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TheEr~ to ee.py
Ass i sta n ce law
Des k Boo k
by Sandra Nye, JD, MSW
Published by the EAPAssociation

EAPA Member Price:

$69.95 (plus $6.00 shipping and handling per copy)

Non-Member Price:

$89.95 (plus $6.00 shipping and handling per copy)

For more information, contact:

Employee Assistance Professionals Association

2101 Wilson Boulevard. Suite 500. Arlington, VA 22201

(phone) 703-522-6272 • (fax) 703-522-4585

Featuring........................................................................
• 700 pages of information in

convenient, easy-to-comprehend
Q&A format

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

• A comprehensive description of

employee assistance legal issues
• Dozens of case studies
• Appendixes describing essential

legal cases

About the
Author
Sandra Nye received her JD
from De Paul University
College of Law in 1982 and
her MSW from Loyola
University School of Social
Work in 1974. Ms. Nye is prin- ,,
cipal of the Chicago law firm
of Nye and Associates, Ltd.,
concentrating in law related to human service delivery
and family law. She is author of three editions of the
Employee Assistance Law Answer Book, and of numerous
articles and chapters on legal issues in human service
delivery.

❑ Send me copies of The Employee Assistance Law Desk Book, C~ $ each. (see rates
above; add $6.00 postage and handling for each copy.) [Virginia residents add 4.5% sales tax]

NAME

ORGANIZATION

ADDRESS

CITY STATE ZIP

TELEPHONE

❑ Check enclosed Check Number

Please charge my: O American Express ❑Visa ❑Mastercard Card number Exp. Date

Signature

Send to the EAP Association Resource Center, 2101 Wilson Boulevard, Suite 500, Arlington, VA 22201; (phone) 703-522-6272, ext. 307. (fax) 703-522-4585.

All sales are final; the EAPA Resource Center does not accept returns.
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Front Desk

This month's issue was coordinated by EAPA Exchange Advisory
Committee Member Tamara Cagney, CEAP.

Should He ~o or Should
He Stay? It Depends...

Few workplace issues can seem more challenging, and rewarding, to EA pro-
fessionals than helping an employee return to work. A valued employee, who may
be recovering from substance abuse or another health-related issue, takes a critical
step when he or she re-enters the workplace. If an EA professional is on hand to
guide the process, the chances of a successful re-entry are much greater than if the
employee were simply going through the process alone.

This issue of the EAPA Exchange offers valuable advice on what works during
the re-entry process and what doesn't. On page 10, Julie Murdoch, who special-
izes in drug testing issues, offers information for EA professionals and substance
abuse professionals(SAPs). On page 12, Exchange Advisory Committee Member
Joe Kraus, CEAP, explains how an interview with the employee before he or she
returns to work can help ensure the success of the re-entry process. And on page
14, I've included my own analysis of where workplace policies may fall short of
information.

Other special features in this issue include:

• an exclusive interview with DOT Director Mary Bernstein on upcoming
changes in regulations governing the SAP role,

• EACC Chairman Doug McKibbon's analysis of the changes that have taken
place in CEAP certification since its inception (page 18),

• an annual index to articles that were published in the EAPA Exchange from
July 1997 to June 1998 (on pages 22-27), and

• a registration form for the 1998 EAPA Annual Conference in Las Vegas.
(You should be receiving your advance program about the time you receive
this magazine.)

Hope the summer brings some well-deserved rest and relaxation to all of you
Rest up...Las Vegas awaits us in November 1998.

Sincerely,

~~..~~ ^
( V

~~ \ 

y~

Tamara Cagney
Member
EAPA-Exchange Advisory
Committee
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James T. Wrich, Chairman
Chicago, IL

312-362-9500

Tamara Cagney, CEAP
Pleasanton, CA
510-513-4710

Jim Carpenter
Detroit, MI

313-926-5513

Elena B. Carr, CEAP
Falls Church, VA
703-207-8546

David L. Coles, CEAP
Houston, TX
713-676-3540

Joseph J. Kraus, CEAP
Oak Creek, WI
414-768-2465

Tim McGinnis, CEAP
Toledo, OH

419-470-5130

Helen McGlynn
St. Louis, MO
314-768-3830

Tom Pasco, CEAP
Southfield, MI
313-225-8608

Crystal Naymen Simms
Newark, DE 19808
302-764-1374

Kay Springer
EAPA Headquarters
703-522-6272

Coming in the next issue:
Eldercare and the Needs of

an Aging Worh Force



Sundown M Ranch
Established 1968

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

We get Results
Our independent outcome
studies show 68-72% of
these individuals completing
treatment are still clean and
sober after the first year.

Affordable
Our costs are the most rea-
sonable in the nation. A 21-
dayinpatient ADULT stay is
$2730 or $130 per day. A 28-
day inpatient ADOLES-
CENTstay is $4060 or $145
per day. These prices include
psychiatric and medical con-
sultation, family counseling
and family room and board.
Treatment is covered by
most insurances/managed
health care.

Experienced
Sundown M Ranch has been
in operation since March
1968.Over 45,000 adults and
adolescents afflicted with the
disease of alcoholism and
drug addiction have been led
back to sober, productive
lives by our dedicated, well-
trained professional staff.

JulyAugust 1998 • EAPA EXCHANGE • 3



President's
Pa e
Step ~: We Will Ev~couv~~z~e Ouv~
Associates to Become ~'~ll'A Me~bev~s
by Don Magruder, CEAP

or the past year, I've been
using this column to advocate
practices that, in my opinion,
will strengthen the EAP

Association. This next step addresses
the real heart of EAPA: its members. A
chain is only as strong as its weakest
link, so the saying goes, and I believe
an association is only as strong as its
members. We count some of the finest
EA professionals in the country as
members of the EAP Association. But
there are more people out there, many
more, and we've got to contact them.
Step S of this program then is:

We will encourage our associates
to become EAPA members.

In recent years, we've seen our
membership swell to its highest num-
bers just over 7,000. When we
review the leadership efforts we've
recently seen among EAPA volunteers
and staff, we should not be surprised
that our membership has increased.

We are very proud of those fig-
ures, but we also know there is a great
deal more to do. Our need to do more
stems from much more than an inter-
est in numbers; we need to increase
our membership so that we can fur-
ther spread the influence of EAPA
standards of practice and ethics in
businesses throughout the country.

Because we are a small association,
we haven't had the funds that are typi-
cally required to conduct membership
drives. But we do have other large asso-
ciations that are interested in helping us
out. One such major organization—
with more than 80,000 members—
referred us to their own membership
recruiter, who agreed to do a survey for
us. We wanted to find out the answers
to a few questions. For example: Do
people know that the EAP Association
exists? If so, why haven't-they joined?

The answers were very surprising.
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Many people did know about EAPA,
but we were not their first choice for a
membership group. We were their sec-
ond choice.

If It Is to Be, It's Up to Me

To find people who are interested
in EAPA but are not members, we
need only look at many of our own
chapters. Some people have joined
local EAPA chapters but have never
taken the time or money to join the
International EAPA. They are getting a
free ride at your expense. So start by
insisting that all EAPA chapter mem-
bers be members in good standing of
International EAPA. We should all
help support the innovations that
EAPA can bring to the field.

The second group to contact
includes all associations in which you
hold membership. Many of our mem-
bers belong to the Society for Human
Resource Management (SHRM), the
American Society for Training and
Development (ASTD), the National
Association of Social Workers
(NASW), the local Chamber of
Commerce, and the American
Psychological Association (APA). These
groups are filled with people who may
be interested in EAPA membership.
Why not take the time to make a brief
presentation to them, or other groups
of your choice, about the benefits of
EAPs and the EAP Association? Tell
them how EAPs and EAPA got started,
what's contained in the EAP core tech-
nology, how EAPA has revised and
issued new Standards to support the
needs of changing organizations in the
late 20'" century, and how to get in
touch with International EAPA and
local chapters for information on how
to start EAPs or to find EA professionals.
I guarantee that at least a few people
in your audience will benefit from the

DON MAGRUD6R,CEAP
EAPA President

information. You'll be doing the EAP
Association and your audience a big
favor.

New Staff Member on
Board

Another way to increase our member-
ship is to strengthen the support we
offer to our many member segments.
I'm very pleased to announce that
Reggie Newell, member of the
International Association of Machinists
and Aerospace Workers, has agreed to
serve as our Manager of Labor and
Other Member Segments at our inter-
national headquarters in Arlington.
Reggie will help our Membership
Department focus on recruiting,
retaining, and servicing the needs of
our many EA professional segments.
For more information, see "On the
Labor Front," by Labor Director Ted
Mapes on page 40 of this issue.

Las Vegas: Here We Come

About the time you get this magazine,
you should also receive your advance
program for the 1998 EAPA Annual
Conference in Las Vegas. If you've
never been to Las Vegas, this will be
an outstanding time to make your first
trip. You'll get almost four days jam-
packed with training' and networking
opportunities to discuss today's most
challenging EAP issues. All this comes
in a warm and beautiful desert setting
with some of the most inexpensive
hotel and air fare rates you'll find in
today's business world. And did I
mention that you'll earn professional
development hours as well? You won't
want to miss this one. Las Vegas will
never be the same after they've experi-
enced an EAPA Annual Conference.
Join us on November 10-13. Q

Next issue: Step 6



WINDOWS BASED ASE ANAGEMENT
...the easy way:S

VEN

3.0 Now you can...
• Organize Client Records
• Maintain Resource Lists

NETWORK COMPATIBLE .Match Providers to C1ienYs Needs
• Evaluate Program Effectiveness
• Prepare Reports and Summaries

IN EAp ~

VERSION! ...ALL FROM YOUR. DESKTOP COMPiITERtS

And, you'll...

GREAT VALUE •Save Money
• Reduce Administrative Overhead
• Decrease the Burden of Managing Data

(`,pLL
FORA o

FREE 
BEM ~aseMana~►er

paoG~
The easy-to-use, Windows compatible,
EAP Information Management System

LABOR SAVING OFFICE AUTOMATION GROUP

(714) 831-6680

EXECUTIVE OFFICERS

Donald W. Magruder President
Jack Freckman Vice Presldeot
John Nooks Secretary
Linda L, Sturdivant Treasurer
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John F. Dempsey Internal Programs
Phil Hess External Programs
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Doug McKibbon Employee Assistance
Certification Commission
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From the
COO
Celebv~~zti~~ Achie~e~e~ts
tiU~ile F~zci~~ Futuv~e Ch~zlle~~es
by Sylvia Straub, Chief Operating Officer

ecently, I received a report
from one of my professional
associations, the Greater
Washington Society of

Association Executives (GWSAE),
about the future. Entitled "GWSAE's
Future Forum:. A Journey into the
New Millennium," the report covers
areas such as the changing role of gov-
ernment; the global marketplace, tech-
nology, and the world order; changes
in the business climate, demographics,
and values; the new work force and
workplace; and forging .a path for
associations in the new millennium.

The statement that struck me
most from that report was:
"Associations need to build systems of
support for employees to help them
become more productive. The rela-
tionship between employer and
employee is becoming more and more
of a two-way street. Money alone is no
longer enough to motivate employees."

As I read that statement, I thought
of two things: 1) There is a growing
recognition that support for employ-
ees—such as EAPs provide—is important
as companies strive to retain employ-
ees and that this recognition should
bode well for EAPA members and the
future of the profession; and 2) EAPAs
employees are a wonderful group of
professionals dedicated to the
Association and its members, and
members can often "make their day"
with a few words of appreciation for
special efforts and for the many
Association accomplishments to which
they have contributed so greatly,

Many EAPA staff members have
been with the Association for four or
more years. As we look to the future,

we must also celebrate the achieve-

ments of the past. Some of them we
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are all too familiar with, but we may

not fully realize the importance of oth-
ers. Here's a partial list of achieve-
ments produced by EAPA members

and EAPA staff working together:

• $328,000 deficit eliminated in 10
months

• reserve fund approaching
$900,000 (next year, we will reach

the goal of having $1,000,000 in
the reserve fund)

• investment policy developed and
approved by Board

• modest investments in stocks and
bonds begun

• office computer system updated
• new telephone system installed
• first class Web site developed
• e-mail and faxback systems in place
• financial reporting mechanisms in

place
• surpluses produced for each of the

past four fiscal years (totaling
almost a one and one-half million
dollars)

• Exchange redesigned and expanded
(won a prestigious award for most
improved publication)

• Facchange advertising revenue sig-
nificantly increased

• exhibit program developed with
funding from Eli Lilly Company

• cooperative relationships devel-
oped with allied associations and
organizations

• Supreme Court brief filed on case
of great importance regarding con-
fidentiality of EAP records

• the interactive chart on EAP and
health laws developed to help

define the profession with govern-

ment and other groups

• new national training workshops

offered on subjects of vital interest

to members

SYLVIA STRAUB
Chief Operating Officer

".w~i

• model state law revised
• progress made on licensure initiatives
. • Very successful annual, district,

and legislative conferences hosted
• Employee Assistance Law Desh Booh

published
• membership increased to 7,000-

plus members
• number of chapters, both U.S. and

international, increased
• Member Resource Directory pub-

lished on a regular schedule and
expanded each year

• employee assistance Standards
revised

• Code of Ethics revised
• Code of Professional Conduct with

procedures for filing and handling
complaints revised

• new certification requirements
developed and successfully mple-
mented

• recertification rates increased from
32 percent in 1994 to 6S percent in
1998

Index to Advertisers
Advance: UBH ................................34
Appletree/SECAD ............................36
Balance ............................................39
Blair & Burke ....................................21
Carle Clinic Association ....................34
COMPASS ........................................9
Desert Canyon Treatment Ctr ..............9
Diversified HC Strategies ..................26
Father Martin's Ashley ......................26
Foresight, Inc ..................................36
Grief Recovery Institute ....................39
Medcomp........................................27
Motivision ..........................................5
NADAI............................................37
Office Automation ..............................5
Performance Res. Press ..............43,44
Pride Institute ..................................21
Sundown M Ranch ..............................3
TMP/Kaiser Permanente ,,,;,,,,,,,,,,,,,,13
Value Behavioral Health ......................9
Xpression Products ,,,,,,,,,,,,,,,,,,,,,,,,,,,,9
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• CEAP Matters published/
distributed quarterly

• new CEAP workshops held at
annual conference

• new member reception held at
each annual conference

• Providers Guide expanded and
available on Web site

• communication among chapter
officers increased via retreats

There are many more achieve-
ments that could be mentioned, and
certainly there are more challenges
EAPA must ex~ibrace. These challenges
include continuing and increasing our
licensure efforts, increasing awareness
of the value of EAPs in the workplace
—especially among decision makers—
challenges presented by the managed
care industry, continuing efforts to
protect the confidentiality of EAP
records, getting the EAP definitions
incorporated into federal and state
health and employment laws and reg-
ulations, improving retention of mem-
bers, and very crucially, increasing the
number of services provided to EAPA
members.

While staff depend on members
to provide the overall structure and
content of Association activities, mem-

bers depend upon staff to carry out
these initiatives and to produce quality
results in a timely .fashion. It is crucial
that members and staff continue to
work as partners to achieve maximum
results.

Here are a few other statements
from "GWSAE's Future Forum" that
may be of interest:

What distinguishes the current
U.S. economy from anything in the
past is the spirit of entrepreneurs.
The 21St century will see a prolif-
eration of entrepreneurship in new
areas. People who have been
downsized are starting their own
businesses. The future's most suc-
cessful entrepreneurs may be the
disadvantaged urban youth who
are accustomed to responding to
adversity.
We will see masses of smaller enti-
ties that associate with other, larger
entities. They will be better targets
for membership and services than
large companies... they are a
tremendous opportunity for
associations to offer educational
services and networking.
To cope with the rate of change,
the way we plan has to change.

Long-range planning now has to
be both top down and bottom up.
There has to be experimentation. A
plan must be dynamic. Targets will
change and move. Those we do hit
will not be precise.
Globalization has changed the
world structure. Even if defined
solely in economic terms, the
process of globalization is reshap-
ing our way of life, with interna-
tional flows of trade, markets, and
capital increasing hugely over the
past several decades.
The country is becoming con-
cerned with being a civil society
... Associations should look at
how to restore civility, change
public policy so it supports a civil
society, and determine how
businesses and organizations can
support it.

Employers and employees will
look to EA professionals as role mod-
els in creating this new civil society.
EAPA will be looking for opportunities
to help lead the way.

(GWSAE has given EAPA permission to
reprint its "Future Forum" report. For a copy,
please contact the Resource Center.) Q

Reduced Price for Telephone Screening for Depression Available
to Companies with Fewer Than 2500 employees

Smaller businesses now have the opportunity to offer telephone screening for depression at their workplace at a new and
substantially reduced price. And if you're an EAPA member, you get an additional 10% reduction this year!

The Employee Telephone Access Program (ETAP), which is co-sponsored by EAPA, has a new version available for
companies with fewer than 3000 employees. The original version is designed for larger companies and includes a base fee
of $1000 for up to 5000 employees.

The Small Business Program provides the same interactive telephone screening service, available 24 hours a day. Callers
hear their results immediately. Instead of getting a customized referral with the telephone number of their company's EAP,
they are given a general referral message, not specific to their company. (It is expected that when EAPs publicize the
toll-free number through which employees can access ETAP, they will also include their own EAP number where people can
call to make afollow-up appointment.)

Employers can begin the program at any time during the year and continue through the end of the year at one flat rate.
Companies with fewer than 500 employees pay $150. Companies with between 500 and 1500 employees pay $300. Those
with between 1500 and 2500 employees pay $500. (EAPA members take an additional 10% off these rates).

Participating companies receive educational and promotional materials. No reports of call volumes or analyses of calls are
provided.

Contact the National Depression Screening Project by phone or fax and ask them to mail or fax you a registration form.
Ask for Laura or Nicole at (781) 239-0071 or send a fax to them at (781) 431-7447.

July~August 1998 • EAPA EXCHANGE • 1



VIVA LAS VEGAS!!!
The response to the Call for Papers was great.
We had more than 150 proposals submitted for 60

speaker slots.

