMS. Anxiety becomes a disorder when it
is a debilitating, life-altering part of existence. When the
worries begin to overcome the person involved to the
point that some normal tasks become impossible, the
problem must be addressed.

Jonathan Davidson of the Duke Anxiety and Trau-
matic Stress Program in Durham, NC, said: "When

anxiety interferes with everyday life, it is probably a
problem."

Unfortunately, anxiety disorders have not always been
taken seriously. Due to their very nature, they are often
trivialized. Phobias, for example, often seem to be
illogical fears to the people not experiencing them. What
could possibly be so difficult about leaving your house to
go around the block or flying in an airplane? The fact
that most of the population does not have problems with
these situations is exactly what makes anxiety disorders
such difficult topics for sufferers.

Susan Eppley said that anxiety disorders usually
include a common matrix of symptoms. She said these
include duration—the problem lasts an "inappropriately
long time"; intensity—the disorders have a "cognitive
side, with feelings of doom and catastrophe"; they
produce avoidant behaviors—sufferers begin to avoid
situations associated with the anxiety; and physical
symptoms—including racing heartbeat, nausea and ele-
vated blood pressure.

Anxiety disorders are separated into six categories.

PANIC DISORDER. Panic disorder is described by
Davidson as an "overwhelming state of terror with
physical symptoms. It begins out of the blue and causes
an extreme amount of discomfort to the sufferer."

Eppley, an anxiety researcher, went on to say that
sufferers of panic disorder often begin to avoid the places
or situations where the panic attack first occurred. For
example, she said, "if a panic attack strikes in a particular
room, the sufferer will then avoid that room, Often the
area where the person feels safe will get smaller and
smaller. I had one patient who could not get out of bed
because of the panic disorder."

It usually begins in the teen years or early twenties,
Davidson said, and 5 percent of the population may
suffer from panic disorder with agarophobia.

Treatment for panic disorder is goal-oriented and
includes imagery. Eppley said patients will begin by
picturing themselves in the disturbing situation and
slowly reintegrate into those situations.

SOCIAL PHOBIA. In a social phobia, the patient fears
social situations. Davidson said this can manifest itself as
a fear of being in groups or of public speaking.

Social phobia will often begin to occur in late
childhood to adolescence. The combination of the

continiAed on page 24

By Stephanie McIntosh



ANXIETY

continued from page 23

pressure to socialize during this time in life
may aggravate the situation. Davidson said
about 3 percent of society may suffer from
this disorder and it usually becomes
chronic if left untreated. However, treat-
ment with medication can be effective.

SIMPLE PHOBIAS. Simple phobias are
irrational fears of one particular event or
thing. Fear of spiders, bridges or heights
are examples of common simple phobias.
Eppley said often these phobias are dealt
with by simply avoiding situations that

24

expose the sufferer to the activity or thing
that causes the fear.

However, she said that when sufferers
go out of their way to avoid these things,
treatment may be necessary. Eppley noted
one example of fear of bridges. "Sufferers
may go miles out of the way to avoid going
over a bridge. They may take alternative
routes that lead them far away from their
actual destination."

Davidson pointed out that these fears
are often manageable and not disabling.
They strike about 10 percent of the
population and many sufferers do nqt seek

Restoring human relationships
makes the difference.
Delaware Valley Mental Health Foundation provides a warm and
nurturing environment for adolescents and young adults who suffer severe
emotional and behavior problems. Our individualized extended care
psychiatric program is based on the surrogate family model where close

human relationships
and self-sufficiency in

~ ~"~ daily living can help
unlock each patient's
potential to become

,~ independent.

Located in picturesque
Bucks County, PA, the
Foundation is proud of
its outcome-oriented,

j~ ~ cost effective approach
~_ to our unique treat-

~~'^ ' Y'"'~ ment environment and
~ ' 'v comprehensive

~' ̀ h~'I ~ ~`~ ~ program. The high
staff to patient ratio enhances the continuum of care available for all
levels of treatment. Vocational, creative and recreational programs
provide a framework where active therapies and a committed,
professional staff help bring patients to new and fulfilling lives. It all
adds up to treatment with the patient's future success in mind.

