
EAP Association Exchange 1998

Item Type Newsletter/Magazine

Publication Date 1998

Keywords Alcoholism and employment--United States--Periodicals;
Drugs and employment--United States--Periodicals; Employee
assistance programs--United States--Periodicals; Employee
Assistance Professionals Association (U.S.); Employees--
Counseling of--United States--Periodicals

Publisher Arlington, VA: Employee Assistance Professionals Association

Download date 19/05/2023 14:39:57

Link to Item http://hdl.handle.net/10713/7415

http://hdl.handle.net/10713/7415


MAV/JUNE 1998 •VOLUME 28 • NO.3

,,;~,,~~
.~ i

/ iii"fi ,.
__._. ..

r



The Em to ee.py
Ass ~ sta n ce
~avv Des k Boo k
by Sandra Nye, JD, MSW
Published by The EAPAssociation

EAPA Member Price:

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

Non-Member Price:

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

For more information, contact:

Employee Assistance Professionals Association

2101 Wilson Boulevard. Suite 500. Arlington, VA 22201

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

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

convenient, easy-to-comprehend

Q&A format

• A customized notebook (for easy

updates as laws change)

• A comprehensive description of

employee assistance legal issues

• Dozens of case studies

• Appendices describing essential

legal cases

About the
Author
Sandra Nye received her JD
from De Paul University
College of Law in 7982 and
her MSW from Loyola
University School of Social '
Work in 1974. Ms. Nye is prin-
cipal of the Chicago law firm
of Nye and Associates, Ltd.,
concentrating in law related to human service delivery
and family law. She is author of three editions of the
Employee Assistance Law Answer Book, and of numerous
articles and chapters on legal issues in human service
delivery.

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

NAME

ORGANIZATION

STREET ADDRESS (No P.O. Boxes, please)

CITY

TELEPHONE

❑ Check enclosed Check Number

STATE

❑ Please send me information about becoming an EAPA member.

Please charge my: D American Express ❑Visa ❑Mastercard Card number

ZIP

Exp. Date

Signature

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

All sales are final; the EAPA Resource Center does not accept returns.
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Front Desk Exchan e
This month's message is from EAPA Exchange Advisory Committee Member 

ADVISORY COMMITTEE 1998Crystal Hayman Simms, who helped coordinate this issue.

EL~1 S vs. ROI 
James T. Wrich, Chairman

Chicago, IL
312-362-9500

Have We Measured Enough?
Tamara Cagney, CEAP

Pleasanton, CA

A picture is worth a thousand words, so the saying goes. How much is an 510-513-4710

EAP worth?
Early EAPs were started by employers who recognized that offering these Jim Ca►penter

services was simply "the right thing to do." Helping their employees was value Detroit, MI
enough for those companies. These same companies were soon pleasantly sur- 313-926-5513
prised to see that after they offered EAP services, their overall healthcare costs
went down, and employee morale improved. Further research verified what these Elena 8. Carr, CEAP
companies had experienced: A small corporate investment in an EAP often results Falls Church, VA
in saving several times that amount in corporate expenses. 

703-207-8546
So why after all these years does corporate America continue to ask for more

proof of an EAP's value? According to EAPA Research Committee Members Tom
Amaral and Kirk Harlow, writing for EAPA's 25th Anniversary Commemorative David L. Coles, CEAP

Journal, "Research has focused almost exclusively on the tangible workplace Houston, TX

impact of EAPs, and in doing so, has shaped how management decision makers 713-676-3540

perceive the value of these programs....One unfortunate consequence of this focus
is that management now perceives their value in this limited way and wants con- Joseph J. Kraus, CEAP
tinued proof that their EAPs produce a significant return on investment." Oak Creek, WI

This edition of the EAPA Exchange offers you some short-term strategies 414-768-2465
("EAP Outcome Research Made Simple" by Steven Harris and Charette Dersch)
and long-term strategies ("Industry Standards Needed for EAP Utilization Rates" Tim McGinnis, CEAP
by Sally Mann) for both gathering research and helping shape management per- 

Toledo, OH
ceptions of EAPs and their value. Be sure to read "Statistical Concepts Every EA 

