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ANNOUNCING
CALL FOR NOMINATIONS

FOR EAPA AWARDS
Award descriptions and criteria for nomination can be found starting on page xliii

of your 1998 EAPA Member Resource Directory.

Recognizing NAPA members who have encourlgecl high standards within the field is an important part of membership in
EAPA Award nominations are open to all members and chapters. Please address your nominations to the attention of
Gregory De Lapp, LEAP, President-Elect, EAPA, 2101 Wilson Boulevard, Suite 500, Arlington, Virginia 22201-3062.
Nominations should be received by close of business June 30, 1998.

Include the name of the nominee, name of award to be considered for, description of what this person has done to receive
the award, and any personal stories regarding the nominee as well as background of the nominee, your name, address,
telephone number, and any other pertinent information. EAPA Regional Directors will serve as judges; see page xxviii of
the 1998 EAPA Member Resource Directory for a list of Regional Directors.

MEMBER OF THE YEAR AWARD • RO55 VON WEIGAND AWARD

NAPA HUMANITARIAN AWARD NAPA SPECIAL RECOGNITION AWARDS/CERTIFICATES

THE JOHN J• HENNESSY AWARD

Plan today to submit a worthy member's name for one or more of these awards!

C.~LL FOR I~.~~E R~
~~]~~ ~`~~~ ~~~~u~~ ~C~~~~m~~c~

E.~I': GOOD BET FOR EMpLOY.EE~9'
GRE.fi T p.~i YOFF FOR .EM~LO YER ~9"

l~o~~~n~~~ ~~mll~y ll~~~
]~~llllry9~ ]C,~~ ~~~~~ ~~~~ll
~~~ ~~~~~y ~~~~~~

To receive a copy of the "Call for Papers" contact:
EAPA

2101 Wilson Blvd., Suite 500
Arlington, VA 22201
703/522-6272

Applications must be postmarked by April 27, 1998. FAXED COPIES WILL NOT BE
ACCEPTED. Proposals submitted after this date may not be considered until the

1999 planning cycle.

~ ~ ~ ~ See page 27 for the EAPA Exchange Editorial Policy Guidelir

Defining the EA Profession: EAPA and Health Care-Managed
Care Laws Page 10
LAPA member Tamara Cagney explains why EAPs are so valuaUle to employers

Clarifying the EAP-Health Care Law Connection Page 12
LAPP Director Sheila Macdonald presents a valuable chart for EAPs

Long-Term Survival, the Core Technology, and You Page 16
EAPA ineinbeis Dail Feerst and Dodie Gill tell why the core eechnology is so

important to the EAP profession _

Report from Nebraska: Applying the Mental Health Practitioners
Law to EA Professionals Page 18
LAPA member Nancy Myers describes how one small state handled licensure

North Central Region Unites to Help Flood Victims Page 20
EAPA member Karen Hagen tells how LAPA members helped 1997 flood victims
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Front Desk
This month's message is from EAPA Exchange Advisory Committee Member

Tamara Cagney, CEAP who helped coordinate this issue.

Necessity•
Still the Mother of Invention
Each profession has its own personality, and I tend to think that most EA

professionals are very accomodating and open to new ideas. In fact, some of our
critics would say we can be too accommodating when we assume so many
responsibilities within an organization.

As managed care influences the healthcare system, encouraging more and
more states to license their healthcare staff—such as EA professionals—some of us
have been wondering if this spirit of accommodation would work us right out of
existence. "We must clearly define what an EAP is," we said, wondering all the
while if we could ever come to an agreement among ourselves. Then a very
wonderful thing happened.

EAPA President Don Magruder appointed an ad hoc Task Force on EAP
Definitions and Health/Managed Care Laws to establish an official EAPA position
that would represent all sectors of the EAP profession. The task force developed a
landmark document (which you will find on page 15 of this issue) to help those
EA professionals who were fighting to get EAPs recognized as programs whose
functions and services should not be covered by healthcare or managed care laws.
In doing so, we made a wonderful discovery: We had created an outline that
would help others understand more clearly what EA professionals do and how the
core technology influences our work!

This chart is just a first step in further defining EAPs. No doubt, many of you
will review it and have some recommendations for further changes. Please direct
your comments to Legislative and Public Policy Director Sheila Macdonald at 703-
522-6272, ext. 309.

This issue of the EAPA Exchange should become a powerful tool for all EAPA
members who recognize that licensure and greater recognition for the EAP field
rest on our success in helping others understand our work and its effects on the
workplace. Many thanks to all those who contributed articles. Additional items of
interest in this issue include an introduction to the current EAPA Headquarters
staff, described in COO Sylvia Straub's column on page 6, minutes from and
motions proposed during the November 1997 EAPA Board of Directors meeting
in Baltimore, and many lively reports from our EAPA committees.

As always, the EAPA Exchange Advisory Committee encourages you to share
your views. If you have news or a comment, please send a letter to the editor, c/o
EAP Association, 2101 Wilson Boulevard, Suite 500, Arlington, Virginia 22201.

Sincerely,

U o~

Tamara Cagney, CEAP
Member
EAPA Exchange Advisory Committee
tcagneyl @aol. com
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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 8. 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 Haymen Sim►ns
Newark, DE 19808
302-764-1374

Kay Springer
EAPA Headquarters
703-522-6272

Coming in the next issue:
Measuring EAP Effectiveness

and Utilization

Su ndown M Ranch
Established 1968

The oldest residential alcohol and drug addiction treatment center 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-
day inpatientADULTstay 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.

..w -.~.-.,~.:r~;;,~.;.~,.
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President's
a e

S~e~ 3: Mzssio~ Possible
by Don Magruder, CEAP

n November 1997, I proposed
that we EAPA members devise a
program that would help us work
more effectively as an Association.

Those steps I've described so far
include:

Step 1: Diverse though our inter-
ests and backgrounds are, we have
much in common as EAPA members.
We are drawn together as an
Association by our common belief in
the benefits of helping people through
employee assistance.

Step 2: Recognizing that our
greatest strength comes from working
together, we will work side-by-side as
brothers and sisters to lead the EAP
field and promote its benefits to the
working world.

Now for the Next Step—

Step 3: We will focus only on
those projects and issues that support
the EAPA mission: To promote the high-
eststandards of practice and Che continu-
ing development of EA professionals,
programs, and services.

In keeping with our mission, this
issue of our EAPA Exchange is devoted
to explaining the core technology and
other EAP concepts. We all know that
managed care is changing the way
America looks at its healthcare
providers, including EA professionals.
Many managed care companies are
requiring that their healthcare
providers be licensed. States are step-
ping up their efforts to require licen-
sure. And EAPA is fighting to have the
CEAP credential recognized as the
basis for licensure of EA professionals.

Sounds like ashoo-in for us,

right? Not necessarily. For years EA

professionals have been incorporating

additional responsibilities within the
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workplace to increase their value to
the corporation. Now, for purposes of
licensure, we've been asked to clarify
our EAP definitions. In doing so, we
have distinguished between the core
technology with its EAP-related ser-
vices and those services that are truly
outside our realm. We are literally
stripping away everything that is not
EAP-based so that managed care orga-
nizations (MCOs) and states can
understand where EAP work begins
and where it ends. There are big stakes
involved because some of the "addi-
tional responsibilities" Imentioned
earlier could be governed by state
healthcare laws or managed care laws.

The EAPA Legislative and Public
Policy (L&PP) Committee, who self-
lessly devoted their time to clarifying
these boundaries, has developed the
chart on page 15 of this issue. This
chart is our first successful attempt in
the 1990s to define what EAP work is.
Hats off to LbzPP members as well as
LAPP Director Sheila Macdonald who
have provided extraordinaryleader-
ship to EAPA.

Back to the Basics

The LbzPP Committee emphasized
the importance of EAPAs strengthening
its commitment to the core technology.
Some years ago, EAP researcher Paul
Roman noted that a "core" of EAP
functions must be present for an EAP
to be successful. Dubbed the "core
technology," these functions have
become the foundation of an effective
EAP. In fact, in his article for EAPA's
25th anniversary commemorative jour-
nal, EAPA Research Chair Kirk Harlow
noted that research supports the idea
that the core technology functions are
an integral part of effective EAPs.

DON MAGRUDER,CEAP
EAPA President

~i

After the L&PP Committee devel-

oped and refined the EAP definitions, it

then refined the language of the core

technology to increase its clarity. I urge
every EAPA member to take a few min-

utes to review the interactive chart and

the adjustments made to the language

of the EAP core technology. After careful

review, the EAPA Board approved these

new definitions and the committee's

adjustments so that EA professionals

and those outside the field—particularly

legislators—would understand who we

are and what we do.

There has never been a more

important time for EAPA members to

focus on strengthening our Association.

The best way to do that is by following

the philosophy contained in EAPA

Step 3. First, we can continue to

emphasize that truly effective EAPs are

based on the core technology and help

our clients understand that concept.

Second, those products and services

we decide to fund must encourage the

highest standards of practice and the

continuing development of EAPs.

Every Board decision must offer this

same promise.

In the not very distant past, EAPA

hit a "bump in the road" with its

finances. Now that we have strength-

ened our financial capability, we must

walk cautiously to avoid slipping back

into bad habits. You cari be sure that

the EAPA Board will want to act with

this same commitment to the EAPA

mission. You and more than 7,000

individuals and corporations have

entrusted EAPA to act on your behalf.

Our decisions will become much easi-

er when we all remain focused on the

EAPA mission. Q

Next: The next step

WINDOWS BASED
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• Match Providers to Clients Needs
• Evaluate Program Effectiveness
• Prepare Reports and Summaries

...ALL FROM YOUR DESKTOP COMPUTEBSS

And, you'll...
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CaseManager
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EAP Information Management System
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From the
~OO

1%~1PA St~f Wov~~i~~ o~
rouv~ Beh~z f ~t He~~~u~zv~tev~s
by Sylvia Straub, Chief Operating Officer

0 one knows better than
employee assistance profes-
sionals the importance of
workplace atmosphere and

its effect on the well-being of employ-
ees and the strength of organizations.
EAPA is truly blessed with a staff of
dedicated, hard working employees
who care about the Association and
routinely "go the extra mile" for EAPA.
We value teamwork and an atmos-
phere conducive to doing our best.

Below is some "first person" infor-
mation about the staff that the regional
directors have asked that we share
with you. So here goes.

Hoda Abida. Resource Center Intern.
(temporary, part time) I am an 18-year
-old senior at Wakefield High School

in Arlington,
Virginia. I have been
working for EAPA
since March 1997 as
the Resource Center
manager's assistant.
Most of my duties
involved filling and

taking orders for publications and
other materials made available through
the Resource Center. I got this job
through my business teacher at school
It will help me get the credits I need to
graduate with an advanced diploma.

William Blake. Resource Center
Assistant. (temporary, part-time) I
have been working part-time at EAPA

since November
1997. My job duties
include filling publi-
cations orders and

my spare time, I like to be with friends
and enjoy playing basketball and
remodeling cars.

David Brand. Administrative
Assistant. (temporary) I started as an
intern with the Legislative and Public

Policy Department
in July 1996 and
worked on the 1996

- Annual Conference
and the 1997 Public
Policy Conference.
My responsibilities
included maintain-

ing the department's files and commit-
tee lists, as well as assisting with
substance abuse professional (SAP)
and confidentiality training courses
held during the 25th Annual
Conference. I returned to EAPA in fall
1997 to provide support for all depart-
ments. Ihold amaster's degrees in
political science.

Anthony Brown. Certification
Assistant. I have worked as certifica-
tion assistant at EAPA for a little more

,~ ~,' than a year. My job
~~~ requires me to sup-
~'̂'~- port the certification

~~,, '~, manager and the
certification director.
My responsibilities

a include preparing
and mailing infor-

mation packets, coordinating mass
mailings, and receiving pre- and post-
approvals for professional develop-
ment hours (PDHs). I have prior
experience in printing and in customer
service.

organizing the Cobran Brown. Resource Center
workroom for vari- Graduate Intern. (temporary, part-
ous departments. In time) I am a student at the University
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SYLVIASTRAUB
Chief OperatingOff~cer ,~~

of Maryland MSW
program. I've been
with EAPA since
September 1997 and
recently updated the
EAPA study guides.
I have 13 years of
experience in sub-

stance abuse counseling, case manage-
ment, and child protective services
and am greatly anticipating the com-
pletion of my MSW in May.

Joni Reed Cooley, CEAP, Director,
Certification Department. I have
served as EAPAs Certification Director

since 1995. Prior to
joining EAPA, I
worked in EAP with
Personal
Performance
Consultants (PPC).
A native of Iowa, I

~`' have managed coun-
ty crisis hotline services and directed
special academic programs for a state
university in Ohio. I now oversee the
Certification Department, working
closely with the EACC to operational-
ize their CEAP certification and recer-
tification policies.

Index to Advertisers
Balance ....................................22
Blair &Burke ...........................33
Buckley Productions ..................21
Diversified Healthcare (Adcare) ..21
Father Martin's Ashley ...............21
Group Health, Inc (Mt. St, Vincent)39
ICAS ........................................33
Medcomp....................................9
Motivision ....................................5
Office Automation ........................5
Performance Resource Press 43,44
Pride Institute ............................22
Sundown M Ranch ......................3
Walden University ......................27
Xpression Products ,,,,,,,,,,,,,,,,,,,,42

Sheree Clayton Thomas. Director,
Finance Department. I manage the
financial activities of the Association to

ensure financial via-
bility and compli-
ance with
regulations pertain-
ing to finance. My
responsibilities
encompass the
entire accounting

cycle, including financial statements
such as monthly reports to the Board.
I manage EAPA's strategic investment
plan, the external audit process, cash
assets, and the budget process. I
also administer employee benefits,
insurances, and compliance with
governmental personnel regulations.
I hold an MBA with a specialty in
accounting.

Mary Craigie. Director, Member
Services Department. I have just
begun my 13''' year with EAPA. I
joined EAPA when the Association's
acronym was ALMACA. My job

involves managing,
marketing, and bud-
geting for the

;., department, and one
of my goals this year
is to increase mem-

"~'"'^ bership retention
from 81% to 86%

and to recruit new members into the
Association. I am liaison to the
Bylaws, External, and Membership
Committees. I have served as assistant
to the COO and for five years, as
administration manager for the EACC.
I have three children and two grand-
children and enjoy bridge, crocheting,
and making pottery.

Katina Doulis. Receptionist. I have
been employed a[ EAPA since July

1997. I have an
associate degree in
applied science and
have over 15 years
of experience as a
receptionist. My
duties here include

How~to Contact EAPA Staff by E-Mail
& Phone Ext.
Anthony Brown,Certification Assistant • Ext. 319
EAPCERTDEPQAOL.COM

Joni Reed Cooley, Certification Director • Ext. 311
EAPCERTDIRCAOL.COM

Mary Craigie, Membership Director • Ext. 315
EAPMEMDIR@AOLCOM

Katina Doulis, Receptionist • Ext. 301
EAPAMAINc~AOLCOM

Jeff Durkin, Assistant to Board and COO • Ext. 314
EAPOFFMAN@AOL.COM

Leesa Kuo, Convention Manager • Ext. 304
EAPCONVMAN@AOLCOM

Dan Taylor, Resource Center Manager • Ext. 307
EAPRESCENC~AOLCOM

Sheila Macdonald, Legislation and Public Policy Director
Ext. 309
EAPLPPDIRC~?AOL.COM

Ruth Maupin, Accounts Receivable Manager • Ext. 312
EAPRECMAN@AOL.COM

Ellen Miller, Annual Conference Director • Ext. 303
EAPCONVDIRQAOL.COM

Juanita Padgett, Membership Manager • Ext. 317
EAPMEMMAN@AOL.COM

Kay Springer, Communications Director • Ext. 308
EAPCOMMDIRC~AOL.COM

Sheree Clayton Thomas, Finance Director • Ezt. 305
EAPFINDIRC~AOL.COM

Sylvia Straub, Chief Operating Officer • Ext. 376
EAPCOOC~AOL.COM

Nicole Whitlock, Accounts Payable Manager • Ext. 313

Kimberly Willis, Certification Manager • Ext. 310
EAPCERTMANBAOLCOM

answering incoming
calls, transferring calls and e-
mails to the appropriate peo-
ple, and performing various
other duties as needed. I am
married and have two cats.

Jeff Durkin. Assistant to the
Board and COO, Manager
of Information Systems,
Office Manager. I began

working at
EAPA in

r ~ '! March
~,"~`' 1995,

having
spent the
previous
year at the

U.S. Department of Defense.
Originally hired to serve as
office manager and assistant
to the COO and the Board, I
quickly saw my role expand
to include that of computer
technician and more recently,
Webmaster. These more
recent roles include maintain-
ing the computer and other
information systems, provid-
ing software and graphics

design support for the staff, and per-
forming all the programming, design,
and graphics tasks connected with the
Web site.

Joe Gentile. Legislative and Public
Policy Intern. (temporary, part-time)

I have been working
at EAPA as the legal
research intern since
June 1997. My main
duties are to assist
the LAPP director
and to do research
for the department.

I am currently in my second year at
George Washington Law School. At
the University of Maryland, I majored
in economics and Italian language and
literature.

Leesa Kuo. Convention Manager
I came to EaPA in 1995 as a consul-
tant to the Conferences and Exhibits

Department and
was made a full-
time staff member
in July 1997. I
work on the
Annual, Public
Policy, and District
Conferences and I

am the staff liaison to the Education
and Training Committee. Prior to
joining EAPA,41 worked for an associ-
ation managerinent company and the
American Institute of Ultra Sound in
Medicine.