Delaware Valley
~~~~ Mental Health
-~ Foundation
A Unique Therapeutic Community

833 East Butler Avenue •Doylestown, PA 18901
215/345.0444 • Att: Judy Zipkin, M. Ed.

Anon-profit hospital devoted to treannent, training and research in the field of mental health.
Accredited: Joint Commission on Health Care Organizations.
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therapy.

OBSESSIVE-COMPULSIVE. People
with obsessive-compulsive disorder suffer
from preoccupation with fears. Davidson
said these fears often surround contamina-
tion or disease. "For example, they may
worry that every red substance they see
may be blood which may have AIDS which
may infect everyone," Eppley said.
The disorder is characterized by a

feeling of "not being sure," Davidson said.
Patients cannot be sure they unplugged the
iron after they used it so they check it
several, and sometimes hundreds of times
a day. They may return home several times
to check the plug. The fears may also be
coupled with compulsions, he said. The
need to wash, never feeling clean, may
indicate obsessive-compulsive behavior.
He said this disorder can strike at any

age and usually begins before the age of 30.
It strikes about 5 percent of the popula-
tion.

POST-TRAUMATIC STRESS. Recently,
one type of anxiety disorder has received a
great amount of publicity. Post-traumatic
stress disorder is one of the most common
of the problems. It is also the only one that
has a specific event that begins the disor-
der.

Sufferers of PTSD often have intrusive
thoughts, images or memories of the event
that sparked the condition. ~ About 10
percent of the population may suffer from
this disorder and it is treated most effec-
tively through counseling, as soon as
possible, following the event.

Critical incident stress debriefing is an
important step in recovery from this disor-
der. PTSD can be caused by a workplace
incident and it is important in this case that
the EA professional be prepared to inter-
vene immediately to lessen the likelihood
that a more significant problem will arise
from PTSD.

GENERALIZED ANXIETY. General-
ized anxiety disorder is characterized by
excessive worrying, whether it be about
children, money or harm.

Davidson estimates that 6 percent of the
population has suffered from this disorder.

DEALING WITH ANXIETY. Treatment
of anxiety disorders can encompass many
therapies. Behavioral therapy and drug
treatment are two of the most common.

Drug treatments are usually effective in
contin~~ed on page 42
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By National Institute on Drug Abuse

EDITOR'S NOTE: This is the second and
final installYnent in a series on Services
Research on drug treatment. It deals
specifically with research findings and
future directions related to the financing,
financial coverage and cost effectiveness of
drug abuse services.

uring FY 1991, the National
Institute on Drug Abuse Cen-
ter for Drug Abuse Services

Research produced a number of papers
on public and private financing of drug
abuse services. In the area of private
insurance coverage, the center reviewed
in detail the Bureau of Labor Statistics
data from the 1989 annual Employee
Benefits Survey.
The center's research findings were

generated by an examination of data from
a sample of medium and large private
sector establishments. Among the find-
ings relevant to drug abuse treatment
coverage were the following: virtually all
(98 percent) medical plan participants are
estimated to have some insurance cover-
age for drug abuse services. The majority
of coverage is limited to inpatient detoxi-
fication services only: 66.4 percent are
covered for inpatient rehabilitation serv-
ices, and only 57.2 percent for outpatient
rehabilitation services. The report
describes coverage rates by types of
medical plans, and details the types of
benefit limitations, including deductibles,
coinsurance and separate limitations for
drug abuse service coverage.

STATE EXPENDITURES. The center
produced another research paper on state
and local expenditures for drug abuse
services. This study examines public
financing for drug abuse programs and
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services, and reports that large differences
are observed in state/own-source spend-
ing for alcohol and other drug abuse
services; federal spending does not tend
to offset differences in state spending;
states spending more on substance abuse
services tend to receive more federal
substance abuse funds; and state and local
spending for alcohol and other drug abuse
services is not strongly related to indica-
tors of the relative need for services.
The study employs such need indica-

tors as estimates of the number of cocaine
addicts and intravenous drug users in
state drug/alcohol abuse arrests, liver
cirrhosis deaths, alcohol sales and motor
vehicle fatalities. The study notes that
state spending variation is not highly
correlated with these indicators of need
or with cost of service, taxing capacity or
tax effort.

MEDICAID FINANCING. Medicaid
financing of drug abuse services is an area
of special interest since expansion of
Medicaid drug treatment has been dis-
cussed in several forums. The recent
Institute of Medicine report, Treating
Drug Problems, also highlighted the
importance of research in this area, since
segments of the Medicaid population are
among those at high risk for drug abuse
problems, Research on expenditures, use
and access to drug abuse treatment in
several state Medicaid programs was
initiated in FY 1991 and is continuing.

COST EFFECTIVENESS. NIDA has
initiated research to assess various strate-
gies to study the cost effectiveness of drug
abuse care. This research identifies and
examines various methods for increasing

continued on page 26

Avoid the high
cost of sexual
harassment

Wrong Moves
Sexual Harassment in the workplace

~amaging law suits, decreased
productivity, low morale —
these are the costs companies
must pay when faced with
charges of sexual harassment.

Dartnell's timely, straight-
forward video will show
managers on all levels how to
cope with complaints of sexual
harassment in their workplace.

All the Wrong Moves
explores what the law defines
as harassment; dispels some
surprising myths on the subject;
and reveals what managers
should and should not do when
a complaint is made.

In handling employee com-
plaints of sexual harassment,
managers hold the power to
make a bad situation worse, or
to head off an ugly problem
before any damage is done.

Don't wait until your
company is hit with the bill for
sexual harassment —call now
for information on previewing
this important video. Call toll-
free 800-621-5463. In Canada,
ca11800-441-7878.

DARTNELL
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4660 Ravenswood •Chicago IL 60640
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continued fi•oi~2 page 25

confidence in cost-effectiveness compari-
sons when clients cannot be randomly
assigned. These include:
• reduction of alternative explanations
for the results by comparisons of many
different sub-groups of clients; and
• incorporation of tests of theories that
spell out how the treatments are expected
to operate.

Research in this area will detail ele-
ments of structured programs that permit
cost-effectiveness analysis to occur and
assess a wide range of elements essential
to the data collection protocol for con-
ducting such analyses.

NEW NIDA PUBLICATION. A new
NIDA publication, Drug Abuse Services
Research Series, is an important resource
for drug abuse program planners, policy
makers, researchers and practitioners.
The series disseminates the latest drug
abuse treatment services research results
on an array of topics, including quality of
care, financing and cost-effectiveness.
The first issue has been released and

includes especially relevant topics to the