SOME OF OUR PROGRAM FEATURES:

DAY ONE—REACHING OUR DIVERSC EMPLOYES

• DR. EDWIN NICHOLS

• EAPS IN DEVELOPING COUNTRIES

• DIVERSITY

• DIVERSIFIED ACCESS

• NEW FACES FROM FARAWAY PLACES

• AMERICANS WITH DISABILITIES ACT

DAY TWO—INNOVATION AND NEXT STEPS

• COACHING

• WfiLFARE REFORM

• LABOR AND MANAGED CARE -VIOLENCE IN'CHE

WORKPLACE

• NEGLIGENT RETENTION

• NEW ~CHNOLOGIES

• COST~BENEFITS

• RESEARCH

DAY T~IREE—DAY ON ADDICTIONS

• WILLIAM COPE MOYERS—HAZELDEN

• GAMBLING

• JEFF JAY—MCGOVERN FOUNDATION

• DRINKWISE

• CYSr,~s~x
• 12-STEP RESISTANCE

• SUBSTANCE ABUSE PROFESSIONALS

• NEW INTERVENTIONS

DAY FOUR—WORK~FAMILY ISSUES

• INTEGRATED WITH EAPS

• FLEX TIME

• LIFE-THREA'CENING ILLNESSES

• DEPENDENT CARE

8 • EAPA EXCHANGE • JulyAugust 1998
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BEYOND THE NEON!
T~JESDAY

• BOARD OF DIRECTORS RECEPTION POR NSW

MEMBERS AND FIRST-TIME ATTENDEES

• INTERNATIONAL RECEPTION

• JAM SESSION, DANC&, AND DESSERT RECEPTION

WEDNESDAY

• VETERANS ANll REMEMBRANCE DAY RECEPTION

• MIND, BODY, AND SPIRIT

• GOSPEL SINGERS

T~iURSDAY

• PRESIDENTS AWARD BANQUET AND DANCE

FRIDAY

• BRUNCH AND SLIDE SHOW

PRECONFERENCE MEETINGS

NOVEMBER 8 AND 9

• SYMPOSIUM I—EAPS AND LEGAL ISSUES

• SYMPOSIUM II—HOW TO BECOME A MORE

EFFECCIVE TRAINER

• EAPS IN HIGHER EDUCATION

• OCCUI'A'I'IONAL PROGRAM CONSULTANTS

AssocinrioN (OPCA)

• COMMII'TLE CHAIRS TRAINING

• CHAPTER LEADL'RSHIP TRAINING

• REGIONAL MEETINGS COMMITTEC MEETINGS
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~~~~~~~~
IMPRINTED WITH YOUR

COMPANY NAME, LOGO &MESSAGE!

Hundreds to choose
from...

• Stress Cards, Balis,
Balloons, Putty

~ ~ M1J
• Wallet Cards

~,, •Magnets

\ •Key Tags

•Mirrors, etc.
-~ ,

Cali for our full color
°~ catalog &sales

sheets!

Xpression Pe~oducts
1-800-881-5880

Trainer/Consultant
-New York City

United Behavioral Health is a national leader in the managed behavioral health care field and
a subsidiary of United Healthcare, which was recently rated the nation's "most admired" health
care company by Fortune Magazine. Our phenomenal growth &success has created an
exciting opportunity in our New York City office for an experienced Trainer/Consultant to
conduct on-site employee behavioral health trainings &workshops.

You will also provide consultation &group facilitation services to member organizations;
conduct critical incident stress debriefings &group installations; develop, design and write
"process-oriented" training materials (i.e. trainer's guides/handouts); and develop/maintain
a reliable network of on-call local &national trainers. The position requires 5 years of
successful organization development, consulting, corporate training and debriefing experience;
the proven ability to write tra(ning materials; knowledge of EAP, HR management and
substance abuse field; and superior self-management &interpersonal skills. Master's degree
in counseling or management preferred. Frequent travel throughout the Eastern U.S. required.

UBH offers competitive salaries and a complete benefits package. To apply, please send/
fax/email your resume, cover letter, and salary history to:

United Behavioral Health
Human Resources Dept.

Attn: Job# EAPA0727-TC-SB
425 Market Street, 27th Plr

San Francisco, CA
94105-2426

Fax: (415) 547-5709
email: sbrennai~uhc.com

www.unitedhealthcare.com

~,,

ANNOUNCING THE OPENING OF

~S~~t ~ ~
TREATMENT CANTER

A New Mu~ti-c~isci}~~inary 12esic~entia~ Center

I~ Beautifu~ Sec~ona, Arizona
Contemporary studies show that alcoholism treatment
that has biochemical restoration as a major component
helps the chemically dependent achieve long-term
abstinence snore successfully than any other method.
Desert Canyon's unique program treats the whole
person and includes medical assessment, pharma-
cotherapy, mindfulness/stress reduction, and other
proven methods with licensed professionals for a
comprehensive and effective program.

(888) 811-8371

Desert ~52~> 204.1122
fax: (520) 204-2778

rayon ~'~^'~^'•desert-canyon.com
info@desert-canyon.com

State Licensed

WHERE FREEDOM FROM ADDICTION GOES BEYOND RECOVERY

Day one:

Managing Hostility
in the Workplace

Day s two &three

Critical Incident Stress,
Trauma and Crisis

Presented by

Gerald W. Lewis, Ph.D.s author of:
Critical Incident Stress and Trauma in the Workplace
and Hostility in the Workplace: Myths &Realities

Oct 7, 8, 9, 1998 Boston, MA
Jan 20, 21, 22, 1999 Ft. Lauderdale, FL
Mar 17, 18, 19, 1999 San Antoiuo, TX

1 day Hostility program (7 PDHs) $150.00
2 day CIS/T program (13 PDHs) $275.00.

Registration includes copy of book.
Participants may register for either program or

receive a discount of $375.00 if registering for both.
COMPASS

1290 Worcester Rd., Framingham, MA 01702
(800) 649-6228 email: compassl@gis.iiet
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Responding to an
Employee's Substance Abuse

by Julie Murdocl~a`BBA, JD

ermination or last chance agreements, discipli-
nary action or treatment...when confronted with
an employee who has engaged in substance
abuse, employers and EA professionals often take

diametrically opposed positions on the appropriate "next
steps." Employers, especia~`ly those overly concerned with
litigation exposure, frequently see termination of employ-
ment as the only acceptable response. EA professionals and
others in the support and treatment fields favor rehabilita-
tion and return to work for such employees. Neither posi-
tion is necessarily wrong, but neither position is necessarily
"right" in all cases, either.

Although any decision regarding employees ultimately
rests with the management of the affected company ("the
employer"), a competent, well-prepared EAP can be an
invaluable asset as an employer decides what it can or
should do in response to employee substance abuse. The
following discussion is a very short summary of some of the
issues associated with this most difficult of situations.

Obviously, the time to decide what to do with a prob-
lem employee is well before a problem exists. What issues
should the employer consider? A short list, by no means
exhaustive, includes:

What behavior will trigger responsive action by the
employer (for example, on-duty only vs. off-duty; con-
duct related to drugs, alcohol, or both)?
Will different behavior result in different outcomes, or
will all substance-related behavior carry the same out-
come?
Are there federal, state, or local laws or regulations that
affect what the employer can or must do? In an article
this brief, it is impossible to address the implications of
things such as the Americans with Disabilities Act,
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Family and Medical Leave Act, Department of
Transportation regulations, etc., and it is always a good
idea to have an attorney involved in the development
of company policies on sensitive issues.

• Are there labor-management agreements that affect
employer options?

• What are the available resources (in-house, insurance,
community) for addressing substance abuse problems?

• What is the company's general approach to discipli-
nary issues?

• Is there a rational basis on which to differentiate
between classes of employees in determining appro-
priate responses to substance abuse? (The classic
example, of course, is differentiating between safety-
sensitive and other employees, since the former group
is frequently held to a more stringent behavioral stan-
dard than the latter.)

Once these questions and many others that are not
listed here have been carefully considered and answered,
the employer should have a clear set of guidelines for deter-
mining whether and when an employee will be retained or
otherwise permitted to return to work. It then becomes the
responsibility of the employer to ensure that the provisions
are implemented consistently, reasonably, and cautiously.

Assuming that an employer does decide to permit its
employees to return to work after a substance abuse inci-
dent, the focus will eventually switch from the general
delineation of policy to the specific application to a partic-
ular employee. Of critical importance at this juncture are
these determinations:

1. Is the employee ready to return to work?
2. If so, under what conditions?



Subject to any legal, contractual, or other constraints,
there are a number of basic issues an employer should con-
sider before an employee is permitted to return to work.
First, a prudent employer will not simply accept an unsub-
stantiated assertion that the employee has completed a
course of therapy and is therefore ready for the workplace.
A discharge summary or other written assessment of the
employee should be obtained and reviewed. In particular-
ly sensitive cases, the employer might also want to have the
employee independently evaluated. Needless to say, a cor-
porate official or human resource manager might not have
the ability to determine if the information regarding the
employee is complete or acceptable. In many cases, the EA
professional may be involved in providing the employer
with the objective expertise necessary to make such deter-
minations.

Second (although treatment providers might dis-
agree), it seems reasonable and prudent for an employer to
require that an employee demonstrate that he or she is and
has been abstinent as part of the pre-return criteria. It is the
employer that is assuming the risks associated with return-
ing an employee to work; the employer should therefore
minimize those risks to the extent possible. Treatment
providers should provide documentation of abstinence evi-
denced, when permitted, by biochemical testing.

Third, the employee should also be advised and agree
that his or her return to work will be subject to certain con-
ditions. As an absolute minimum, the employee should be
required to maintain abstinence in the workplace and to
ensure that his or her performance is not affected by off-
duty substance abuse. More stringent conditions could be
added where appropriate, including unannounced bio-
chemical testing, supervised performance of duties, limita-
tions on absences from the workplace, continued
participation in support or treatment programs, or other
conditions. The consequences for violating any of these
conditions should be explicit and clearly understood by
the employee prior to the employee's return to work.

Finally, in addition to deciding that the employee is
ready for the workplace, the employer should also make
certain that the workplace is ready for the employee.
Reentry issues must be addressed in advance of the
employee's return, including reducing any factors that
might have influenced the employee's substance abuse
(stressors or social pressure, for example). In appropriate
situations, supervisors and possibly even coworkers might
be apprised of the employee's particular needs to ensure
that adequate support is provided during and after reentry.
Such disclosures would, of course, be subject to applicable
confidentiality constraints.

Once the employee has been returned to the work-
place, it is imperative that the employer follow through
with monitoring the employee. Monitoring should not be
perceived as necessarily negative. It behooves both the
employer and the employee to be sensitive to the possibil-
ity of relapse or recurrence; intervention can only occur
promptly if someone is watching for the signs that the

continued on page 15

KnowingYour Role
One of the pitfalls that looms for EA professionals in today's workplace is the
blurring of roles caused primarily by the U.S. Department of Transportation's
new substance abuse professional (SAP) functions.

Previously, EA professionals had clearly defined roles and, in all but the mast
limited cases, they formed a confidential, therapeutic relationship with the
employee. With the assumption of an SAP hat, however, the certified EA
professional (CEAP) enters into a very different relationship, one that is subject
to new constraints and responsibilities. The SAP's first obligation is to the
employer for which the SAP is performing the requisite post-violation
evaluations; no patient-clinician privilege is formed during do SAP evaluation.
(EAPs who are unprepared for the SAP role will not only put the employer at
risk for a regulatory sanction, they may also face personal liability.

Similarly, if a CEAP is going to assume post-reenhy monitoring duties in the
SAP role, the (EAP's responsibility shifts to ensuring compliance, rather than
the usual therapeutic role. Although the CEAP may have intervention
responsibilities, if he or she observes indications that the employee maybe
relapsing, the fEAP's primary obligation is to the employer.

So how does a CEAP protect himself or herself in these new roles? Here are a
few tips:

First, if a CEAP is going to serve as an SAP, it is imperative that he or she
obtain the most current regulations and guides. These include not only
materials published by the Office of the Secretary of the U.S. Department
of Transportation, but also those related to the applicable operating admin-
istratian(s) (for example, the Federal Highway Administration rules for
motor carriers or Federal Aviation Administration regulations for airlines
and related aviation businesses). There are subtle but important differ-
encesbetween these regulations, many of which pertain to the specific
nature of the industry that is being regulated. It is a basic bot sometimes
overlooked tenet: No LEAP should ever attempt to perform a regulatory
function without obtaining, reading, and understanding the governing
regulations.

Second, if a CEAP is going to serve as both EA professional and SAP, the
CEAP should ensure that the employer and employees understand the
differing obligations and relationships. As a general rule of caution, no
CEAP should act as both EA professional and SAP or provide post-reenhy
monitoring for the same employee. The scope and limits of the professional
role that the CEAP will be assuming with respect to a partiwlar
employee should be communicated to the employee, preferably in wrifing.

Third, CEAPs need to be prepared for the ethical and professional dilemmas
that will likely present themselves as they move from one role to another.
An EA professional who is performing posFreentry monitoring, for
example, could be tempted to dismiss an instance of substance use as a
"slip" on the way to recovery, However, if the use violated the terms
under which the employee returned to work, it must be reported to the
employer. A CEAP who is not prepared to accept and resolve these
situations should remain in a purely EA professional role.

Performing multiple roles can broaden the professional expertise of EA profes-
sionals, but it is a challenging task, carrying new risks and responsibilities. An
EA professional who prepares for this challenge will greatly increase the chance
of finding a safe path on the complex journey ahead.
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Reentering the
Workplace

by
Joseph J. Kraus,

CEAP
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ne of the biggest fears a person has "after treat-
ment" is returning to work. "How do I explain
to my co-workers the reasons for my absence?"
"What will they say?" "Does everyone know

where I've been?" and "How I will be treated back on the
job?" These are just some of the questions that worry and
nag at those who are planning to re-enter the workplace
after treatment.

Supervisors and union representatives, on the other
hand, have a different set of questions, such as: "What
should I expect?" "Should I treat them differently than
others?" "Do I need to spend more time keeping tabs on
this one? I don't have time now!" "How will they be
accepted back into the work group? I don't want any
trouble."

Both sets of questions and concerns can be dealt with
successfully in what we call the "return-to-work interview"
One of the requirements in our UAW-General Motors EAP
is to offer a plan for client-centered long-term follow-up to
support an employee's recovery. Midway through the treat-
ment process, the EAP, along with our central diagnostic
and referral agent, will lay the groundwork for this inter-
view, always, of course with the proper signed release forms
and voluntary participation from the client. Voluntary? Yes,
in our system it is always up to the client to accept or reject
a return-to-work interview As a matter of fact, clients can
reject any help from the EAP at anytime.

In my experience, the chances for the long- term suo-
cess of the recovery plan increase when union representa-
tives and supervisors are included in the plan with the
client. After all, the return-to-work interview is another
chance to educate people about treatment and about how
the EAP works. I like to invite the union representative and
the supervisor to the treatment center, for two reasons: 1)
It lessens the stigma of treatment centers being viewed as
"nut houses," which might actually encourage a supervisor
or union representative who has a personal problem to
accept needed help; and 2) it shows the client that he or
she is important to the worksite and that tangible help and
support are available in the workplace from supervisors
and union representatives.

The return-to-work interview is uncomfortable at first
and it is necessary to acknowledge that fact because it
begins to melt away fear and opens the possibility for all to
participate in the discussions. In this interview, treatment
outcomes and recommendations are discussed, as well as
any expectations that are required from the workplace.
Unresolved issues (i.e. contractual days off, safety issues,
etc.) are discussed and settled.

The client is asked by the EAP, "What would you like
each of us to do if we see behavior on the job (e.g. late
arrivals, early outs, use, drops in quality, missed appoint-
ments, etc.) that doesn't support what you started here in
this treatment center?" The client replies with answers spe-
cific to each of the participants. Usually, the client wants
both the union representative and the supervisor to jointly
present the facts about the client's behavior that can be seen



and heard and the effects of that behavior to the client as
soon as possible. This discussion is not meant to alter man-
agement's ability to maintain discipline nor the union's to
exercise its right to process grievances, but to have all par-
ties—the supervisor, union rep, and EAP—exercise their
best efforts toward the objective of earlier identification
and motivation of the employee to accept EAP services. To
conclude the back-to-work interview, the supervisor and
union representative each explains any changes that have
occurred "back at work" and again offer the employee their
support for the use of the EAP.

My return trip from the treatment center is often
upbeat and positive. I need to remember that this might be
the first time that a supervisor or union representative has
been inside a treatment center. They often state that the
treatment center wasn't what they expected (bright, wel-
coming, no bars on the windows!). They usually give me
permission to use them as a resource for other supervisors
or union representatives who might be apprehensive about
participating in a return-to-work interview

Since managed care (or better, managed dollars) has
risen to the fore, the trips to the treatment centers have
become less frequent because of shortened stays, outpa-
tient care, HMOs, etc. The return-to-work interview, how-
ever, has been successfully held in the EAP office. The
format is similar except that the treatment experience is
more difficult to explain without the on-site visit.

If the plant has a resource network, a resource mem-
ber is matched up with the returning client, if the client
agrees. A resource network includes individuals who have
gone through the EAP program and want to be of service
to their peers to support their recovery, either on break or
during lunchtimes. The EAP screens all resource network
members to ensure that each one is working on a program
of growth and recovery. The resource network members
have given the EAP their permission to disclose their
names to a prospective client.

The client has final approval of the assignment of a
resource network member, in case there might have been a
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history of problems between the network member and the
client that the EAP is unaware of. An appropriate match is
vital. Resource members agree to a limited scope of service
and refer back to the EAP any concerns or questions regard-
ing the employee to whom they have been assigned. My goal
has always been to have one resource person per department
per shift. We are not there yet but we have a resource network
of individuals who can address most personal problems, such
as AODA, mental health, divorce, step-parenting, and various
medical problems, to name a few

Follow-up is the key to successful reintegration. The
EAP directly provides or arranges for scheduled appoint-
ments on a weekly basis for the first six weeks and every
other week for the next six weeks to two months. These are
followed by monthly appointments for six months or
longer as indicated by the individual needs, as well as
informal, supportive contacts for as long as indicated. The
UAW-General Motors EAP operates under the watchful
eyes of the UAW-GM Center for Human Resources EAP
staff. This staff developed EAP program standards that were
incorporated by reference into the National Agreement
Document 39 of the Memorandum of Understanding on
the Employee Assistance Program between the UAW and
the General Motors Corporation. Q

Joseph J. Kraus, CEAP, is the UAW EAP representative from UAW Local
438 with Delco Electronics in Milwaukee.. He is also the Southern
Wisconsin EAPA chapter president. He can be reached at 414-768-2465.