419-470-5130Professional Should Know" by Research Committee Co-Chair Kirk Harlow. And
don't miss reading the latest EAPA Committee reports as well as "Abused Men:
The Hidden Side of Domestic Violence," which contains some statistics that may Nelen McGlynn

surprise you about another aspect of the domestic violence issue. St. Louis, MU

Also included in this issue are highlights from the 1998 Public Policy 314-768-3830
Conference in Washington, D.C. and more information about the 1998 EAPA
Annual Conference. Sounds like this year's annual conference will be a whole new Tam Pasco, CEAP
experience. Even the conference schedule will be different. Be sure to read Southfield, MI
Program Committee Chair Tamara Cagney's message on page 8. 248-448-7882

Finally, we are proud to offer you the third edition of the Employee Assistance
Research Supplement, EAPAs technical research journal, with information reviewed Crystal Hayman Simms
by Research Committee members. The EAPA Exchange Advisory Committee wel- 

Newark, DE 19808
comes your comments and suggestions for ways we can serve you. Please address
them c/o Editor, EAPA F~cchange, EAP Association, 2101 Wilson Boulevard, Suite 302-764-1374

500, Arlington, VA 22201; (fax) 703-522-1260; (e-mail) eapcommdir@aol.com.
Kay Springer

Sincerely, EAPA Headquarters
703-522-6272

Coming in the next issue:
Crystal Hayman Simms
Member The Pros and Cons of Returning

EAPA Exchange Advisory Committee Employees to the Workplace
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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-
dayinpatient ADULT stay is.
$2730 or $130 per day. A 28-
day inpatient ADOLES-
CENTstay is $4060 or $145
per day. These prices include
psychiatric and medical con-
sultation, family counseling
and family room and board.
Treatment is covered by
most insurances/managed
health care.

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

F.:
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President's
Pa e
Step 4: Wov~~i~~ to Be~e~t
the ~~~1'Fzel~ by Don Magruder, CEAP

aving attended the EAPA
1998 Public Policy
Conference, I can see that
we are already doing excel-

lent work on Step 4:
When performing our EAPA activ-

ities, we will produce results that will
improve our Association, the EAP
field, and our respective organizations.

There are many aspects to this
step, but the main point is this: We
must focus on the task at hand and
produce results. Associations are
famous for taking extra time with the
management process because of Cheir
need to work through committees. We
can overcome the pitfalls of this
process by implementing time man-
agement techniques, being as efficie~C
as possible, and being organized with-
in our committees. With these tools in
hand, we are bound to be successful.

A Bias for Action

Another point in this step is the
need to focus on producing results that
will benefit the Association member-
ship as a whole. That's the main reason
for creating an Association—to share
resources and work towards the same
goals. My own experience as president
has left me wondering at times if some
of our members, and even entire chap-
ters, have forgotten this. goal.;The
Association exists to serve its members.
Those members who accept leadership
roles bear a responsibility for acting in
the best interests of the Association
and its members.

Marching to the Hill

The EAPA 1998 Public Policy
Conference was an excellent example

4 • EAPA EXCHANGE • May~lune 1998

of clearly focusing on the task. More
than 130 members turned out to learn
about EAPA's legislative issues, and
they came at a very critical time. As
explained in the March/April 1998
issue of the EAPA Exchange, EAPs are
being threatened by restrictions from
health care and managed care laws.
Unless EAPs provide certain types of
services, these laws do not and should
not apply to us. (Check the
July/August EAPA Exchange for a
report from Legislative and Public
Policy Director Sheila Macdonald, who
explains. the current status of our fight
to keep EAPs free of legislation that
would impose fees, taxes, and other
restrictions.)

Nothing is quite as powerful as
taking our message to Washington,
D.C., and we were proud to have so
many members on hand to do that.
Our goal will continue to be having at
least one representative from each
EAPA chapter at the Public Policy
Conference. So far, we have made it
halfway to our goal.

Looking to the Future

With less than six months left
before I leave office, my thoughts are
drawn to other Association tasks that
have not yet been addressed. EAPA
needs a leadership succession plan to
select future leaders and give them
more time for proper training. Two
years is not a particularly long time to
hold office; some of that time is often
spent getting up to speed on
Association protocol and procedures.
These processes sometimes take as
much as six months. With a little
more planning, we could offer our

DON MAGRUDER,CEA~►
EAPA PrESidont

potential leaders more preparation so
that those who do take office may
make more efficient use of their time.