EA field, such as "Drug Abuse Among
Workers" and "Employee Assistance
Programs and Defining the Public Inter-
est in Workplace Drug Abuse Policy."
While supplies last, single copies of the

The series disseminates
the latest drug abuse

treatment services research

results.

series may be obtained free of charge
from the National Clearinghouse for
Alcohol and Drug Information
(NCADI).

FUTURE RESEARCH EFFORTS.
NIDA's FY 1992 services research
agenda will continue to address priority
questions on treatment services provided;

capacity and costs of treatment; cost-
effectiveness; and level of care for special
populations. The FY 1992 plan has organ-
ized the near-term research efforts within
four major foci.
The first major area of focus is the

continuation of the Drug Services
Research Survey. It was recently con-
ducted in a sample of facilities for 1990
and is planned to support data collection
during the 1992-1997 time period. This
survey will collect detailed client and
program level data on the national treat-
ment system to support in-depth research
and analysis. Facility-level data on the
characteristics of treatment facilities
(including organization, structure, costs,
access and utilization), as well as patient
level data on clients in the system and
drugs of abuse, will be collected.
The planned 1993 and 1995 DSRS will

also incorporate follow-up, client-level
interviews to facilitate cost effectiveness
analysis. The ongoing DSRS surveys will
continue to be responsive to the Office of
National Drug Control Policy's call for
new information on detailed aspects of
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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 care doesn't end with discharge,
Call us today to discover how a wholistic approach can help.

• psychosooial rehabilltatiott •dual diagnosis (mental health and
• psychiatric intensive care unit chemical dependency)
• variable length of stay •family education and support groups
• partial hospitalization

Chemical nepen~~ncy

end Mentai Heolth

Progrems

713 Ninth Street
Bay Cily, Michigan 48708

1-800-828-7314 Toll free in Michigan or (61'n 894-3799
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She
can't
eat
just
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
Addiction problem or is suffering from
bulimia or compulsive eating, call us.

The good news! There's help that can last
a lifetime!
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the drug treatment system.
The second area involves research into

reimbursement mechanisms and their
impact on the service delivery system
planned. Research will continue at
NIDA's existing Services Research Cen-
ter, along with expanded empirical
research on specific public and private
approaches to paying for the delivery of
drug services (Medicaid, Medicare, state
substance abuse agencies, commercial
insurance, etc.).
The third area, cost effectiveness analy-

sis, will receive increased attention in FY
1992-1995. The implementation and
expansion of large scale, replicable,
longitudinal cost-effectiveness studies can
only be undertaken by employing uniform
cost-finding techniques with consistent
operational definitions of services and an
appropriate set of treatment outcome
criteria. Attention to the development of
these basic advances in methodology (i.e.,
outcome measurement, cost-finding and
operational-treatment definitions) was
begun in FY 1990 and FY 1991.
The actual testing pf these methods and

the subsequent mounting of empirical
research in this area will begin in FY
1992-1995 and will be intimately tied to
the longitudinal data derived from current
and future Drug Services Research sur-
veys, targeted research on the impact of
managed care on the delivery of, access to
and cost effectiveness of drug abuse
services which was planned for FY 1992
has been deferred to FY 1993.
The last area, services research meth-

ods development, will include continued
refinement of theoretical constructs and
the application of services research meth-
ods to the drug abuse field through
intramural efforts end the existing Drug
Abuse Services Research Center. Refine-
ment of information collection mecha-
nisms and the development of improved
data systems to support services research
will continue to be a priority. The dissemi-
nation of findings through the Drug
Abuse Services -Research Series, the
Association for Health Services Research
Series, the Association for Health Serv-
ices Research Newsletter and appropriate
journals and professional meetings will
continue.

This coh~uin is provided by the !'finance mid Services
Resenrch of (he Nntiaml Institute on Drug Abuse. NCADPs
(oll free itumGer is (800) 729-6686. The ~nai~ngi~~g edi(or, Dr.
6emrice A. Rouse, is presently developiig n mnili~tg lis! for
persons ~vho ivoulA like fi~urre issues. If interested, send your
mm~e mid address to Rouse n! dre N~tionn( Instilu(e ai Onrg
AGuse; Drvisron of Applied Research, Room 9f1 42, 5600
Fishers Lnne, Rockville, Md. 20857.
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~1 Quality treatment
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M Cost sensitivity
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The Terraces
Clinically driven variable length of stay
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placement criteria
~ Innovative approach to treatment

~ Reduced potential for relapse
Creating partnerships for recovery
(patient, family, employer, reimburser, and
treatment provider)

~ Provider network for treatment continuum
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ADDICTION MEDICINE

1170 South State Street, Ephrata, PA 17522 800-441-7345
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"A center for growing concern"

HALTE
CENTER

Offering Assistance in Addictions,
Compulsions and Trauma Recovery

Specialists in worki~ig with
dissociative disorders

IriteriSlVe Clay ti'eatrilerit lri COri~UriCtlOri

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.
JCAH Accredited. Treatment covered by most insurance plans.
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raduation marks one of the big moments in a young
person's life. When there is a job waiting, iYs an even
bigger moment. For Susan Turner of Chattanooga,
Tenn., graduation was all that and more because she

received her McJobs diploma from Chris Burke, star of TV's
"Life Goes On," and official ambassador of the McDonald's
Corp. McJobs program.

Parents, friends and representatives of McDonald's and
regional vocational agencies gathered to share this uncommon
launching into the workforce. Susan and other graduates,
wearing caps and gowns, filed in with a mixture of solemnity and
barely suppressed excitement. A speaker from McDonald's gave
the commencement address; and then they were treated to a
slide show of the students working at their restaurant stations,
presented to the accompaniment of "Wind Beneath My Wings."
"There wasn't a dry eye in the house," said Desha Hearn,
Nashville regional job coach to 23 area McDonald's.

IN THE BEGINNING. Starting as "good public relations,"
McDonald's ,has hired the mentally and physically impaired
since the mid-'60s. The formal McJobs program began in 1981
and has grown to include 39 sites with six more sites planned. It
graduates approximately 900 candidates per year,
"There are about 43 million people with disabilities," said

Rogercarole Rogers, director of special employment. "From a
business standpoint, the main goal of the McJobs program is to
tap an additional reliable workforce. In the quick service
industry with a relatively high turnover at crew level, we have
found McJobs workers can do the job and are likely to stay with
us."

'Ilirner, who has Down's syndrome, works in a Chattanooga
McDonald's at all workstations except drive-through. According
to Judy Turner, her mother, Susan loves her work and thinks of