Marilyn Lowrance. Advertising
Manager (temporary, part-time) I
joined EAPA in April 1997 as advertis-

ing manager for the
EAPA Exchange.

"f~"• With an MBA in
marketing, I have
worked in corporate
marketing and as
director of market-
ing for a California

ad agency. In my spare time', I serve
on three boards of directors. I have a
passion for reading, swimming laps,
and walking my dogs. I have two
German shepherds, two cats, and an
assortment of fish, frogs, and lizards.
My seven-year-old son adores the
menagerie!
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Sheila Macdonald. Director, Legislative
and Public Policy Department. I was
a Washington-based lobbyist Eor more
than 25 years before joining EAPA in

1994. I am the
' y Associa[i.on's link

eo Congress, the
tr ,~:.

execuCive branch, and
r ~~? national legislative

coalitions. Working
with EAPAs LAPP
Committee, I am

involved in the development of EAPAs
major public policy initiatives, sLich as
the model EA licensure act and EAPAs
new position on EAPs and health laws.
I have, at Che rec~uese of the Board, man-
aged the development of the Supreme
Court bi-ief on Jaffe v Redmond and the
Lucky Scores-ADA Fact Sheee. I am also
staff coordinator for the Public Policy
Conference in WashingCon, DC.

Ruth Maupin. Accounts Receivable
Manager. I handle all receipts of rev-
enue that come to [he Association. I
have been with EAPA since 1991. I

started in the
{ Certification

Department on a
~~ eemporary assign-
~- ment. When an

~ ~~ '~.3~'' opening in the
~ Finance Department
-`~" became available, I

was given a permanent position due to
my background in finance.

Ellen Miller. Director, Conferences
Department. I was hired by EAPA in
May 1983 to work in the Membership
Department and attended my first

conference that fall
where I worked in

s ~ [he regisCration
a~ '~''~` '`"' booth ~ncl did other

odd jobs. Eventually,
I was promoted to
assistant [o the con-
Terence director to

work on regional conferences and the
annual conference. In 19)2, I was
promoted to conference manager and
in 19 4 Co conference director. In May
I will celebrate 15 years with
ALMACA/EAPA. Before joining LAPA,
I was a directory assistance
operator/manager for AT~SzT.
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Juanita Padgett. Manager,
Membership Section. My employ-
ment with EAPA began in 1989. My

primary duties

~: include responding
-~, to membership

gLlestions regardingY,~~
~ ~ renewals, new mem-~: , „,~-

~ `~~` ~~ bei° applications, and,;°
~,~n ~ address changes and

8 ` providing assisCance
to over 100 EAPA chapters. Before
joining EAPA, I worked as a
cashier/photographer assistanC For an
instant photo cenCer which specialized
in passport photos. I enjoy spending
time widz my family, reading, and
going [o the movies.

Kay Springer. Director,

Communications and Editor of the
Exchange. I have been with EAPA
since May 1994. In addition [o editing

the EAPA Exchange, I

handle all media

innuiries, and super-

vise the magazine

advertising and the
~ Resource Ceneer.

A native of

~ -'~ Washington, D.C., I
have been in the communications field
since 1970. I first became interested in
EAPs while working ~C the American
Red Cross NaCional Headquarters in the
1980s. I was asked to publicize the
organization's firs[ EAP and got a close
look at the many benefits EAPs offer.

Sylvia Straub. Chief Operating
Officer. I have been with EAPA since
Sepeembei• ].994. My primary respon-

sibililies are Co work
with staff to opera-

tionalize the policies
of the Board of

~•~t a Directors, ~o manage
~~ ~ ~` the international

headquarters office
and handle all

st~fFing and staffing matters Eor the
Association.. I have 24 years of non-
profit management experience and
enjoy assisting the Association in
reaching its goals. I 'hold the CAE
(certified association executive)
credential from the American Society
of AssociaCion Executives.

Dan Taylor, Resource Center

Manager. I began working aC EAPA in

Sepeember 1997, after reeiring from a

22-year career as a

U.S. Marine. My

responsibilities

1 . include providing

consultation regard-

ing EAP matters,

,~~ ~ ,<i`~ ~ managing the pro-

~ ~ duc[ion of publica-
tions, informaeionai paelcets and study
guides. I have over 10 years of experi-
ence as an EAP and substance abuse
counselor in the U.S. Department of
Defense. I hold an MA in psychologi-
cal services and counseling and am an
internationally certified drug and alco-
hol counselor and certified addicCions
counselor.

Nicole Whitlock. Accounts Payable
Manager. I handle all accounts
payable functions for EAPA. I came to
the Association in September 1996

during Ruben

Durand's absence. I

joined EAPA's per-
;~ manene staff in
w,.~, December 1996

~- ~"""°"',r) after Ruben's
'_' uneimely death. I

have six years of
accounting experience, and although
the circumstances surrounding my
employment were bittersweet (with
the loss of Ruben), I feel I quickly har-
monized with the wonderful sta[F here
at EAPA. Last buC certainly noC least, I
am expeceing my firse child in March
of this year.

Kimberly Willis. Certification
Manager. I have been certification
manager at EAPA since April 1996. I

came [o EAPA with

a few years of asso-
ciation experience.

~ ~ ,,Q As the certification
F ~„~ ~ ,M; manager, my prima-

!:,, ,„,,.; ry responsibility is
eo insure Chat all
departmental poli-

cies and procedures are being con-
ducted accurately and efficiently. In
addition eo assisting [he EACC, I am
also staff liaison co the Standards
Committee. Q

EAP~e EX11t~eCTS NEWS TO AND FROM EAPA MEMBERS

Mark your calendars for two upcoming EAPA events:

The EAPA Public Policy Conference in Washington,

D.C., April 19-21, and the Mid-Atlantic District

I Conference in Williamsburg, Virginia, July 19-

22. For more information, call EAPA Headquarters

at 703-522-6272.

Does your CEAP certification period end in March

or May 1998? The deadline to send in your PDHs

for recertification is June 30; the deadline to

apply for the May 1998 CE1~P exam is March 15.

Las Vegas Planning Underway...DOes your EAP service

the gaming industry? We are planning an outreach

to casino managers and HR directors at the 2'7th

EAPA Annual Conference in Las Vegas. Please join

the planning by contacting Joe Gisondo, 516-344-

4567....Are you a female veteran of military ser-

vice? Please contact Sharon Fisk at 210-566-1957

to join other women vets in a Veterans Day recep-

tion, now being scheduled during the annual con-

ference, for those who have served in the U.S. or

international military service...

EAPA's North Central Region has developed three

public service announcements (PSAS) that will help

increase awareness about EAPs. The three separate,

one-minute video presentations were designed to

deliver the message of EAPs to the "troubled

employee" and/or their significant others, as

well as principles of business/industry and unions.

The three presentations are: "Help Is Closer Than

You Think," "Name That Personal Problem," and

"Killing the Patient." Written and produced by

Jeffrey W. Mangrum, president of SST

Communications, Inc., in Chicago, the PSAs can be

customized to include information (phone number,

business name, etc.) after the announcement.

(Editing fees start at $50 per hour.) All prof-

its from the PSAs will reimburse the North

Central Chapters for their percentage of invest-

ment in the project. EAPA chapter members may

purchase the PSAs for $250 each non-member fee

is $1500 each. To order, write or fax: North

Central Region EAPA, P.O. Box 506, 5469 Hwy. 12,

Maple Plain, MN 55359; 1-888-701-9469; (fax) 612-

479-2746.

The EAPA Board of Directors has approved the fol-

lowing name changes for EAPA chapters: The for-
mer Louisiana Chapter is now the Greater New

Orleans Chapter; the former
Minnesota Chapter is now the Upper

Midwest Chapter.

The 1998 EAPA Member Resource

Directozy has~been published, and

Nere's management system copies are being mailed to everya case ~PA member. If you have not
that free$ You from the drudgery received a copy or if you have

and repetition of paperwork■ received a copy that has pages out

of order, please contact the

Medcomp, leader in EAP case management systems,
Membership Department at 703-522-

created EAP ~aseware specifically to meet the needs
6272, ext. 308. The directory

of, internal and external EAPs. EAP Caseware allows you reflects information received as

toi, prepare client records, develop referral resource lists, of December 1, 1997. If you would
compile case and clinical notes, track outcomes and like to update your information,
non-client services, prepare EAP and management please mail or fax the form on
reports. In short, EAP Caseware handle's almost all your page vi to Juanita Padgett. 'rhe
administrative problems, freeing you for creative work.

f~ number is 703-522-4585.

Y

EAPCasewareisWindows-baseclforsingleuserornet- • ~••••••••••••••••••••••••••••••
worked systems. It's compatible with Microsoft Access. The next update of the Fsnployee

Assistance Sezvice Providers List
Call 719-575-9662 for a free demo disk, or to learn Will appear through our web site
how Medcomp can customize a system for your EAP.

in late April'. If you provide

external EAP services and would

like to participate, contact Mary

Craigie at 703-522-6272, ext.

315.
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EAPA and Health Care—Managed Care Laws
by Tamara Cagney, CEAP

e EA professionals have been struggling
for years to define our services. We were
urged to define employee assistance when
we interacted with legislative and regula-

tory agencies, such as the U.S. Department of Transportation.
We were also tempted to act when we saw a wide variety of
services marketed as EAP services although we knew that
they did not conform with what we knew were offered in
real EAPs.

The challenge for us as EA professionals has been to
maintain our clarity of vision while responding to work-
place demands with various EAP models. EA professionals
come from many different backgrounds and draw from
many different areas to come up with the distinctive ser-
vices offered by the EAP. Any EAP description has to
encompass the many components that create the unique
EAP approach to addressing work organization productivi-
ty issues and employee's personal concerns affecting job
performance.

The chart on page 15 of this issue represents a defin-
ing vision for our field. The way you design your EAP dic-
tates whether or not you have a true EAP. The EAP core
technology functions must be provided. Which EAP core-
related services you offer is driven by your areas of exper-
tise and market demand.

The core components of EAP, as defined in the illus-
tration include:

Consultation with, training of, and assistance to work
organization leadership (managers, supervisors, and
union stewards) seeking to manage the troubled
employee, enhance the work environment, and
improve employee job performance; and outreach to
and education of employees and their family members
about availability of EAP services;
Confidential and timely problem identification/assess-
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ment services for employee clients with personal con-
cerns that may affect job performance;

• Use of constructive confrontation, motivation, and
short-term intervention with employee clients to
address problems that affect job performance;

• Referral of employee clients for diagnosis, treatment,
and assistance, plus case monitoring and follow-up
services;

• Consultation to work organizations in establishing and
maintaining effective relations with treatment and other
service providers, and in managing provider contracts;

• Consultation to work organizations to encourage avail-
ability of and employee access to employee health ben-
efits covering medical and behavioral problems,
including, but not limited to, alcoholism, drug abuse,
and mental and emotional disorders; and

• Identification of the effects of EAP services on the work
organization and individual job performance.

These seven core technology functions represent the
unique core of an EAP and must be present to have a func-
tioning employee assistance program.

A Unique Viewpoint

EAPs offer several core components that are not recog-
nized or accepted by other professions, such as human
resources and social work. For example, EAPs are work
site-based and are designed to prevent or intervene in pro-
ductivity problems caused by personal problems. The key
focus of an EAP is on work-site problems, a strategy that
allows the EA professional to intervene early on, in some
instances, and to deal with non-DSM IV Axis I issues such
as parenting ,marital stress, financial, and legal concerns
that may be distracting the employee.

Unlike medical health services, EAPs target both:

,._

employees whose performance shows a pattern of
decline that. is not readily explained by supervisory
observation of their job circumstances, and
employees who are aware of personal difficulties that
may start to affect—or have already affected—their job
performance and work relationships. The majority of
EAP clients—up to 90 percent—are from this second
group. These are employees who have some insight into
their problems and avail themselves of the easy access
offered by their organization's EAP. These self-referrals
receive assurances that their personal issues will be kept
confidential and that the employer's interest is in main-
taining asafe and productive work force. These
employees contact the EAP to receive assessment and
referral services to qualified local providers or to receive
short-term, solution-focused intervention provided
within the EAP system.

As valuable as those services are, it is the EAP services
delivered to the remaining 10 percent—the employees
referred on the basis of job performance problems—that
makes EAPs so valuable to employers. Employers who have
EAPs do not have to wait for the employee to self-refer to
one of their panel providers, or wait for a problem to esca-
late to a point -where fitness for duty or workers' compen-
sation systems are called into play. Supervisors have the
means to intervene at an early stage of employee dysfunc-
tion and to refer the employee to professional assessment
and assistance. As such, EAPs are tools that allow supervi-
sors to combine an offer of assistance, their concern for the
employee, and progressive disciplinary action.

Supervisory Training

Another valuable benefit of EAP services is that super-
visors receive training and consultation to determine
appropriateness of an EAP referral and to guide them
through the intervention and client referral process. This
intervention process, which is often referred to as con-
structive confrontation, uses documented examples of per-
formance problems to overcome denial, express concern,
and to offer assistance. The availability of the EAP support
relieves supervisors as well as union representatives of the
need to counsel employees and to provide assistance that is
most often outside of their areas of expertise. Without these
specific EAP services, targeted to the small group of
employees who have job performance problems, the EAP
core is not complete.

EAPs are focused on productivity enhancement and
productivity restoration. They are seen as risk management
and control functions. To reach this goal, EAPs also offer a
wide range of "EAP core-related workplace services." These
additional services (which are represented in the illustra-
tion by the boxes radiating out from the central core), all
benefit from the EA professionals' unique view of the work-
place. These services, such as critical incident stress man-
agement, may by driven by the EAP or, as in violence in the
workplace programs, the EAP may be a valuable team play-

er. EA professionals often possess clinical skills that mirror
those of clinical providers, but an EA professional must also
be well versed in the areas of work organizations, human
resource management, legal, and legislative workplace
issues.

Legal Jurisdiction

EAPs can also be designed to deliver "healthcare bene-
fit or managed care-related services" as an adjunct to their
core EA services. Of the employees who access EAP ser-
vices, up to 80 percent receive the guidance they need to
clarify their problems, contact appropriate resources, and
affect change. These employees do not go on to access their
mental health benefits. But some employees do need more
extensive or intensive care. They are then referred to clini-
cal services. If these clinical services (represented on the far
right side of the chart), are part of the EAP, then the entire
EAP may be governed by and need to comply with state
and federal health care laws, such as the Employee
Retirement Income Security Act (ERISA) of 1974 and the
Consolidated Omnibus Budget Reconciliation Act
(COBRA) of 1986.

EAPs may also offer benefit management services as an
adjunct service. Some of these services may bring the pro-
gram under the jurisdiction of healthcare laws. Although
the addition of healthcare benefits and managed care oper-
ations under the EAP's jurisdiction may help the company
meet market demands, the company should carefully con-
sider the legal requirements that the addition of these ser-
vices would bring. Q

Tamara Cagney, RN, MFCC, CEAP, is with TC Consulting of Pleasanton,
CA. She also is a member of the EAPA Exchange Advisory Committee and
chairs the Planning Committee for the 1998 EAPA Annual Conlerence.

The Customers
You Want Read the
EAPA Exchange

To Advertise in the
Next Issue of

EAPA Exch ange
Call Marilyn Lowrance

703-538-5557
May/June ̀ 98 Issue
Deadline: April 20
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by Sheila B. Macdonald, Director, Legislation and Public Policy

uring the past three years, EAPA has heard
from more than 250 callers on one of the most
vexing issues the profession faces: Are EAPs
covered by ERISA and COBRA, the federal laws

protecting Americans' retirement benefits and post-
employment access to group health insurance rates? (For a
brief explanation of ERISA and COBRA, see the box on
page 13.)

These telephone queries reflected a very broad range of
concerns. 'Some callers assumed that the two laws cover all
EAPs and simply wanted to know how to fill out IRS Form
Number 5500; others questioned whether EAPs should be
covered at all; still others said their full-fledged EAPs offer
no health medical services and should not be covered, even
though fellow practitioners or government officials say they
are covered. The absorption of EAPs into managed care sys-
tems has compounded the confusion.

To answer these questions, EAPA turned to three
sources with expertise in this subject area: government
agencies, think tanks, and attorneys. Government officials
indicated that all but first-contact telephone EAPs and
assess-and-refer EAP operations were considered as offer-
ing "medical health services." Think tanks, recognizing that
legal language and legislative history lacked references to
EAPs, suggested that although EAPs seemed to be covered,
most have not been. The attorneys, distinguishing between
theory and practice, confirmed the reality: In theory, EAPs

seem to be covered, but as a practical matter, many have
not been. They pointed out that no case law on
ERISA/COBRA and EAPs exists, leaving a great gray area.
Until such law emerges, the answers will remain murky.

EAPA has been aware of the ambiguity all along.
Fortunately, a subcommittee of EAPA's former Committee
on Insurance has already done important work. Appointed
in 1988 and chaired by John A. Stoltzfus, Ph.D., the sub-
committee set out to untangle the complexities of legal def-
initions and applicability. The subcommittee decided that
since so many kinds of EAPs exist, it is impossible to deter-
mine whether as a group they are covered by the two laws.
The subcommittee therefore concluded that each EAP
could evaluate the types of services it offered and then
determine its own ERISA/COBRA status.