Meeting in Minnesota

Before closing, I want to thank all

EAPA members and friends who gave

me such a warm welcome during the

recent annual meeting of the Native

American Chapter, held at the Mille

Lacs HoteUCasino in Onamia,
Minnesota. Chapter President Carol
Iron Rope Herrera and Conference
Chair Diane Osceola puc together an

excellent program. Look for photos
and coverage of that conference in the
next issue of the EAPA Exchange.

Employee Assistance Law Desh
Booh Now Available Through the
EAPA Resource Center

IE you were among those who
attended the 1998 Public Policy
Conference, you got the first look
at our newest resource: The
Employee Assistance Law Desk Booh
by noted EAP lawyer Sandra Nye,
JD, MSW.

I encourage every EAPA member
to consider purchasing this 700-
page book, which cosCs only
$69.95 plus $6.00 per copy for
postage and handling.; non-mem-
ber price is $89,95 plus $6.00 per
copy for postage and handling.) To
the best of my knowledge, there is
no other book like it, and the
information is .essential for every-

one in today's EAP field. Q

This is the fourth in a series of seven parts.



WINDOWS BASED ~~ N; AN~GEMENTiJ

~~ ..,the easy way!!
VERSION

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

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

1N EAP ~

VERS~ON~ ...ALL FROM YOUR DESKTOP COMPi)TERSS

And, you'll...

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

Cpl.
FORA 0

FPRODRA
~aseManager

The easy-to-use, Windows compatible,
EAP Information Management System
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MANAGEMENTTRAINING FOR
EMPLOYEE ASSISTANCE PROGRAMS

D
IN
EAP!
O MCMLXXXXIII MOTIVISION,LTD.

VIDEO WITH TRAINING GUIDE
Supplement"The Dryden File II"

VIGNETTES FOCUS
SUPERVISORS ON WORK
PERFORMANCE..

MULTIPLE
BREVITY

WORK
WITH

SETTINGS,
SUBSTANCE.

14.45 Min.
5395 US plus

Previews
Shipping

X25 US

,4LS0 ASK FOR COURTESY PREVIEW OF
"EAP-AT YOUR
SELF•REFERRALS.

SERVICE!"
8 MINUTES

TO ENCOURAGE

Classic on Vitleo

THE
Tape.

DRYDEN
,FILE
O MCMLXXXVIII MOTIVISION,

II
LTD.