her co-workers as a second family. Apparently they return her
feelings. They recently surprised her on her birthday with her
favorite, a German chocolate cake.

"Although there never is a time Susan is not doing something
(learning to knit from ahow-to book is the latest), working has
made her feel more confident and more independent," 1lirner

ocus
n

McDonald's~nds serendipity
in McJobs program

By Carole McMichael

said. That is saying a lot because Susan holds gold and bronze
medals in swimming from the International Special Olympics.

FAMILY SUPPORT. Ed Cherne, restaurant manager for a
McJobs McDonald's in Brentwood, Tenn., noted that feedback
from parents has been unbelievably good. "They praise the
program saying, ̀ My child is assuming more responsibility even
at home' or ̀ I see my child's self-worth improving by leaps and
bounds."'

Cherne, a two-year veteran of McJobs, claims he is a real
advocate. "I'm not only pleased with the performance and
punctuality, but also the attitude," he said. "A young lady I
hired through McJobs comes in each day flashing a warm,
beautiful smile. She gives me a thumbs-up sign and says, ̀ Time
to rock-n-roll, Mr. Ed.' If we are having a bad day, she turns us
around. In fact, all the McJobs workers I've been exposed to
have had the same positive, infectious outlook on people and
life."

Cherne adds that managers would be foolish not to be
involved with this program. "Job performance is excellent.
Some take longer to master the skills, but I've had employees
without disabilities who never master their stations."

PLANNING MAKES PERFECT. Considering the more than
9,000 mentally and physically impaired people who have been
hired by McDonald's, there is no denying the McJobs program
has a great track record. However, it didn't just happen. McJobs
is the end product of awell-planned, well-coordinated and
well-implemented effort of a number of people.

Besides the candidates for McJobs placement, job coaches,
vocational rehabilitation liaisons and restaurant managers are
key players. Generally, candidates are selected and referred by
local vocational agencies and schools. Job coaches carry the
responsibility for training and follow-up, succeeded by the
managers who work with coaches and liaisons in aiding in the
transition from trainee to independent worker.

Coaching is a hands-on job, ideally mixing one part
McDonald's restaurant experience, one part previous contact
with people with disabilities and one extra large part of patience,
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flexibility and imagination.
Coaches are usually selected from

McDonald's personnel who have
achieved first assistant manager level
with a "good" performance rating
and received 100 percent ratings on
station observation check lists
(SOCs). Some have family or friends
who are impaired or, like Denise
Dryden, job coach for the Detroit
region, have had previous work expe-
rience with the mentally and physi-
cally impaired. "Most coaches have
good communications skills and good
human resource skills, and in cooper-
ation with vocational rehabilitation
liaisons are comfortable teaching
managers and crews about disabili-
ties," she said.

PREPARING THE WORKSITE.
McJobs candidates work in the same
restaurant they train in, so the first
step in bringing them in is to prepare
the worksite. Both manager and crew go through sensitivity
training designed to dispel many of the myths associated with
disabilities. Training includes exercises that simulate 10 disa-

Susan Turner takes a break to read the newspaper from her
duties making fajitas, salads and other McDonald's meals.

bilities. The common disabling condi-
tions candidates present include vis-
ual, hearing or orthopedic impair-
ments, learning disabilities and men-
tal retardation.
"The exercises force the manager

and crew to temporarily experience
the difficulties and frustrations of
various impairments," Hearn said.
The Mr. Potato Head exercise calls
for assembling the toy with one hand,
putting the feet on last. A simple
child's puzzle must be assembled
wearing glasses painted to severely

o blur vision. And, the toothpick puzzle
~ must be changed from six squares into
~ five, guided by cryptic instruction to
~ simulate the confusion of a mentally
o impaired worker facing a new job
ro skill.
~ In Cherne's sensitivity class, he
m recalled struggling to figure out an

optical illusion which simulated dys-
lexic impairment. "Putting myself in

this situation gave me a real appreciation for the candidates'
concentration, physical dexterity and coordination," he added.

continued on page 35

■ Includes 12 novel, eye-catching pamphlets and corresponding posters.
■ The materials encourage, inform and motivate your employees to use your EAP.
■ The pamphlets and posters can be purchased individually or as a complete year-long program.
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American Institute for Preventive Medicine
24450 Evergreen Road, Suite 200, Southfield, Michigan 48075
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Understanding
the legal

issues
surrounding
EA work is

imperative to
providing

quality service

s an t e aw
egal issues are a very important part of
ensuring a comprehensive EA program.
They are, however, often overlooked. In
an interview with EmployeeAssistance

editor Stephanie McIntosh, Sandra Nye, a practicing
attorney and the author of the Employee Assistance
Law Answer Book, addressed some common legal
matters facing EA professionals today.

EA: What do you believe are the most potentially
damaging or demanding legal issues that employee
assistance professionals face?

NYE: Probably the most potentially difficult ones
have to do with malpractice. There's a vast variety of
people working in the employee assistance field,
some of whom are better trained than others, some
of whom have broader training than others, and I
think that there's a real risk that EAPs may be
perfectly well trained in say substance abuse, but not
very well trained in say the mental health aspects. Its
very possible that these individuals can make
diagnostic errors that could be extremely problema-
tic.

Another potential problem as far as a malpractice
case is concerned is an issue around dual agentry,
dual relationship. There's a little difficulty if you're
an internal EAP. Boundary breakdown is one of the
most common aspects of malpractice cases with
mental health professionals.

EA: What do you mean by the term "boundary
breakdown"?

an interview with NYE: It's very essential in any kind of psychother-
Sandra G. Nye, JD, MSW apeutic relationship to maintain a very clear bound-

ary—what the professional relationship is all about.
Because of the concept of transference, it's very
important that a client be able to clearly understand
exactly the parameters of the relationship. And if the
counselor is counselor for 45 minutes and then is
involved in a social relationship or some other kind
of relationship with this individual, the potential for
a mixup between those two relationships is very
great.

Where we run into particular problems with
respect to that is social and sexual relationships. Of
course sexual relationships are absolutely prohibited
in any type of a psychotherapeutic relationship. But
if the client considers the therapist to be a social
buddy, and casts expectations on that therapist to
fulfill the clients social and emotional needs, and the
therapist is unable to fulfill these fantasy require-
ments because they simply aren't realistic or maybe
the therapist doesn't chose to, you can run into great
complications in the clinical relationship. In fact,
there has been some suggestion that in a great
percentage of psychotherapy malpractice cases there
have been some aspects of boundary breakdown.

EA: Is there any sort of legal groundwork that needs