By taking a neutral position, the EA profession had, in
effect, left decisions in the hands of government agencies
that administer the two laws. As a result, the Pension and
Welfare Benefits Administration (PWBA) of the U.S.
Department of Labor has, since 1983, issued at least five
advisory opinion (AO) letters that comment on EAP status.
Under PWBAs interpretations, the government has deter-
mined that most types of EAP services—not just those ser-
vices that fall into the psychological counseling category or
were specifically designated by EAPs or work organizations
as employee welfare or health benefits*—would come
under coverage definitions.

* Of the various groups within EAPA, labor unions most frequently have made clear in their management contracts that EAPs are to be
negotiated separately. In other words, unions have recognized what the profession strives to establish: that EAP services do not consti-
tute pension, welfare, or health benefits, but are different and separate from them. Other EAP groups, in their contractual arrangements
or memos of understandings, often are less clear on that important point.

In 1996, a number of events forced EAPA to

reconsider its neutral stance. Three legislative/reg-
ulatory developments in that year focused
increased importance on ERISA/COBRA defini-
tions and interpretations:
• Congress passed two new medical/mental

health insurance laws—the Health Insurance
Portability and Accounting Act (HIPAA) and
the Mental Health Parity Act (MHPA). Both
raised questions of whether EAPs were cov-
ered under their provisions.

• States were required to pass legislation imple-
menting HIPAA and MHPA, which raised the
same questions.

• Many states considered the possibility of
amending health maintenance organization
(HMO) laws/regulations to respond to changes
in the American health delivery system.

Perhaps the most attention-getting develop-
ment arose in Texas in 1996-97 when debate over
an HMO law raised the question of whether EAPs
are providing prepaid health services and therefore
should be brought under the law governing them.
Just asking that question opened the possibility of
another Knox-Keene-type limit on EAP practice.
(Knox-Keene is the 1986 California state rule
requiring EAPs that provide more than three ses-
sions in a six-month period to register, meet regu-
latory requirements, and pay fees as HMOs.)
Although the Texas debate involved only one state,
it exposed EAPA's lack of a position on the broad
issue of EAP status under various health laws at
both the federal and state levels of government.

Because long-standing ERISA/COBRA laws
and AOs have not been fine-tuned to the reality of
EAP practice, EAPA feared that existing definitions, inter
pretations, and applications would shape those of newer
health laws and rules. In response, EAPA President Dor
Magruder requested that Roy Sonovick, chair of the
National Legislative and Public Policy (L&'PP) Committee
appoint an Ad Hoc Task Force on EAP Definitions ant
Health/Managed Care Laws. Its mandate: to consider al
pertinent questions and establish a new EAPA position—~
position that would represent and serve all sectors of the
profession.

Task Force Findings and a Position

A Brief Explanation of
ERISA and COBRA

ERISA, the Employee Retirement Income Security Act of 1974,
provides for the integrity and solvency of "employee benefit
plans." ERISA essentially requires "disclosure and reporting
to participants and beneficiaries of financial and other infor-
mation" and establishes "standards of conduct, responsibility,
and obligation for fiduciaries of employee benefit plans."
ERISA applies to two types of employee benefit plans:
"employee welfare benefit plans", and "employee pension
benefit plans.° Only the first type, employee welfare benefit
plans, are of concern to EAPs. ERISAs purpose is to protect
the employee's "expectancy interest" in welfare benefit plans
endangered by employer merger, acquisition, or insolvency,
or by employee termination, disability, or death. The ques-
tions then become: Is an EAP an employee welfare benefit
plan, and do EAP services come under ERISAs definitions of
coverage for such plans?

COBRA, the Consolidated Omnibus Budget Reconciliation
Act of 1986, protects the rights of certain individuals, who
might otherwise lose group health insurance coverage, to
continue employment-based health insurance at group rates
if they are willing to pay both the normal employer and
employee premium or premium equivalent for such cover-
age. The questions are then: Do EAPs qualify in any way as a
group health plan, or can EAP services be characterized as a
part of an employer's group health care benefits?

(See chart on page 15 for EAPA's answers to these questions.)

The task force determined, as many EA professionals
had long contended, that the basic services of traditional
EAPs—functions that are derived from the EA profession's
core technology and most other related EAP services—are
aimed at addressing employee-productivity issues. They
also said that EAPs for the most part do not offer medical
health mental health services or services Chat are part of
managed care systems. At the same time, the task force
identified a series of EAP services that may fall into the

health or managed care-linked categories. "l~he task force
found that those services can be lumped into one of two
groups: (1) psychotherapeutic or clinical treatments; or (2)
network management or benefits work carried out for
HMOs or MCOs. These also were the services that most
often are covered by prepaid health insurance or other
types of health plans. The task force also recognized that
EAPs that are an integral part of HMOs/MCOs could not be
carved out of the system and, as components of the larger
system, would fall under applicable laws.

Interactive Chart

Once these distinctions were made and categories
identified, the task force created an "interactive chart" that
provides a schematic description of EAP coverage issues
posed by ERISA/COBRA and other health care laws. The
chart, reproduced on page 15, lists all the EAP core tech-
nology functions—the core of EAP services—in the large
central boxes and places the many associated services EAPs
offer in the smaller boxes surrounding the core. The task
force analyzed all these activities and determined chat EAPs
providing the core technology functions and the majority
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Definitions of the
Employee Assistance

Profession

Employee Assistance Program (EAP) and EAP Core Technology

"Employee Assistance Program" or "EAP" is a worksite-based program designed to assist: (1) work organizations in addressing pro-
tluctivityissues, and (2) "employee clients" in identifying and resolving personal concerns, including, but not limited to, health, mar-
ital, family, financial, alcohol, drug, legal, emotional, stress, or other personal issues that may affect job performance.

"Employee Assistance Program core technology" or "EAP core technology" represents the essential components of the employee
assistance (EA) profession. These components combine to create a unique approach to addressing work organization productivity
issues and "employee client" personal concerns affecting job performance and ability to perform on the job. The core technology 13
(see information in large center box of chart on next page.)

of added EAP services could not be characterized as offer-
ing "benefits in the event of sickness," "medical health ser-
vices," or services paid for by managed care or other third
party. The task force placed all these non-health managed
care functions and services here to indicate that, in the EA
profession's view, none should fall under health managed
care laws.

The two areas of EAP work that may be considered
medicaUmental health or managed care services have been
placed to the far right in the chart. The purpose of this divi-
sion—which is not meant to be absolute and is left open to
interpretation—is to assist employee assistance programs
in evaluating whether the services they offer may cause
them to be covered by health or managed care laws.

The EAPA Board of Directors unanimously approved
the position and the chart at its November 1997 meeting
and asked that other EAPA leadership groups look at the
details. Since then, comments and input have been sought
from a wide group of EA professionals, the Ld~rPP
Committee, and the EACC.

In other words, the Association is taking a new posi-
tion: (1) Most EAP services—the EAP core technology
functions and many of the other services EAPs have added
over the years—are not health managed care services; (2)
EAPs providing these services should not be covered by
health managed care laws; and (3) two categories of EAP
services—clinicaUtreatment services, and network manage-
ment services contracted with an MCO—could be consid-
ered health/managed care services, and EAPs providing
these services may be covered by health managed care laws.
The Association also has indicated that EAPs that use pre-
paid payment systems are not health insurance operations;
the EAP business owner is at risk, not individuals. Further,
EAPA recognizes that EAPs integrated into HMOs/MCOs
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probably can not be carved out in most circumstances and
therefore can be expected to fall under laws applicable to
those systems.

The new position is not intended to cover every EAP
activity, nor is it intended to preclude addition or deletion of
activities in the future. In using the chart, EA professionals
should realize that: (1) they have choices about what ser-
vices they do or do not offer; (2) EA professionals and work
organizations also can choose in categorizing and describing
EAP services so that everyone understands what they are
and how they are to be used; and (3) choices made will pos-
sibly determine whether health or managed care laws apply
to an EAP or an EAP's work organization.

The new position and the interactive chart should have
important uses for the EAP profession. They will enable EA
professionals to
• describe better who they are and the range of services

their EAP might offer;
aid EAPA chapters in the difficult but essential task of
explaining their members' work and distinguishing
it—in convincing fashion—from services provided by
medicaU mental health and managed care service prac-
titioners; and
help make EAPAs position on the profession's defini-
tions and health laws clear to federal and state officials
vis a vis new health laws or the interpretation of exist-
ing ones.

If the EA profession uses the new position and chart
successfully, it will describe itself better to its own practi-
tioners, draw a clearer line between it and other profes-
sions, and more easily achieve its goal of establishing
definitions of EAPs and their practice in federal and state
legislative and regulatory instruments. Q
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on - erm urv~va ,
the Core Technology, and You

by Dan Feerst, LICSW, CEAP and
Dodie Gill, LPC, CAC, CCS, CEAP

ith the recent approval of the updated
version of core technology and the EAP
definition by the EAPAs board of direc-
tors, the Associations membership

acquires a tremendous responsibility and opportunity to
use these tools to preserve and advance the profession into
the next millennium. For a long time, the field has strug-
gled with definitions, descriptions, and consistency among
EAPs and related services. This struggle was a natural
course of events because our members gravitated to the
profession from many different allied fields. Unfortunately,
some either ignored or failed to understand the definition
of an EAP, and in particular, the core technology so bril-
liantly first defined and elaborated on by social researcher
Paul Roman.

In the name of Association growth, some members tol-
erated sincere attempts to establish EAPs in American busi-
ness and industry, even if it meant straying from the scope of
an EAP. Whether a psychotherapist offering prepaid assess-
ment services as a means to increase income, or a managed
care firm selling 800 numbers as EAPs to help capture more
lucrative managed care business, the profession appeared to
be placing everyone under its tent, sometimes at the expense
of its own identity. With the updated version of the core
technology and a renewed push for state licensure of EA pro-
fessionals, the Association stands armed with the tools to
promote the EA profession and advance it into a new era.

Importance of the Core Technology

There are s~ reasons why the core technology (CT) is
vital to the EA profession. All argue for the Association's
membership aggressively promoting it to business con-
sumers, treatment providers, including managed care orga-
nizations, and the general public.
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(1) The CT uniquely defines the EA field and clear-
ly separates it from the functions of other human service
professions, many of which are governed by their own sep-
arate licensure laws and regulations. The CT separates
employee assistance from other professions that have tried
to portray their disciplines as qualified to lead the EA field.

(2) The CT inhibits the creation of programs and
services with missing parts that mistakenly call them-
selves EAPs (an EAP does not exist without the core tech-
nology). Such programs can and have been used as
loss-leader products, mental health gatekeeping programs,
or as marketing tools for more lucrative products, such as
managed healthcare services.

(3) The CT allows for the critical education of busi-
ness executives and owners and other EAP consumers, who
need to be made aware of what constitutes a functional
EAP, thus enabling them to do a better job of evaluating
EAP vendors, vendor experience, credentials, proposals,
performance, and outcomes. Indeed, research sponsored
by EAPA demonstrates that human resource executives, in
particular, although supportive of EAPs, cannot always
define all the functions that EAPs are supposed to perform.

(4) The CT enhances the ability of EAPA chapters
to push more successfully for state licensure. The CT helps
EA professionals inform legislators (without confusing
them) about what is unique to the EA profession and shows
how our key functions are different from those of treatment
providers. A clear understanding of the CT will help chap-
ters avoid drawing negative attention from other clinical
professions already regulated by the state. (These groups
can squash legislation if they mistakenly believe EAPs over-
lap their professional turf.)

(5) The CT defines specific core functions. If a busi-
ness offers services that are not based on CT functions, then
the program ceases to be an EAP, no matter what other ser-

vices may be provided. Services provided by EAPs either
fall within these core functions, or they do not. Rendering
DSM-IV diagnoses or providing short-term therapy, for
example, are clearly outside the realm of the CT. They are
not what an EAP is about. This does not mean that an EAP
cannot provide other services if its staff are qualified, certi-
fied, or licensed to deliver them. It does mean that such
services should not be portrayed as being part of the CT.
Doing so medicalizes the EA profession and places it at
increased risk for improper regulation.

The Knox-Keene Act is one example of how the regu-
latory environment came to view EAPs as prepaid health
benefits. EAPs now appear to be improperly defined by the
Employee Retirement Income Security Act (ERISA). (For
more in-depth discussion of these issues, please see
on page 17 of this issue of the EAPA Exchange.)

(6) The CT is a common denominator for facilitating
communication among EA professionals. This past year,
arguments to discard the CT by those who view it as nega-
tively contrasting with the limited offerings of the programs
they were selling fortunately went by the wayside. Attempts
by some members of the managed care industry to redefine
EAPs and beat a new path for others to follow also failed.
The argument that people didn't understand the CT, or
worse yet, that.it was outmoded, only increased the need to
educate ourselves and those outside the profession regard-
ing the importance of the core technology.

Race for CEAP Licensure

The EAPA's Board of Directors newly reaffirmed
endorsement of the core technology breathes new life into
the rationale for EA licensure [based on the certified
employee assistance professional (CEAP) credential, which
is the only way to legitimize the field to the broader con-
sumer public. Without such regulatory protection, the EA
field increasingly risks being redefined and regulated or
restricted improperly.

Occasionally, some people ask whether a regulation to
license CEAPs is really just an artificial security blanket for
the profession. Others say we should focus on developing
and advancing the field rather than regulating it—as if reg-
ulating something is inherently bad. This is an argument
for fiddling while Rome burns. Licensure is the only way to
preserve the identify of a profession while protecting con-
sumers against malpractice. This is why licensure exists for
a whole range of professionals—from beauticians to den-
tists. And it works quite well. Social workers represent the
most successful and dramatic example of a well-orchestrat-
ed attempt to bring life to their profession and discipline
through their advocacy of identity-preserving regulatory
practices. Much can be learned from their experience of
first defining social work and then creating one strong
national voice out of seven formerly opposing national
organizations. The National Association of Social Workers
(NASW) became a powerful unified voice in the mid-
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1950s, not only for social change, but also for advocating
the use of regulations to define and focus the social work
profession. NASW now represents the interests of 120,000
members. (Some say NASWs history is the best argument
for having only one strong international EAP organization.)

Survival Tasks for Members

EAPA members have not only an important responsi-
bility but a huge opportunity to preserve and advance the
profession now that the Association has affirmed the core
technology and EAP definition. Make today the day to:

(1) Educate new and job-seeking professionals.
Provide job-seeking individuals who visit EAPA chapter
meetings with information about the core technology and
the EAP definition (as described in the EAPA Standards,
revised in January 1998, and available soon through the
EAPA Resource Center). Discuss with them the historical
problems associated with the EAP identity and the implica-
tions for nonadherence to professional EAP standards.
Direct them to useful literature about the EA profession.
Guests at our monthly EAPA chapter meetings often are
treatment professionals seeking to make a transition into
this field with little knowledge of what EA professionals do.
Hi, I'm a visiting therapist and I want to do EAP work is a
familiar greeting at our chapter meetings. Such occasions
are perfect opportunities for providing a realistic view of
the employee assistance field, the CT, and the functions
and skills implied.

(2) Call attention to non-EAP programs. It is a new
challenge for Association members to guard the integrity of
the profession by calling attention to so-called EAPs that do
not apply the core technology. Similarly, when you meet
individuals who say they do EAP, ask them if they apply the
CT or help them to understand how to do so. It is not
mean-spirited to take on this quest.

(3) Educate vital constituencies. Create a newsletter
for your EAPA chapter and put human resource managers of
the largest area companies on your mailing list. Write often
about the core technology and the EAP definition. The latest
research demonstrates that there is much to be gained by
educating human resource professionals who still struggle to
understand what EAPs really do. This group of buyers has
been vulnerable for years to EAP malpractice—the act of
offering services or programs promoted as EAPs that lack
application of the core technology. This naivete has caused
some of America's largest companies to sign on to non-EAPs.
Many of these companies have relied upon misguided advice
provided by their health, benefits, and occupational health
consultants, whom we need to educate.

(4) Sponsor local workshops or conferences that
attract stakeholders. Not all human resource executives
will be interested in codependency in the workplace, but
they may jump at the chance to learn more about how
EAPs can reduce the employee practices liability risks or
other forms of behavioral risk management.

continued on page 19
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REPORT FROM NEBRASKA

•

n t e~ e~nt~
• •

eat c~ct~t~on L~s ~~~~
•

Eto o essiona
by Nancy Myers, CEAP

n 1994, the Nebraska State Legislature passed the
Uniform Licensing Law, which has a Practice of Mental
Health Section that governs the licensure of mental
health practitioners and the certification of marriage

and family therapists, professional counselors, and social
workers. Commonly referred to as an omnibus law, it gov-
erns the practice of more than one profession. A number of
other states with relatively small populations (Nebraska has
1.3 million people) have passed omnibus laws after con-
sidering the costs and personnel necessary to maintain an
adequate licensing structure. Although EA practitioners are
not specifically named in the bill, the law has been applied
to some aspects of the practice of employee assistance.

This bill has become very popular because it makes it
easier for the general public—who sometimes don't under-
stand the distinction among mental health practice special-
ties—to report suspected malpractice to one governing
agency rather than many. (Prior to 1994, there was limited
protection for the public who were treated by master's level
counselors, and there were no uniform standards for the
practice of master's level therapy.)