HELP SUPERVISORS MANAGE
PERFORMANCE PROBLEMS.
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From the
COO
~A Ps East, West,
~~~ Doman U~~ev~
by Sylvia Straub, Chief Operating Officer

ongratulations to all
involved in planning the
1998 Legislative and Public
Policy (L~'PP) Conference.

Judging from members' evaluations
and comments, it was a great success.
Issues of vital important to EA profes-
sionals and to the profession itself —
licensure, EAPs and the federal health
laws, and drug-free workplace legisla-
tion—were front and center. The con-
fidentiality workshop conducted by
Sandra Nye, JD, MSW, also got very
high marks.

Meetings

No sooner did we complete the
LAPP Conference than staff moved
into high gear for the District I
Conference scheduled for
Williamsburg, Virginia, July 19 - 22.
The theme of the conference, which
will be hosted by the EAPA Virginia
and Blue Ridge Chapters, is "Core
Technology: Building On a Historical
Foundation." The conference promis-
es exciting presentations and network-
ing opportunities with colleagues in
this historic and beautifully restored
colonial town.

Start making plans also for the
EAPA Annual Conference in Las Vegas,
which will be held this year from
Tuesday, November 10, through
Friday, November 13 (which Program
Committee Chair Tamara Cagney is
calling "lucky Friday"). This year, the
conference will feature daily themes,
such as "Reaching Our Diverse
Employees," "Innovations and Next
Steps," and "Addictions and Work/
Family." Information about registra-
tion, hotel reservations, and Rights will
be available in future issues of the

6 • EAPA EXCHANGE •May-June 1998

EAPA Exchange and in the advance
program to be mailed to each member
in early summer. Two national training ,
workshops will precede the annual
conference. One will focus on legal
issues in employee assistance work
and [he other will focus on becoming
a more effective trainer. For informa-
tion about exhibiting at the confer-
ence, contact Ellen Miller at
703-522-6272, ext. 303.

Selling Like Hotcakes

I don't want to rush you, but
copies of the new Employee Assistance
Law Desh Booh by Sandra Nye, JD,
MSW, are going very rapidly. This
publication is a musC for every EA pro-
fessional, and EAPA is making it avail-
able to members at a bargain price of
$69.95 plus $6.00 shipping and han-
dling. Printed in an easy-to-use, prac-
tical, loose-leaf format, the book
includes chapters on vital EAP issues,
such as professional liability, malprac-
tice liability stemming from common
professional problems, confidentiality
and privilege, professional service con-

tracts, labor laws, and mental health

law. Contact EAPAs Resource Center
to order your copy.

More Meetings

It is very exciting to learn about
the growth of the employee assistance
field around the world. President Don
Magruder asked me to represent EAPA
in his stead and in the stead of
International Regional Director Steven
Galliano at the Employee Assistance
Professionals Association of Australia
(EAPAA) conference to which both

SYLVIA STRAUB
Chief Operating Officer

had been invited. In addition to
attending the conference, I had the
opportunity to meet with members of

the EAPA Australian Chapter in
Melbourne. Many thanks to EAPA

Australian Chapter President Ken
Neilson for his gracious hospitality

and to all the members there with

whom I had a chance to speak. At

the EAPAA conference, I spoke about
international development within
EAPA and was joined ae the conFer-
ence by EACC Chair Doug McKibbon,
who spoke on [he certification
process, and EAPA Canadian
Regional Director George Grant, who
presented a paper on assessment and
evaluation. We were given a very
warm welcome by President Grant
Brecht, the EAPAA Executive
Committee, and all the members
who attended. The conference fea-
tured papers on a variety of topics,
including gambling addiction and
substance abuse.

Even More Meetings

Upon returning to the U.S., I

immediately went to Mille Lacs,
Minnesota, for the annual conference
of the EAPA Native American Chapter
where I spoke to the Women's
Committee on leadership and mentor-
ing and to the general assembly about
EAPA issues. Congratulations to
Chapter President Carol Iron Rope
Herrera, Treasurer and Conference
Chair Diane Osceola, and all the chap-
ter members on a very successful con-

ference. On a personal note, I am
deeply appreciative of the warm,

continued on next page



National DMDA Offers Resources
to EA Professionals

by Deborah Bullwinhel
Program Director, National Depressive and Manic-Depressive Association

or more than 12 years, the
National Depressive and Manic-
Depressive Association
(National DMDA), a nonprofit

mental health organization headquar-
tered in Chicago, Illinois, has provided
education and grassroots self-help sup-
port for patients and families whose lives
have been affected by depressive disor-
ders. National DMDA is the nation's
largest patient-run, illness-specific orga-
nization. It is guided by a 65-member
Scientific Advisory Board composed of
the leading researchers and clinicians in
the field of depressive disorders.

National DMDAs mission is
unique: To educate patients, families,
professionals, and the public concern-
ing the nature of depressive and
manic-depressive illnesses as treatable
medical diseases; to foster self-help for
patients and families; to eliminate
discrimination and stigma; to improve
access to care; and to advocate for
research toward the elimination of
these illnesses.

National DMDA offers a variety of
services that help raise awareness,
including:

Bulk Quantities of National DMDA