to be put into place to try to avoid these malpractice
issues from cropping up or should they be dealt with
on a case-to-case basis?

NYE: I think there are some general rules that can be
very helpful to EAPs. The first one would be to very
carefully and expressly delineate the parameters of
the relationship. If there's a possibility of a conflict of
interest, between the client and the employer for
example, thaYs a good indication for referring that
case out. Or if there's a potential for problems
because there's been a previously existing social
relationship between the client and the counselor,
thaYs another indication for referral.
Number two, the counselor is in charge of what

goes on between the counselor and the counselee.
And its important that there be a very clear
understanding between the two as to what the goals
of this relationship are and what each person is
committing to do. Lots of times malpractice cases
arise because the client has unrealistic expectations
for the outcome of the counseling relationship.

Number three, counselors must be scrupulously
exact and honest about the issue of confidentiality.
EA folks have a tendency to make a broad sweeping
statement that anything that is said is confidential
and it won't be disclosed. In point of fact, nobody can
make that promise. The EAP can promise that he or
she won't voluntarily tell, but if the case ends up in
court, there maybe no way to convince the court that
whatever went on in the counseling relationship
should be privileged.
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EA: So there is no absolute legal protection
for confidentiality?

NYE: Absolutely not. Particularly if the
case gets into a federal district court. Even
if there's a state law protecting confidenti-
ality, the federal court doesn't have to
follow it. We have a case going on like that
right now in Illinois. The state law very
clearly protected the communications in
the therapeutic relationship and the federal
district court does not wish to grant a
privilege; it wants disclosure.

EA: So this isn't looked at as a doctor/
patient relationship and thereby protected
by those sorts of rules.

NYE: Your question is a very sophisticated
one. In point of fact, the federal privilege
law does say that aphysician/patient or a
psychiatrist/patient relationship or a psy-
chologist/patient relationship is more likely
to be protected by a privilege if the court
wishes to extend one.
A fourth important piece of avoiding

malpractice problems is good record keep-
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ing. I think professionals tend to get a little
careless about their records sometimes
because they are busy and prefer not to sit
down and write. My advice to EA profes-
sionals is to write your records with the
object in view of convincing a hostile
person at some later date that there was
absolutely nothing wrong done.
And number five is to absolutely know

the parameters of one's own competence
and not to undertake cases that one is not
competent to handle, to refer them.

EA: Aside from the malpractice sorts of
issues, what kind of liability issues does the
EA professional face in day-to-day practice?

NYE: Well, basically the liability would
arise out of the claim for malpractice. So I
think we're really talking about the same
thing here. I think that other legal pitfalls
would be license discipline problems—if
someone behaves in an unethical manner
or is accused of it. If the individual broke
the rules of a particular professional associ-
ation would also be a difficulty. I suppose if
an EAP got involved some way with an

Meot~l
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S~c~c aae nee ea
of a~~<
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Life is a puzzle. With drugs or alcohol in your life, the puzzle
pieces change form and no longer fit. Your loved ones are
confitsed and frustrated, situations seem hopeless. The torture
comes by trying to solve the puzzle alone.

At Williamsburg Recovery Center we find solutions. We start
by examining all the pieces of your life. In a confidential
serene setting, answers become clear and the puzzle pieces
begin to fit again. Stop trying to do it alone —If you or a
loved one can't solve the problem, cal[ Williamsburg Recovery
Center at-1 (800) 968-4673.

Williamsburg Recovery Center...
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issue having to do with the civil rights of an
employee, perhaps some kind of claim of
discrimination, that could potentially be a
basis for legal problems or liability.
But by and large the real liability for an

EAP would arise out of malpractice.

EA: Are there any legal issues regarding the
provision of counseling services that could
put an employing company at risk since they
are the ones employing the EAP?

NYE: The answer to the question would lie
in whether or not the EAP is an employee
of the company and, therefore, an agent of
the company, or whether the EAP is an
independent contractor.

If the EA professional is an employee of
the company, then as a general rule of law
that has to do with what's called the law of
agency, the employer is legally responsible
for the negligent wrongful acts of the
employee which are committed in the
course and scope of employment. So if
ABC manufacturing company hires an
EAP to work in an in-house EA program,

continued on page 34

How do you cope with critical employee assis-
tance problems —when you have no time for
research ...and no room for doubt?

Employee
Assistance
Law Answer

Book
Sandra G. Nye, JD, MSW

To cope with the thicket of legal, ethical and policy issues
surrounding EAPs, you need a reliable reference that gives
you answers fast. Turn to the Employee Assistance Law
Answer Book:

• Answers to more than 700 questions in a single sourcebook
• Written in an easy-to-use question and answer format.

Takes only seconds to find the answer you need
• Covers 13 key areas of concern to human resource

professionals, service providers, clinicians and employers
• Provides indispensable, up-to-the-minute legal guidance to

keep your program out of court.

Try it FREE for 30 Days!

For a free 30-day trial examination of Employee Assistance
Law Answer Book at $89.00 per copy, write to Panel
Publishers, 36 West 44th Street, New York, NY 10036.

For fastest service call toll-free, 1-800-457-9222 or fax your
order to 1-212-302-5119.
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LEGAL ISSUCS

continued firom page 33

and the professional is held fora malprac-
tice suit, then the employer would also be a
descendent in that suit. So from that
perspective, the employing company is at
some risk and certainly there needs to be
adequate protections with respect to insur-
ance, for example.
Now when the company contracts with

an external EA provider and the employer
does not control the political relationship
but simply sends employees off to get care,
so long as the employer is not negligent in
the choice of the external EAP and did not
direct the progress of care, the employer
would not be held liable.
Where we're running into difficulties,

and it remains to be seen how this is going
to work out, is with managed care. Because
with managed care there's a lot of interfer-
ence between the care provider and the
client, we're hearing a lot of complaints
that the care managers cut off the treat-
ment, and the professional and the client
both felt that treatment continued to be
needed.

34

The external EAP or other mental
health provider, for that matter, can end up
in a peculiar conflict of interest. On the one
hand, the care manager says cut the care,
and on the other hand, the client needs the
care. There's a problem there as to whom
the professional owes the loyalty. The
answer to the question of to whom do you
owe the loyalty has to be the client.