SETTING THE STANDARDS FOR
QUALITY CARE

Kaiser Permanente, the nation's leading integrated health service system,
is seeking apart-time Employee Assistance Counselor to cover our
Bellflower and Baldwin Park, CA facilities.

In this position, you will interview, assess and counsel employees with
personal problems, make internaUexteinal referrals, and follow-up/monitor
compliance with treatment. You will also develop and deliver workshops
on common areas of interest, facilitate critical incident stress groups, pro-
vide consultation to managers on human needs and behaviors, provide
support to individuals/groups before, during and after major changes, and
provide management with statistical data on utilization and outcome.
Some travel required.

You must be licensed in California as an LCSW, MFCC or Mental Health
Nurse Practitioner with a Master's degree in Behavioral Science. Prior
internal EAP experience within a large organization required. The abili-
ty to function without direct supervision, and demonstrate strong com-
munication, interpersonal, presentation and conflict resolution skills are
essential. CEAP and/or Addictions Counselor certificate, health care and
critical incident stress debriefing experience preferred.

Please fax your resume to: Dept. Code 46EAP798 at (626) 564-3550 or
call Elizabeth Willems at (800) 331-3976 x3524. AA/EOE.

\III
icasr-~ ~crinni~vc~vrc

California Division

AA/EOE • www.kaiperm.org
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mess or u
Does Your Com an 'sy
Polic Pass the Test?y

by Tamara Cagney, CEAP

n recent years, fitness for duty has become a
euphemism for drug testing in the workplace. EA pro-
fessionals for regulated industries have recognized this
dilemma and have been examining the role of the EAP

in fitness-for-duty determinations, the limits of confiden-
tiality in regulated seteings, and the impact of these pro-
grams on the EAP mission.

Afitness-for-duty policy should be part \
of a system that establishes procedures for
supervisors, coordinates training for supervi-
sors and education for employees, outlines
what a fitness-for-duty evaluation should
entail, clarifies the role of the EAP, and estab-
lishes the limits of confidentiality. Take a look
at your own current policy and see if yours
covers all of these important areas:

Alcohol and other legal drugs. Many fitness-for-duty poli-
cies are being written to include pre-employment testing,
for-cause testing, and, in regulated safety-sensitive areas,
random testing. These policies focus largely on illegal
drugs. They either omit policies for the abuse of legal
drugs and alcohol or leave those areas to the discretion of
employers. EA professionals recognize that the most
abused drug is alcohol. They also know that taking a pre-
scribed drug does not guarantee that the drug is appropri-
ately prescribed, appropriately administered, or that the
employee is abiding by any instructions to avoid operating
equipment or other such warnings.

Mental illness and/or continuing medical problems.
Few policies address the fitness-for-duty issues of mental
illness or medical problems that will interfere on a contin-
uing basis with the employee's ability to work. These
issues are all part of the big picture of fitness for duty. Most
supervisors and many EA professionals limited
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information on how to handle an obviously psychotic
employee. In the absence of a policy, many
employees with these issues will not be referred
to the EAP. In addition, the evaluation, case man-
agement, follow-up, and return-to-work clearances
may be haphazard at best.

An em to ee who is fre uentl absentpy a y
from the job due to a myriad of unrelated
physical complaints and appointments with
doctors is a frustration for the supervisor. In
extreme cases, the employee may be out of
the office for half of the time, leaving the
supervisor feeling that his or her hands are
tied because the employee has a medical
excuse. The fitness-for-duty policy should
offer guidance on this issue.

Safety threats. The role of the EAP in self-referrals that
involve an employee who is an obvious safety threat is an
interesting dilemma that is seldom addressed in existing
company policies. It is a mandated topic for some EAPs,
such as those in the nuclear power industry. Topics to
address include whether there are limits to confidentiality
in safety-related situations, and who is responsible for mak-
ing such decisions.

Access to on-site medical services. In organizations that
do not have on-site medical services, will the EA profes-
sional be the one who sees an employee who needs medical
help? If not, who will the employee turn to for help? Who
will receive results of an employee evaluation, including
drug testing results? What follow-up is expected from the
EAP? Will the EA professional be involved in ongoing mon-
itoring? How will the EAP coordinate with existing medical
operations? What is the EAP's role in training? All of these
questions should be addressed in the company policy.

..~



Fitness-for-duty evaluations. If your EAP is involved in fit-
ness-for-duty determinations, it is imperative that you
establish a trusting work relationship with a psychiatrist and
a physician specializing in occupational medicine. Fitness-
for-duty evaluations are medical determinations and should
not be performed by the EA professional unless he or she is
licensed to do so. EA professionals must coordinate with a
physician, and many of us know how difficult this can be.
Because of a dearth of training in occupational medicine and
guidelines for fitness-for-duty evaluations, physicians with
no experience relating physical or mental health to the
workplace have increasingly been asked to perform these
evaluations. Most physicians have little or no idea of what
an EAP is, much less any understanding of what role an EA
professional plays in afitness-for-duty evaluation. Many
have no concept of workplace realities or liability concerns.
Some work for organizations or HMOs that discourage them
from performing fitness-for-duty evaluations. It is in the EA
professional's best interests to become involved in selecting
and training physicians for this process.

Fitness-for-duty examinations require an objective
assessment of the physical and mental health of employees
in relationship to the requirements and working conditions
of specific jobs. The examination should ensure that
employees are not a hazard to themselves or others. The
proper performance of these evaluations requires a clear
understanding of the types of examinations and their pur-
poses and how to serve and protect the interest of several
parties: the employee, the employer, and the professional
involved in the determination.

In afitness-for-duty evaluation, the professional is
required to render an informed opinion about a person's
health and functional capabilities that will affect the rights
and obligations of the employee as well as the employer.
Fitness-for-duty evaluations affect not only the employee's
ability to remain at work but also have the potential for
impacting public safety and safety in the workplace, in
addition to motivating the employee to seek rehabilitation
for life-threatening addictions and psychological problems.
Increasing social awareness on the part of employees,
supervisors, unions, and employers means that these deter-
minations must be performed with great competence and

Notice ~f Annual
Business Meetir~g

As a member of EAPA, it is your right to make yourself heard.

Come to the Annual Business Meeting at the Annual

Conference in Las Vegas, Nevada, and make your concerns

and ideas known to the Board of Directors. The 1998 Annual

Business Meeting will be held on Thursday, Novemher 12, at

6:00 p.m. in the ballroom of Bally's Hotel. Check your final

program for more information.

objectivity. Emotions are often running high and there are
often multiple agendas to coordinate in the process. EA
professionals serve a vital role by focusing the process on
rehabilitation, not discipline.

Some EA professionals are currently adjusting to regu-
lations that attempt to define their role in the fitness-for-
duty process. These people are being forced to lead the way
for others. We should all take note of their struggles, con-
cerns, and experiences. The information they gather will
enable us to be proactive in defining an EAP's role and help
us retain our original EAP mission. Q

Tamara Cagney, CEAP, is president of
TC Consulting in Pleasanton, California
and is currently chairing the EAPA
Annual Con/erence Program Committee.

,.,
She can be reached at 925-513-4710.

After the Fall
continued froni page 11

employee maybe encountering difficulties. Again, this is an
area where a competent EA professional may be invaluable
in assisting the employer. The EA professional may be able
to participate in the monitoring functions and/or to advise
the employer when questions arise regarding the employee.

As this brief overview indicates, every step an employ-
er takes in dealing with an employee who has engaged in
substance abuse is a possible land mine fraught with com-
plex considerations. Questions of potential liability can be
raised at nearly every point:

• Did the employer take inappropriate action against an
employee?

• Was the action discriminatory?
• Was an employee returned to work unadvisedly?
• Were inadequate post-return controls put in place?
• Was confidentiality breached?
• Did the company fail to respond to indications of relapse?
• Did the employee know what was expected of him or her?

Despite the complexity of the issues, it is possible to
significantly reduce the likelihood that a substance abuse
problem will turn into a nightmare for the employer or for
the employee. Thorough advance preparation, utilization of
resources such as qualified EA professionals, and conscien-
tious implementation of policies should be the guiding prin-
ciples for every employer. There is no guarantee, of course,
that following these principles will prevent disaster, but they
will go far toward making substance abuse just another
workplace issue to address rather than a crisis to endure.

Julie Murdoch is senior associate and director of forensic testing programs
for Bensinger, DuPont and Associates, Inc. in Rockville, MD. She was for-
merlywith the Drug Abatement Division of the Federal Aviation
Administration of the U.S. Department of Transportation. She can be
reached by phone at 301-881-8210,• e-mail: Murdoch) Q aol. com.

July~August 1998 • EAPA EXCHANGE • 15



GHAI~iC ~S AHEAD F'Ol~
SAP I~~CUL,A'T'IOI~IS
An Interview with Mary Bernstein

On June 24, EAPA Legislative and Public Policy Director Sheila
Macdonald and EAPA F~ahange Editor Kay Springer conducted
a special interview with Mary Bernstein, director of the Office of
Drug and Alcohol Policy and Compliance at the U.S. Department
of Transportation (DOI'), regarding the agency's regulations, par-
ticularly those for substance abuse professionals (SAPS).

Q. The alcohol and drug testing rules developed by
the U.S. Department of Transportation (DOT) are
being regarded as highly successful by the business
community and the general public. Do you agree
with this evaluation?

A. I certainly do! DOT has made excellent progress
through this program. DOT strongly supports the pro-
gram and sees it as a strong part of the department's
commitment to safety. Safety at DOT is our "north
star." As director of the Office of Drug and Alcohol
Policy and Compliance, I inherited a program that is
successful because of several factors: 1) the fantastic
staff in this office as well as the alcohol and drug pro-
gram staff in the DOT Operating Administrations, 2)
the wonderful work done by Dr. Donna Smith, a pre-
vious director of this office, and Bob Ashby, our general
counsel.

Q. Have there been any major drug- or alcohol-related
incidents since these rules were introduced?

A. There have been some incidents, but, fortunately,
nothing of the magnitude of the Chevy Chase, Maryland,
train accident or of the New York subway tragedy.

Q. What are some of the lessons learned since the
regulations were written? And what are some of the
problems with the regulations today?

A. As with any program that matures, there are always
issues that will need further interpretation and atten-
tion. In this case, the drug and alcohol testing program
has matured in some ways we did not anticipate. For
example, employers have outsourced their services to
third-party providers to a greater degree than we had
anticipated. Consequently, we are not seeing the level
of internal staff expertise that we had expected to see
in large companies.

Within DOT we have coined the phrase "service
agents" to refer to those who provide services under the
random alcohol and drug testing regulations. It is criti-
cal that all service agents know 49CFR (Code of Federal

16 • EAPA EXCHANGE •July-August 1998

EAPA Legislation and Public Policy Director Sheila Macdonald
(left) and Mary Bernstein, director of DOT's Office of Drug and
Alcohol Policy and Compromise.

Regulations) Part 40 regulations as well as the rules for
the specific modes of transportation they work with.

In addition, the DOT rules need to address certain
issues and procedures more specifically than they did
in the early days. For example, the use of adulterants
by those being tested has increased. At the same time,
we have been seeing a proliferation of information on
adulterated drug tests made available through the
Internet. We are working closely with the U.S.
Department of Health and Human Services (DHHS) Co
develop policies and procedures to address these
issues in the current environment.

Q. Do you anticipate any new testing techniques or
procedures?

A. We participate in several working groups with DHHS
and other federal agencies looking at alternative tech-
niques and procedures. As agencies of the federal gov-
ernment, it is important that we work together.

Q. Occasionally we hear people complain that there
are too few drug testing labs. Do you agree?

A. No. There are more than 70 DHHS-approved labora-
tories. Ithink some people are referring to the fact that
there are now several mega-labs that are drawing some
business away from the smaller labs. The fact is that
the cost of drug testing has gone down since it was
started, and this is a result of this same maturing mar-
ket. Our office has not had complaints in that area.

Q. These drug and alcohol testing regulations have been
in place for several years. Do you think the attention
to these rules has diminished through the years?

,~ ~
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In general, we have been very satisfied with the
responses we have received, particularly from big busi-
nesses. We do think that small businesses need more
attention, and we have been working with Elena Carr,
CEAP, Substance Abuse Program Coordinator at the
U.S. Department of Labor, to provide targeted com-
munications to small- and mid-size businesses. We are
concerned with whether we are reaching owner/oper-
ators and continue to publicize our information, espe-
cially to those modes of transportation where we find
owner/operators, such as truck drivers and marine
personnel.
Is DOT still considering a certification process for
those groups qualified to be SAPS?
At this stage, we are simply looking very carefully at
our own internal processes and how we determine
what groups are qualified to become SAPS. We are con-
tinually getting requests from new groups that want to
be SAPS, so we want to ensure that each group is prop-
erly qualified to perform SAP duties.

Bernstein Addresses
Specific SAPQuestions
Q. May a SAP change a treatment recommendation after

consulting with a treatment provider? And if an employ-
ee is unsatisfied with his or her treatment, is it permis-
sible for that person to consult with another health
professional for a second opinion and then ask the SAP
to change the treatment recommendation?

A. In each case, the SAP is the ultimate decision maker regarding the rec-
ommended treatment. The SAP should consult with the treatment
provider prior to making a treatment recommendation. The SAP is
always free to update that recommendation.

An employee is also free to seek out treatment information, but it
is always up to the SAP to make treatment recommendations, regard-
less of the opinions of any other health care providers.

Q. A qualified CEAP is approached by Company A to serve
as a SAP. This person knows that Company A recently
terminated its relationship with another SAP and that
some employees had either tested positive or had not
yet had their initial interview. What are this new SAP's
responsibilities?

A. Because the employer is ultimately responsible for complying with DOT
regulations, it's up to the employer to reach an agreement with the for-
merand the current SAP regarding the cases already in progress.

Q. If an employee tests positive for illegal drug use but it
is not one of the drugs on DOT's list, can this person still
be fired?

A. Any test that does not fall under the DOT testing program is not con-
sidered aDOT test. Any consequences for this employee would come
from existing policies and procedures of the company as well as from
any other parts of applicable DOT regulations.

Q. In 1996, you issued a Notice of Proposed

Rulemaking and announced that you will issue pro-

posed revised rules for Part 40 in the future. What

can we expect to see in these proposed rules and

when will we see them?

A. Because this agency, like others, has competing priori-

ties for regulatory attention, I cannot say when the

Proposed Rules will be issued. It's my "new" policy to

never say anything absolute about the timetable of the

rulemaking process. When we issued Substance Abuse

Professional Procedures Guidelines for Transportation

Worhplace Drug and Alcohol Testing Programs in 1995,

the DOT very clearly outlined the responsibilities for

SAPs. [See page 9 of Guidelines for an outline of SAP

responsibilities. ]

Q. What specific goals concerning SAPS do you have in

the next round?

A. There are two major actions we are considering in this

next round of rulemaking concerning SAPS:

1. moving the SAP out of the modal rules and into

49CFR Part 40; and

2. taking relevant portions of the existing SAP

Guidelines and incorporating those points into

the rulemaking.

In doing so, we plan to address two of the

major concerns we have about SAPS:

1. that SAPS thoroughly understand Part 40 and the

modal rules; and

2. that SAPS understand their role from the regulato-

ry point of view; some people still have trouble

understanding that long-term case management

[performed by many EA professionals] is not a

part of the SAP function.

Q. Have countries outside the United States expressed

an interest in the changes brought about by the

DOT regulations?

A. Yes, it's true that DOT has had many contacts from

other countries because the DOT system is considered

the "gold standard" when it comes to drug and alcohol

testing. Many countries are observing our work and

considering setting up their own systems patterned

after ours. At this time, many European countries have

an attitude and way of thinking about transportation

safety that was prevalent in the U.S. about 10 years

ago. And we are already seeing an increase in drug test-

ing in South America.

Q. Any final comments?

A. Yes, I want your readers to know that first and fore-

most, this DOT program is about safety, and we con-

sider the substance abuse professional an important

part of our program. Q
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Integrity and Rigor'

by Doug McKibbon, CEAP

ince I assumed the role of the EACC chair nine
months ago, I have used this column in the EAPA
Exchange to reacquaint the Association's members
with the EACC's role in governance of the certi-

fied employee assistance professional (CEAP) credential
(March/April 199$ issue), to update members on the
Commission's initiatives to strengthen the integrity of the
CEAP credential (January/February 1998 issue), and to
promote the growth of the EA profession as a unique occu-
pation—distinct from human resources management, men-
tal health counseling, and other health care professions
(May/June 1998 issue).

I have also devoted space in my column to explaining
the EACC's decision last summer to authorize significant
changes to the recertification requirements for CEAPs,
changes that became effective this past January. While the
majority of CEAPs have welcomed these changes with great
relief, some have expressed concerns that the EACC is "sell-
ing out" the credential, and stepping away from the origi-
nal intent of the CEAP. These concerns need to be
addressed to clear up any confusion there maybe about the
EACC's actions regarding recertification requirements and
to demonstrate the existing support for the steps the EACC
has taken to maintain and strengthen the integrity and rel-
evancy of the CEAP.

Evolution of the CEAP Credential

There are a number of reasons why the EACC changed
the recertification requirements. Before I address them,
however, it bears repeating that the standards rec{uired of
EA professionals to qualify to sit for the CEAP exam and
become certified have never been as rigorous as they are
today. Far from stepping away from the original intent of
the CEAP, the EACC, since its inception in 1986, has con-
tinually raised the bar for CEAP candidates. Whereas the

candidates who sat for the first CEAP exam in 1987 only
had to verify that they were involved in EAP service deliv-
ery, the EACC today requires candidates to have a mini-
mum number of hours of work experience in an EAP
setting. The number of hours required depends upon the
candidate's level of experience and education; however, the
work experience requirement must reflect experience with
both individual and organizational clients gained within a
minimum of two years.