Materials.

More than 20 publications are
available through National DMDA at
discounted pricing. We encourage you
to distribute these materials during
presentations and to make them avail-
able when consulting with your
clients. Call for an order form.

A Grassroots Network of 275 Support
Groups.

This network delivers National

DMDAs mission and services to com-

munities throughout the United States

and overseas. We encourage EA pro-

fessionals to refer people to local

DMDA groups, which provide a safe

and confidential forum for patients

and families to learn coping skills and

build self-esteem. Local leaders can

also help EAPs to better understand

depressive disorders and can assist

with locating speakers. To find a sup-

port group in your area, or to request

a chapter directory, call National

DMDA.

National DMDA Web Site,
www ndmda.org

The site averages 69,500 "hits" a

month. EA professionals can access

our site and obtain information on

topics, including the latest mental

health research, advocacy, materials,

and patient success stories.

A Bookstore With More Than 70 Titles

of Printed and Audio-Visual Materials

Request a bookstore catalog for a
listing of publications on a variety of
mental health topics, including clinical
depression and bipolar disorder

(manic-depression).

Outreach, National DMDA's Newsletter

National DMDA members receive

this quarterly newsletter, which fea-
tures sections on research and treat-
ment, consumer awareness, illness
management, and new books on men-

tal health topics in new in print. EA

professionals are encouraged to submit
articles for Outreach. Call National
DMDA for details.

Educational Programs

National DMDA offers a variety of

educational programs to EA profes-

sionals. One program is National

DMDAs newest video, Darh Glasses F~

Kaleidoscopes. This video features peo-

ple with bipolar disorder, defines the

symptoms, and presents treatment

options. To order a free copy of the

video, call National DMDA.

For more information, visit our

Web site at wwwndmda.org, call toll-

free, (800) 826 - 3632, or write to

National DMDA, 730 N. Franklin

Street, Suite 501, Chicago, IL 60610-

3526 USA . Q

From the COO
continued from page 6

wonderful hospitality I received and

want to thank the members for the

beautiful quilt they presented to me.

I'll close with one more piece of

good news. We always share our

good news during EAPA staff meet-

ings, and at a meeting in early May,

we learned that the recertification rate

for last fall was 65 percent, that is, 65

percent of all CEAPs due to recertify

last fall did so. The recertification

rate has been about 50 percent for the

past two years, so this is a very sub-

stantial increase. Congratulations to

the EACC, the Certification

Department, and to all the CEAPs

who recertified! Q
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~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ A UNIQUE EXPERIENCE .............................

~.

Expect Changes at the 1998 Annual Conference ~'

by Tamara. Cagney, CEAP • 1998 Annual Conference Chair i

e're changing lots of things for the 1998
EAPA Annual Conference, including the
daces. The conference will. take place
from Tuesday, November 10, to Friday,

November 13. With this change, you will surely want to
take time on the weekend to explore some of the incredible
park lands around Las Vegas. (Please note that the pre-con-
ference Institutes, the OPCA meeting, and EAPA
Committee meetings will take place on Monday before the
conference.)

We Will Have Daily Themes

Tuesday: Reaching Our Diverse Employees
Wednesday: Innovations and Next Steps
Thursday: Day on Addiction
Friday: Work/Family Issues

We Will Offer Two Forums Every Day

Tuesday Internal EAP Forum
• Women's Issues Forum

Wednesday •Research Forum
• Exeernal EAP/Consultants

Thursday •Labor Forum
• Substance Abuse Professional (SAP)

Forum

We Are Offering a Variety of Opportunities to
Network and/or Relax

Tuesday Mini Las Vegas Review
(Exhibit Hall Opening)

• Reception for New Members and
First-Time Attendees

• International Reception
• Evening Jam Session and Dance

(Dessert Reception)

8 • EAPA EXCHANGE • May~June 1998

Wednesday Veterans Day/Remembrance.bay
Reception (open Co all attendees)

Thursday President's Award Banquet and Dance

Other Special. Events

• Research poster sessions in the Exhibit Hall
• EAPA Resource Center in the Exhibit Hall
• Daily raffles in the Exhibit Hall
• Mind, body, and spirit—starting each day in a new

way.—every morning at 7:00
• Special interest meetings for SAPS, for EA profession-

als working in the gaming industry, etc. If you have a
group you would like to get together, call Tamara
Cagney,92S-513-4710.

Can You Contribute?

We continue to seek corporate contributions to fund our
special events, keynote speakers; and the publishing of
conference proceedings. Your help would be greatly
appreciated. If you are able to contribute, please call
Ellen Miller at 703-522-6272, ext. 303.

When Will We Know What's in the Program?

The Program Planning Committee. met on May 15 to
review all of the submissions. We had a good response to
the call for papers and are excited about the program. We
will have dynamic advanced presentations. We will have
the preliminary program out in June. We look forward to
seeing you in Las Vegas!



by Sandra Turner, CEAP •Chair, Education and Training Committee

he Education .and Training Committee was
pleased to offer three all-day pre-conference
Institutes at the 1997 EAPA conference in
Baltimore. The topics—"Work/Family Issues,"