EA: Are there any sorts of standard legal
counsel that you'd recommend?

NYE: Yes, yearly meetings with legal
counsel can be beneficial, Also, I think that
in the EA literature very often there are
articles about various aspects. I think that
EAPs can learn a great deal from reading
those articles and thinking about them.
Also for those professionals who are mem-
bers of other professional associations to
keep abreast of literature in those other
professions, psychology, social work or
whatever have you.

EA: What do you think is the best place for

WHO D~~R Rte.
UP A~ R G.

or over 20 years White Deer Run has been recognized as a pioneer
in residential c~ru~ and alcohol treatment. Progressive Health
Corporation is proud to announce ita recent acquisition o~ White

Deer Run, brin~in~ dynamic management anc~ a {resh new loo~Z to the
faei~ity. Sta{fed by a hi~~y-erec~entialed team o~ professionals anc~ owned by
people who care, White Deer Run o~ers state-o~-the-art pro~rammin~ bui~t

on the 12 step model ~or treatment o~ drug and alcohol addictions.

~e o~er.. .

• Aclult pro~ramm;n~ •Adolescent pro~rammin~
• Special services for dual diagnosis • Pami~y services

White Deer Run is ready to wor~Z with you in ~incling the best

modality o~ treatment ~or your employees.

To {ind out more a~out the new loo and innovative
programs, call 1-800-255-2335. .,
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an EA professional to find out more about
these kinds issues?

NYE: Something that could be of help
depending on the size of the company is
BNA—Bureau of National Affairs—
they've got some very good legal stuff. Lots
of times if the EAP is part of a large
company, if the human resources depart-
ment or the law department subscribes to
that stuff, it would be very helpful.
You might just talk to them about a list

of their services, I think that would be a
really valuable thing you could do in your
article. Panel Publishers has a very nice set
of books [including the Employee Assis-
tance Law Answer Book] that are easy to
read and access that could be important. A
couple of other resources could be just to
look at The Wall Street Journal regularly,
they have a lot of very interesting stuff on
employment law that is very germane to
employee assistance professionals. And
Business Week also.

The Employee Assistance La~v Answer Book is ~vailnb(e
frwn Pnnel Publishers, 36 W. 44th St., New York, NY 10036.



McJOBS

continued from page 31

After performing the simulations, the
coach helps the group examine what they
felt about being unable to perform sim-
ple tasks and about being teased for their
ineptitude. "Hopefully; they gain aware-
ness and a willingness to help," Hearn
said.

Managers also need to gain perspec-
tive on how to determine the type of
supervision that will be required.
"Besides patience, a calm, positive tone
of voice is key. Also, for many of the
mentally impaired workers, instructions
need to avoid figurative expressions. As
one manager learned, ̀ Run through the
lobby, before you clock out' does not
communicate ̀Check for clean tables and
floors,"' Hearn said. "Except for initial
adjustments, supervising McJobs work-
ers is really not so different from super-
vising other employees; they all need
constructive criticism and follow-up,"
she said.

Sensitivity training also covers the
fears or concerns managers and crew may
have about working with McJobs candi-
dates. Cherne said his crew worried that
workers with Down's syndrome would
not be able to keep up the pace and
handle multiple activities. "The crew
units of production function as a team.
They suggested that the worker's impair-
ment would slow them down and nega-
tively affect their performance rating or
interfere with their production routine."
Other coaches voiced concern that
McJobs workers would get upset and cry.

Cherne said that once the workers
were trained, they proved their capacities
are much greater than anyone thought.
Crews that do not have much experience
with people with disabilities tend to
undervalue them, but once they work
with them, the crews see their abilities
not their disabilities. Focusing on abili-
ties is the main thrust of the McJobs
program and of Title I of the Americans
with Disabilities Act, which will take
effect on the 2(th of July.

SELECTION PROCESS. Once the site
is prepared, selection begins. The inter-
view and training schedules are blocked
out a year in advance, allowing VR
agencies to target their best potential
applicants and channel referrals through
designated VR liaisons. These applicants
participate in a two-day, on-site visit to a
McDonald's under the supervision of a
staffing assessment team. The walk-
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through of each work station enables
applicants to decide if they really want to
work for McDonald's. Once candidates
are selected, they are interviewed by the
store manager and the job coach alone to
keep pressure at a minimum.
"In the interview, we look for the

same qualities as in a regular applicant:
friendliness, high energy level and moti-
vation," Hearn explained. "Many appli-
cants have no previous work experience,
so we ask about what they do when not in
school or for fun. We check if they ask
questions and are comfortable talking.

Mangers and coaches adapt the interview
to accommodate the applicant's disabil-
ity. The manager has the final say on who
is chosen."

Judy Stoebel, manager of special
employment at McDonald's headquar-
ters in Oak Brook, Ill., said coaches run
eight-week training sessions to help four-
to six-candidate groups learn different
job functions through one-on-one train-
ing. Candidates are not expected to learn
all positions, and may take advantage of
a longer training time., one of the accom-

continued on pnge 36

A Drug Free Workplace
Demands

A Scientific Assessment For:

1. Courts
2. Insurance Companies
3. Employee Rights

Is it worth ten minutes anc! $1.50 to be
on solid ground?

SUBSTANCE /"'1BUSE SUBTLE ~CREENING INVENTORY

Demonstration and Training
for the SASSI Available at
Major Conferences and for
Individual Groups on Request

♦ ♦ ♦ •

N S T I T U T E

4403 Trailridge Road
Bloomington, Indiana 47408

Call 1-800-726-0526
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ASSISTANCE McJOBS

continued from page 8

advantageous "to people who need legal
advice, but don't feel they can afford to go
get it." She said often with these plans the
subscribers get one consultation and some
services covered free and others at dis-
counted rates. "Sometimes they get the
things they need that they didn't think they
could afford."

Gress-Hall said that there are cost bene-
fits in the plans for the employers as well as
the employees. "It helps people keep their
minds on work." She gave an example of an
employee concerned about a divorce. If the
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employee cannot afford a lawyer and the
lawyer will not go to court, it makes it
difficult for the employee to be a productive
worker. With the service, the lawyer knows
that his or her fee will be paid "so iYs not a
problem and he or she can go ahead and go
to court," leaving the employee free to
think about his or her job.

Dens~nnn is (he editorial nssistnnt for EmployeeAssistance.
DeMen[ is the executive vice president of Advisory Corm»u-
nrcn~ions Systems and cnn be renched at 4501 Forces Blvd.,
Lnnhnm, Md 20706. Gress-Noll is (he employee assistance
mnnnger of AT&T and con be reached a~ 1100 Walnut, Roont
606, Knnsns City, Mo., 64141. Warner rs the publisher of
Nolo Press pod can be reached a! 950 Porker St., Berkeley,
Calif. 94710.

There are same teenagers who just can't seem to get out of fhe way of
trouble. The law, drugs, school, even their families are always crossing
them. Depression, disruptiveness, even violence are always the resWt.