Strengthening Integrity of CEAP
Candidates

While actual EAP experience has become the basis for
qualifying for CEAP candidacy, the EACC also regards con-
tinuing EAP-specific training as a necessity to ensure adher-
ence and compliance with EAP core technology. This
year-1998—is the middle year of a three-year transition
period (begun last year) in which CEAP candidates are
required to participate in EAP-specific professional training
before they can qualify to take the CEAP exam. This train-
ing equates to 40 professional development hours (PDHs)
(or 10 for those who hold a graduate degree). Sixty percent
of the PDHs must be acquired in the areas of EAP
Administration and Service Delivery. The CEAP exam con-
tinues to be weighted in its original format as follows: 60
percent in EAP issues, 20 percent in human resource man-
agement, and 20 percent in clinical issues.

To enhance the professional work and training stan-
dards for certification even further, the EACC, this year,
began requiring CEAP candidates to undergo 24 hours of
CEAP advisement/mentoring to be spread out over a six-
month period. The purpose of this mentoring between a
current CEAP and the candidate is to instill a sense of EAP
professional experience, values, practices, ethics, and atti-
tudes that separate our practice from other professions. The

' The point of view expressed in this discussion represents the author's opinion and does not serve as an approved or official presentation of EACC policy or practice.
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EACC sees this requirement as another means to distin-
guish the CEAP professional from other mental health and
business professionals.

CEAP Reflects Changing Practice

A significant struggle for the EACC and the EAP pro-

fession has been the recognition and inclusion of the diver-
sity of backgrounds that people bring to the EAP field— in
terms of their life experience (i.e., personal recovery for own
addiction or family member's addiction), education, and
professional training. With so many professions, primarily
those in mental and physical health, claiming prominence
as the backbone of the EA profession and influencing its
development, the boundaries between treatmend health
care delivery services and worksite-based programs have
become blurred—ever more so with the emergence of insur-
ance-driven managed behavioral health care.

Hence, the EACC over the past 12 years has taken
steps to'ensure that those providing EAP services must
meet the obligations of afull-functioning EAP, as character-
ized by the core technology. In other words, the true EA
professional must be a CEAP. While we did not use this lan-
guage in 1986/1987 with the same meaning and method-
ology as today, the rationale of the CEAP credential has
remained unchanged. It not only provides initial demon-
stration of meeting the standards of EA practice, but also
shows ongoing commitment to experience-based training
reflective of EAP standards.

Recertification

One of the distinguishing features of the CEAP cre-
dential has been the ability to recertify, either by retaking
the examination or by obtaining PDHs to show ongoing
professional training and adherence to EAP core technolo-
gy. Originally, the CEAP credential was good for five years.
CEAPs who chose to recertify through completion of train-
ing and education were required to accumulate 100 PDHs
(assuming it was possible to earn 20 PDHs in one year—a
typical amount at athree-to-four-day conference). In 1992,
recognizing that afive-year period was too long to maintain
current knowledge, the EACC reduced the recertification
period to three years, with the PDH requirement adjusted
to 60 hours. At that time, CEAPs were still required to earn
60 percent of their PDHs through EAP-specific training
(EACC content areas 3 and 4). The EACC believed that by
requiring CEAPs to participate in EAP-specific training,
they would always meet their professional responsibilities
and maintain compliance with EAP core technology. In
1992, along with changing the recertification period, the
EACC also expanded the list of options by which PDHs can
be earned for recertification. These options include attend-
ing EAP courses, conferences, and EAPA-sponsored train-
ing; completing EAP-related academic courses or
EAPA-sponsored self-study guides; writing exam questions;
providing advisement services as a CEAP; or training col-
leagues outside of one's job responsibilities. Currently, 85

percent of all recertifications are obtained through earning

PDHs, while only 15 percent of CEAFs recertify by sitting
for the exam. This seems to reflect a commitment to the
ongoing evolution of the field and the need for up-to-date
training and education.

Recognizing that EAP professionals today need spe-
cialized training in a variety of areas, not only in EAP prac-
tice, the EACC has removed the strict EAP policy/direct
services requirement for recertification, effective in 1998.
The new requirement for all recertification candidates is to
obtain 60 PDHs over the three-year certification period in
any of the topics outlined in the EACC Content Outline.
PDHs are no longer limited to content areas 3 and 4 only.
As long as the 60 PDHs are obtained witfiin the three-year
certification period, and current training fits within the six
EACC content areas, there are no further restrictions on the
content areas.

Pressures on Recertification
Requirements

There are many reasons for these changes in recertifi-
cation requirements. Over the years, the EACC has consis-
tently received complaints from CEAPs about several
barriers to recertification. These barriers have been identi-
fied through the exit surveys sent to all CEAPs who let their
credential lapse. The most common complaint has been
that the PDH process is complicated and cumbersome.
Individuals cited the frustration at having to obtain content
areas 3 and 4 PDHs, when their new job responsibilities
(and therefore the need for new training) do not encompass
these components of the content outline. Many CEAPs
have other certifications that require ongoing education,
however, the inability to apply such training to the CEAP
renewal has been viewed as rigid, out of step with current
adult-modeled professional training, and irrelevant. Many
professional designations do not require ongoing PDHs or
CEUs, and those that do seldom stipulate that the majority
of the training must be related to a specific area. Most pro-
fessions recognize that their practitioners will assume
responsibility for obtaining training that is relevant to their
ongoing professional development.

Another reason for the change in recertification
requirements is the EACC's concern about the nature of the
training being provided and taken in the name of obtaining
EAP Policy ~ Administration and EAP Direct Services
training (content areas 3 and 4). The most common train-
ing for which PDHs were being submitted are workplace
violence and CISD—not supervisory training, referral mak-
ing for EAPs, core technology elements, policy develop-
ment, EAP standards, etc. While the EACC has always
encouraged chapters and other training providers to offer a
broad range of EAP core technology training, it is not within
its mandate to enforce or dictate the type of training
provided, or that selected by individual CEAPs. Instead,
it is the market that shapes the evolution and delivery of

continued on page 33
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International
News
Ho~ov~i~~ the S~zcv~e~ Civ~cle
i~ tl~e Wov~~pl~zce
by Alan D. Moore, Sr., CEAP

// onoring the Sacred
Circle in the
Workplace" was the
theme of the 2"~

Annual EAPA Native American
Chapter Meeting, held at the Mille
Lacs HoteUCasino in Onamia, Minnesota,
from April 30' to May 2, 1998.

Opening speaker for the confer-
ence was Dr. Louis Gonzales, commis-
sioner of Health and Human Services
for the Mille Lacs Band of Ojibwe.
"EAPs are going to provide our first
steps towards creating healthy families
and healthy communities," said Dr.
Gonzales. He talked about the impor-
tance of protecting the gains that
Native Americans have made, and the
EAP's role in doing so. He also spoke
of the many societal obstacles and pit-
falls that many Native Americans have
had to face in recent years. He stated,
"EAPs must work house-to-house,
employee-by-employee, family-by-
family to take back what we have lost."

EAPA President Don Magruder,
CEAP, and Chief Operating Officer (COO)
Sylvia Straub attended the conference on
behalf of the EAPA Board of Directors.
Magruder set the tone for Day Two of the
conference with his presentation regarding
the history and role of EAPA.

Carol Herrera, CEAP, president of
the Native American Chapter, present-
ed aworkshop entitled "Cultural
Competencies" and provided workshop
participants with the opportunity to
participate in some of her Tribe's cultural
activities throughout the conference.
Other workshops on topics of current
interest included "The U.S. Department
of Transportation's Drug Testing Rules
and Regulations," "Inhalant Awareness,"
"Cultural Competencies," "Traditional
Issues," and "Anishinabe Values and
Belief Systems."

A First for the Women's
Committee

For the first time during a Native
American EAPA chapter conference,
the national EAPA Women's Committee
hosted a luncheon. COO Sylvia Straub
was the guest speaker for the luncheon
as well as for the opening presentation
for the afternoon session of Day Two of
the conference.

Conference attendees included
EAP professionals and managers from
all over the country. Dozens of Tribes
were represented, from as far away as
Washington State and Arizona. Diane

EAPA memher Jon Christensen presented a workshop on
workplace violence.
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(left to right) EAPA C00 Sylvia Straub, EAPA President
Uon Mayruder, and EAPA Native American Chapter
President Carol Herrera.

Attendees representing dozens of Tribes and companies
from across the U.S. are shown here during Day Twa of
the conference.

EAPA C00 Sylvia Straub (far left) waits as EAPA President
Don Magruder responds to a question during the Women's
Luncheon. Seated on the other side of Magruder is Diane
Osceola, who planned, oryanized, and hosted the
conference.

Osceola, associate relations manager
for the Grand Casino Mille Lacs, who
planned, organized, and hosted the
conference, did an outstanding job of
structuring workshops and securing
presentations around the conference.

The Native American Chapter,
which was founded some eight years
ago, was designed to assist Native and
non-Native American organizations and
individuals who want to promote the
efficient design, orientation, and profes-
sionalism of EAPs as part of EAPA. Q



EAPA Tennessee
Chapters
Strengthen EA
Licensing Law

by Ann Evins Doah,
LEAP CEAP, NCACII
First Chair, Tennessee
Board of EA Professions

Since the Tennessee Employee Assis-
tance (EA) Professional Licensure Bill
was signed into law in 1993, EA profes-
sionals have worked diligently to con-
tinue reviewing and correcting the
language of the bill to ensure its intent.
This year, we have finally obtained
mandatory licensing for anyone
providing EA services in the state of
Tennessee. The new language states
that any EA provider must be licensed
by the Tennessee Board of EA
Professionals or the Health Related
Boards of the state of Tennessee in
order to provide services within the
scope of their practice. Certified
Employee Assistance Professionals
(CEAPs) can become licensed by com-
pleting application requirements and
being "grandfathered in" or by entering
the internship program developed by
the Tennessee Board. Due to changes in
the law, any EA or managed care orga-
nization not located in the state of
Tennessee, but providing EA services
through an 800 number, must have
assessment, referral, and limited coun-
seling services provided through a pro-
fessional licensed by the state of
Tennessee. Otherwise, the organization
is in violation of the law.

These changes will enable EA profes-
sionals to ensure the quality of EA ser-
vices provided to employees and will
ensure that EA providers are qualified
referral resources. A list of licensed EA
professionals (LEAPs) may be obtained
through the Employee Assistance or
Health Related Boards in Nashville,
Tennessee. Many thanks to the East,
West, and Middle Tennessee Chapter
members for their hard work, influence,
input, and continued support of this bill
from its inception through the most
recent amendments.

else at this
treatment
center ~ . ?
Drugs and alcohol are
the first problem .... The neact
problem is finding a treatment
center where your clients can
safely be themselves and talk
about the things they need to.

Fortunately, Pride Insfilute,
the nation's leader in providing
addiction lreahnent for the gay,
lesbian, bise~al and iransgender
communities, now has

~ t .~~'~ programs nationally.

~ PRIDE
INSTITUTE
800-54-PRIDE
Most insurance plans cover our programs.

Blair $eke r~ p esents...

Fundamentals of
Employee Assistance Programs

A stimulating two day training program that provides
• a thorough introduction to the EAP profession
• an excellent review for Employee Assistance Professional Certification

Plus, the latest information on
• EAP trends and service delivery models
• the six certification content areas
• practical tips to improve your EAP

I31air &Burke offers workplace focused
cons~dring serv;ces

• For employers - program design,
service integration, and evaluation
• For vendors - produce development,
growth planning, operations review

Seattle -April 23-24
Houston -April 30-May 1
London - May ?-8
Denver - September 24-25

Detroit - October 6-7

(14 PDHs approved)

For registration information or questions about bringing the "Fundamentals" class to
your organization, call Brenda Blair at (409)693-7268, e-mail bblair@txcyber.com or
John Burke at (910)328-0978, e-mail jjbceap@aol.com.
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AUTHOR &SUBJECT INDEXES

The following includes the names of
individuals who either authored arti-
cles, were interviewed, or were other-
wise prominently featured in the EAPA
Exchange:

Penny Abbott
"The Interface Between Human
Resource and Business Objectives and
Employee Assistance and
Development Practices," p. 41,
September/October 199 7.

Patrice Alexander, Ph.D., CEAP
"North Carolina Establishes Employee
Assistance Professionals Board," p. 18,
November/December 1997.

Steve Alper, Ph.D., CEAP
"Providing EAP Services to Welfare
Recipients," p. 15, July/August 1997

Barbara Armstrong
"Providing EAP Services to Welfare
Recipients," p. 15, July/August 1997

Thomas S. Baker, CEAP
"Microscopes and Poetry," p. 22,
Sep tember/October 1997.

Joel Blaylock
"Diversity Training: Managed Care
Luxury," p. 33, September/
October1997.

Kris Bronson, Ph.D.
"Working Together...What You Don't
Know May Hurt You," p. 18,
July/August 1997.

Tamara Cagney, CEAP
"Necessity: Still the Mother of
Invention," p. 2, March/April 1998;
"Defining the EA Profession: EAPA
and Health Care—Managed Care
Laws," p. 10, March/April 1998; "A
Message from the 1998 EAPA Annual
Conference Chair," p. 8, May/June 1998.
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Patrick Carnes, Ph.D.
"It's None of Our Business...," p. 14,
January/February 1998.

Elena Brown Carr, CEAP
"Step Up to a New Approach," p. 17,
July/August 1997; "Managed Care: A
Partnership for Better Health," p. 2,
September/October 1997.

Marianne T. Carroll, CSW, CAC
"Healthy People Make Healthy
Businesses," p. 20, July/August 1997.

Jeffrey P. Christie, ACSW, CSW, CEAP
"Performance Guarantees, Be Clear on
Your Managed Care Expectations," p.
18, September/October1997.

David L. Coles, CEAP
"Performance Guarantees, Be Clear on
Your Managed Care Expectations," p.
18, September/October1997.

Philip W. Cook
"Abused Men: The Hidden Side of
Domestic Violence," p. 20, May/June
1998.

Cary L. Cooper
"Painting a Picture for Future Growth,
An Evaluation of EAPs in the United
Kingdom," (Part 2), p. 26, July/August
1997.

Richard Paul Csiernik, Ph.D., CSW
"A Profile of Canadian Employee
Assistance Programs," p. 1, Employee
Assistance Research Supplement, Vol. 2,
No. 1, May/June 1998.

Tim Cuthell
"U.K. Audit and Evaluation Guidelines
for EAPs Now Available," p. 28,
May/June 1998.

Sally Davis, CEAP
"To Live and Work in Las Vegas,"
p. 11, May/June 1998.

,~;

Greg DeLapp, CEAP
"Can Employee Referrals to EAPs
Trigger Discrimination Lawsuits?", p.
10, November/December 1997.

Charette A. Dersch, MS
"EAP Outcome Research Made
Simple," p.12, May/June 1998.

James F. Devine, CSW, CASAC, CEAP
"40 Years of Virtue and Counting," p.
32, May/June 1998.

Caroline Eick, M.A.
"The Core Addictions: The Roots of
Addictive Behavior," p. 10,
January/February 1998.

Lynn Elliott-Harding, R.N., CEAP
"The Food Frenzy: Why Willpower
Doesn't Work," p. 12,
January/February 1998.

Dan Feerst, LICSW, CEAP
"Long-Term Survival, the Core
Technology, and You," p. 16,
March/April 1998.

Roman Frankel, CEAP
"Should Ethnic and Cultural
Committees Embrace only Minority
Issues?", p. 36, March/April 1998.

Joe Gentile
"State Drug-Free Workplace Laws Can
Open Doors for EAPs," p. 20,
November/December 1997.

Dodie Gill, LPC, CAC, CCS, CEAP
"Long-Term Survival, the Core
Technology, and You," p. 16,
March/April 1998.

Mary Ellen Gornick
"Work/Life and EAP: Where Is the
Link?", p. 12, July/August 1997.

Fred D. Hafer
"The Cost of Doing Nothing," p. 16,
January/February 1998.



Karen Hagen, CEAP Molly Katko Eugene Messinger, ACSW, SAP
"North Central Region Unites to Help "Balancing Work/Family "EAPs Can Help Maximize Talents of
Flood Victims," p. 20, March/April Responsibilities: The UAW-GM the 21st Centtuy Worlc Force," p. 30.
1998. Approach," p. 22, July/August 1997. November/December 1997.

Kirk C. Harlow, Dr. P.H.
"Perceptions of Supervisors and
Managers of an Internal Employee
Assistance Program," p. 5, Employee
Assistance Research Supplement, Vol. 1,
No. 2, November/December 1997;
"Statistical Concepts Every EA
Professional Should Know," p. 18,
May/June 1998.

Steven M. Harris, Ph.D
"Validating the EAP Philosophy:
Listening to Satisfaction Surveys," p.
2, Employee Assistance Research
Supplement, Vol. 1, No. 2,
November/December 1997; "EAP
Outcome Research Made Simple,"
p.12, May/June 1998.

Edward E Herpel
"Improving the Quality of Internal
EAP Managed Behavioral Care," p. 16,
September/Octoberl997.

Philip A. Hess, MS, LCSW, LMFT,
CEAP, MAC
"We Hear You," p. 30, May/June 1998

Carolyn Highley-Marchington
"Painting a Picture for Future Growth,
An Evaluation of EAPs in [he UniCed
Kingdom," (Part 2), p. 26, July/August
1997.

John Hook, CEAP
"Minutes of the Board of Directors
Meeting, April 17-19, 1998," p. 42,
May/June 1998.

Richard Hopkins
"Britannic Chapter Members Share
Views on 26th EAPA Annual
Conference," p. 41, January/February
1998.

Robert A. Horning, CEAP
"Another Loolc at [he Internal EAP
from the Ranks of Labor," p. 38,
January/February 1998.