Exclusion Requested

At the time of passage, the Nebraska-Western Iowa
Chapter had just received approval to become an EAPA
chapter. We had approximately 20 members, primarily
from Nebraska. Many chapter members felt the law was too
narrow and was not truly applicable to the EA profession
because it focused on mental health assessment and the
practice of therapy, not EAP core technology and workplace
issues. Two chapter members decided to approach the
Nebraska State Professional and Occupational Licensure
Division for the purpose of excluding EA professionals
from the law
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State Rule: EA Professionals Covered

After examining the EAP core technology, the state
ruled that EA professionals must be licensed as mental
health practitioners. It is my understanding that their main
concern related to the description of what EA professionals
do in core technology function number two (see page 15
for complete text)—"confidential and timely problem iden-
tification/assessment services for employee clients with per-
sonal concerns..."—which is very similar to Nebraska's
definition of mental health practice that includes (among
other things) "...assessment...to individuals, etc...for behav-
ioral, cognitive, social, mental or emotional disorders,...
including interpersonal or personal situations." At that
time, our chapter attempted to obtain agreement from the
state to accept the CEAP exam for Nebraska licensure as a
mental health practitioner. The state refused, primarily
because there was no educational requirement for the
CEAP that was equivalent to the educational requirements
for mental health practitioner.

Unique Issues

EAP practice in Nebraska differs from EAP practice in
other states in several ways. Our bread and butter is pri-
marily agriculture and agribusiness. Nebraska is a conserv-
ative, "at-will" employment state with very few unions.

When the 1994 Mental Health Practitioners Law was
passed, the union EAPs that we knew of had counselors
who met the new state requirements. We then reviewed our
EAPA chapter membership and discovered that only a few
members would not qualify for licensure under the 1994
law Those members who were not eligible were either cer-
tified in drug and alcohol abuse counseling or involved in
EAP marketing, administration, consulting, or training and

did not engage in function number two of the core tech-
nology (problem identification and assessment), which
appears to be the area in question between EAP practice
and the Nebraska law.

Remaining Options

So, what is a small EAPA chapter in the Midwest to do
with less than $100 and a couple of prayers? We had the
option of trying to pass our own legislation to exempt EA
practice from the Mental Health Practitioner Section of the
omnibus law and establish our own niche, but because the
state had already ruled against our exclusion, we saw that
as an uphill battle. We could have, and still can, opt to pass
legislation to have the EA practice certified as a specialty
scope of practice under the current omnibus law. With the
lack of time, .money, and people power to garner enough
support in the legislature, the chapter decided that the
obstacles were too great to overcome at that time. In addi-
tion, several chapter members, who were primarily from
external EAPs, thought that the licensure bill could be
helpful in establishing credibility and in obtaining addi-
tional EAP contracts and subcontracts.

Impact of Mental Health Licensure

Since 1994, those of us engaged in EAP practice in
Nebraska have evaluated the impact of the law. For some,
it has meant an increase in EAP business because licensure
within mental health practice was seen as another level of
credibility to help us qualify to pick up additional business,
such as subcontracts with large, national EAPs. Mike
Reynolds, director of Directions EAP in Lincoln, said he has
found that licensing is a value-added credential, which has

Long Term Survival
continued from page 17

(5) Align EAPs with the property-casualty insurance

market. Focus on these insurance markets to promote the

core technology and EAPs. Property-casualty insurance deals

with workers compensation insurance, employment prac-

tices liability insurance, and other products that mitigate
risk. Behavioral risk is something they deal with every day.

(6) Use proper EAP-speak. All of us need to be more

mindful about using the same terms when speaking or
writing about employee assistance so that language, legis-
lation, and publicity about the profession is consistent.
Contact EAPA for a list of proper terminology and correct

EAP language and print when spotted.

(7) Understand the fight for licensure. So, you're a
licensed clinical social worker and you can't understand

why you need another license to practice employee assis-

tance? You're asking the wrong question. Your clinical

license has nothing to do with employee assistance.

Licensing protects the EA profession and helps define the

scope of practice for the field. Q

helped his company obtain additional business. He also
noted that many of his contract companies expect EAPs to
expand in the area of brief psychotherapy and problem res-
olution because it impacts positively on the reduction of
third-party benefit costs.

For other EA practitioners, licensure has meant an
additional expensive credential to maintain. In all fairness,
it may have been a roadblock for some, though we do not
know of any such examples.

The Nebraska-Western Iowa Chapter has not taken a
formal survey to measure the actual impact of the new law,
but informal discussion and feedback have taken place in
monthly chapter meetings. The chapter also maintains a
Legislative and Public Policy Committee .to assess current
trends and make recommendations. At this time, there are
no plans to pursue separate licensure for EA professionals
in Nebraska.

Another Perspective

Nebraska's mental health law is not ideal from the EAP
profession's perspective because it does not recognize the
scope of practice within the EAP field. However, I have not
received any feedback from chapter members indicating
that they are experiencing significant limitations in their
EAP practice because of the 19941aw. It is important to rec-
ognize, particularly for states with a small population, that
in the broad arena of professional licensure, there is more
than one way to skin a cat. Q

Nancy F. Myers, CEAP, LMHP is EAP director, University of Nebraska-
Lincoln, and has been a member of the Nebraska Board of Examiners for
Mental Health Practice since 1996. For more information, contact her at
402-472-3107.

Dan Feerst, LICSW, CEAP is assistant
director, Employee Assistance Program,
Arlington Public Scl~oo/s, Arlington, VA,
and founding publisher ofThe Frontline
Supervisor, an EAP newsletter.

Dodie Gill, LPC, CAC, CCS, CEAP, is
director, Employee Assistance Program,
Arlington Public Schools, Arlington, VA.

Sloe also is president of the EAPA
Washington, D.C. -area Chapter and

member of EAPA's National Legislative
and Public Policy Committee.
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o entira Re ' n 'rti o Unitres
To He oo icti~np s
by Karen Hagen, CEAP

s El Nino wreaks havoc on Easy and West
Coasts alike, we are reminded chat about one
year ago, the Norlh Cenral Region was affect-
ed by some of the most severe floods we have

ever known. EAPA members of the North Central Region,
representing internal, external, and labor EAPs, united to
help victims of the disastrous lloods in Minnesota and
North Dakota last spring. The outpouring of generosily dis-
played in these communities was more powerful than any
raging flood water could ever be. This was a time to reflect
on our priorities and appreciate the importance of the
basics of family and shelter. From providing counseling to
cleaning, our members showed great unity and ingenuity in
responding to needs in the disaster areas. Listed below is
just a small sample of hood relief activities that some EA
professionals were involved in.

Internal Programs

Mayo Medical Center, Rochester, Minnesota
This internal EAP gathered busloads of volunteers from the
medical center to clean up flood-damaged homes in the
area. They also sought to establish a large block of funds
that would be used to provide grants to families who suf-
fered losses because of the flooding.

3M, St. Paul, Minnesota
3M was busy helping many victims of natural disasters last
spring. In addition to counseling services, they offered
temporary housing for families left homeless by the
destruction in Fargo, North Dakota.

Deluxe Corporation, St. Paul, Minnesota
Deluxe Corporation coordinated a corporate matching
fund for employee cash donations, raising $52,000; they
also collected needed supplies to ship to the flooded areas.

Norwest Bunh, Minneapolis, Minnesota
Norwest Bank dedicated a staff member to stay in the area
and provide debriefing and counseling support.

External Programs

Employee Advisory Resource, Bloomington, Min.nesotu
EAPA members who worked for this EAP created a grass-
roots campaign to gather resources and support For the
flood relief effort. Their activities included raising substan-
tial funds via a collection. Thirty staff members were Eirst-
line volunteers who provided both debriefings and
cleaning services. Other strategies to offer basic assessment

and referral to the
flooded communities
were planned.

dor ~r Associates,
Minneapolis,
Minnesota
The EAP counselors
offered co outreach to
our colleagues who
provided EAP services
to flood victims by
offering these helpers
access to our counsel-
ing support services.
The strategy behind
this outreach was to
offer care to all of the
important caregivers
who were on-site with
victims.

From left to right: Paul Liebig,
Kathleen Fitzgibbons, Guy
Marzano, Sandy Harmon,
Debbie Smith.

VRI, Fargo, North DahoCa
This EAP was busy re-establishing services to the members
of their own community and providing care in their Fargo,
North Dakota offices.

Labor

UAW Local 722, St. Paul, Minnesota
This group created a campaign called Labor of Love to
Fight the Flood. This involved having labor members join
together with the Salvation Army to collect donations to
reflect the labor movement's commitment to improving the
lives of everyone in the flooded communities.

JAMAW Airtransport District 143, Eagen, Minnesota
Labor representatives first toured the area to assess the
needs of their members and the community. They inter-
viewed their members to see what their needs were and
after outreaching to members, they gave the labor liaisons
at the Red Cross the names of their members co help cut
through government red tape. They also began, along with
Northwest Airlines, a drive for needed supply items that
were most in demand. They coordinated a volunteer net-
work with members to receive, unload, and ship donated
items to the flooded areas. Q

Karen Hagen, CEAP, is a vice president of dor &Associates. She was
recently elected North Central Regional Director.

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

1-800-ALCOHOL

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

.;. Stress Mangement: A Praet~ieal Approach

Sf~ows how to recoghize stmssful situations and teaches ways to re-create a positive
situation and/or environment.

•;• Y~iolenee ~n the Work,plaee

Teacf~es tecf~niques on how to calm someone down to stop a violent situation
before it f~as time to occur.

.;. Teamwork: Aeh~iev~n~ 5ueeese

Gives a solid introduction to tf~e pupose of teams, teamwork and tf~e benfits
of being a team player.

Confl~et Commnn~eat~on 51~iills

Covers resolutions of workplace confrontations and delineates personal safety

guidelines.
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LETTER TO
THE EDITOR
The recent article, "Financial
Problems: Substance Abuse of a
Different Color," (November/
December 1997) did not accurately
describe the budget and credit edu-
cation and counseling programs of
the member agencies of the
National Foundation for Consumer
Credit.

As the oldest and largest national
network of nonprofit agencies pro-
viding services to individuals and
families who need assistance in
managing their money effectively,
we presented more than 50,000
community education programs in
1996, and in 1997, our certified
counselors held more than
1,000,000 counseling sessions.

Of those we counsel, about
one third choose to make debt
payments through our Debt
Management Plan. Once we have
helped them develop a realistic
budget, about one third repay
creditors on their own. Finally, the
remaining third are referred for
other appropriate assistance they
inay need.

While we believe that learning
how to manage your money effec-
tively is as important as learning
how to read, there are many peo-
ple we help who had not previ-
ously learned these skills. Often
they are referred to us by EA pro-
fessionals and we look forward to
continuing to work with your
members in this way.

Sincerely yours,

Judith Cohart
Director of Education/Training
National Foundation for
Consumer Credit
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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
program, designed to

support EAP providers and
their clients.

~~ ALANCE
PCRSONAL'1'RAINING FOR PINANCIAI. PITNCSS

BALANCE'S financial fitness program
offers:

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

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

~ On-site orientations and workshops

•Monthly program utilization reports

•Customized services to assist HR
departments

•Library of resources and materials

Call today to learn more about
enhancing your financial work/life
services with BALANCE.