Net 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.

Lovellton Academy is just that because its designed [o treat, educate
and motivate problem teenagers the way they appreciate and mspond
[o. 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, 708/695.0(177, or write
600 Villa, Elgin, Illinois 60120.

Lovellton Academy_
A Forest Health System Affiliate
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continued from page 35

modations in line with ADA require-
ments.

Candidates watch demonstrations and
receive classroom instruction and super-
vised practice. Coaches may consult with
the VR liaisons for suggestions to help
resolve disability-specific snags in train-
ing techniques. Coaches also do a weekly
review of job progress which offers
candidates an opportunity to ask ques-
tions and discuss any accommodations in
training techniques that might be needed.
The review form lists performance rat-
ings as "outstanding," "good," or "needs
improvement." Review concludes with a
final positive comment and goals for the
coming week.

Dryden said coaches have to be on the
lookout for potential problems. They
know candidates are in trouble when
they consistantly fail to follow procedure,
don't come into work on time or express
a marked change in attitude. Coaches
also have to avoid letting workers get too
attached to them and receiving uncondi-
tional assistance.
To combat this, toward the end of the

training period, coaches start to pull back
and let workers get used to taking
directions from managers. Buddies who
get to know the important people in the
workers' lives may be appointed to keep
tabs on them.
The requirements for graduation and

mastery of a work station are the same
for all employees. The retention rate is
about 87 percent. McJobs workers have
an equal opportunity for promotion and
expanded responsibility, including
becoming crew managers or trainers.
Hearn said: "Some candidates catch on
quickly and build up the confidence to go
to college or try some other business.
One of my graduates now runs a vending
stand and has two people working for
him."

ADDED BENEFITS. "Quarterly out-
ings for McJobs workers serve as an
opportunity to network techniques,"
Hearn said. "Those with similar disabili-
ties can compare stories about problems
and swap expertise. As a group, they
interact and get feedback from their
peers, while enjoying. social activities.
Next year I hope to take my group
Christmas shopping, followed by a pre-
sent-wrapping session so their gifts can
be kept a secret from their families."
Hearn noted that flexible scheduling is

EMPLOYEEASSISTANCE



a great aid to the McJobs program. Few
McJobs workers drive so transportation
often affects the work schedule. When
Turner first started, there was a problem
coordinating her work hours and her
mother's. After learning of this, the
manager rescheduled Turner. Flexible
scheduling also helps workers who tire
easily. Their work day can be lengthened
to 4~/a hours so a half-hour break can be
inserted in the middle.

Accommodation is most likely to
involve tailoring the selection of tasks or
partial tasks to the individual worker.
One blind worker handles only set up for
the salad station; another does French
fries with the help of altered frying
equipment which signals readiness by
tone rather than lights. A worker in a
wheelchair could not reach most count-
ers, but had no problem handling the
drive-through window.
Dryden said occasionally when man-

agers voice concern about workers not
making progress, she finds no attempt
has been made to cross-train the worker.
In other cases, moving workers to new
stations has resulted in their forgetting
the previously mastered skill. "We all
find out together what they can do. The
eagerness, patience and consideration of
workers, manager and crew rub off on
each other increasing productivity and
morale," she added.
When termination is being considered,

procedures for disabled employees differ
from regular procedures only in that job
coaches and, for younger employees,
parents are included.

USING THE MODEL. Rogers said they
have received inquiries from other serv-
ice-oriented companies and outside
agencies about McJobs and may receive
more once Title I takes effect. Dryden,
who is also a special employment coun-
selor, has spoken to groups about proac-
rive disability hiring and how to structure
a program.
"In most states, McDonald's has con-

tractual arrangements, usually with
departments of vocational rehabilita-
tion," Rogers explained. "McDonald's
agrees to train ̀ X' numUer of individuals
through McJobs. For a set time, usually a
year, we have ̀ X' number of dollars that
McDonald's is reimbursed. This partially
offsets the salary expense for full-time

job coaches and training materials. The

McJobs workers receive the same salary

as other workers through the restaurant

Lobby cletai! is ale of the many job fi~nclions Tiarnei• performs in tlie Chaltnnoogn, Tenn., McUonalcl's.

where they work.
"The challenge of the McJobs program

is not to bring people with disabilities into
the organization, because we do that very
well, but to ensure that the individuals it

brings in have the same opportunity as
everyone else," she said.

McMichne( is the mnnnging edimr of EmployeeAssislnncc.
l'he McJobs progrnnt cnn be renched n( McDoimkPs Corp.,
McDonalrPs Plnzn, Onk Brook, 1/(. 60521.

Hyland Child and
Adolescent Center
Se~ally abused children,
who should have been
nurtured and protected by
adults, were betrayed by
the same people upon
whom they depended. As
these children become
adolescents, feelings of
guilt, diswst, low self-
esteem and anger interfere
with healthy development.
In a safe, supportive
environment where the
cycle of victimization can
be broken, survivors of
sexual abuse can begin
to heal.

St. Anthony's
Psychiatric Center

While stadsdcs are less
defined for men, nearly one
in four women is sexually
abused by the age of 18.
Adults who were sexually
abused may have problems
with intimacy, addictions
and patterns of troubled
relationships. With treat-
ment in a safe environment,
these individuals can begin
to understand the effects of
child sexual abuse and learn
to create an emotionally
healthy life.

St. Anthony's Medical Center • St. Louis, MO 63128
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CLASSIFIED
ADVERTISING

Ad copy is due 30 days prior to
issue date.

1992 RATES:

CONSULTANT DIRECTORY

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

For assistance call (817) 776-9000
rax #sip-~~s-sots

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

MICHA~I.:S HOUSE
A chemical dependency
h~cltment center for men.

■Fully Accredited ■Beautiful Location
■ Life-Skills Program ■Affordable

MICHAEL'S HOUSE

430 S. Cahuilla Rd • Paim Springs, CA 92262
(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, lNC.

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

Help Now — Before
Things Get Worse

The Aftercare Recovery program at Hazelden can

ease the struggle for mcovering chemically depen-

dent people who maybe close to relapse. Getting

help now, before things gM worse, will improve

your sobriMy and help you avoid mlapse and the

need for further treatment. Call us today for more

information. 612-257.4010, Ext.4575.

HAZELDEN~

Your New York City Affiliate

Martin H. Greenstein, CSW, CEAP

EAP Assessment, Counseling,
Consultation and Follow-Up

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

212/772-7993

Wiley House Treatment Centers
1850 Broadway
Bethlehem, PA 18015.3998
8001348.7827

Wiley House Treatment Centers is a private, non-
profit corporation with headquarters in eastern
Pennsylvania. We offer an integrated continuum
of residential, day treatment and outpatient ser-
vices tochildren, adolescents and their families.
Treatment programs are located in Pennsylvania,