Paul Hufnagel, CEAP
"The Long and Worthwhile Road to
EA Licensure,° p. 38, March/April
1998.

Robert Kovalesky, MFCC, CEAP
"Impact of the Mental Health Parity
AcC on EAPs," p. 31,
September/Octoberl997.

Joe Kraus, CEAP
"A Good Sense of Direction.," p. 2,
July/August 1997.

Sheila Macdonald
"EAPA Public Policy 1998 Conference
Dates Set," p. 34, July/August 1997;
"Additional Definitions and
Examples," p. 29, September/October
1997; "New Aeeention for Workplace
Mental Health," p. 32, SepCember/
October 1997; "State Drug-Free
Workplace Laws Can Open Doors for
EAPs," p. 20, November/December
1997; "Clarifying the EAP-Health Care
Law Connection," p. 12, March/April
1998

Don Magruder, CEAP
"Hats Off to EAPA Committees," p. 4,
July/August 1997; "Working Together,
EAPA Members Make a Difference," p.
4, September/October 1997; "An
Ending and a Beginning", p. 4,
November/December 1997; "Step 2:
Working Side by Side," p. 4,
January/February 1998; "Step 3:
Mission Possible," p. 4, March/April
1998; "SCep 4: Working to Benefit the
EAP Field," p. 4, May/June 1998.

Sally E. Mann
"Industry Standards Needed for EAP
Utilization Rates," p. 14, May/June
1998.

Ted Mapes, CAC, CEAP, NCAC II
"Labor Meets in Las Vegas," p. 38,
November/December 1997.

Doug McKibbon, CEAP
"Strengthening the Integrity of the
CEAP Credential," p. 40,
January/February 1998;"Governance
of the CEAP: The EACC," p. 35,
March/April 1998; "Staffing EAPs—
The CEAP Is the Cornerstone for
Effective Programs," p. 33, May/June
1998.

Jerry Migchelbrink, CEAP
"The Benefies of a JoinC
CompanyNnion Employee Assistance
Program," p. 34, March/April 1998:

Edie Milligan, CFP, CLU, AFC
"Financial Problems: Substance Abuse
of a Different Color," p. 26,
November/December 1997.

Mary Murck
"Chicago Conference Pu[s Spotlight on
Behavioral Risk Management," p. 23,
SepCember/October1997.

Nancy Myers, CEAP
"Report from Nebraska. Applying the
MenCal Health Praceitioners Law eo EA
Professionals," p. 18, March/April
1998.

Naomi Naierman
"Hospice, An Untapped Resource for
EAPs," p. 28, July/August 1997.

Michelle Overstreet
"How to Take Charge of Change," p.
8, November/December 1997.

Stewart Paul, CSW, CSAC, NCACI
"Let's Hear It for the Unions!", p. 36,
July/August 1997.

Steven Posen, CEAP
"Can You Spare Some Advice?", p. 40,
July/August 1997; "From the EACC
Chair," p. 38, September/
Octoberl997; "Changes Coming co
CEAP Requirements and Fees," p. 40,
November/December 1997.

Carol M. Schubeck, LCSW,
CEAP, CAS
"An International Corporation's
Natural Resource: The Expatriate," p.
36, November/December 1997.

Crystal Haymen Simms
"EAPs vs. ROI: Have We Measured
Enough?", p. 2, May/June 1998.

Roy Sonovick, CEAP
"Why Seek State Licensure of EA
Professionals?", p. 25,
November/December 1997.

JulyAugus11998 • EAPA EXCHANGE • 13



Sylvia Straub
"Member Service-Giving You the
Best," p. 6, July/August 1997; "You'll
See the Best in Baltimore-1997," p. 6,
September/October1997; "It's Been a
Good Year...and Next Year Will Be
Even Better," p. 6,
November/December 1997; "A Strong
Foundation for 1998," p. 6,
January/February 1998; "EAPA Staff
Working on Your Behalf at
Headquarters," p. 6, March/April
1998; "EAPs-East, West, and Down
Under," p. 6, May/June 1998.

Karla Swift
"Balancing Work/Family
Responsibilities: The UAW-GM
Approach," p. 22, July/August 1997

Addiction/Addictive Behavior
"The Core Addictions: The Roots of
Addictive Behavior," by'Caroline Eick,
M.A., p. 10, January/February 1998;
"The Food Frenzy: Why Willpower
Doesn't Work," by Lynn Elliott-
Harding, R.N., CEAP, p. 12,
January/February 1998; "It's None of
Our Business,..," by Patrick Carnes,
Ph.D., p. 14, January/February 1998;
"The Cost of Doing Nothing," by Fred
D. Hafer, p. 16, January/February 1998.

Americans with Disabilities Act (ADA)
"EEOC Guidelines on the ADA and
Protection of Individuals with
Psychiatric Disabilities in the
Workplace," by Sandra Turner, CEAP,
p. 28, September/Octoberl997;
"Additional Definitions and
Examples," by Sheila Macdonald, p.
29, September/October1997; "Can
Employee Referrals to EAPs Trigger
Discrimination Lawsuits?", by Greg
DeLapp, CEAP, p. 10, November/
December 1997; "Fact Sheet on The
Americans With Disabilities Act and
Employer Referrals to the Employee
Assistance Program," by the Employee
Assistance Professionals Association, p.
12, November/December 1997.

Certification
"Can You Spare Some Advice?", by
Steven Posen, CEAP, p. 40,
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Sam Todaro, CEAP
"The MAP Approach: Bringing the
Best to Everyone," p. 36,
September/October 199 7.

Johanna Turner
"Hospice, An Untapped Resource for
EAPs," p. 28, July/August 1997.

Sandra Turner, CEAP
"EEOC Guidelines on the ADA and
Protection of Individuals with
Psychiatric Disabilities in the
Workplace," p. 28, September/
October1997; "Devoted to Providing
Challenging Institutes at ̀ 98
Conference," p. 9, May/June 1998.

Beverly Younger Urban, LCSW, CEAP
"Employers Take Action to End
Domestic Violence," p. 30, July/August
1997.

July/August 1997; "Do MCOs Really
Care About Your Specialty
Certification?", reprinted from the July
1997 issue of Psychotherapy Finances,
p. 20, September/October 1997;
"From the EACC Chair," by Steven
Posen, CEAP, p. 38, September/
October 1997; "Changes Coming to
CEAP Requirements and Fees," by
Steven Posen, CEAP, p. 40,
November/December 1997;
"Strengthening the Integrity of the
CEAP Credential," by Doug
McKibbon, CEAP, p. 40,
January/February 1998; "Governance
of the CEAP: The EACC," by Doug
McKibbon, CEAP, p. 35, March/April
1998; "Staffing EAPs-The CEAP Is
the Cornerstone for Effective
Programs," by Doug McKibbon,
CEAP, p. 33, May/June 1998.

Core Technology
"Definitions of EAPs and Core
Technology," p. 12,
September/October1997; "Definitions
of the Employee Assistance
Profession," p. 14, March/April 1998;
"Long-Term Survival, the Core
Technology, and You," by Dan Feerst,
LICSW, CEAP, and Dodie Gill, LPC,
CAC, CCS, CEAP, p. 16, March/April
1998.

Cultural Diversity
"Diversity Training: Managed Care
Luxury," by Joel Blaylock, p. 33,
September/October1997; "Should

Janice C. Warner, LCSW, CEAP
"Members of Biracial Families: A
Growing Presence in the Workplace,"
p. 38, May/June 1998.

Paul Wellstone (D-MN), U.S. Senate
"The Fight for Substance Abuse
Parity," p. 16, November/December
1997.

James Wrich
"Holding Your MCO Accountable," p.
13, September/October1997;
"Legislation and Public Policy-
The Doors to Our EAP Future," p. 2,
November/December 1997; "The
Many Faces of Addiction," p. 2,
January/February 1998;

Ethnic and Cultural Committees
Embrace only Minority Issues?" by
Roman Frankel, CEAP, p. 36, March/
April 1998; "Members of Biracial
Families: A Growing Presence in the
Workplace," by Janice C. Warner,
LCSW, CEAP, p. 38, May/June 1998.

Depression
"EAPA Members Hail Telephone
Depression Screening," p. 21,
September/October1997; "EAPA
Participates in the Campaign on
Clinical Depression Training
Conference," p. 28, March/April 1998.

Domestic Violence
"Employers Take Action to End
Domestic Violence," by Beverly
Younger Urban, LCSW, CEAP, p. 30,
July/August 1997; "Abused Men: The
Hidden Side of Domestic Violence,"
by Philip W. Cook, p. 20, May/June
1998.

Drug-Free Workplace
"State Drug-Free Workplace Laws Can
Open Doors for EAPs," by Sheila
Macdonald and Joe Gentile, p. 20,
November/December 1997.

EA Profession
"An Ending and a Beginning", by Don
Magruder, CEAP, p. 4,
November/December 1997; "EAPs Can
Help Maximize Talents of the 21st
Century Work Force," by Eugene
Messinger, ACSW, SAP, p. 30,



November/December 1997; "Step 2:
Working Side by Side," by Don
Magruder, CEAP, p. 4, January/
February 1998; "Seep 3: Mission
Possible," by Don Magruder, CEAP, p.
4, March/April 1998; "Defining the EA
Profession: EAPA and Health Care-
Managed Care Laws," by Tamara
Cagney, CEAP, p. 10, March/April
1998; "Definitions of the Employee
Assistance Profession," p. 14,
March/April 1998; "Report from
Nebraska. Applying the Mental Health
Practitioners Law to EA Professionals,"
by Nancy Myers, CEAP, p. 18,
March/April 1998; "Step 4: Working

to Benefit the EAP Field," by Don
Magruder, CEAP, p. 4, May/June 1998.

EAP Statistics
"S[atistiCal Concepts Every EA
Professional Should Know," by Kirlc C.
Harlow, Dr. P.H., p. 18, May/June 1998.

EAP Utilization Rates
"Industry Standards Needed for EAP
Utilization Rates," by Sally E. Mann,
p. 14, May/June 1998.

EAPA Annual Conference
"Mee[ Your Host Chapter Committee
for the 1997 EAPA Annual
Conference," p. 10, July/August 1997;
"How to Take Charge of Change," by
Michelle Overstreet, p. 8,
November/December 1997; "Baltimore
1997 Pictures," p. 26,
January/February 1998; "A Message
from the 1998 EAPA Annual
Conference Chair," by Tamara
Cagney, CEAP, p. 8, May/June 1998;
"Devoted to Providing Challenging
Institutes at ̀ 98 Conference," by
Sandra Turner, CEAP, p. 9, May/June
1998; "To Live and Recover in Las
Uegas,° p. 10, May/June 1998; "To
Live and Worlc in Las Vegas," by Sally
Davis, CEAP, p. 1l, May/June 1998.

EAPA Board Minutes
"Board of Directors Meeting,
November 18, 1997," p. 30,
March/April 1998; "Minutes of the
Board of Directors Meeting, April 17-

19> 1998," by John Hook, CEAP, p.

42, May/June 1998.

EAPA Chapters/Membership
"Member Service-Giving You the

Best,° by Sylvia Straub, p. 6,

July/August 1997; "EAPA Chesapeake

Chapter Members Build Bridges to the
Workplace of the Fu[ure," p. 9,
July/August 1997; "Working Together,
LAPA Members Make a Difference," by
Don Magruder, CEAP, p. 4,
September/October• 1997; "Report
from Nebraska. Applying ehe Mental
Health Practitioners Law to EA
Professionals," by Nancy Myers,
CEAP, p. 18, March/April 1998;
"North General Region Unites to Help
Flood Victims," by Karen Hagen,
CEAP, p. 20, March/April 1998;
"LAPs-Ease, Wes[, and Down. Under,"
by Sylvia Straub, p. 6, May/June 1998.

EAPA Committees
"Hats Off to EAPA Committees,"
by Don Magruder, CEAP, p. 4,
July/August 1997.

EAPA Finances/Operations
"You'll See [he Best in Baleimore-
1997," by Sylvia Straub, p. 6,
September/Octoberl997; "It's Been a
Good Year...and Next Year Will Be
Even Better," by Sylvia Straub, p. 6,
November/December 1997; "A Strong
Foundation for 1998," by Sylvia
Straub, p. 6, January/February 1998;
"EAPA SCaff Working on Your Behalf at

Headquarters," by Sylvia Straub, p. 6,
March/April 1998.

EAPA Financial Statements
"Employee Assistance Professionals
Association, Inc. Audited Financial
Statemenes, Year Lnded June 30, 1997
and 1996," p. 22, January/February
1998.

Eldercare
"Hospice, An Untapped Resource for
EAPs," by Naomi Naierman and
Johanna Tiu~ner, p. 28, July/August
1997.

Ethics
"EAPA Code of ethics," p. 8,
September/Octoberl997.

External EAPs
"We Hear You," by Philip A. Hess, MS,
LCSW, LMFT, CEAP, MAC, p. 30,
May/June 1998.

Federal Regulations
"Clarifying the EAP-Hea1Ch Care Law
Connection," Uy Sheila Macdonald, p

12, March/April 1998.

Financial Problems

"Financial Problems: Substance Abuse

of a Differene Color," by Edie Milligan,

CFP, CLU, ATC, p. 26,
November/December 1997.

Front Desk

"A Good Sense of Direction," by Joe

Kraus, CEAP, p. 2, July/August 1997;
"Managed Care: A Partnership For
Better Health," by Mena Brown Carr,
p. 2, September/Octoberl997;
"Legislation and Public Policy-The
Doors to Our LAP Future," by Jim
Wrich, p. 2, November/December
1997; "The Many Faces of Addicti.on,"
by Jim Wrich, p. 2, January/Februai~y
1998; "Necessity: Still the Mother of
InvenCion," by Tamara Cagney, CEAP,
p. 2, March/April 1998; "LAPS vs. ROI:
Have We Measured Enough?", by
Crystal Haymen Simms, p. 2, May/June
1998.

International
"Painting a Picture for Future Growth,
An Evaluation of EAPs in the United

Kingdom," (Part 2), by Carolyn
Highley-Marchington and Cary L.
Cooper, p. 26, July/August 1997; "The
Interface Between Human Resource
and Business Objectives and Employee
Assistance and Development
Practices," by PennyAbbote,p.41,
September/October1997; "An
International Corporation's Natural
Resource: The Expatriate," by Carol M.
Schubeck, LCSW, CEAP, CAS, p. 36,
November/December 1997; "BritamZic
ChapCer Members Share Views on
26th LAPA Annual Conference," by
Richard Hopkins, p. 41,
January/February 1998; "U.K. Audit
and Evaluation Guidelines for LAPs
Now Available," by Tim Cuthell, p.

28, May/June 1998.

Labor
"Let's Hear It for the Unions!", by
Stewart Paul, CSW, CSAC, NCACI, p.
36, July/August 1997; "The MAP

Approach: Bringing the Bes[ to
Everyone," by Sam Todaro, CEAP, p.
36, September/October 1997; "Labor
Meets in Las Vegas," by Ted Mapes,
CAC, CEAP, NCAC II, p. 38,
November/December 1997; "Another
Loolc at the Internal EAP from the
Ranks of Labor," by Robert A.
Horning, MSW, LSW, CCDC I, CEAP,
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p. 38, January/February 1998; "The
Benefits of a Joint Company/Union
Employee Assistance Program," by
Jerry Migchelbrinlc, CEAP, p. 34,
March/April 1998; "40 Years of Vireue
and Counting," by James F. Devine,
CSW, CASAC, CEAP, p. 32, May/June
1998.

Letter to the Editor
From Judith Cohare, p. 22,
March/April 1998.

Licensure
"North Carolina Establishes Employee
Assistance Professionals Board," by
Patrice Alexander, Ph.D., CLAP, p. 18,
November/December 1997; "Why
Seek State Licensure of EA
Professionals?", by Roy Sonovicic,
CEAP, p. 25, November/December
1997; "Report from Nebraska.
Applying the Mental Health
Practitioners Law to EA Professionals,"
by Nancy Myers, CEAP, p. 18,
March/April 1998; "The Long and
Worthwhile Road to EA Licensure,"
by Paul Hufnagel, CEAP, p. 38,
Marcl~/Apri1 1998.

Managed Care
"Holding Your MCO Accountable," by
James Wrich, p. 13,
September/Oceober 1997; "Improving
the Quality of Internal EAP Managed
Behavioral Care," by Edward P.
Herpel, p. 16, September/October
1997; "Performance Guarantees, Be
Clear on Your Managed Care
Expeceations," by David L. Coles,
CEAP, and Jeffrey P. Christie, ACSW,
CSW, CEAP, p. 18,
September/October1997;
"Microscopes and Poeery," by Thomas
S., Baker, CEAP, p. 22,
September/October 1997.

Mental Health
"Impact of the Mental Health Parity
Act on EAPs," by Robert Kovalesky,
MFCC, CEAP, p. 31,
September/October1997; "New
Attention for Workplace Mental
Health," by Sheila Macdonald, p. 32,
September/October1997.

Public Policy
"EAPA Public Policy 1998 Conference
Dates Set," by Sheila Macdonald, p.

AdCare Hospital
is a comprehensive medical facility

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

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

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

Support Groups and
Community Service Programs.

AdCare Hospital
of Worcester, Inc.

107 Lincoln St., Worcester, MA 01605

1-S00-ALCOHOL
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34, July/August 1997; "E~OC
Guidelines on [he ADA and ProlecCion
of Izzdividuals with Psychiatric
Disabilities in the Workplace," by
Sandra Tilrner, CEAP, p. 28,
September/October 1997; "Additional
Definitions and Examples," by Sheila
Macdonald, p. 29,
September/Octoberl997; "New
Attention for Workplace Mensal
Health," by Sheila Macdonald, p. 32,
September/October 1997; "Why Seek
Slate Licensure of ~A Professionals?",
by Roy Sonovicic, CEAP, p. 25,
November/December 1997;
"Clarifying the EAP-Health Care Law
Conneceion," by Sheila Macdonald, p.
12, March/April 1998; "The Long and
Worehwhile Road to EA Licensure,"
by Paul Hufnagel, CEAP, p. 38,
March/April 1998; "EAPA Members
March to Capitol Hill," p. 34,
May/June 1998.