1 1 1

else at this
'~` treatment

center ~ . ?
a~.... ,~ ~,~r:~:. +

Drugs and alcohol are
~~~ Mt ~~.,,~t, the first problem ,..,The next

problem is finding a treatment
`_~~;.. center where your clients can

safely be themselves and talk
ti r.~ "~, g~, about the things they need to.~,

Fortunately, Pride Institute,
~ the nation's leader in providing

addiction h~eatment for the gay,
lesbian, bisexual and h~ansgender
communities, now has
programs nationally.

~,i#~~ ~~,~ I a,r„ ~'¢ }~ ~ PRIDE~~

~" ~ INSTITUTE
''F

,~, ~ f'

~'` ` 1 t~ r~" 800-54-PRIDE
i 4.

7 ~t • , ' i .~' ~ Most insurance plans cover our programs.

Ethical Dile as inV'Uorl~ lacep
Counselin : ACasebool~g

Developed by the EAPA Houston Chaptev~ in collabov~~ztion
with EAPA Intev~nation~zl Heaclgua~te~s

_ ~__~~- _"- '~`;,~ :~.:: In today's healthcare environment, EA professionals often find themselves dealing
p7~ ~'~ ;~°~.:: ~ with issues that are complex and confusing. In particular, they need standards that

~II~~~' `• ̀  .- =-` ~ y'~ ~- =` ̂~""` ~ ̀~`'°'~ protect the interests of those with behavioral problems and the integrity of the EAP field.

~ -`. `~ ~ ~ ? ~° Members of EAPA's Houston Chapter have prepared a new publication that will
`~`,.. ~.... ~,,~, ., _lad=, be a valuaUle working resource for EA professionals as well as others in the
=~t~"~ ~ °' ? , t ~~`~ counseling professions.

~~'' ~"̀=`''~ ~~ ~~~ ~ This 86-page report includes:

' ~~ ~ • 20 sample ethical dilemmas for increasing awareness
~~ `~ ~ '~~ • an outline of adecision-malting process for these issues~~

-:. _ ' ~ ~ essays from professionals regarding workplace ethics
C '`~'~~ - ~ °° °Re . codes of ethics from eight professionals organizations

Make Ethaccal Dilevnvrcas in Workplace Counseling: A Casebook the newest addition to your EAP library.c
Price: $19.95 (EAPA member); $24.95 (non-member); add $3.00 per copy for shipping and handling.

Order now from the EAPA Resource Center, 2101 Wilson Boulevard, Suite 500, Arlington, Virginia 22201
703-522-6272; (fax) 703-522-4585; (e-mail)eaprescenCa~aol.com

..........................oea000,..............................................................................................

1998 LEAP EXAM
Application Deadlines: Exam Dates:

March 15 May 16
October 1 December 12

Eligibility: you must meet one of two eligibility options:

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

which must have been gained over a minimum of 2

years, and within ?years of the date of the applica-
tion for the CEAP exam; AND

~ • 40 PDHs'•` (Professional Development Hours) with
f~ at least 24 of them in content areas 3 and/or 4 (see

PDH requirements below*); AND
• 24 hours of CEAP advisement spread out over at

least six months (**see extended timeline beloau for
May 1998 exam candidates only)

PDH Requirements for Both Options:

• Must have at least 60% of total PDHs within content areas 3

and/or 4;
• No more than 50% of PDHs may be earned through EAPA

Self Study Guides;
• No PDHs may be eamecl by writing sample exam questions;

PDHs must be from training occurring November 11, 1995 or later.

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

equivalent outside the U.S.); ~ND

• 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 (**see extended timeline beloav for May

1998 exam candidates only)

E?~TENDED ADVISEMENT TIMELINE FOR

MAY 1998 ExAM ONLY

Candidates for the May 1998 exam must begin their

advisement process no later than January 1, 1998.

The 24 hours of advisement must be completed prior to
applying for the exam (application deadline =March 15).
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EAPAAround
theV~/orld

The EAPA Greater New Orleans Chapter hosted the
Second Annual Tri-Chapter Louisiana State Conference
in New Orleans, September 25-26, 1997. Chapter
President Carolyn Knowles welcomed EAPA Vice
President Jack Freckman, Southwest Regional Director
Skip Bradford, Arcadia Chapter President Don Hidalgo,
and Leroy "Lew" Lewis, who represented Ark-La-Tex
Chapter President Kay Claspell.

Chief Operating Officer Sylvia Straub (center left)
and Finance Director Sheree Clayton Thomas (right)
recently received an Award of Excellence from the
American Society for Association Executives (ASAE)
for their entry entitled "EAPA's Financial Crisis
Response." Joining in the presentation were (left)
David N. Parker, chairman of the Board of ASAE, and
R. William Taylor, CAE, president of ASAE.

EAPA chapter members volunteered their time to staff the EAPA booth during six national conferences in 1997.
Shown here are Bernie McCann and Lori Raggio (Chesapeake [Maryland] Chapter) at the National Association of
Social Workers Conference last October, and Pat Martin (left) and Doug Maguire (Los Angeles Chapter) at the West
Coast National Managed Health Care Congress last November. Members of the San Diego Chapter, the Atlanta
Chapter, and Northern Illinois Chapter were all part of making the exhibit a big success.

Happy Anniversary NIEAPA

At their annual conference on June 3, the EAPA Northern
Illinois Chapter will celebrate 20 years of presenting educa-
tional conferences and more than 20 years of teaching busi-
ness, industry, and the community about the benefits of
rehabilitating impaired employees. The chapter began as
"roundtable discussion groups," where occupational alco-
holism professionals shared ideas and formulated standards
of practice. In 1975, 12 people were given approval to
begin the Illinois Chapter of ALMACA. NIEAPA has since
evolved into one of the most active and successful chapters
with more than 350 members. For registration information,
call Christie Lange at 312-440-0540.
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EAPA member
Debbie Marsala
was recognized
for her service as
Pacific Regional
Director, 1995-
1997. She is
shown here with
Mike Webb, for-
mer president of
the San Francisco
Chapter who now
assumes the
duties of Pacific
Regional Director.

You're a
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;
pin available per person.)

Free Brochures for
Preparing for the
1998 CEAP Exam

• 1998 Certification Examination for EA Professionals

• _ 1998 CEAP Advisement Guide

• 1998 Certification Guide for EA Professionals

• Code of Professional Conduct, Fifth Edition (1997)

• 1998 Training Provider's Guide

• 1998 CEAP Recertification Guide/File

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]

$85.00 (non-members)
[plus $6.00 shipping and handling per copy]

~° 'tila+'7A T:~~H f . -vc r.'n; ; tY~L.A _X',5G'n ry"f'R fii~$1`'F •,~','iIC,̂ 3~2s-+}'ff Y.G6'fi?.1

Coming in 1998

EAPA 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 request these products.
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Infotracks

NIMH Launches Anxiety

Disorders Web Site

This state-of-the-art Web site pro-
vides consumers and professionals alike
with the latest information on arixiety
disorder symptoms, diagnosis, and treat-
ment in a graphic, easy-to-use format.

Visitors to www.nimh.nih.gov/
anxiety can learn more about panic
disorder, obsessive%ompulsive disorder,
post-traumatic stress disorder, phobias,
and generalized anxiety disorders. The
Web site provides the Internet user with
immediate access to helpful resources,
such as lists of national mental health
organizations and self-help groups as
well as pertinent journal article cita-
tions, books, and audiovisual materials.
Web site visitors can also view video
clips featuring personal accounts from
panic disorder sufferers.

NIMH's Anxiety Disorder
Education Program (ADEP) also offers
free information about these illnesses
to the general public and to medical
and mental health professionals
through NIMH's 24-hour, toll-free tele-
phone information line at 1-88-88-
ANXIETY (1-888-826-9438). Other
components of ADEP include media
outreach, public service announce-
ments, partnerships with professional
and voluntary organizations, worksite
education, professional seminars and
exhibits, among others.

National Anxiety Disorders
Screening Day

Mark May 6, 1998 on your calen-
dars--that's the date of the next sched-
uled National Anxiety Disorders
Screening Day. Last year's event was
very successful with 40,000 attendees
at nearly 2,000 sites. This event is a
program of the National Mental Health
Illness Screening Project and is spon-
sored by the following organizations:
American Psychiatric Association,
American Psychological Association,
Anxiety Disorders Association of

America, Freedom from Fear, National
Institute of Mental Health, National
Mental Health Association, the
Obsessive Compulsive Foundation,
and the EAP Association.

Green Ribbon Day Set for
May 6

According to the Center for Mental
Health Services, as many as 1 in every
33 children may have depression.
Depression in children can cause fail-
ure in school, substance abuse, and
even suicide. On May 6, the National
Mental Health Association (NIMH) is
sponsoring Childhood Depression
Awareness Day, also known as Green
Ribbon Day. For a free planning kit,
which includes a reproducible fact
sheet on clinical depression and chil-
dren, ad slicks, sample Green Ribbon
Day activities, and adrop-in article
for local papers, contact NIMH at
703-684-7722.

Supportive Managers Get
Top Billing

If asked which work-life effort
made the greatest difference in your
job, made you feel more committed to
your company, and produced less
stress, what would you answer?
According to a recent issue of Worh Fr
Family Trend Report, 27,000
Canadians were asked the same ques-
tion by researchers from Canada's
Carleton University, and they agreed:
Supportive managers were the most
critical element of a company's efforts
to promote work-life balance.

Predicting Growth of EAPs

Practice Strategies conferred with a
round of consultants and industry
experts and came up with workplace
projections for 1998, including the
following, among others:
• Internal EAPs will see renewed

growth, relying on managed care
techniques

• New attention to outcomes mea-
surement

• Continued decline in the HMO
market

• Uocal consumer impact on legisla-
tive and regulatory efforts

• More therapists will quit managed
care panels

• More open access to providers,
controlled through relatively low
case rates.

EAPs On-Line?

Are you ready for on-line coun-
seling? Want to join the ranks of psy-
chiatrists and counselors providing
confidential services to clients on the
Internet? As reported in a recent issue
of Worh Fy Family Newsbrief, California
recently passed a bill requiring med-
ical insurers to pay for telehealth the
same way they handle claims for face-
to-face services. According to the
report, cybertherapists are charging
from $20 for aone-shot inquiry to
$100 per month for more frequent e-
mail exchanges. Two individuals,
Wilson Banwell and Robert Wilson,
say they offer EAP services on-line.
They say almost 40 percent of
employees who seek help from an
EAP are simply looking for informa-
tion about an issue they're facing, or
confirmation about their condition. By
using the Internet, people can locate
resources and identify their problems.
Some can even join support groups
that meet in chat rooms monitored by
a therapist. While on-line counseling
is not expected to replace the one-on-
one counseling that many people
need, others will find what they need
on-line. The report hints that it could
be a time- and cost-saver for EAPs on
a budget and provide another means
for employees to improve their health.
(For more information, visit their Web
site at www.wilsonbanwell.com.) Q

EAPA EXCHANGE EDITORIAL POLICY

The EAPA Exchange publishes feature
articles, standing columns, reports,
letters to the editor, announcements,
and paid advertising for the benefit of
its membership. The general guide-
lines governing these categories are
set forth below The Exchange reserves
the right to edit or decline submis-
sions as necessary.

Feature Articles: These offerings rep-
resent the major content of the
Exchange: articles, written by mem-
bers or non-members, that do not
necessarily reflect EAPAs philosophy
or policy but would be of interest to
EAPA members. Expressions of pro-
fessional opinions, informed personal
viewpoints, critical analyses, and new
ideas and paradigms are welcome as
feature articles. Thinly disguised per-
sonal attacks or promotions and
endorsements of specific commercial
services, however, will not be pub-
lished: This policy does not restrict
articles describing new paradigms that
may be offered by a limited number
of business enterprises. Offerings will
be published in keeping with the
scheduled calendar of editorial topics.

Standing Columns: The Exchange
prints standing columns, such as the
"President's Page" and "From the
COO." EAPA committees have also
been afforded the opportunity to pub-
lish periodic information on topics of
interest to EAPA members. Some
committees publish on a regular basis
and all committees may request that
their information be published in the
Exchange on a space available basis.
These columns should address EAPA
issues only and should reflect the offi-
cial position of the committee's con-
stituency, not the editorial opinion of
the author or a minority of committee
members. Personal, minority, or
opposing views are welcome as regu-
lar feature articles.

Reports: Reports of EAPA committee
activities or non-EAPA sponsored
activities related to the EAP field are
encouraged. They should be accurate
in their description of key events.
They will be accepted on a space
available basis.

Letters to the Editor: Letters to the
editor expressing personal views on
feature articles, columns, or reports
are welcome and will be printed as
time and space allow.

Announcements: The Exchange will
publish announcements of activities
related to the EAP field as time and
space permit. Local EAPA chapters
that want to announce their upcom-
ing conferences in the EAPA Exchange
are welcome to do so. Contact the

EAPA Exchange Editor at 703-522-
6272, ext. 308 for information.

Advertising: The Exchange accepts
paid advertising from companies and
individuals whose products and ser-
vices support the EAPA mission.
Standing Columns and Feature Articles
shall not endorse or promote products
or services of specific commercial
enterprises. Such endorsements or pro-
motion will only be printed as paid
advertisements. Call Advertising
Manager Marilyn Lowrance at 703-
538-5557 for information on sizes and
prices available.

Jim Wrich, Chair
EAPA Exchange Advisory Committee

e person can make a dl,~erence, How about you?
As a professional whose job it is to help others, you know one person can

make a difference. Perhaps it's time you made a positive change in your own life.
At Walden University we can help you obtain a Ph.D. in Human Services.
Specializations include social work, criminal justice, gerontology, human services
administration, professional counseling, and social police and planning.

Our reputation as a leader in distance
learning programs pa•QrdflQles:
• A 3 year average time to completion
• Residency options that provide maximum flexibility
• The ability to maintain career and family commitments
•Advanced technology in astudent-centered environment

IYs your turn now:

For information on this and other graduate programs in Applied Management &
Decision Sciences (Ph.D.); Education (Ph.D.); Health Services (Ph.D.);
Psychology (Ph.D.); and Educational Change and Technology Innovation (M.S.),
visit our Web site at http://www.waldenu.edu,
call 1-800-444-6795, or e-mail request@waldenu.edu.
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EAPA Partiici aces in tihep
Cam ai on Clinical De ressionp ~ p

Trainin Conferenceg
arly in January, EAPA members Sandra Turner,
CEAP, and Sally Phillips, CEAP, traveled to
Charleston, South Carolina, to participate in the

1998 Training Conference for (Clinical Depression)
Campaign Directors and Campaign Partners. Partners are
organizations such as EAPA, Business and Professional
Women, National Black Nurses Association, the Society for
Human Resource Management (SHRM), and others whose
leadership collaborates with the National Mental Health
Association (NMHA) campaign directors to bring relevant
messages about clinical depression and its treatment to the
Partners' membership. This conference is sponsored annu-
ally by NMHA whose members come from across the U.S.
The meeting was a good opportunity to share successes
from 1997 and plan for greater accomplishments in 1998.

EAPA had an opportunity to inform conference train-
ing participants about its structure, mission, operations,
member characteristics, and rationale for involvement in
the Campaign over the past four years. Participants
received a list of current EAPA chapter officers and were
encouraged to call upon these individuals as they devised
plans to impact depression and related illnesses in the
workplace in their local communities.

Sally Phillips, University of Miami employee assistance
program director, conducted a presentation about the deliv-
ery of the Employee Telephone Access Program (ETAP) at
her university in 1997. Sandra Turner, director of the Ernst
6z Young Assistance Program, presented to the Campaign
Partners about the accomplishments of EAPA in promoting
public awareness of depression and its treatment in 1997.

EAPA Members Sally Phillips (left) and Sandra Turner
(far right) joined ETAP Director Barbara Kopans (cen-
ter) at the 1998 Training Conference for Campaign
Directors and Campaign.

Kay Springer, EAPA director of communications, attended
this training conference to meet both Campaign Directors
and Partners. She was active in the discussions about EAPAs
Campaign-related activities planned for 1998.

During 1998, EAPA will continue to promote messages
about depression to Association members; and in particu-
lar, will target messages about intervention and treatment
to mid-size companies, human resources representatives,
benefits managers, and safety coordinators. Also included
will be messages about special populations such as women,
minorities, and children. Look for more information in
upcoming issues of the EAPA Exchange. Q

Hodge Represents EAPA at National Academy of Science Meeting

APA member Vincent G. Hodge, CEAP, repre-
sented EAPA at an August 1997 Conference on
Community-Based Drug Treatment and

Research Meeting in Washington, D.C. The following is a
brief version of his notes from the meeting:

The Institute of Medicine Conference on Community-
Based Drug Treatment and Research held on July 29 in
Washington, D.C. was awell-organized, spirited, and can-
did presentation concerning the pros and cons on whether
applied research really is a realistic method to determine
the number of persons in need of treatment at any given
time, the necessary funding for community-based sub-
stance abuse programs, and to develop mechanisms for the
effective transfer of information from Che research commu-
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nity to community-based drug treatment centers. It also
explored mechanisms that would transfer information from
the treatment community back to the researchers.

Assembled for this important conference were, in my
opinion, the very best individuals in the substance abuse
research field as well as the treatment field. Together they
focused on one goal: How to make research and treatment
connect in a way that would establish an open line of com-
munication and ensure that information critical to research
could be obtained from community-based treatment pro-
grams.

Despite how simple this may sound, there are many
problems in making the connection. These problems were

continued on page 37

A Message to EAPA Members from
grogram Committee Chair Tamara Cac~ney......o 000000000aoo a~oo ao 0000 oa 000 e000ao ooaoo oo oaa000000000a0000 ooaoo 0000ao 0000 oo oaa oo oaooaoe........aoa000aaooaoeoo.
Planning is well underway for the 28~~' EAPA Annual
Conference to be held in Las Vegas, and you can be sure this
conference will be an innovative success. The dates, the
events, the themes—all have a new look and a special focus
on making the 1998 conference an experience you won't
forget.

Dates: The main conference will kick off on Tuesday,
November 10. Preconference symposiums and international
committee meetings will take place on Monday, November 9

Themes: Our events are being planned to follow daily

themes during this conference.

Tuesday: "Reaching Our Diverse Employees"

Wednesday: "Innovations and Next Steps"

Thursday: "Addiction"

Friday: "Work/Family Issues"

Events: We will start each day with something different for

the body, mind, and spirit. The presentations will vary from

eastern meditation to gospel singing. On Wednesday, we

have an opening for a special interest group meeting, such
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as EAPs in the Gaming Industry or CEAPs who work as SAPS. If you have a group who would like to

meet, call me at 510-513-4710. On Wednesday evening, we will honor our international veterans in a

Veteran's Day/Remembrance Day Reception.
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On Thursday, we will focus on addictions. The Las Vegas conference setting presents an excellent oppor-
tunity to offer training on gambling, alcohol and drug addiction, cyberspace, food, an~l other issues. We
will also present a special Community Outreach Program that day for the Casino Managers Association.
If your EAP works in the gaming industry and you would like to be involved, contact Joe Gisondo at