Maine, and Indiana. The National Hospital for
Kids in Crisis, an intensive, acute careldual
diagnosis inpatient hospital on the new Orchard
Hills Campus in Northeastern, Pa. will open in the
tall of 1992. Call for further information.

FAX Your Ad

(817) 776-9018
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The
C,A,R.E.
Center

The Care Centers
107 E. McMurray Road
McMurray, PA 15317
(412) 941-2030

62 ~. Wheeling Street
Washington, PA 15301
(412) 288-2200

63 E. Washington Street
Waynesburg, PA 15370
(412) 627-6108

24 HOUR CRISIS LINE 222-7

• 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
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A Sub-Acute Psychiatric
Residential Treatment Facility

For Adolescent

H ALE
ceturert

. 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

DORRIS
ROBERT T. DORFIS &ASSOCIATES INC.

a member of the ALLIANCE of Employee
Assistance Services, Inc.sM

NATIONWIDE EAP SERVICES
SINCE 1974

Offering standard EAP services
Customized Contract Options
DORRIS Managed Behavioral Health
Care Systems

5210 Lewis Road —Suite 7
Agoura Hills, California 91301

(818)707-0544 •FAX: (818)707-0496
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OPTIONS EAP, INC.

QUALITY EAP SERVICES FOR
QUALITY ORIENTED COMPANIES

Contract "Options":
• - Assessment/Referral
• -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

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

• t

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, LEAP, 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-soo-Aso-~s23

To Request A Media Kit For Employee Assistance, Call (817) 776-9000.
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all of the subtypes with the possible
exception of simple phobias. They often
include the same sorts of medications used
for depression. Drugs that affect serotonin
levels in the brain seem to be particularly
effective in treating obsessive-compulsive
and PTSD, Davidson said.

Davidson and Eppley both recommend
treatment if a sufferer is particularly dis-
tressed about the complications of an
anxiety disorder.

Davidson said treatment may include
desensitization. Patients will be exposed
gradually to the things they have been
avoiding. For example, obsessive-compul-
sive patients may be taught to get their
hands dirty and then not wash them. In this
way, they are taught that it is OK for their
hands to be dirty—no harm will come.
For disorders that are medicated,

Davidson said they are most successful
when used in combination with behavioral
therapy.
He said therapy should show some

improvement in most patients. "Recent
treatments have made a tremendous differ-

~ The Problem: you have asubstance-abuse
client in severe emotional crisis, requiring
inpatient care.

~ The Havenwyck solution: P.I.P.S.A.D.
Our Psychiatric Intervention Program for Substance
Abuse Disorders will manage the emotional crisis
on a short-term inpatient basis, enabling the client
to benefit from traditional substance abuse services.

~ Fiavenwyck has the names you can trust:

Howard P. Friedman, M.D.; Medical Director
Nick.f. Castello, M.D., Assoc. Medical Director

HAVENWYCK
HOSPITAL

The best team between the Palace &the Silverdome
1525 University Dr., Auburn Hills, M148326
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ence and enriched the lives of sufferers."
Eppley agreed. She also noted the

satisfaction in dealing with anxiety disor-
ders. "These are nice people, cooperative
people. And they really want to find a way
to get better." She said success is seen
often and the patients are genuinely
involved in their treatment.

"Early recognition and referral is very
important," Davidson said. "In most cases
the best thing is to not put off seeking
treatment. EAPs need to be well-educated
as to the signs and referral .sources for
these disorders."
He said some of these include primary

care doctors, psychiatrists, psychologists
and university clinics.

Anxiety disorders do present some
elusive causes and disorders, however, with
planning and patience, a significant
amount of life enrichment can be achieved
with a small effort.

Mc/ntos{i is (he edi(or of EmployeeAssistance. Cpp(ey is the
senior vice president of the Behnviornl Scream Center and
enn 6e reached n( 2522 Highlnn~l Ave, Crncinnmi, Ohio
45219. Davidson can Ge reached n( the Duke A~ixiety mid
Traunm~ic Stress Program, Duke Universiq~ Medico! Sch00%
Box 3872, Durham, NC 27710.

THE

EMPLOYEE ASSISTANCE

CONSULTANT ~~~ ~ ~
A MANAGERS GUIDE TO SELECTING AND

EVALUATING EMPLOYEE ASSISTANCE PROGRAMS

• Saves valuable time and money
• Streamlines vendor selection
• Asks and answers the right questions
• Saves on consultant fees
• Prevents costly errors
• Evaluates new and existing EAPs

Includes complete ,ready-to-mail RFP package
• Step-by-step how-to guide
• Complete EAP questionnaire . , .and answers
• Managed care supplement
• Sample cover letter, company profile and

program specification forms
• Simplified proposal scoring system
• Separate summary grid for quick vendor

comparison
81/2 x 11, 64 pp, spiral-bound

Send check or m.o. for $45 plus $5 for postage /handling
(NYS residents add 7% sales tax) to: RCS Publications Ltd.,
PO Box 9228, Niskayuna, NY 12309-9225.
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For information on products advertised in this issue, circle their Reader Service Numbers
on the card below. Please type or print clearly and answer all the questions on the card.

. ND i~,: _ ;: INFORMATION ON i LOWING ITEMS:

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20
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Have a salesman call me in reference to these circled numbers:
Please peel address label from cover and affix below. For faster service

photocopy this side only and send to our FAX # (817) 776.9018

Please Print Or NAME
AFFIX COMPANYPEEL OFF
LABEL ADDRESS ~ Home ~ ;Bus.
HERE CITY STATE ZIP

❑ "r'%...7~ I wuul~i like iv receivuicuniiiiue iu

❑ NO, I'm not interested at this time. ~ ' - •
Signature ' ' Date
Business Phone (—) Home Phone ( )
FAX#(—)

1. TITLE
2. I have:

A. ❑Primary referral responsibility/
decision making responsibility

B. D Secondary referral responsibility/

decision making responsibility

3. Please check below the category
that best describes your primary
job function: (check one only)

A. ❑Employee Assistance Program
Admin(stration

S. D Employee Assistance Specialist

M.~ Mental Health &Chemical

Dependency Counselor

P. D Personnel

B. O Benefits Management

H. D Health Care Provider

D. ❑Occupational Physician
N. ❑ Occupational Nurse

E. ❑Executive Management
I. D Industrial Relations Executive

C. ❑Safety Management
F. ❑Independent EAP ConsuNing
G.~ Corporate Fitness Specialist

R. ❑Human Resource Management
U. ❑Union EAP Rep.
X. ❑Other

4. Number Employed at the
Locations) Served

A. D 1-49

B. O 50-99

C.~100-499

D. D 500-999

E. O 1000-2999

F. ❑ 3000-4999

G.O5000 or more

H.❑Unknown

For additional information please contact:

• ASSOCIATION

4601 N. Fairfax Drive, Suite 1001
Arlington, VA 22203
(703)522-6272

:i. Type of Business;
(check one only)

1.O Mlning, Oil &Gas Extraction,
Construction, Contractor

2. ❑Manufacturing

3.OTrans., Public, Utilities, Electric,
Gas, Sanitary Serv.

4. ❑Wholesale Trade

5.O Retail Trade

6. D Insurance

7.O Family Practice

8. D Psycholog(st Office

9.O Psychiatrist Office

10.0 Health Service/Misc. Serv.

11.0 Military/Govt/Public

12.0 Banking/Financial

13. ❑ Oiher

JCE

_~~ ,a ~
~~ ,~` 

~~

~' 
~'~~

October 30-111ovember 3, 1
The Hyatt Regency Atlanta'
Atlanta, GA
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Helping Protect America's Assets

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

1-800-345-ABET

ASET 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

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