Quality Improvement
"Improving the Quality of Internal
EAP Managed Behavioral Care,"
by Edward P. Herpes, p. 16,
September/Oceober 1997.

Alcohol &Drug
Problems?

Do you or a someone
you care about need help?

Call Father Martin's Ashley
24 Hour Help Line

800-799-4673
JCAHO Approved

Covered by Most Insurance Plans
Primary, Relapse Prevention,
and Family Programs Available

Just Published "ONE STEP MORE"
the Life and Work of Father Joseph C. Martin, S.S.

Get your autographed 1" edition.

To Order or For More Information

Call 800-799-4673 ext 248

Visit us at www.fathermartinsashley.com

800 Tydings Lane
Havre de Grace, Maryland 21078



Research
"Validating the EAP Philosophy:
LisCening to Satisfaction Surveys,"
by Steven M. Harris, Ph.D., p. 2,
Employee Assistance Research
Supplement, Uol. 1, No. 2,
November/December 1997;
"Perceptions of Supervisors and
Managers of an Internal Employee
Assiseance Program," by Kirlc C.
Harlow, Dr. P.H., p. 5, Employee
Assistance Research SupplemenC, VoL 1,
No. 2, November/December 1997;
"EAP Outcome Research Made
Simple," by Steven M. Harris, Ph.D.,
and Charet[e A. Dorsch, MS, p.12,
May/June 1998; "Statistical Concepts
Every EA Professional Should Know,"
by Kirk C. Harlow, Dr. P.H., p. 18,
May/June 1998; "A Profile of Canadian
Employee Assistance Programs," by
Richard Paul Csiernilc, Ph.D., CSW, p.
1, Employee Assistance Research
Supplement, Uol. 2, No. 1, May/June
1998.

Rislc Management
"Chicago Conference Pu[s Spotlight on
Behavioral Risk Management,"
by Mary Murcic, p. 23,
SepCember/October 1997.

Special Reports
"Do MCOs Really Care About Your
Specialty Certification?", reprinted
from the July 1997 issue of
Psychotherapy Finances, p. 20,
Sepeeinber/October 1997.

Substance Abuse
"The Fight for Substance Abuse
Parity," by Paul Wellstone (D-MN),"
U.S. Senate, p. 16,
November/December 1997; "The Cost
of Doing Nothing," by Fred D. Hafer,
p. 16, January/February 1998;
"SAMHSA Survey Proves Lower Drug
Rates Associated with Companies with
EAPs," p. 29, January/February 1998;
"Hodge Represents EAPA at National
Academy of Science Meeting," p. 28,
March/April 1998.

EAP ~c~R~wu~r

Welfare
"Providing EAP Services [o Welfare
Recipients," by Steve Alper, Ph.D.,
CEAP, and Barbara Armstrong, p. 15.
July/August 1997; "Step Up to a New
Approach," by Elena Carr, CEAP, p.
17, July/August 1997.

Worl~/Family Issues
"Work/Life and EAP: Where Is the
Linlc?", by Mary Ellen Gornick, p. 12,
July/August 1997; ̀Balancing
Work/Family Responsibilities: The
UAW-GM Approach," by Karla Swift
and Molly Katko, p. 22, July/August
1997.

Workplace
"Working Together...Wha[ You Done
Know May Hure You," by Kris
Bronson, Ph.D., p. 18, July/August
1997; "Healthy People Malee Healthy
Businesses," by Marianne T. Carroll, p.
20, July/August 1997; "EAPs Can Help
Maximize Talents of the 21st Century
Work Force," by Eugene Messinger,
ACSW, SAP, p. 30, November/
December 1997.

TopD~'aw~t' for ~vinaowts

Here's a case management system Medcomp's new and enhanced TopDrawer for Windows is now

tll1t fP@eS ~/OU fP0~11 the CII'UCIg@P)/ avai~able for ~nterna~ EAP's and External EAP's. TopDrawer for

and repetition of paperwork.
Windows is designed to meet the needs of smaller External EAP's
and smaller or distributed Internal EAP's.

EAP Caseware allows you to prepare client records, develop
referral resource lists, compile case and clinical notes, track
outcomes and non-client services, and prepare EAP and
management reports. In short, EAP Caseware handles almost
all of your administrative problems, freeing you for more creative
work.

TopDrawer provides for the entry of client, employee, job, referral
and contacUsession information. It tracks non-client activities such
as, workshops, training, orientations, interventions, etc. It maintains
a referral database with detailed search capabilities. A powerful
new search feature is available for accessing Clients, plus an
extensive criteria selection feature for generating reports.

Medcomp's EAP Caseware systems, Caseware and Caseware TopDrawer is inexpensive, easy to learn, and easy to use.
Plus, are designed for mid to large internal and external EAP's.
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Public
Poli~Y
EAl'A's Pv~o~zctzve Public PolzcyA~e~~~
by Sheila Macdonald, Director, Legislation and Public Policy

he employee assistance (EA)
profession can be proud of
the time and effort its profes-
sionals have devoted to major

national, state, and legal policy issues
over the past four years. The ground
work has been laid and the Board posi-
tions taken so that EAPA and its chap-
ters can mo~lnt proactive initiatives at
federal and state levels of government,
and in the courts. The issues of focus
will define the profession, protect mar-
ket niche, and expand market opportu-
nities.

EAPs and Health Laws:
EAPA Meets with
Government Officials

The March-April 1998 issue of the
EAPA Exchange contains three articles
on the EA profession's new position
along with a chart entitled "How EAP
Functions/Services and Health
Care/Managed Care Laws Relate." In
essence, the profession has taken the
stand that EAPs that offer core tech-
nology functions and related core ser-
vices—not clinical treatments or
services for third-part} managed care
companies—are not providing health
care (HC) or managed care (MC) ser-
vices and therefore probably do not
fall under the definitions in ERISA,
COBRA, the Health Insurance
Portability and Accountability Act
(HIPAA), and the Mental Health Parity
Act (MHPA).

Baltimore Meeting. With this position
in hand, EAPA met April 22 with two
government agencies that administer
and enforce HC/MC laws —the
Internal Revenue Service of the U.S.
Treasury, and the Health Care
Financing Administration of the U.S.
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Department of Health and Human
Services. The purpose of the meeting
was to begin discussions about
whether some, most, or all EAPs—
especially those that do not provide
clinical services and/or are not part of
managed care systems—should be
exempt from coverage from the four
HC/MC laws. Government officials
gave high praise to EAPAs chart and
agreed that substantial issues had been
raised. They recommended a follow-
up meeting with the Pension and
Welfare Benefits Administration
(PWBA) of the U.S. Department of
Labor (DOL). PWBA is the agency
with primary responsibility for inter-
preting definitions under ERISA.
ERISA definitions are the key to cover-
age interpretations for COBRA,
HIPAA, and MHPA.

PWBA Meeting. A second meeting took
place June 10 at DOL headquarters in
Washington, D.C. The meeting
between five representatives from the
EA profession and eight government
officials was informal; no decisions
were made. However, the head of
DOL's Health Task Force had come
prepared and outlined several ways in
which EAPA might address its issues.
As a first step, he suggested that EAPA
look at the possibility of seeking spe-
cific waivers for those categories of
EAPs that might be covered under
HIPAA and COBRA. He further indi-
cated EAPA could raise issues regard-
ing EAPs and their relation to ERISA
definitions but that that would take
more time and be a more complex
process. There was general consensus
that the MHPA would not apply to
EAPs, unless they were already part of
an insurance-covered mental health

care plan or offered insurance-covered
clinical treatment.

Outcome. The meetings succeeded in
bringing the EA profession's issues to
the attention of regulators. EAPA is
already at work with PWBA legal staff
to develop specific exceptions for
some categories of EAPs from HIPAA
and COBRA. In the interim, as reex-
amination of HC/MC definitions and
coverage is underway, EAPA has set
forth a position that can be used when
talking to federal agencies or state
governments about EAP coverage
under these laws. By approving the
chart, the EA profession, in effect, is
helping shape how the EAP field even-
tually will be defined in laws.

Holihan v Lucky Stores
ADA Discrimination Case
Settled

In the 1996 American with

Disabilities Act (ADA) employment
discrimination case—Holihan v Luchy
Stores—a company employee sued the
company for unlawful termination
under the ADA saying he had been
"regarded as" disabled. Under the ADA
it is unlawful to discriminate against
an employee who is so regarded.

The U.S. district court that first
heard the case held in a summary
judgment (no jury trial) that there had
been no discrimination. Holihan
appealed. Subsequently, a U.S.
Appeals Court for the Ninth Circuit
issued a ruling that remanded the case
back to the lower trial court so that
four issues of fact—facts that might
indicate discrimination had
occurred—could be considered by a
jury. One of the issues of fact cited in
this case happened to be a supervisory



referral of an employee to an EAP. This
was the first time an employee has
used his referral to an EAP against an
employer in an ADA case.

Lucky Stores, after being turned
down for review by the U.S. Supreme
Court (March 1997), took the case
back to the lower court as required.
There, using new arguments, Lucky
Stores again asked for dismissal by
summary judgment. The trial judge,
having lost once in the appellate
court, refused and set a trial for late
January 1998. When attempts to settle
failed, the case seemed headed for
trial. However, as the deadline neared,
the plaintiff, Holihan, agreed to a set-
tlement for an undisclosed amount.

The resolution of this case means:
(a) lower court action on Holihan v
Lucky Stores is completed, and (b) the
appeals court ruling remains in place
with its listing of four facts—including
one relating to a supervisory referral of
an employee to an EAP—as issues to
be referred back to jury trial to deter-
mine if any one or all of the facts
could show that a "regarded as dis-
abled" event had occurred.

Although this ruling does not
change ADA law in any way for EAPs
or employers, that is, it does not mean
that referrals to EAPs under usual cir-
cumstances trigger ADA lawsuits, it
does create a situation where employ-
ers will ask questions about superviso-
ry referrals. It also suggests that
employers and EA professionals take a
good look at their materials—con-
tracts, marketing brochures, employee
information documents—to make sure
that they describe EAPs appropriately
as programs that address productivity,
not mental health issues, and that
referrals to EAPs are made to resolve
productivity questions relating to an
employee's personal concerns.
Similarly, supervisors can be trained so
that referrals are made based only on
performance problems without
attributing cause for those problems.
For a more complete discussion of the
Holihan v Lucky Stores case, please
refer to "Can Employee Referrals to
EAPs Trigger Discrimination
Lawsuits?" published in the
November-December 1997 EAPA
Exchange.

EAPA continues to look for a case
that could be taken to the U.S.
Supreme Court to clarify the EAP's
workplace role and is asking members
to bring cases to the attention of the
Legislative &' Public Policy Department.
Also recommended reading is EAPAs
publication, The Employee Assistance
Law Desh Booh, by Sandra Nye, JD,
MSW, which mentions several cases
that support EAPA's point of view
including one from Minnesota
–Lippman v Shalom Home, Inc.

House Approves DFWP
Legislation

On June 23, the U.S. House of

Representatives approved the "Drug-

Free Workplace Act of 1998," a bill
that would allow nonprofit 501(c)(3)
and 501(c)(6) organizations to apply
for U.S. Small Business Administration
grants to set up demonstration DFWP
programs for small businesses. The
measure also requires that DFWP
demonstration projects provide
employee "access to an employee assis-
tance program" and recommends that
states provide incentives for small busi-
nesses by passing legislation to provide
tax credits for use of EAP services.

This DFWP bill is on a fast track.
Rep. Rob Portman (R-OH) introduced
it on May 13, and five weeks later, after
hearings, mark-up, and amendments,
the House overwhelmingly approved
HR 3853 by a vote of 402 to 9. Sen.
Paul Coverdell (R-GA) introduced a
similar measure, S 2203, on June 23 in
the Senate and mark-up is expected in
late July in the Senate Small Business
Committee. The goal is to have the leg-
islation approved and signed by the
President before the 105th (1997-98)
Congress adjourns this fall.

EAPA does not have a formal
position on DFWP programs or work-
place drug testing. If enacted, this bill
would establish both for the proposed
demonstration projects. Thus, EAPA
has not taken a position on the bill
itself; instead it is offering amend-
ments to open up the possibility that
EAPA and its chapters might be eligi-
ble for grants and to clarify that bona
fide EAPs are a part of demonstration
projects for small businesses.

A copy of the Senate version of the

"Drug-Free Workplace Act of 1998," S
2203, and a brief bill analysis are avail-
able by contacting the EAPA Resource
Center at 703-522-6272, ext. 307.

New Court Case in Idaho:
Doe v. Garcia

In a case involving confidentiality
of EAP records and "duty to warn,"
the Idaho Supreme Court has allowed
a plaintiff to proceed with a lawsuit
against a hospital for the negligent
hiring and supervision of an employee
who subsequently molested a former
minor patient. The molester had self-
referred to the hospital's EAP and
shared information on his past history
of sexual problems and continuing
inclinations to carry out such acts.
But, because the employee client had
not identified a specific target for
future acts, the EA professional, fol-
lowing customary procedures, had not
shared the information with the
employer.

Now that the court has allowed
the hospital to be sued, some ques-
tions that might be raised regarding
confidentiality of EAP records, expan-
sion of the duty to warn definition,
and employers' attitudes toward use of
EAPs if they can be held liable for EAP
actions. EAPA is reviewing this case
and evaluating further action.

A summary of the court's decision
— Doe v Garcia, No. 23608 (Idaho
March 20, 1998) may be accessed
through the EAPA North Carolina
Chapter's Web site: wwwEAPA.com/nc
The information is located in the.
"News and Tidbits" section.

Chapters Taking Action:
Ohio's HMO Law

A task group comprised of the

Midwest regional director and leaders
in Ohio has been meeting by phone
on and off for the past two months to
develop language to exempt EAPs
from the Ohio's HMO law The group
began pursuing an alternate, interim
strategy when it became too late in the
spring legislative session to add an
amendment to a technical correction
bill. It now is in the process of drafting

continued on page 34
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Ethnic and
Cultural Diversi
Helpi~~ P~v~e~ts R~zisi~~ Biv~~ci~zl l~~~ilies
by Janice C. Warner, LCSW, CEAP

This is the second of a two-part series on biracial families.

n working with members of inter-
racial families; EA professionals
need to understand how racial
awareness develops in children

and what special issues affect biracial
children. Children begin to notice
physical and cultural differences
among people when they are between
the ages of three and five. In school,
children are exposed to a wider com-
munity. Classmates notice and com-
inent on differences in skin coloring,
hair texture, the color and shape of
one's eye's, the child's last name, etc.
Bi~`acial children often are mistaken for
a variety of other ethnic groups.

While it is sometimes fun to be
the international child, their sense of
self may be challenged by questions
and comments such as: "What are
you?", "You don't look like that...You
look more like,..," "Are you adopted?"
For example; children who are part
Native American may be subjected to
stereotypical comments, such as,
"You're going to scalp me" or "Do you
live in a teepee?".Biracial children may
experience an absence.of external vali-
dation of their racial heritage.

Many biracial youth find it diffi-
cult to have friends from different
racial groups in high school. If one
group rejects them, they may turn to
another, identifying completely with
one part of their heritage for awhile,
wanting to know more about that
group. Others may identify more with
being part of a special interest group,
such as a sport, music, honors group,
or with their religion.

Often opposition to interracial
marriages has centered on concern
about the children. Recent research,
however, has shown that many biracial
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young people have good self-esteem
and speak of the value of growing up
exposed to two cultures. The research
is very consistent regarding the pat-
terns these families follow. Parents
play a vital role in preparing a child to
deal with the outside world. These
families often choose communities
that are multiracial and multicultural,
where the children have daily contact
with people of different backgrounds.
There is open communication among
family members and racial-issues are
discussed. There is respect and knowl-
edge about both parts of their racial
heritage and parents are in agreement
on the racial identity of the children.

One of the key issues for biracial
children is how they define. them-
selves. Research indicates that young
people have less conflict about their
racial identity when they acknowledge
both sides of their racial heritage and
do not have to deny one part to please
a parent or community. A few states
now have a biracial category for their
school records. It is not unusual for a
person to feel closer to one part of his
or her heritage than another, and this
can change at different periods of a
person's life. What is important is self-
definition.

Couples may seek help around
problems with children and adoles-
cents who may be responding to racial
difficulties with depression and behav-
ioral problems at school or at home.
These may be young people who have
absorbed the message that race is not a
subject the family discusses, or if they
do, there is parental conflict.
Therefore, the children do not raise
the subject, reaffirming for some par-
ents their mistaken view that the issue

of race is not of concern, and the
children are "color-blind."

Parents face issues raising their
children that are very different from
what they grew up with. Since one
partner in the marriage often has not
grown up dealing with racial issues
every day, that spouse may be unpre-
pared to face the racial feelings and
experiences of the child. Sometimes
parents first become aware of the
spouse's childhood racial experiences
when the minority spouse identifies
with the child and begins to anticipate
racial problems.

The biracial child often has differ-
ent racial coloring and hair texture
than the parents. Children naturally
comment on these differences to their
parents and sometimes express. prefer;
ences for one skin coloring over
another. Some parents feel rejected
because of this, not realizing their chil-
dren are "trying on" different racial
identities before they settle on their
'own way of identifying, Since siblings
often have different skin coloring, they
may have different experiences at
school.

When parents divorce, or one
parent dies, the children may have lit-
tle contact with the deceased or non-
custodial parent's family and therefore
have no positive information or feeling
about that racial group. Some research
indicates this leads to more adjust-
ment problems in adolescents, and a
need to reconnect with the absent
family.

If the parents do not acknowledge
the potential racial issues for the chil-
dren at different stages of develop-
ment, the children have to struggle
with them on their own. This increas-



es the possibility for identity confu-
sion and conflict.

EA professionals who work with
biracial families need to assess the
developmental stages of the children
and determine how racial issues may
be intertwined with the presenting
problem. They also need to consider
family history, including attitudes of
relatives toward the family and the
family's experiences in the community
and school system. Helping families
locate biracial support groups and
conferences offers them the means to
explore issues with other biracial fami-
lies and participate in social events
that include the children: Sponsoring
lunch-time workshops on parenting
issues in biracial families can provide
support .and information about avail-
able resources.