516-344-4567.

Friday will be structured differently, so plan to stay until Friday afternoon. We will begin the day with a
series of workshops on work family issues and end the day with an exciting speaker, brunch, and our
annual slide show

Lots of material will be available about Las Vegas in a book entitled Beyond the Neon. We will make
information available about family adventures and some of the incredibly beautiful state and national
parks that near Las Vegas in future issues of the EAPA Exchange. For more immediate information, con-
tact the Web site at www.las vegas.com

On behalf of the entire Program Committee, we look forward to seeing all of you in November.

Viva Las Vegas!!!!

EAPs: Good Bet for Employees,
Great Payoff for Employers
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Board of Directors Meeting
Baltimore, Maryland •November 1 8, 1 997

Order

After the meeting was brought to order, the minutes of the
April 1997 Board meeting were approved. President Don
Magruder then spent several minutes discussing the chal-
lenges the Association faces within the next year, and took the
lead in pledging the Board to continue to seek ways to work
on maintaining the health of the organization.

Benefits Committee
Opening Discussion and the
Call to Presentation

Gary Atkins (chair of the Benefits Committee) presented to
the Board the rationale behind the Committee's request for a
name change (from Benefits to Benefits and Behavioral Risk
Management). He also presented information on the
Committee's proposed exemplary practices guide. Both initia-
tives are proposed to enhance the ability of EA professionals
to market themselves and their services. Gary clarified that
the Committee's efforts are not intended to result in a name
change of EAPs. The Committee expects to conduct research
to determine what material needs to be included in an exem-
plary practices guide related to behavioral risk management.
The Board approved the plan of action.

Finances

The financial state of the Association continues to improve;
however, the Finance Committee recommended that care
continue to be taken to maintain it. (Please refer to the Audit
Report, published in the January/February 1998 EAPA
F.acchange for further details).

Program Committee Chair Appointment

Tamara Cagney was appointed the Program Committee Chair
for the 1998 Annual Conference to be held in L.as Vegas.

Motions

A wide variety of motions dealing with a number of topics
were brought before the Board.

Motion 1: To accept the minutes of the 1997 April Board
meeting.
Action: Accepted as amended.

Motion 2: The employee assistance (EA) profession's position
is that employee assistance programs (EAPs) that provide (a)
EAP core technology-derived services and (b) related compo-
nent workplace services are offering services that do not fall
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under health or managed care laws For the following reasons:
EAPs that offer workplace productivity-related services based
on the EAP core technology, along with other component
workplace services related to that core's are providing services
that are not health or mental health services and EAPs that
limit their services to these categories should not be covered
by ERISA/COBRA, or other health laws such as HIPAA,
MHPA; and EAPs that offer consultation coordination services
for and manage relations with benefit programs, health care
systems, or provider networks, should not be covered by
health and/or managed care laws.

Further, the EA profession recognizes that an EAP may
offer services that are outside these defined core technology
services and related component workplace services. If this is
the case, the EA profession's position is that:

EAPs that offer health services as part of their practice—
such as clinical assessment, clinical diagnosis, and psycholog-
ical counseling, chemical dependency treatment, and other
treatment—could be covered by health laws; and EAPs that
directly manage benefit or healthcare delivery systems, or
provider networks, or that are part of organizations already
covered by these laws, could fall under HMO, MCO, and
other related laws.
Action: Motion 2 approved.

Motion 3: To make several technical changes to EAP defini-
tions and statements as found in EAPA Standards and
Professional Guidelines for Employee Assistance Programs (10/97
version) in order to bring EAP definitions into conformity
with the new EAPA position on EAP definitions and health
laws.
Action: Motion 3 approved

Motion 4 (incorporating amendments): To accept the rec-
ommendation of the Site Selection Committee to hold the
EAPA Annual Conference in Vancouver in 2001, in Detroit in
2002 (with Cleveland as a back-up site), and in Philadelphia
in 2003.
Action: Motion 4 approved as amended.

Motion 5 (as amended): That a section be included in the
Chapter Officers' Training Manual outlining the process and
time required to get chapter bylaws and/or other important
documents or requests reviewed and approved by the Board
and/or Committees and processed by the EAPA staff.
Action: Motion 5 approved as amended.

Motion 6 (as amended): The Chapter Officers' Training
Manual will be the responsibility of the Vice President to
ensure that it be kept current.
Action: Motion 6 approved as amended.

Motion 7 (as amended): That for purposes of voting for the

Regional Directors, each member's address, as listed in the

membership database, be the designated region in which the

member will vote.
Action: Motion 7 approved as amended.

Motion 8 (as amended): Minutes of any Executive

MeetingfTeleconference must be distributed to all Board

Directors no later than 5 business days after the Executive

Meeting and will consist of only the Motions and Actions.

Except in cases of extreme urgency, as determined by the

President and Executive Committee, no action may be taken

as a result of a decision of the Executive Committee until 24

hours after the last Board Director has been faxed the appro-

priate minutes.
Action: Motion 8 tabled.

Motion 9: Any motion, and the results of motions introduced

into the Executive Committee, and the EAPA full Board meet-

ings be published in the next issue of the EAPA Facchange

magazine subsequent to the business meetings. There should

be mandatory space made available in the EAPA Exchange

dedicated to highlighting the business of the Association so

that the membership can have pertinent information on

issues impacting the organization.

Action: Motion 9 Approved.

Motion 10 (as amended): That (1) an EAPA standards and

ethics statement be added to the EAPA member application

(above .the signature line), and (2) new and renewing

Association members be required to acknowledge this state-

ment by signing their name.

Action: Motion 10 approved as amended.

Motion 11: To establish as part of the Association's Bylaws a

requirement that the Association's standard business practices

and procedures mandate inclusion of the perspectives of the

Association's varying ethnic, gender, seal orientation, and

racial groups in ALL of the Association's activities. It is rec-

ommended that this requirement be placed under Section 4,

Nondiscrimination.

Action: Motion 11 withdrawn.

Motion 12: Revision of the Bylaws will be completed by the

Spring Board meeting, 1998.

Action: Motion 12 withdrawn

Motion 13: To establish in the Bylaws a parliamentary

authority for the conducting of business within the EAPA

Board meetings...e.g., such as Robert's Rules of Order, Ninth

Edition and/or in the policies and procedures as developed for

the Board of Directors.

Motion 14: For Bylaws change, Section 7 – Meeting of the

Board, Addition D, Robert's Rules of Order, Ninth Edition, shall

govern all deliberations of this Association.

Action: Motions 13 and 14 withdrawn.

Motion 15: EAPA BYLAW CHANGE
Article V, Section 5 –The Nominating Committee must:
ELIMINATE (c)

Motion 16: EAPA BYLAW CHANGE
Article V, Section 6 and all sections that reference this apply.
Regional and Special Directors will serve athree-year term.

Motion 17: EAPA BYLAW CHANGE

Article V, Section 4 — Criteria for Nomination: 5 Nominees
for the positions of Regional Director must be nominated by
a member from that region and the nominees must live in the
area they represent.

Motion 18: For EAPA to establish and/or revise election pro-
cedure guidelines in accordance with Section 4 of the EAPA
Bylaws. Issues of concern include: roles of Chairperson and
Nominating Committee, qualifications of the candidates,
deadline dates for nominations, and criteria for nominations.

Motion 19: Members should be notified by April 1 for nom-
inations for national offices, and the deadline for names to be
placed in nomination should be no later than July 15, giving

the Nomination Committee sufficient time to rule on their eli-

gibility. The nominees should be accepted by the Committee
no later than September 1, giving them sufficient time in the
event that the National Conference is moved forward so it
would be within the 30-day limit.

The Nomination Committee should have the jurisdic-

tion for reviewing the candidates, along with the help of a
staff person.

All concerns of the eligibility of a candidate should be

directed to the Nominations Committee for their input along

with the help of a staff person. This would 'give the

Nominations Committee the responsibility to administer the

process.
Action 15 - 19: Forwarded to Bylaws Task Force for review

Motion 20: EAPA BYLAW CHANGE
Article V, Section 3 – Internal Programs/Services Director

Change to (company or union) or eliminate (company)

Action: Motion 20 withdrawn.

Motion 21 (As amended): EAPA BYLAW CHANGE Article

VI, Section 2 – Executive Committee FOUR or more mem-

bers of the Executive Committee constitute a quorum for the

transaction of business provided:

Motion 22: (Article U Board of Directors Section 10 #4.)
I hereby make a motion to establish a standard that any seat
vacant at the end of his/her term be filled by this established

formula. If the position has less than one-half the term left,

the position will be appointed by the President with the

approval of the Board. If more than one-half of the term

remains there should be another ballot to the membership.

Motion 23: To transfer "Supervision" of the Chief Operating
Officer (COO) from the President of the Association to the
Executive Committee, and delete any references in the EAPA
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Bylaws to the negotiation and/or termination of the COO's
contract.
Action: Motions 21 - 23 forwarded to the Bylaws Task Force
for review

Motion 24: That the EAPA Board accept and approve the pro-
posed Constitution of the UK Britannic Chapter and the
change of name to "UK EAPA" while the EAPA works to
develop a new relationship with its international chapters.
Action: Motion 24 approved

Motion 25: That international chapters may change the EAPA
logo, retaining the core design of an ellipse with the letters
"EAP" inside and the word "Association" underneath, subject
to Board approval.
Action: Motion 25 withdrawn.

Motion 26 (as amended): That the Chilean Chapter of EAPA
be approved.
Action: Motion 26 approved as amended.

Motion 27: Effective with the EAPA Annual Conference in 1998,
all EAPA Board of Directors (Executive Committee, Special
Directors, and Regional Directors), upon application, will be
reimbursed 100°~ of approved expenses incurred while attend-
ing the Annual Conference and the related Board Meeting.

Reimbursed expenses will include transportation,
accommodation, Annual Conference registration fees, and
meal costs. These expenses will be reimbursed at the prevail-
ing rates set by EAPA.

The EAPA Finance Committee will recommend to the
Board at its Spring 1998 Meeting the options available to the
Board for budgeting this increased expenditure. The Board
may choose one of the presented options or determine other
methods for funding this increased expenditure.

If approved, this Motion in its entirety, along with a
summary of the Background section, will be reproduced in
the EAPA Exchange so all EAPA members will be aware of this
Board action.

Also, the President of EAPA should write to the einploy-
ers of all EAPA Board members who receive financial support
from their employer and extend the Board's gratitude for their
support.
Action: Motion 27 tabled.

Motion 28: The specific amounts in the budget will be des-
ignated as expenses for each member of the Executive
Committee.
Action: Motion 28 tabled.

Motion 29: To accept the revised Surplus Allocation Plan
detailed below

The actual surplus for FY 1997, according to the audit
report, is $483,504 less $49,685 which is restricted assets
(Lilly grant); that leaves $433,819 in unrestricted surplus.
Subtracting the already allocated and committed $334,500
from that amount leaves $99,319 to be allocaCed.
Following are recommendations for allocation of this surplus:
• Computer database update — $ 50,000
• Membership development — $16,000
• Licensure fund for chapters (Pending development of a

plan by the LdYPP Committee and approved by the
Executive Committee or the Board of Directors for dis-
pensing the funds) — $20,000

• Additional meeting of licensure trainers — $5,000
• Communications intern — $5,000
• Resource Center: placing inventory on a database—

$3,319
Total — $99,319
Action: Motion 29 approved.

The Next Meeting

The next Board meeting will be held from April 18-19, at the
Holiday Inn on the Hill, Washington, D.C., in conjunction
with the Legislative and Public Policy Conference. Q
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Mark your
calendars for the

EAPA
Mid-Atlantic
District 1
Conference
The Williamsburg Lodge
Williamsburg, Virginia
July 19-22, 1998
For more information, call

EAPA Headquarters
at 703-522-6272

In Memoriur~
EAPA mourns the recent deaths of
three members, and we extend
our deepest sympathy to their
family and friends.

Guenther Nuernberger, 69, founder
and former director of the EAP ~~
Crowley Maritime in Jacksonville,
FL, died at his home on October
26, 1997. He was instrumental in
establishing the Crowley EAP in
1980, which since its inception
has provided help to 6,000
employees and family members.
Mr. Nuernberger retired in
December 1995 after nearly 16
years of service with Crowley and a
total of 24 years in chemical depen-
dency and employee assistance.

Kenneth Vallis, 68, CEAP, a pio-
neer in developing youth training
and employment programs, who
had worked for the federal gov-
ernment and private industry,
died of non-Hodgkins lymphoma
on November 22, 1997, in
Washington, D.C. Since 1991, he
had been an EA professional with
Che Washington Metropolitan Area
Transit Authority (Metro), where
he worked with employees with
substance abuse problems. Prior
to that he had many years of ser-
vice, notably helping the Kennedy
administration in the 1960s and
later other senior government offi-
cials work on problems of inner
city youth.

Mr. Vallis was past chapter
president of the Conference of
Minority Transportation Officials
and had served on the boards of
Helping Children Grow, Youth
Communication, and Project 2000.

Floyd Mills, CEAP, 61, president
of the Central New York EAPA
Chapter in Syracuse, NY, passed
away on December 9, 1997, after a
short illness. He was an EA profes-
sional with the New Venture Geai-
Co. Mr. Mills was also a member
of the Onondaga Council on
Alcoholism board of directors,
UAW Local 624, and the National
Rifle Association.

EAP Manager - United Kingdom

ICAS is a leading provider of EAP and workplace counseling services in the
UK and throughout Europe.

Our rapid expansion in the UK and internationally now requires us to appoint a
full-time manager to lead our team of clinicians based at our headquarters near
Milton Keynes, 50 km north of London.

This role will combine both management and senior clinical responsibilities.
You will also be required to support our account management and sales team
in customer presentations.

You must have a master's degree in counselling, social work, or closely related
discipline and will have at least 3 years of full-time EAP experience. Preferably
LEAP qualified and with substantial experience in acute mental health and
substance abuse. You must be able to manage effectively. Knowledge or
experience of professional issues in counseling and EAP in the UK would
be desirable.

Salary will be dependent on experience at around X30,000 (sterling) plus
company benefits. Assistance with international relocation and housing will be
provided.

Applications by supporting letter and curriculum vitae to Stephen Galliano,
Clinical Director, ICAS Ltd., Radlett House, West Hill, Aspley Guise, Milton
Keynes MK17 8DT, United Kingdom. Or by e-mail to sgallianoC«~icasgroup.com

Initial interviews will be by telephone but shortlisted candidates will be flown to
the UK for final assessment. Applications before April 15, 1998.

,Burke
1~31air'~~r presents...

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

Blair &Burke offers workplace focused
consulting services

• For employers - program design,
service integration, and evaluation
•For vendors - product 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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Onthe
labor ~F~ont
The Be~e~ts of ~zJoi~t Co~p~~ /U~2o~
Ev2ployee Asszst~~ ce Pv~o~v~~z ~2

y
by Jerry Migchelbrink, CEAP

ompanies that have a union-
ized work force are very for-
tunate when it comes to
facilitating an EAP. Too

many companies look at unions from
an adversarial point of view. It is true
that both parties negotiate from differ-
ent perspectives at times and conflicts
of opinion will always take place.
Such conflicts, however, should not be
the case when it comes to an EAP. A
joint EAP gives both the company and
union the opportunity to work togeth-
er towards a common goal that bene-
fits both.

Unions were formed out of the
need to help fellow workers. The fact
that workers organized as a united
group shows the concern that each
union member has for the welfare of
the whole. Assisting an employee
through the union has been going on
since unions began. Often, a friend of
a troubled employee will sense when
there is something wrong with his or
her co-worker well before manage-
ment becomes aware of a problem. By
being in the position of receiving an
early referral, an alert union EAP can
save the employee much pain. It has
been proven that the earlier the diag-
nosis, the shorter the recovery time.
This all equates to a benefit for both
the employee and the company. The
employee gets help sooner, and the
company not only gets a more pro-
ductive employee back, but will see a
reduction in health costs. Basically, its
a win-win situation for all involved.

In 1980, Sam Sadler and I
became EAP coordinators for the
Transport Workers Union Local 513 at

the Dallas-Fort Worth Airport. We
represent the ground service employ-
ees of American Airlines. We have
each been active union employees
with American Airlines for more than
31 years apiece. Other unions at
American Airlines that represent
groups such as the flight attendants
and pilots also have joint company/
union employee assistance programs. I
can't speak for the programs of the
other unions, but I do know that the
Transport Workers are well represent-
ed when it comes to EAP. Sam and I
work closely with Helen Hyland, who
is the American Airlines EAP represen-
tative. Helen understands the impor-
tance of a strong cooperative effort
between the company and our union.

My union involvement, as an air-
craft mechanic, ranged from shop stew-
ard to vice president. While serving in
those positions, my primary focus was
to police the union contract and to serve
the membership. If an employee was
fired, I used every resource available to
get him or her back to work. It became
evident, however, that, in many cases,
there was a lot more that the employee
needed at times besides simply return-
ing to work. Getting a person's job back
and not helping them with their under-
lying problem can do more harm than
good. At times I felt I
was doing more
enabling than really
helping. When the
EAP coordinator
position became
available, I knew it
was what I wanted to
.•

American Airlines has been work-
ing with its unions EAPs since the late
1960s. Back then, the focus of
employee assistance was on alco-
holism, and helping the employees
who suffered from this disease.
American has developed an excellent
EAP by making it a joint effort
between the company and the union.
By involving the union, the program
has a much broader base for contact-
ing the troubled employee. The com-
pany knows that close contact
between the union representatives and
the workers enables them to spot
potential problems early on and
quickly get employees referred for
assistance.

The development of a broad brush
type EAP is a fairly recent concept at
American Airlines, one that was initiat-
ed about seven years ago. John Saylor,
EAP manager for American Airlines,
has been instrumental in its evolution.
The underlying approach of the EAP
involves regarding each employee as a
valuable asset. When employees are
experiencing problems of any kind, it
affects their performance and produc-
tivity. So the program is designed to
help with referrals for a much broader
range of problems than what it was
first set up for. Q

Jerry Migchelbrink, CEAP, is EAP
coordinator for the Transport Workers
Union, Air Transport Local 513, ,,