The critical point to remember is
that when parents seek help with bira-
cial issues affecting their children, EA
professionals have an opportunity to
intervene in a way that can change the
early experience of these children from
a potentially negative one into a posi-
tive growth experience.

Janice C. Warner, LCSW, CEAP, is an employee
assistance counselor at Rutgers University, New
Brunswick, New Jersey, and is a faculty member
of the Group Therapy Department of the
Postgraduate Center for Mental Health, New York
City. For more information, contact herby tele-
phone at 908-755-7236,• or by lax at 908-755-
0304.

Evolution of the CEAP
continued from page 19

training. There needs to be a recogni-
tion that CEAPs will continue to act
ethically and professionally, obtaining
the training required for their job
responsibilities, and that they will only
perform work within the range of
their own competence.

One other issue weighed in on

the EACC's decision to change the
recertification requirements.

Historically, the rate of recertification

from the original CEAPs has ranged
from a low of 32 percent to a high of

65 percent. The EACC believes, how-

ever, that to demonstrate ongoing rele-

vancy of the CEAP credential, at least

~, ._ :~ t ; ~,;~ .

65 percent to 70 .percent of all CEAPs
should be recertifying, and should be
more than one-term CEAPs. Since too
few of our colleagues have recertified,
it was time to review the guidelines.

For all these reasons, the EACC
instituted a relaxation of the content
areas 3 and 4 requirement for CEAP
recertification candidates only, begin-
ning in 1998: It remains a require-
ment that the 60 PDHs fall in the EAP
content areas, so the training must still
be relevant to EAP practice. All CEAPs
will continue to be expected to remain
skilled, educated, and up-to-date in.
the EAP work, appropriate to their
personal job responsibilities. The
EACC strongly encourages ongoing
EAP-specific training for all CEAPs.

The EACC believes that through
stringent guidelines for new CEAP
candidates, the credential will contin-
ue to be protected and enhanced.
Through the new recertification
requirements, EAP professionals/
CEAPs can ensure they receive appro-
priate training that is relevant to their
job responsibilities, as long as the
training complies with the EACC
Content Outline.

Conclusion

While these are the main changes
or enhancements of the CEAP creden-
tial, one important fact remains. The
CEAP is a professional who blends
work experience and education in the
provision of worksite-based counsel-
ing and consulting services. Through
stricter eligibility requirements for
CEAP candidacy, the profession is
strengthened in its integrity. Through
recertification requirements that recog-
nize different professional needs,
CEAPs maintain and strengthen their
service delivery to their various cus-
tomers. As EA professionals evolve,
the distinguishing features of employ-
ee assistance work become clearer.

Does the EAP community still
need to maintain its focus on work-
place-based, core technology-focused
EAP service delivery? Absolutely!! The
CEAP requirements continue to be
founded on the research that helps

define the EAP identity. The LEAP

remains a strong support, advocate,

and standard of comprehensive,
professional EAP work. Q

Doug McKibbon,
CEAP, is
chairman of
the EACC.

1998 NOMINATIONS
FOR EAPA BOARD
OF DIRECTORS

President- Elect Jack Freckman, CEAP
Linda Sturdivant, CEAP

Vice President John Hooks, CEAP

Secretary Uwe Gunnerson, CEAP
Jim Printup, CEAP
Aroon Shah, CEAP

Treasurer Don Jorgensen, CEAP

Diversity Director Rickie Banning, LEAP
Ruby Richardson, CEAP

Internal Program Jack Dempsey, LEAP
Director Joe Gisondo, CEAP

Ray Sonavick, LEAP

Eastern Regional Alice Ramsey, LEAP
Director Sam Todaro, CEAP

David Worster, CEAP

International Richard Hopkins
Regional Director

Midwestern Regional Tom Cole, LEAP
Director

Southern Regional Barbara Murdock, CEAP
Director

Western Regional Judith Braun, CEAP
Director

Vote in EAPA Ele~tion'98
Ballots Mailed to

EAPA Members: July 23

Ballots Postmarked:
Sept. 4
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VALUE BEHAVIORAL HEALTH, a national leader in managed
mental health care is now hiring for the following FULL-TIME
AND PART-TIME (PT— 24-32 hrs/wk) positions:

CARE MANAGER

RESPONSIBILITIES: telephonic assessment, referral, and
ongoing psychiatric, EAP/workplace, substance abuse
clinical care management with treatment providers.
REQUIRES MSW, MSN, MA in mental health plus license
and three years post-master's degree with mental health
experience. Bilingual (English/Spanish) and/or EAP
experience a definite plus.

EXCITING WORK with dedicated, professional team.
Full-time positions offer EXCELLENT BENEFITS including
health, dental, Rx, 401(k), tuition reimbursement, competitive
salary, and training opportunities. Mail/fax resumes to: Value
Behavioral Health, Director, Human Resources, 4709 Golf
Road, Suite 1200, Skokie, IL 60076; (fax) 847-329-4916.
NO CALLS PLEASE. EOE

RESALUTIONS
EAP Coordinator

An experienced professional is presently being sought to fill afull-time

position in an East Central Illinois-based internal/external EAP serving

a diverse client population from medical to manufacturing.

Resolutions EAP is a program of Carle Clinic Association of Urbana,

Illinois. Requirements include a minimum of a master's degree in

Behavioral Science, CEAP certification, and experience/knowledge of

EAP operations. Carle Clinic provides a competitive benefits package

to employees that includes paid leave and health, dental, life, and

long-term disability insurance. Interested professionals should please

submit resume and salary history to:

Carle Clinic Association

Personnel Services

602 W. University Avenue

Urbana, IL 61801

217-383-3238

Attn: Sharon Capie, Professional Recruiter

EOE
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Public Policy

continued from page 31

a letter to the Ohio Department of
Insurance to request an advisory opin-
ion (AO) that would provide an exclu-
sion for those EAPs that do not
provide health care or managed care
services, in other words, EAPs that
would not be considered a "supple-
mentary health organization" would be
specifically excluded. On June 8, the
task group signed off on final text for
their representative to carry to ODI.
When the Ohio legislature reconvenes
this fall, the intention will be to add
the AO language—if approved—to the
HMO technical corrections bill.

Public Policy Conference
'98 a SUCCESS!

In all, 133 people representing 33
chapters participated in PPC ̀98. They
heard from 43 expert presenters, net-
worked at ad hoc meetings on state
strategies, and met with Sen. Paul
Wellstone (D-MN) on his Substance
Abuse Treatment Parity Act. Attendees
carried home a great deal of informa-
tion to be shared with chapter mem-
bers. The EA profession can only be
proactive if more members have infor-
mation and become involved. Many
thanks to PPC ̀98 sponsors, donors,
the Legislative and Public Policy
Committee's program committee, and
chapters and individual members for
their time and financial support. Q

gtn A11IlU~
National

Depression
Screening Day

October 8, 1998

To find a screening site
in your area, call
1-800-573-4433

after September 14.
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The Best Fit for Philadelphia IiTewspapers, Inc.

by Joe Curran, CEAP, and Jach Shirley, CEAP

ur internal EAP started in our medical depart-
ment during the 1970s. Our medical manager
used to sneak workers with alcohol problems
out of the building and escort them to a near-

by hospital that was noted for its pioneering efforts in the
treatment of alcoholism. Several workers who had
remained sober formed an AA group that met weekly in a
room attached to the medical department. The group rec-
ognized that many of their coworkers were also affected by
alcoholism so they made flyers announcing their meetings
and posted them throughout the building. They also
formed an employee assistance commiCtee. They received
so many calls from employees, union representatives, and
supervisors that they proposed to the company that a room
be fully designated for EAP work and that they be paid to
work for regularly scheduled time periods in this room, in
addition to performing their regular jobs. The company
and the 12 unions representing our workers supported this
proposal. One member of the first EAP committee became
the firsC full-time EAP manager. He was also a charter mem-
ber of the Delaware Valley Chapter of ALMACA, the fore-
runner of EAPA.

The Core Values

Over the years, our business, which .publishes two
'major metropolitan newspapers—The Philadelphia Inquirer
and The Philadelphia Daily News—and our EAP have gone
through many changes. Out of necessity, our program
broadened its services, providing a more complete quality
of professionalism to continue to meet our employees ever-
changing needs. Through the years we have never changed
the core mission of our program: to provide confidential
assistance to employees so that they may resolve their per-
sonal problems that impact job performance. We have,
however, continually evaluated what type of EAP would be
best for our business.

We have maintained an internal model because, in our
environment, it adds the largest value to our business. We
are a complex organization with highly creative, energetic,

innovative workers (including Pulitzer Prize winners) who
respond more openly to an internal presence. available to
them. Our workers like to know the person they are calling.
In many ways our industry is unique. We work in an
extremely high stress, deadline-driven industry where we
must produce a brand new product every day. An EA pro-
fessional who understands our work environment by living
in it has added value. For example, we can offer debrief-
ings for reporters who cover horrific stories and stress man-
agement classes targeted to the specific needs of newspaper
workers. Our 12 unions also find it beneficial to have an
internal EAP presence whom they are personally familiar
with and can use to assist their members. They say it is par-
ticularly helpful to be able to tell the union member that
the EAP manager works on-site and is familiar with the
members' issues. These same unions say they feel our inter-
nal EAP adds credibility and trust.

Several 7~pes of Referrals

Company managers use the EAP in a broad range of
ways, from individual referrals of employees to consulting
on the impact of change in their departments. They feel an
internal presence offers them consultation that they may not
have sought if the presence were not a part of the worksite.

Many self-referrals to the EAP occur in the cafeteria,
the hallways, at meetings, and even in the restrooms.
Employees know our EAP manager and seeing him fre-
quently helps open the door for them to confide in him.

We are strong believers that the type of EAP that works
in one organization will not work in another organization,
and this article is not intended to offend any other EAP
model. We believe EAPs need to maintain a core of expertise
common to all, but the EAP model and design must fit the
organization it supports. At Philadelphia Newspapers, as in
many other organizations, an internal model works best. Q

Joe Curran, CEAP, is a manager in organizational development and Jack
Shirley, CEAP, is manager of employee assistance; both are employed by
Philadelphia Newspapers, Inc. For more information, contact Curran at
2i5-854-2328 or Shirley at 215-854-4357.
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EAPA Around
theV~/orid
September is National Alcohol and Drug Addiction Recovery Month

On March 18-20, the EAPA North Carolina Chapter hosted the 18'"
Annual Training Conference, "Start Spreading the News." (Frank
Sinatra could not make the conference.) More than 200 attendees,
90+ CEAPs, and 30 exhibitors were among those participating.
Pictured (left to right) are John Burke,CEAP, who received the 1998
Presidents Achievement Award and John Howard, CEAP, who
received the Outstanding Member Award.

During the North Carolina Conference, Midgie Brawley, who has
served as North Carolina Chapter President, Southern Regional
Representative, EAPA Membership Committee member, EACC
Commissioner, and current member of the North Carolina Licensed
Employee Assistance Professional (LEAP) Board member,
announced her retirement. Shown (left to right, seated) are: Chuck
Taylor, Midgie Brawley, Marilyn Ranck, and AI Greene; (left to right,
standing) Nancy Harville, Michelle La Bounty, John Burke, Joe
Coulter, Scott Wall, Guy Ross, and Ray Robbins.

In March, the EAPA Youngstown Ohio Chapter held its 61h Annual
Workshop entitled "Conflict in the Workplace." Linda L. Sturdivant,
Treasurer of International EAPA's Board of Directors, was the fea-
tured presenter. Chapter participants included (left to right) Eugene
O'Brien, Treasurer; Bob Thomas, Diversity; Linda Sturdivant; Grace
Brackin, Membership Chair; and Nora Connelly, Chapter President.

EAPA Members Honored in
Brazil and Venezuela

EAPA Housfon Chapter members Dixie Wilson, CEAP, and
Ken Burgess. CEAP, were invited by the American
Chamber of Commerce and the EAPA Brazilian Chapter
in Sao Paulo to tour local business sites and to speak
on employee assistance—programa de assistencia ao
empregado (PAE), Wilson and Burgess, who are husband
and wife. joined EAPA member John Burns. CEAP, in
meetings with business and industry representatives to
discuss the EAP concept and EAPA,
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EAPA sends a big thank you to the 1997 Class of Occupational
Social Workers at the University of Illinois in Chicago. Under EAPA
member Paul Maiden's direction, the class researched and updated
fact sheets on EAP-related topics. Copies of the fact sheets are
available for $8.00 each from the EAPA Resource Center.

Wilson, who is a commissioner for the EACC, is with the
Conoco EAP in Houston, Texas. Burgess, who is EAPA's
Southwestern Regional Director, is also EAP director for
WeIlPoint behavioral Health antl Blue Cross of California.
The week culminated with theirs making afull-tlay pre-
sentation on employee assistance. EAPA, and the CEAP
certification process to approximately 125 professionals
representing human resources and personnel staff as
well as social workers and psychologists,

Later. Burgess, Wilson, and Burns joined EAPA
members Bill O'Donnell, CEAP (Unocal); Carol Leper,

CEAP (SAIC); and Lionel Remy, CEAP (TRINTOC) for a
presentation at the Society for Petroleum Engineers
Annual Meeting in Caracas, VeneZUela. The week-long
SPE meeting focused on health and safety areas. EAP
and expatriate assistance services were featured presen-
tations. Wilson addressed the CEAP certification process
and Wilson and Burgess spoke on EAP development. A
panel presentation on EAPs and expatriate services fea-
tured O'Donnell and Leper speaking about the first year
of the expatriate program that UNOCAL and SAIC put
together.



The Customers You
Want Read the

EAPA Exchange

To Advertise in the
Next Issue of

EAPA
Exchan e
Call Marilyn Lowrance

703-538-5557
September/October ̀ 98 Issue

Deadline: August 20

WORK/LIFE BENEFITS
SALES REPRESENTATIVE

BALANCE is a financial fitness pro-
gram supporting EAP providers and
individual employers. We are seek-

ing ahigh-energy Sales
Representative to implement a

comprehensive national marketing
plan, generate leads, maintain
prospects, and build our client

base. Occasional travel necessary.
Base salary, commission and bene-
fits. If you have at least two years
sales experience, an HR and/or

EAP background, and have proven
success in prospecting and cold-

calling, send a cover letter, resume
and salary requirements to:

BALANCE
Attn: HR

77 Maiden Lane, 3rd Floor
San Francisco, CA 94108 or

fax (415) 732-7474

If you're not offering
a financial fitness
program, you're
short-changing
your clients.

ore and more, employers
are becoming aware of

the value of financial work/life
services and the benefits of a
financially healthy workforce.

BALANCE is a unique pro-
gC~llll, designed to support

EAP providers Ind their
clients.

BALANCE's financial fitness program
offers:

•Confidential money management and
debt counseling, including HUD-certified
housing counseling

p •Direct transfer or referral to an InfoLine
where employees' financial questions are
answered immediately

• On-site orientations and workshopsL~~ •Monthly program utilization reports

BA ~~ •Customized services to assist HR.
departments

•Library of resources and materials

Call today to learn more about

1-800-808-4EAP enhancing your financial work
services with BALANCE.

The Grief Recovery Handbook - Revised edition

REVISED EDITION

TheGrief

Recovery
Handbook

Tills ACTION PROG1tAM I+OH

MOVING BEYOND

DEATH, DIVORCIi, AND

OTHER LOSSNS

JONN ~N. JAMES

ANU RUSSEI.I. FRIIiDMAN

by John W. James and Russell Friedman
(HarperCollins - 1998)

The Action Program for
Moving Beyond Death, Divorce

and Other Losses.

For Your Healthcare
Lending Library.

Addressing all losses, not limited to death

and divorce, this book can enhance your

ability to help your employees recognize
and address the underlying grief issues

that may be limiting their HAPPINESS,

ENERGY, and PRODUCTIVITY.

HarclCover Library Editioia -Not Available I~z ,Stores.

Only 24.9$ each, including shipping. Order Your Copies TODAY!

✓ Orders -Call: 1(800) 334-7606, ext. EM ✓Fax - 1(213) 656-9248
Major Credit Cards Accepted

✓ Mail Check to: The Grief Recovery Institute
P.O. Box 461659, Dept. EM, Los Angeles, CA 90046-1659
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Onthe
Labor Front
O,~ev~~ti~~ E~~i~eev~s U~io~

Reco~ev~y Sev~iously
An interview with Uwe Gunnersen, CEAP by EAPA Labor Director Ted Mapes, CEAP

~~ he Addiction Recovery
Program (ARP) has come
a long way since 1982,"
says Uwe Gunnersen,

CEAP, director of the member assis-
tance program of the Operating
Engineers Local Union #3 and Related
Construction Trades. The ARP started
out as a rather informal alcoholism
program providing information, evalu-
ation, and referrals for operating engi-
neers and their spouses. Uwe has been
the consultant to the program since its
inception, assisting in the development
of policies and procedures. He credits
the growth of the program to the con-
sistent and solid support of several
administrators of elected union offi-
cials.

Operating Engineers Union Local
#3 officials focused early on workplace
safety and on protecting its members
from injury long before the mandates
of the Drug-Free Workplace Act. In
fact, in 1986 the union negotiated
provisions in the Northern California
Master Construction Agreement that
called for the union and employer to
cooperate "in establishing a joint pro-
gram which shall enable all parties to
deal with drug and/or alcohol abuse
problems," in terms of job safety and
productivity while at the same time
preserving the individual rights and
well-being of the member.

"Our members are highly skilled
operators, well trained in their craft,"
says Uwe. This training and the resul-
tant exceptional skill levels require a
major financial investment that is well
worth preserving. The members of
Local #3 give their employers a signifi-
cant competitive edge over non-union
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contractors simply because their skills
are superior and because the incidence
and prevalence of substance abuse has
been greatly reduced by the ARP.

Since 1986, the Master Agreement
has permitted drug testing at the time of
dispatch, for probable cause, post-acci-
dent and, more recently, random testing.
Uwe Gunnersen and Patty Newlan are
certified employee assistance profession-
als (CEAPs) and conduct many of the
substance abuse professional (SAP)
activities for the members. This is a for-
midable task because the jurisdiction of
Local #3 covers northern California,
northern Nevada, Utah, Hawaii, and
Guam. Fortunately, Jim Merrick, CEAP,
operates the ARP in the islands. Jim is
particularly knowledgeable of and sensi-
tive to cross-cultural issues among the
Native American members of Local #3.

ARP staff provide training to
supervisors and employees as well as
job performance monitoring, which
has increased since the implementation
of U.S. Department of Transportation
regulations calling for random alcohol
and drug testing. As a result, Uwe and
Patty are on the road a great deal of
time. They also monitor an extensive
network of providers and members
who are currently in treatment or on a
one-year period of aftercare.

One indispensable, but rarely
visible, aspect of ARP are the many
"grassroots" coordinators scattered
throughout
the jurisdic-
tion of Local
#3. These are
continued on

page 42

A New Member Joins the EAPA
Headquarters Staff
Effective June 1, 1998, Reginald Newell joined the EAPA headquarters staff
as Manager for Labor and Other Member Segments. Coming from a union
family, Reggie brings with him over 25 years of experience as a union repre-
sentative in labor-management relations. As former director of research for
the International Association of Machinists and Aerospace Workers, he
directed all labor research activities on behalf of the IAM. In addition, he
played a key role in major contract negotiations as well as in designing,
implementing, and administrating all types of employee benefit plans. His
principal duties at EAPA will be to closely monitor, and whenever possible,
improve the links between EAPA and its larger labor constituency. This
effort will require using new and innovative approaches as well- as lcey ele-
inents of strategic planning.

Those of you who are attending the District I Conference will be able to
meet Reggie. and he will also be at the annual conference in Las Vegas,
November 10-13. Please join me in welcoming him and if he should call on
you, please extend a helping hand.



EACC-Approved
Conferences and
WoHcshops

New England Institute of Addiction
Studies, Inc.

The following workshops will take place in
Waterville Valley, NH: August 25, "Responding
Effectively to Gambling Problems in the
Workplace," 5.5 hrs; "Managed Care: Current
Trends, Opportunities, and Dangers,"; August 26,
"The EAP and Diversity in the Work Force," 4.5
hrs.; "True Courage: Confronting Relapse and
Recovery Myths," 1 hr.;August 27, "EAP Services
in a Labor/Management Environment," 4.5 hrs.;
"Chemical Dependency and Trauma,"; August 28,
"Disability Management: A New Challenge and
Opportunity for EAP," 5.5 hrs.; August 28,
"Everything You Wanted to Know about ASAM
But Were Afraid to Ask," 1 hr.; contact Denise
Adams, 207-621-2549.

Conferences
&V~/orksho sp

EAPA Northern Ohio Chapter

The following workshops will take place in
Cleveland: September 18, "Pain Management for
Addicted and Non-Addicted Clients," 2 hrs.;
October 16, "Psychopharmacology," 2 hrs.;
November 20, "Divorce Mediation," 2 hrs.;
"Stress Management and the Holidays," 2 hrs.;
contact Joseph S. Calucchia, 216-429-7434.

EAPA Los Angeles Chapter

September 23 in Los Angeles, "Effective Solutions
to EAP and Clinical Workplace Problems," 2 hrs.;
October 28, "The Making of an EAP," 2 hrs.; con-
tact Paul or Ann Salzman, 310-829-4429.

EAPA South Central Wisconsin
Chapter

October 2 in Madison, "Self-Care for the
Professional," 2 hrs.; November 6 in Madison,
"Executive Intervention: A Workshop," 2 hrs.;
contact Mary Kay Aide, 608-255-4419.

Other Conferences
and Workshops

Behavioral Healthcare Tomorrow

September 16-20 in Chicago; for information call
Lucille Donohoe at 415-435-9749.

EAP Institute

13th Annual EAP Conference, "Dignity at Work—
Atltling Value to Employee Contribution," contact
Claire Rowell, EAP Institute, 143 Barrack Street,
Waterford, Ireland; +353-51-855733 (phone).

The Second Annual South Texas Chapter of
EAPA Conference will be held on October 9
in San Antonio, Texas, at the Adam's Mark
Hotel; 8:00 a.m.-5:00 p.m.; PDHs and
CEUs will be offered. For information, call
Calleen Ackerson, 210-617-6820.

1998 CEAP EXAM
Application Deadlines: Exam Dates: Eligibilitiy:

October 1 December 12 You must meet one of two eligibility options

C~~~II~C~~~f_~
• 3,000 hours of work experience in an EAP setting, which must have been gained over a minimum of 2

years, and within ?years of the date of the application for the CEAP exam; AND

• 40 PDHs* (Professional Development Hours) with at least 24 of them in content areas 3 and/or 4
(*see PDH requirements below); AND

• 24 hours of LEAP advisement spread out over at least six months

OPTION 2:
• Graduate degree in an EAP-related discipline (or equivalent outside the U.S.); AND
• 2,000 hours of work experience in an EAP setting, which must have been gained over a minimum of 2 years,

and within 7 years of the date of the application for the CEAP exam; AND
• 10 PDHs* (Professional Development Hours) with at least 6 of them in content areas 3 and/or 4 (*see PDH

requirements below); AND
• 24 hours of CEAP advisement spread out over at least 6 months

PDH Requirements for Both Options:

Must have at least 60% of total PDHs within content areas 3 and/or 4;

No more than 50% of PDHs may be earned through EAPA Self Study Guides;

No PDHs may be earned by writing sample exam questions; PDHs must be from training occurring November 11, 1995 or later.
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On the Labor Front

continued from page 40 How to Contact EAPA Staff by E-Mail &Phone Ext.
Anthony Brown,Certification Assistant • Ext. 319 • EAPCERTDEPc~AOL:COM

members who have an interest in ►oni Reed Cooley, Certification Director • Ext. 311 • EAPCERTDIRQAOL.COM

recovery and who offer assistance to Mary Craigie, Membership Director • Ext. 31 S • EAPMEMDIRCaAOL.COM

newcomers. They typically help union Katina Doulis, Receptionist • Ext. 301 • EAPAMAINc~AOL.COM

members who have an interest in
Leff Durkin, Assistant to Board and COO • Ext. 314 • EAPOFFMANC~AOL.COM

recovery and who offer assistance to
Leesa Kuo, Convention Manager • Ext. 304 • EAPCONVMANC~AOL.COM

newcomers. They typically help union
TBA, Resource Center Manager • Ext. 307 • EAPRESCENBAOL.COM

Sheila Macdonald, Legislation and Public Policy Director • Ext. 309 • EAPLPPDIR~AOL.COM
TY1e111beT'S lri ari C2Tly i2COVCi'y t0 1ri1pIC- Ruth Maupin, Accounts Receivable Manager • Ext. 312 • EAPRECMANC~AOL.COM

ment aftercare plans. "They are unsung Ellen Miller Williams, Annual Conference Director • Ext. 303 • EAPCONVDIRC~AOL.COM

heroes," says Ann Renshaw, the admin- luan~ta radgett, Membership Manager • Ext. 377 • EAPMEMMANC~?AOL,COM

istrative assistant in the ARP office Kay Springer, Communications Director • Ext. 308 • EAPCOMMDIRC~AOL.COM

responsible for, among many other
Sheree Clayton Thomas, Finance Director • Ext. 305 • EAPFINDIRQAOL.COM

things, linking ARP clients with grass-
Sylvia Straub, Chief Operating Officer • Ext. 316 • EAPCOO@AOL.COM

roots coordinators.
Nico~e wh~t~ock, Accounts Payable Manager • Ext. 313
K;mber~y w~~~~s, Certification Manager • Ext. 310 • EAPCERTMAN~AOL.COM

"We clearly endorse and practice
EAP core functions," states Patty Newlan, For those workers who need the and/or other drugs. That is good business
CEAP. ARP does not really identify itself assistance, ARP's support with recovery and that is good unionism," says Uwe
as a broad brush program, but in the and continuing recovery has paid ofF. Gunnersen, CEAP, ARP director, who is a
course of providing assistance to mem- Members, employers, and union officials long-time EAPA member. Many will
bens recovering from chemical depen- have seen the positive impact this pro- remember Uwe from his several tenures
dency, many related issues and problems gram has made. In return, they have sup- on the EAPA Board of Directors. He now
are addressed and resolved. With a ported ARP and have found common works out of the ARP offices in Alameda,
membership of 35,000 scattered over a ground in their support. "We all want a just north of the Oakland International
large geographical area, the ARP has safe workplace. Through the ARP we can Airport, with a great view of the San
focused on helping employees be "clean offer, to our signatory employers, mem- Francisco skyline, the Bay, and the Bay
and sober" in the workplace, safe bens who practice their craft without Bridge. (For more information, visit us at
coworkers, and highly skilled employees. being under the influence of alcohol wwwoe3.or~ Q

EAPA EXTRACTS NEWS TO AND FROM EAPA MEMBERS
Ballots for electing new EAPA officers were

mailed out on July 23; be sure your ballot is

postmarked by Sept 4. For information, contact

Katina Doulis at 703-522-6272, ext. 301 or see

the EAPA Web Site at www.eap-assn.com.

Congratulations to these CEAPs who passed the

CEAP exam in December 1997: Melody Fleetwood, La

Jolla, California; Glen Jacobson, Moose Jaw,

Canada.

The Anxiety Disorders Association of America has
issued a call for papers for its 19th National
Conference, March 25-28, 1999. Deadline for
applications is August 4 for research, clinical,
education, and self-help papers, and December 31
for new research posters. For information, call
301-388-0100 (9-5 EDT).
................................................

The correct phone number for Jim Devine, who
authored "On the Labor Front" in the May/June
1998 issue is 516-747-2606. We regret the typo-
graphical error.
................................................

In the fall of 1997, there were 697 recertifica-

tion candidates; 451 CEAPs recertified success- Congratulations to EAPA Director of Canferences

fully [65~], 68 by exam, 383 by PDHs. Ellen Miller Williams, who was married in

Congratulations!!!!
Arlington, Virginia on May 22.

Many, many thanks to Ceridian PerformRnce

Partners and Value Behavioral Health, two compa-

nies that made contributions to the 1997 EAPA

Annual Conference.

Two EAPA chapters have elected new presidents:

Michael Cipressi of Amtrak is the president of

the Greater Philadelphia Chapter. Angela

Greenwald with DuPont is president of the First

State Chapter in Delaware.
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Good luck to Jef£ Durkin, EAPA office manager and
liaison to the Board, and to Dan Taylor, former
EAPA Resource Center manager. Both have left EAPA
to pursue other business ventures. Look to future
issues of the EAPA Exchange for announcements of
new EAPA staff members.

Welcome to Reggie Newell, manager of labor and
other member segments. For more information, see
"On the Labor Front," which starts on page 40.



RECEIVE THREE FREE PAMPHLETS!
Check the boxes of the three you'd like to see:

❑ HH-002 Stimulants

❑ HH-003 Preventing Alcohol &Other Drug Use

❑ HH-004 Cocaine &Crack

❑ HH-005 Marijuana

❑ HH-006 Inhalants

❑ HH-007 Hallucinogens

❑ HH-008 Depression

❑ HH-009 Codependence

❑ HH-010 Alcohol

❑ HH-011 Sexually Transmitted Diseases

❑ HH-012 Eating Disorders

❑ HH-013 Narcotics

❑ HH-014 Youth, Alcohol, &Other Drugs

❑ HH-015 Tobacco

❑ HH-016 Helping a Friend with a Drinking Problem

❑ HH-017 Drinking, Drugging and Driving

❑ HH-030 Substances and Seniors

❑ HH-031 Improving Family Relations

❑ HH-032 Children and Divorce

❑ HH-033 Coping with Grief and Loss

❑ HH-034 Improving Self-Esteem

❑ HH-035 Living with Someone Who is Depressed

❑ HH-036 What is Post-Traumatic Stress?

❑ HH-037 Child Sexual Abuse

NEW PAMPHLETS!!!!

❑ HH-047 Compulsive Gambling

❑ HH-048 Anger Management

❑ HH-049 Parenting and Positive Discipline

❑ HH-050 Stress

❑ HH-051 Prescription Drug Abuse

❑ HH-052 Balancing Work and Family

❑ HH-053 Caring for an Aging Loved One

❑ HH-054 Managing Finances

To receive three FREE samples,
complete the following and fax to

810-588-6633

Name

Organization

Title

Address

City State/Prov

Zip/Postal Code Phone

Create Your Own
Prevention Resource

Center With

~IELPIN
HAIL D

PAMPHLET
Deliver easy-to-read, concise information on a
wide range of behavioral subjects. Ideal for

• Workplaces and schools
• EAP, student assistance and wellness

programs
• Screening and referral centers
• Mental health and substance abuse

treatment programs

Pamphlets can be personalized with your
organization's name to increase their value as a
referral tool

Or for $10 (includes shipping and handling charges)
you may receive a complete sample pack that

includes one each of 32 titles. Orders outside the US
and Canada must be prepaid. Send your purchase
order or payment (in U.S. currency) payable to:

Performance Resource Press, Inc.

1270 Rankin Drive, Suite F •Troy, MI 48083-2843

or CA~~ 800-453-7733
For faster service, place your order on a credit card

(Master Card or Visa).



Ethical Dile as inV'~orl~ lacep
Counselin : A Casebool~g

Developed by tl✓e EAPA Houston Ch~zptev~ in collabov~~ztion
with EAPA Ivctev~n~ztional Heccclg~uav~tev~s

In today's healthcare environment, EA professionals often find themselves dealing
with issues that are complet and confusing. In particular, they need standards that
protect the interests of those with behavioral problems and the integrity of the EAP ticld.

MemUers of EAPA's Houston Chapter have prepared a ne~v publication that will
be a valuable working resource for EA professionals as well as others i~1 the
counseling professions.

This 86-page report includes:

• 20 sample ethical dilemmas for increasing awareness
• an outline of adecision-making process for these issues
• essays from professionals regarding ~vockplacc ethics
• cocks of ethics from eight professional organizations

Make Ethical Dilevnvnas in Wov~hplace Counseling: A Cctsel~ooh the newest addition to your EAP IiUrary.
Price: $19.95 (EAPA member); $24.95 (non-member); add $3.00 per cop}~ for shipping and handling.

Order now from the EAPA Resource Center, 2101 Wilson boulevard, Suite 500, Arlington, Virginia 22201
703-522-6272; (fas) 703-522-4585; (e-mail)eaprescen@aol.com

FINALLY! Two new v/deas 1~0 Introduce employees and supenrlsors 1+~ EAP!

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

$749.00 EACH—TWO VIDEOS FOR ONLY $249.00 SAVE $49.00
EAP Today: Odentaflon, Item #Vr-430D • EAP Today: Supervisor italning, Item #V~-431 D •1Wavldeo set, Item #VF432D

ITEM
NUMBER 61UANTIN

ITEM
PRICE

TOTAL
PRICE

ORDER SUBTOTAL
TAX: Michigan orders. Add 6%sales tax
Cpnadlan orders. Add 7°/a GST or 15% HST

SHIPPING AND HANDLING
Orders up to $499.99 ........... 7°/a
Over $500 .........~~.~~...~.~~..~.... 5%

Canacki, Ha~vdl, Alaska: Add 15% W ceder total (a
minhxxn charge of $5.00 appYes). Other counhles
please call a FAX fa shpping charges.

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

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

Visa MasterCard (circle oneJ

Card Number Expiration

Name on Carr

Signature

Address

Clay State/Prov, _ZIP/Postal Code

Phone FAX



You're ~
CEAP !
Showlt!
CEAP Pins
how it by wearing a CEAP
available only from the EAPA
urce Center!
$10 each plus $3 for postage
ndling.
limited to current CEAPs;

~~~~y .,~~~ pin available per person.)

~ • • • • • • s • • o • • • s • • s • • e • • • • • ~ •

Free Brochures for
Preparing for the
7 998 CEAP Exam

• 1998 Certification F~amination for EA Professionals

• 1998 CEAP Advisement Guide

• 1998 Certification Guide for EA Professionals

• Cocle of Professional Conduct, Fifth Edition (1997)

• 1998 Training Provider's Guide

• 1998 CEAP Recertification Guide/File

•
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•
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•
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•
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Employee Assistance
Law Desk Book
by Sandra Nye, JD, MSW

• More than 600 pages of information
on EAP-related legal issues

• Customized notebook (for easy
updates as laws change)

• Dozens of case studies; extensive
appendices

The most comprehensive book on
EAP laws and legal issues

$69.95 (EAPA members)
[plus $6.00 shipping and handling per copy]

$89.95 (non-members)
[plus $6.00 shipping and handling per copy]

•••••••.••.••••.•s••••••••s•

Coming in 1998

EAP~► Standards
and Professional
Guidelines for
Employee Assistance
Programs

This revised publication is an

essential part of all EAPs. After the

editorial production cycle is

completed, this new publication

will be distributed through the EAPA

Resource Center. More news in the

next issue of the EAPA Exchange.

Call 703-522-6272, ext. 307 to rec~uest theses products.
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Did ou ~ouu...~
EflPfls N~~ual Co~tere~~e
Begi~S O~Tuesdau
November 10th Ned Ends
fridau ~u~emeerl3tn

For more information contact EA
Website at: www.EAP-Associatio
Note: EAPA members will automatically recei
the information and advance program with hot.
conference registration information.

Employee Assistance
Professionals Association

2101 Wilson Blvd., Suite 500
Arlington, VA 22201
(703) 522-6272
www.EAP-Association.com

1 N 1' G R NAT 1 O N A L

• ASSOCIATION
Lneoa • Mnrvn~EneNT • Corvsu~rnHis

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

What Information ♦July - Advance Program With Hotel &

Is Available For Conference Registration Information

♦ July -Pre-conference Training &
The Conference? Registration Information

'~'
Dr. Jodi Jacobson Frey 1~1~1~11~~~1

University of Maryland

410-706-3607 ~
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