American Airlines, in Texas.

Certification
U datep

Go~ev~~~z~ce of the C_~'A1': The EACC

he Certified Employee
Assistance Professional
(CEAP) is a credential award-
ed by the Employee

Assistance Certification Commission
(EACC). The Commission is responsi-
ble for the development, policies, prac-
tices, and ongoing review of the CEAP
credential. Being a governing body
(rather than a society or member-dri-
ven association such as EAPA), it takes
the responsibility for the credential and
the requirements for becoming and
maintaining a CEAP very seriously.
This month's column outlines some of
the responsibilities and tasks that the
Commission oversees.

Historical Background

First, a bit of history. In an
effort to advance the integrity of the
employee assistance (EA) field, the
Association of Labor-Management
Administrators and Consultants on
Alcoholism (ALMACA)—EAPA's pre-
decessor—held elections for the first
EACC to meet in August 1986 to
develop the standards and means for a
certification examination for EA pro-
fessionals. After several months of
hard work, the EACC developed a
portfolio for the First certificates,
enabling EA professional members to
be grandfathered on a one-time basis.
The first examination was adminis-
tered in the fall of 1987. Since then,
exams have been held twice a year—
we now can count more than 5,000
CEAPs worldwide.

For budget and administrative
support, the EACC and EAPA are
linked. For policy development, prac-
tice, and decisions, however, the
EACC remains separate, independent,
and autonomous from EAPA. Over the
past few years, the EACC and EAPA

have worked in a coordinated fashion
around mutual issues such as EAP
standards, legislation, and marketing.
The CEAP credential remains one of
the most significant services that the
EAPA sponsors.

The composition of the EACC
remains similar to its original man-
date-15 commissioners who are
appointed by the EAPA president to
reflect the diversity of the EA profes-
sion—labor, external, internal, ethnic,
and geographic (one Canadian and one
international). In addition, the EAPA
president-elect and the EAPA chief
operating officer serve on the
Commission as non-voting, ex-officio
members. The 15 commissioners are
each appointed to three-year terms and
serve on several committees —
Examination, Candidacy, Recertification,
Code of Professional Conduct, and
Marketing. The Commission meets
three times a year and oversees various
components of the entire CEAP process,
including appeals.

The development of the CEAP
examination is a task that the EACC
undertakes annually. The exam is
administered by an external test admin-
istrator to ensure accuracy and integrity
of the exam process. Exam questions
are developed using amultiple-stage
peer review process. Current CEAPs are
invited to submit examination ques-
tions (which serve as a means of earn-
ing PDHs). Potential e~m questions
from current CEAPs are reviewed to
ensure accuracy and currency of EA
professional practices, amended into a
sound test-taking format, and brought
to an item review meeting. This meet-
ing is held in different parts of the
country to involve various members of
the EAP community. The test adminis-
trator then drafts an examination which
requires final review and approval of
Che EACC commissioners.

by Doug McKibbon, CEAP

Thanks to Hard-Working
Staff

While the EACC sets the policy,
the staff of the Certification Department
carry on the day-to-day work and
administration of the CEAP process.
This office is extremely busy, last year
handling more than 8,000 phone calls,
250 fax requests, and 800 e-mail
requests; mailing 10,000 CEAP exami-
nation packets; preparing and mailing
CEAP MATTERS four times a year to
more than 5,000 subscribers; and pro-
cessing almost 9,300 pre- and post-
approvals for PDHs. Joni Reed Cooley,
Kimberly Willis, and Anthony Brown
provide exemplary service for all
CEAPs. The EACC extends our hearty
thanks and support for their ongoing
support and diligence to the adminis-
tration of the certification process.

Strengthening the
Profession

So why take the time to review the
EACC's duties? The Commission is a
volunteer-based governing body that
aims to maintain and uphold the stan-
dards for the certification of EA profes-
sionals. Through its standards and
encouragement for professional
growth, the EA community is strength-
ened and entrenched as a specific and
distinct occupation—not just industrial
counseling and more than human
resource management. Over the entire
12-year history of the EACC, its man-
date has been, and continues to be, to
uphold and support the integrity of a
-vital business resource—EA profes-
sionals around the world! Q

Doug McKibbon,
CEAP, is chairman
of the EACC.
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Should Ethnic and Cultural Committees
Embrace Only Minority Issues?

by Roman Frankel, CEAP

ommittees to address ethnic and cultural diversity
issues in the workplace have sprung up every-
where. Many associations have formed such com-
mittees to serve as forums where employees of

various ethnic and cultural backgrounds can voice their con-
cerns. These committees also are being established to raise the
level of awareness and sensitivity to diversity issues among
members, and within their human services agencies, the
workplace, and society as a whole. Despite our best efforts,
however, understanding the meaning of ethnic, cultural, and
racial diversity remains confusing to many, and the commit-
tees themselves often struggle to clarify goals and to identify
member needs. A few of the large, national associations are
attempting to come to grips with this difficult issue. (Please
note that I speak from my own experience as a member of the
state-level ethnic and cultural concerns committees for my
EAPA chapter in Michigan, the National Association of Drug
Abuse Counselors, and the National Rehabilitation
Association [where I am also president of the chapter]. )

Certification and training for EA professionals, addic-
tion counselors, social workers, and rehabilitation coun-
selors who handle ethnic and cultural diversity issues are
being considered as possible tools that may increase ethnic
and cultural sensitivity. Such ideas are frequently discussed
during committee meetings; however, they often remain
stuck at the committee level due to lack of a unified plan of
action or because of resistance from the general member-
ship of the associations. In all fairness, the commiCtees need
to complete more groundwork, such as clarifying the com-
mittee's vision and mission and educating the general mem-
bership and respective boards of directors before such
creative goals can be implemented into a structured plan.

Interestingly (or not), the composition of such com-
mittees is often comprised of African Americans with some
representation from the Hispanic community, as well as
Native Americans and Asians. Few Caucasians join these
ethnic and cultural concerns committees. My personal
observation is that those who do, myself included, are often
from strong and/or recent European ancestry or are pro-
human rights and sympathetic to correcting racial injustice.

The dialogue in committee meetings I have attended
often turns to the topic of racism by the white man towards
people of color. This approach feels threatening and con-
fusing, especially to those whose families have also faced
oppression, such as the Polish and Jewish peoples, to name
a few In my opinion, this may be one of the reasons why
few Caucasians join these committees.

Should and/or can African Americans, Native
Americans, and Hispanics show a reciprocal level of sensitiv-
ity to Caucasians and their cultural issues or are we so far
apart in our racial differences that we are unable to find any
unity in fighting for a common cause? Racial discrimination
in the United States cannot be denied and, as such,
Caucasians of European ancestry are often reminded that
they are, in fact, privileged. It should be noted, however, that
the benefits of such privilege are not always welcome and are
seldom solicited. As a Caucasian male, I know that I am
influenced by my social and ethnic upbringing. If I do cur-
rently have privileges, I am certainly willing to use them to
help others. It would be wise for ethnic and cultural diversi-
ty committees to welcome the participation of all people who
are interested in their issues, not just people of color.

Confronting the Issues

Ethnic and cultural diversity committees should dis-
cuss whether they are able to provide the most appropriate
forum to address racial healing and harmony in the work-
place. Without the expressed commitment and interest of
all committee members, such issues may alienate some
committee members and possibly defeat the goal of
addressing concerns for all ethnic and cultural groups.

While our ethnic and cultural diversity committees
have been charged with helping us recognize, even cele-
brate, how we are different, they could begin that process by
acknowledging how we are alike. In the twentieth century,
many beneficial changes in the United States were made by
people representing a melting pot of cultures, including
Caucasians, from all over the world. Caucasians have a wide
variety of ethnic and cultural differences that have yet to be
fully examined and understood. Ethnic and cultural diversi-
ty committees have the opportunity to point out we all have
culturally diverse backgrounds. Regardless of our skin color,
we can join these committees to make our work environ-
ment more pleasant, more efficient, and more fulfilling.

Your comments regarding this article are welcomed and
appreciated as they will help contribute to a more solid
understanding regarding our ethnic and cultural concerns.
The author will respond to all inquiries and can be reached
at: 5839 West Maple, Suite 112, West Bloomfield, MI 48322;
tel. 248/855-3919; e-mail: RomanNSI@aol.com. Q

Roman Frankel, Ph.D (candidate), CCS, NCAC ll, CEAP, CCGC, is the
president and executive director of New Start, lnc. of West Bloomfield,
Michigan, a company that specializes in individualized treatment for multi-
diagnosed patients(traumatic brain injury/addiction/psychiatric disorders)
and their families.

HODGE
continued from page 28

discussed and explored. We made
much progress in understanding that
this is not a new problem. It has existed
since research was developed to evalu-
ate grant-funded treatment programs
many years ago.

For example, the most difficult bar-
rier to good research has been the fact
that many community-based programs
in the inner city are not accessible
because clients and some program
directors have been reluctant to give out
personal information for fear it will
come back to haunt them. The group
recommended athree-pronged approach:
(1) Program directors need to be edu-
cated about the benefits of research; (2)
clients have to be educated about
research; (3) researcher need to have on
their teams persons who can relate well
to inner city clients.

Having attended the conference, I
strongly recommend that EAPA develop
a position paper on research and for-
ward copies to the National Academy of
Science, Institute of Medicine Committee
on Community-Based Drug Treatment.
As EA professionals, we have a respon-
sibility to our clients to not only
endorse but also be involved in and
supportive of research efforts.

I thank EAPA for the opportunity
to represent the organization. Q

Conferences
&Worksho sp

EACC-Approved
Conferences and
Workshops

EAPA Middle Tennessee Chapter
Please note the following date correction:

April 16 in Nashville, "The Respectful
Workplace," 2 hrs.; contact Sherry Friedel,
615-292-4327.

EAPA Greater New Orleans
Chapter

The following workshops will be held in
New Orleans: April 17, "Legal Issues for
EAPs," 1,5 hrs.; May 15, "Effective
Responses to Difficult Cases," 1.5 hrs.;
contact Janie Beers, 504-822-0800.

EAPA Los Angeles Chapter

The following workshops will be held in
Los Angeles: April 22, "Multi-Cultural
Roundtable," 2 hrs.; May 27,
"Organizational Mediation," 2 hrs,; June 24,
"Workplace Trends in Women's Issues," 2
hrs.; July 22, "Strategies for Maintaining
Commitment in Times of Transformational
Change," 1.5 hrs.; July 22, "Report from
'98 National EAP Legislative and Public
Policy Conference," .5 hrs.; contact Anne
Salzman or Paul Salzman, 310-829-4429.

EAPA New Jersey Chapter

The following workshops will be held in
New Brunswick. April 24, "Creativity:
Personal and Professional," 2 hrs.; May 22,
"The Healing Workshop," 2 hrs.; contact
Barbara Sherman, 908-255-3658.

The Customers You Want Read the EAPA Exchange

To Advertise in the Next Issue of

EAPA Exchan eg
Call Marilyn Lowrance

703-538-5557
May/June ̀ 98 Issue
Deadline: Apri120

EAPA South Central
Wisconsin Chapter

The following workshops will be held in
Madison: May 1, "Violence in the
Workplace," 2 hrs.; June 5, "Dual
Diagnosis," 2 hrs.; July 10, "Dealing with
Fear in the Workplace," 2 hrs.; contact
Mary Kay Aide, 608-255-4419.

EAPA Connecticut Chapter

May 21 in Wallingford, CT, "Coaching
Managers in Conflict Resolution," 1 hr.;
contact Deborah Shapiro, 860-726-7038.

EAPA Northern Ohio Chapter

The following workshops will be held in
Cleveland: June 19> "Making Supervisory
and Union Referrals Work," 2 hrs.; July 17,
"Phobia Treatment," 2 hrs.; contact Joseph
Calucchia, 216-429-7434.

Wilderness Treatment Center

July 20-24 in E. Glacier, MT, "Maintaining
Personal/Professional Competence," 30 hrs.;
contact Loren Johnston, 406-854-2832.

Other Conferences

EAP Institute

April 29 in Cork, Ireland, "Stress and
Employer Liability," May 13 in Kilkenney,
Ireland, "Stress ~nd Employer Liability,"
June 10, 11, in Dublin, Ireland,
"Responding to Employee Assaults and
Trauma," contact Claire Rowell, +353-51-
855733.

EAPA Native
American Chapter
"Honoring the Sacred Circle in
the Workplace," April 30-May 2.
Issues: ADHD, workplace
violence, DOT rules/regulations,
DOT/SAP, alcohol and drug
concerns, inhalant dangers, AI
traditional values, cultural compe-
tencies, and EAP certification.
Meetings: NAEAP Chapter Ethnic
and Cultural Concerns Committee
and Women's Committee.

Contact: Diane Osceola,
320-532-7777, ext. 5837.
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Public
Poli
Zee Lo~~ ~z~~ ~lov~th~l~zle Ro~z~
to EA Lzce~s~v~e
by Paul Hufnagel, CEAP

nyone who takes the time
to read back over the past
10 or more years of the
EAPA Exchange and The

Almacan cannot help but be awed by
the sheer breadth of topics and issues
that appeared in these pages.
Employee assistance as a profession
has reached deeply into the world of
work and into the lives of workers.
After nearly 40 years, the EA profes-
sion has amassed an impressive body
of practice knowledge and experience
with workplace issues. Yet, unless the
EA profession can successfully scale
the slippery slope of licensure and
secure its professional position, it will
remain in danger of fragmentation,
co-option, and dilution.

The reality we are facing is a mar-
ketplace that is crowded, competitive,
and looking for the best buy on the
dollar. In this milieu we have created
a real niche for ourselves that address-
es productivity issues, such as sub-
stance abuse, as well as cost-
effectiveness issues, and supports
individuals and their families.
Although we are unique in being
workplace-based, we are not the only
ones offering these types of services.
There are other helping groups
already licensed and credentialed who
are taking some components of the
core technology and offering it as part
of their own service. As a smaller,
newer, unlicensed group, we find
parts of our practice subsumed into
others marketing practices.

In some states (see article on page
16), already licensed groups with defi-
nitions formally set in law are saying
we fall under their practice, and must
be licensed—in one case as mental

health practitioners, in another as
licensed professional counselors. Yet
the core of our practice is not treat-
ment; it is an entirely different realm.

The EA profession also finds itself
in danger of being dissolved into the
vast structures of managed care organi-
zations (MCOs). Too often, EA profes-
sionals are being used as a first contact
point for employees before they enter

Cov~fi~'ev~ti~zlity of
EAP v~ecov~~'s mill
holes' ~z ~ov~e secuv°e
le~~zl pv~otectio~ if
the EA pv~ofessio~
is licev~se~l.

into the full realm of insurance-paid
treatment services of an MCO. While
the EAP's workplace association is rec-
ognized, most hands-on functions of
the traditional EAP are being lost along
the way. Because managed care is really
about treatment, the person found in
the first-assessment position is often not
an EA professional at all but someone
licensed to provide treatment. Without
licensure of EA professionals and prac-
tice, the managed care environment has
the potential to shatter the EAP identity
at all levels, and, in the process, man-
aged care will fail to achieve the very
goal it is trying to reach: high quality,
cost-effective healthcare.

Don't Throw the Baby....

MCOs are missing the point.
EAPs are the original managed care

operation, but on a smaller scale.
They offer prevention, early interven-
tion, short-term problem resolution,
appropriate referral, case manage-
ment, record keeping, and all sorts of
other services that keep costs down,
find the most effective treatment, and
return individuals to productive
employment. Achieving licensure of
EA professionals and EA practice—
through definition in law—will hasten
that day that MCOs understand and
utilize the unique EAP core functions
and related EAP services.

Perhaps one of the most com-
pelling incentives for securing licen-
sure lies in the contribution it will
make to strengthening the privilege of
the EA professional, and thus the con-
Fidentiality and privacy of the EAP
client. As defined in legal statute, the
person with privilege is prohibited
from sharing information received with
anyone else. Without the permission of
the client, the licensed professional can
share no information with a third
party. Privilege is recognized legally
and respected by the courts. It pro-
vides the strongest privacy protection
for client communications.

Today there is justified concern
over invasion of privacy in the work-
place. While confidentiality has always
been presented as one of the corner-
stones of EAPs, recent articles in The
Wall Street Journal (May 1994 and
January 1998) continue to challenge
the reality of this tenet. Laws that once
protected confidentiality of client com-
munications have been methodically
diluted by legal exceptions and
exemption. On another front, EA
practitioners experience the mounting
demand for accountability, which usu-

ally translates into including more per-
sonal detail in the case records. MCOs
often clamp the practitioner in the
proverbial vice-grips for more infor-
mation and for more services.
Fortunately, when the U.S. Supreme
Court upheld a lower court ruling in
the case of Jaffe a Redmond, an impor-
tant victory for privacy and confiden-
tiality was won. The right of the
licensed professional to maintain privi-
leged communications was secured.

According to attorney Peter
Rubin, who filed the amicus curiae
brief on behalf of EAPA, the Court,
through this ruling, has left the door
open to the possibility of obtaining
legal protection of EAP records in
future court cases. The confidentiality
of the EAP records will hold a more
secure legal protection if the EA pro-
fessional is licensed. The escalating
and alarming number of exceptions to
the privileged communications of
clients should be cause enough for EA

professionals to organize on behalf of
their workplace clients for every pos-
sible privacy protection. Licensure is
for the protection of our clients.

What You Can Do

For all these reasons, EA licen-
sure at the state level is becoming
even more critical. Despite the fact
that many EAPA chapters are actively
advancing toward licensure, few have
been able to develop a successful
strategy for obtaining it. Chapters are
just beginning to comprehend the
arduous nature of the licensure task
and that, like a quest, it will take a
long time, much coordinated effort,
and involve. many people. So far, only
two states—North Carolina and
Tennessee—have completed this jour-
ney. Five other states —Indiana,
Louisiana, Massachusetts, New York,
and Virginia—have introduced bills
but are still searching for successful

strategies for reaching their goal. I am
from the state that had an EA licen-
sure bill brought to a vote in one
house only to find that previously
silent opponents surfaced on the floor
with amendments that eviscerated
and overwhelmed the bill.

It's important to keep in mind,
however, that in this relatively early
stage of the process, our greatest
insight will come from our setbacks.
Though some early attempts to obtain
licensure may fail, we EA profession-
als can both mature and refine vital
aspects of our professional identity.
We are learning through this rigorous
licensure process that professional sta-
tus is not a right, but ahard-earned
privilege.

Paul Hufnagel, BCSW, CEAP, is a member of the
New Orleans EAPA Chapter and a former EACC
member. A further discussion of licensure by
Paul Hufnagel can be found in EA Practice in the
21st Century, edited by Nan Vandenberg, and
soon to be published by Springer Publications.

Institute of Addiction Studies

The College of Mount St. Vincent
at the Riverdale Campus, Riverdale, New York presents the

,„:~~~,
,~

~~~~~ >̀; ~

4t" Annual Summer Institute
June 7 - 12, 1998

Indepth Study and Discussions of Crucial Issues
Regarding Drug and Alcohol Treatment in the Workplace!

CASAC - 45 HOURS * CEAP - 30 OR MORE PDHs
3 COLLEGE CREDITS * CEUs AVAILABLE

Endorsements and Participants
AFL -CIO -John Sweeney, President GHI -Frank Branchini, President
TWU of America -Sonny Hall, President Liberty Health Care -Bill Hartigan, President
ILA -John Bowers, President ADCARE Hospital -James McKenna, V.P.
Joint Council 16, IBT - Anthony Rumore, Pres. Washton Institute - Arnold Washton, President
TWU Local 100 - Willie James, President Robinson Institute - Jeremy Robinson, President
IBT Local 202 - Joseph Byers, President Value Behavioral Health -Jack Dolan, V.P.
IBT Local 803 - Billie Lee Hagner, President Comprehensive Outcomes - Ed Lomanno, Pres.

For More Information, Enrollment, Sponsorship, Participation, Call: (212) 206-8797
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THE EACC WELCOMES THESE NEW CEAPS WHO PASSED THE DECEMBER 1997 EXAM

LAST NAME FIRST NAME CITY STATE LAST NAME FIRST NAME CITY STATE

ABALLI ELISE W VALLEY CENTER CA COX LYNNE B GAINESVILLE GA
ADAMSKI DONALD C TOLEDO OH CROCOCK DONALD A ST CATHARINES ON
AIDE MARY KAY MADISON WI CUBURU MICHELE SALT LAKE CITY UT
ALDRICH WILLIAM D MT JULIET TN CURRY CANDACE A CALGARY AB
ALLEN CAROL A ORANGE CA CUTURA PATRICIA FINDLAY OH
ALTBEKER TAMAR CHICAGO IL CZYZEWSKI KATHERINE PRINCETON IL
ANDREASEN SHERYL ROCKFORD IL DAVISON MEYERLESUSAN LINCOLN NE
ATWELL LEON L WOODLANDS TX DEAN JODY A IRVINE CA
BARDENETT PAT CHICAGO IL DENEAU TERESA GAITHERSBURG MD
BARLOW JAMES F LOS ANGELES CA DENTON STANLEY L NEW ORLEANS LA
BARTH DIANNE P NEW ORLEANS LA DICKENS ELIZABETH W ROANOKE RAPIDS NC
BAUMGARTNER CHRIS SAN MATED CA DONALDSON RENEE A BLOOMINGTON IL
BAWDEN SANDRA L KOHLER WI DROUIN NANCY A BROSSARD PQ
BEAIRD MISSY M BIRMINGHAM AL DRYGALSKI MARYA ERASER MI
BELER KURT W WARREN OH DUBOIS JAMES T SAN DIEGO CA
BERRY BRENDA E NORFOLK VA DURBEN STEVEN J MINNEAPOLIS MN
BETTS JENNIFER VICTORIA BC DZADONY RICHARD CLEVELAND OH
BINFIELD JAN GRAND ISLAND NE EBELHAR WILLIAM CINCINNATI OH
BIRD DANIEL PEWAUKEE WI EISDORFER LAURA A WYCKOFF NJ
BLACKBURN MICHAEL J CRANSTON RI EMERY IVAN E SALT LAKE CITY UT
BODNAR SALLYJANEE SURREY BC ENCINO KATHRYN SAN LEANDRO CA
BOUSUM CHRIS L TULSA OK ENZOR STEPHEN K WINTER HAVEN FL
BOWES CAROL T KENT OH EPPS PATRICIA L PITTSBURGH PA
BRADLEY MICHAEL) SALT LAKE CITY UT ERENHOUSE RONALD M S LONDONDERRY UT
BRAMER SUSAN E SKOKIE IL ERKSON BONNIE J ROCKY HILL CT
BRINKMAN ALANA V PHOENIX AZ FAFOGLIA DAVID SPRINGFIELD IL
BRODIE LORI A MARTINSVILLE VA FAGAN-JACKSON PATRIC LIBERTYVILLE IL
BROWN PADMANI HONOLULU HI FAIRCHILD JAMES J PORTLAND OR
BROWN STEVEN M ATLANTA GA FELICI CHRISTINE CUMBERLAND RI
BRUS WENDY E GRANBY CT FEUCHTWANGER LAWRENC VANCOUVER BC
BUFITHIS PHILLIP C YORK ME FIRSTEIN IRINA NEW YORK NY
BUON TONY SYDNEY AUSTRALIA FISHER ORLY S LOS ANGELES CA
BURTON SHEILA G PITTSBURGH PA FITZGIBBONS KERRY SEATTLE WA
BURUM CLYDE D RIDGECREST CA FONTAINE-EBEL RENEE EAU CLAIRE WI
BUSSEY STEVE M MT HOLLY SPRINGS PA FRESCOLN LAURA M CAROL STREAM IL
BUWEN FRANCES E SIERRA VISTA AZ FRIEDMAN TOBY M PARAMUS NJ
CALDWELL BOBBY G CLEVELAND OH FULLER MARILYN MUNCIE IN
CALHOUN SHARON D DISTRICT HEIGHTS MD FURLOTTE ROBERT J CHARLOTTETOWN PE
CAMPAGNA ALAN SPRINGFIELD MA FUSZARD SUSAN MADISON WI
CAMPION THOMAS PHILADELPHIA PA GABLE GREGORY K HARRISBURG PA
CARDIFF MAUREEN F WOODLAND HILLS CA GAGNE LUKE F MANCHESTER NH
CARNICOM CHRISTINE M MINNEAPOLIS MN GARNHAM STEVEN PHILADELPHIA PA
CASCIATO DEBORAH BEREA OH GAUTHIER JACQUELINE STURBRIDGE MA
CASSIDY DEBORAH M ONEIDA NY GERMAN MARK DRAPER UT
CEASAR JENNY PLANTATION FL GIBBON NORMAN E HONOLULU HI
CHILDRESS GEORGIA P BOWLING GREEN KY GILHOOLEY TONI HERSHEY PA
CHRISTIAN JULIE L KANSAS CITY MO GITTELSON MOSHE ATLANTA GA
CLAUSEN JERRY S SPRINGFIELD MA GODI MITCHELL TULSA OK
CLEARY PAUL E OCEANSIDE CA GOLD JOALLA ENCINO CA
COKER DIANE H LAS CRUCES NM GOURDINE VANESSA HACKENSACK NJ
COLA ROSEMARIE E JACKSON HEIGHTS NY GRANT-GAMBLE CHERYL VANCOUVER BC
COLE RICHARD M COLUMBIA SC GRAY DIANNE ENCINITAS CA
COLLINS KELLY K GAITHERSBURG MD GRIMES ROSEMARY EDGEWOOD KY
COMFORT KIMBERLEE EDEN PRARIE MN GUDMUNDSON BRUCE E WINNIPEG MB
COMPTON BRUCE R SAN DIEGO CA GULLO KATHY P PLYMOUTH MN
COMPTON LISA RICHMOND VA GYEKIS ROBERT J EAGAN MN
CONLY MICHAEL PHILADELPHIA PA HAFEN EDWARD SALT LAKE CITY UT
COOK CHARLES F ATHENS GA HARAM SANDRA RICHARDSON TX
COOK PATRICIAJ EDGEWATER NJ HASKELL- NIELSEN DOROELNORA AB
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HAVENS CHARLES M PEARLAND TX MANCE LYNDA DETROIT MI

HENDERSON SHIRLEY PALM BCH GARDENS FL MANCUSO CHRISTOPHER LOVES PARK IL

HENSH PAUL F UNIONTOWN PA MANLEY GEORGENE A LINDENHURST IL

HERON MICHAELF NEWTON MA MANN DIANNE HAMPTON VA

HERSHMAN SONIA C HOUSTON TX MAPES TERRANCE S GREEN BAY WI

HEWITT DEBORAH WEST SPRINGFIELD MA MARINOS HARRIETT BIRMINGHAM AL

HITCHNER MARY WINTER PARK FL MARKER JACK C SOMERSET PA

HITZELBERGER MICHAEL MINNEAPOLIS MN MARMON GARY WEST PALM BEACH FL

HOCHKAMMER DIANE CHERRY VALLEY IL MAROTTE VIRGINIA A SPRINGFIELD MA

HOLTZ GILMORE PAMELA SAVANNAH GA MARTINEZ RUBEN HOUSTON TX

HOOVER SUZANNE Z SEATTLE WA MATTSON KAREN MINNETONKA MN

HOST DEBORAH L WINSTON SALEM NC MAYS DWIGHT R WINSTON SALEM NC

HOUTS KERRY EAGAN MN MCCANN EILEEN TALLAHASSEE FL

HRDLICKA PAUL EAST LONGMEADOW MA MCDONALD JOSEPH ALBANY NY

HULS BRYAN J SAN DIEGO CA MCGEE MICHAEL AUBURN HILLS MI

HUNT PATRICIA A HUNTINGTON BEACH CA MCGOWAN DEBORAH A NORFOLK VA

HUSBAND KAREN CHERRY HILL NJ MCKENZIE BONNIE C SYDNEY AUSTRALIA

HYAMS KIMBERLY G NORTH LITTLE ROCK AR MCNALLY JON P SALEM VA

HYLAND HELEN IRVING TX MEAD TRISTIN N TOWSON MD

IMPSON WENONA R NORMAN OK MELGAREJO GEORGE SAN PEDRO CA

IRGANG JANET CORAL GABLES FL MERCORA PASQUALE BRONX NY

JACKSON BEVERLY A CHICAGO IL MERRILL MARY R RICHMOND VA

JANZEN SANDY EDMONTON AB METCALF GREGORY) HOUSTON TX

JENKINS ANNA COLLEGE STATION TX MIDDLESTEAD CHARLES HAVERTOWN PA

JENNINGS ALANE C PHOENIX AZ MIKSELL TRACY NEW YORK NY

JOHNSON CHERYL STONE MOUNTAIN GA MILLAN MAGALY ALBUQUERQUE NM

JOHNSON HARRIET G FARMINGTON HILLS MI MILLER GLENN A NARRAGANSETT RI

JOHNSTON KATHERINE ENFIELD NC MILLS CHARLES C PHOENIX AZ

JONES CAROLYN C HOUSTON TX MINNIEFIELp DIRK HOUSTON TX

JORDAN BRIAN J BLUE BELL PA MONTAGNINO-GEMZA NOR WHITESBORO NY

JUPP JAMES SYDNEY AUSTRALIA MOORE ALETHA NEW ROADS LA

JUSTICE MELODY ANKENY IA MOZER MAUREEN EDEN PRAIRIE MN

KATZ LAURA SCARSDALE NY MRAZEK ROGER CHICAGO IL

KEINATH CHARLES R BARRE VT MYERS LARRY K TAHLEQUAH OK

KELLY MARGARET EVERGREEN PARK IL MYERS MARGARET L MEDFORD OR

KELLY PAULA J CORALVILLE IA NAGEL JR HAROLD F ALTURAS FL

KISSNER LESLIE HONOLULU HI NESTLER RINA J YARDLEY PA

KLEIN JOHN HOUSTON TX NEWMAN ELLEN G BERKELEY CA

KOLINSKI DIANE ROCKFORD IL NOEL JEAN A ~ LAKESIDE CA

KORENICH JAMES CHICAGO IL O'NEAL STEVEN TAMPA FL

KRAUSE JEFFREY MINNEAPOLIS MN OCONNOR KEVIN P YORK PA

KRUTILLA PAULINE M WATERLOO WI ODOM ROGER SAN JOSE CA

LANGDON RICHARD B COLONIE NY OLD JOHN J SANDUSKY OH

LARKIN MARICELA SAN DIEGO CA OLIVIERI-MATHIES SHI MADISONVILLE LA

LARKIN PATRICIA L LOUISVILLE KY ONTIVEROS DEBORAH EL PASO TX

CARSON RONALD C CEDAR FALLS IA OXLEY CAROLYN MILTON WV

LAWNICZAK KRISTIN M PULASKI WI PALMER MELVIN C OAKRIDGE TN

LEE CINDY S TALLAHASSEE FL PANCOAST JAMES R CONKLIN NY

LEND DEBRA A COLUMBUS OH PARKER DWAYNE SAGINAW MI

LEPERE CAROL A MCLEAN VA PARKER EVELYN CARROLLTON TX

LINEBACK TERESA M CARY NC PARRY BRUCE,JAMES SYDNEY AUSTRALIA

LLANES CYNTHIA LUBBOCK TX PECKHAM ROBERT E SICKLERVILLE NJ

LOGEMAN PAUL L CARBONDALE IL PEEBLES LEE RICHMOND VA

LONGERBONE SUSAN GREENSBORO NC PELT RONALD STANLEY MATTHEWS NC

LONHART PATRICIA A DOWNERS GROVE IL PEREZ-GONZALEZ VIVIA MIAMI FL

LOVELY PATRICIA SIOUX FALLS SD PHILLIPS JULIA M HONOLULU HI

LUND VIRGINIA J ROBBINSDALE MN PINKNEY KAREN CHICAGO IL

LYNCH KAREN K FRIEDENS PA PLANT DOUGLAS E CANTON MI

MACKABEN THOMAS T WISCONSIN RAPIDS WI POOLE ROBERT W ASHEVILLE NC

~MACKEAN RUTH WOODBURY NJ POSEY DOUGLAS P SAN ANTONIO TX

MACLAREN CATHARINE NEW YORK NY POSNER LORIANN LINDENWOLD NJ

MALCOLM WILLIAM WOBURN MA PRESTEMON KARI J ALEXANDRIA MN
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LAST NAME FIRST NAME CITY STATE LAST NAME FIRST NAME CITY STATE

PRICE CARL R OAKLAND CA TANIDA GREG I HONOLULU HI
PRICE MAUREEN SACRAMENTO CA THOMPSON MARY T C BETTENDORF IA
PROUD WILLIAM J CINCINNATI OH THOMSEN KRISTINE EDEN PRAIRIE MN
PURDY MELISSA KNOXVILLE TN TOBIN SANDRA J FORT WAYNE IN

RAUZI RICHARD G FOREST CITY IA UMPHREY ROBERT LINWOOD MI

RAYMONDI MARY DALY VESTAL NY VALENTINO NATALIE MINNEAPOLIS MN

REISCH JANICE M CHICAGO IL VANDER EUGENE PLYMOUTH MI

REYNOLDS THOMAS G TORONTO ON VANDERHOEK ANGELA EDMONTON AB

RINGHAUSEN SUSANNE PHARDIN IL VARGA RANDY B NEW WESTMINSTER BC

ROBB IAN L THUNDER BAY ON VARNEY RODNEY L CALGARY AB

ROBERTS MARY B ASHEVILLE NC VON BUCHWALD CLAIRE KAILUA HI

ROLL MARGARET CLEVELAND HEIGHTS OH VULPE LISA BALA CYNWYD PA

ROMAN CYNTHIA J BURNABY g~ WALTERS ELLEN M STANSBURY PARK UT
WALTONSMITH ANN SARATOGA CAROSHAL ARONA F ST PAUL MN
WALTS BARBARA COLUMBIA MO

ROTHMAN BERT A PHILADELPHIA PA WARENSKI JANE SALT LAKE CITY UT
RUBINSTEIN CAROL A NEW YORK NY WATKINS PEGGY NILES OH
RYAN DANIEL W PLYMOUTH MA WATT JANET B FLORENCE SC
RYAN JAMES ROCKFORD IL WEEKS VERN W WAUSAU WI
SAMSON DEBBIE A LABRADOR CITY NF WEISBROD CATHERINE L CAMBRIDGE MA
SAMUELS JAMES BRONX NY WESSEL LORI A MANITOWOC WI
SANTAMARIA KATHLEEN DUXBURY MA WEST MICHAEL CLARKSVILLE TN
SCALO WANDA L LOUISVILLE KY WILCOX CHARLES T ELYSIAN FIELDS TX
SCHEIDELL ELIZABETH LANGHORNE PA WILSON WILLIAM A NO LITTLE ROCK AR
SCHIBI RICHARD A CINCINNATI OH WINDER LINDA NORTH VANCOUVER BC
SCHLESINGER LAURA A KAHULUI HI WINTER JEFFREY SAN DIEGO CA
SCHMIDTKE TAMARA L MILWAUKEE WI WITHERSPOON ANN ST LOUIS PARK MN
SCHNEIDER KATHRYN E LINCOLN NE WOLF MARY A SIOUX FALLS SD
SCHOONOVER LINDA L WATERLOO IA WOODWARD EVELYN D JACKSONVILLE FL
SCHULTZ SARA BURNSVILLE MN WOTSON STACIE J HOUSTON TX
SCHUSTER LISA H BATON ROUGE LA ZIEGLER DEANNA FINDLAY OH
SCHWEITZER HAZEL CUMBERLAND WI
SCRIMSHAW DEBBIE J ONOWAY AB
SEIDE CYNTHIA M LIVONIA MI
SEITCHIK STEVEN S HARRISBURG PA
SEMENUK KAREN E ANN ARBOR MI

~~~~~~~~~~~

SHARPE ELYSE N POTOMAC MD
SHAUGHNESSY HAZEL HOUSTON TX
SHELTON SHARON C TUSCALOOSA AL

~~~~~~j~~
~iL/

SHERMAN MARY B CROZET VA
SHEWANOWN MARSHAJ ATLANTA GA IMPRINTED WITH YOUR
SHULTZ CHARLES E APPLETON Wi COMPANY NAME, LOGO &MESSAGE!SHWED EDWARD J WYNCOTE PA
SKUHR GERI PHOENIX MD

Hundreds to chooseSLADE LYNN A HERMOSA BEACH CA
SMITH BRENDA J CENTER MORICHES NY from .. .

SMITH CHRISTINA CHICAGO IL •Stress Cards, BaIIS,
SMITH
SMITH

JILL TEA
NANCY LYNN

SALT LAKE CITY
SHOREWOOD

UT
WI

.~ ~ Balloons, Putty

SMITH ROBIN L SYDNEY AUSTRALIA "~~~ ': •Wallet Cards
SMOLES LYNN A MILL VALLEY CA E F'~~'~~~ ' •Magnets
SORENSEN BETTY JO SALT LAKE CITY UT ~Y~,r •
SOSA GERALDINE PHOENIX AZ

z
~t~~ Ke Ta SY 9

SPIER JEFF ANN ARBOR MI ~ f~i~~ ;~ z„~_: ~ ~~~ •Mirrors, etc.
STEEPEN CHERYL K LAGUNA HILLS CA
STEIN NANCY L SOUTHFIELD Mi Call for our full color
STEWART TAMMI BIRMINGHAM AL C8t110g &Sal@S

STRATTON JIM B CINCINNATI OH Sh@@tS!
STUEVE CAROLYN M HERNDON VA
STURDEVANT COLLEEN CAMBRIDGE MA Xpression P~OM~IC~SSUCH KAREN E LANSING MI
SUTTON NAOMI Y K KANEOHE HI

~ ~BOO'SS 7'SSSOSYCZ BARBARA SOUTHINGTON CT
SZASZ LESLIE COLUMBUS OH
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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

HELPIN

PAM PH LE1'
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).



Holiday Inn on Capitol HiU
~ ~ ~ ~ ~ ~ ~ Washington, D.C.

~ ~ ~ ~ ~ •Learn how you can get involved in EAPA's
federal and state legislative initiatives by

~ ~ ~ attending this exciting conference.
• Prepare to deal with the most challenging

~ EAP legislative issues and learn why we
~ must press for licensure.

~ ~'
• Hear about the benefits and risks of doing

, so, and the hard lessons we've learned in
our efforts so far.

• Join us for pre-conference training on
~ ~ ~ confidentiality and learn the necessary

steps you must take to protect your EAP
~ ~ i records.

' ~ ~ ' • Four Days Packed with State and Federal
~ ~ • ~ ~ ~ ~ News and Issues

Slate: EA licensure and drug-free workplace laws

•- Federal: Parity in insurance coverage for
., . ,,, substance abuse and mental health

~ . Federal: Prospects for government funding of NIH
- and SAMHSA.

Federal/State: EAP definitions in health laws

Federal/State: Confidentiality of EAP records

~ ~ Pre-Conference Confidentiality iYaining
~ April 18, 1998

For further information, contact Leesa Kuo in the EAPA Conference Department at 703-522-6272.

~~ ~