"Risk Management," and "Marketing/Establishing the Value
of Your EAP"—were chosen from a survey conducted at the
chapter level early lase year. All of the Institutes were well
attended. and participants were invited to be involved
actively in the learning process: We are grateful co each of
the' presenters for their time and willingness to take on the
challenge. The members of the Education and Training
Committee feel this initial effort was a great success.

The goals of the Institutes were to provide an in-depth
look at current issues in the EA' field,. to reach beyond what
can be offered in a workshop format, and to provide a forum
for focusing on the how-to of development and implementa-
tion. The .committee reviewed all of the evaluation forms
returned by participants at the end of the Institutes and have
incorporated their feedback into the planning for the 1998
pre-conference programs. Although some participants react-
ed very positively to the Institutes, others offered specific rec-
ommendations for enhancing the experience in the future.

The Education and Training Committee thought the
comments below were particularly valuable and will be
incorporating these changes into the pre-conference
Institutes offered in Las Vegas,, this November°

EA professionals are looking for something more than
"look what I've done." There is a desire to come away
from the Institutes with an understanding of how to
develop or improve programs concerning the covered
issue and how to apply the information in existing
work environments.
Because people learn in different ways, participants
wanC presenters to provide a multimedia presentaCion
that will hold their interest. Presenters also will be
instructed to ensure sufficient time for questions and
answers, without losing focus.
Presentation method is important. Panels will be kept to a
minimum so that everyone gets the opportunity to give
more than "sound bites." Presenters also will be required
to submit their handouts to EAPA in time for sufficient
copies to be made. Presenters will not require that their
handouts be returned.

Time for interaction with other participants is impor-
tant and facilitates the learning process. Down time is
important, too. Participants will not be asked to work
through lunch or breaks.
Many participants are .looking for more advanced
courses. The committee will try to address these needs
in the 1998 Institutes. It is difficult to meet everyone's
needs with a limited number of Institute offerings. The
committee, however, is considering a number of top-
ics suggested by 1997 Instituteparticipants.
The Education and Training Committee appreciated
-the feedback received. We are committed to providing
Institutes thae excite: EAPA members and challenge
those who choose to participate.

Responses from member surveys returned from EAPA
chapters indicate that the pre-conference Institutes that will
be offered in Las Vegas include the following:

• "Legal Issues in Employee Assistance°
• "Becoming a More Dynamic and Effective Trainer."

Look for more information about these pre-conference
Institutes in coming months.

We look forward to seeing all of you. in Las Vegas! Q
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by Sally Davis

y name is Sally,. and I have been a counselor
for 14 years. Half of that time has been
spent working in [he area of employee
assistance for a large company with a gov-

ernment contract in the Las Uegas area. I have lived in Las
Vegas now for 10 years. I, like many of my fellow citizens,
moved here from "somewhere else." In Chis case, my some-
where else was from a small town in Texas where everyone
knew everyone else's business.

At first glance, Las Vegas seemed cold, distant, and
unwelcoming. Since those initial observations, I have come
to believe that Las Vegas is really a small town wearing big
city clothing. As in most small towns, the counseling com-
munity is small, and everyone knows everyone else°s busi-
ness or at least thinks they do. "If I don't know you, I've
probably .heard. of you," .and so on. Las Uegas has become
my home and this city has awarded me the opportunity for
more professional growth than I expected. I enjoy the
amenities of working in the "Entertainment Capital of the
World," but I am happy to retreat beyond the neon lights
to my home where my home town becomes Any Town,
USA.

I don't gamble, but it's not because I have a personal
issue with the city's number one money-making venture. In
fact, during 1997 alone, gaming revenues reached an
astounding $4,904,383,000!!! My issue is that I don't find
it very interesting. I am of the belief that the average Las
Vegan cannot work and live here and be a regular gambler
unless one has unlimited resources. However, one may still
have co deal wieh the issue of addiction.

I find other things to occupy my time like the largest
shopping mall in southern Nevada (the. Boulevard Mall), or
cultural events, craft fairs, home shows, or movies.
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Thankfully, Las Vegas can provide more .for me than
just a slot machine handle. Work is personally and profes-
sionally fulfilling, largely because I have made up my mind
to make it that way. The counseling community has grown
throughout the years as the population boom has forced
the local, county, and state agencies to re-evaluate their
positions on mental health, EAPs, and community
resources. The county and state universities developed pro-
grams to meet the academic demand for qualic}; well-edu-
cated therapists, school psychologists, and social workers.

Being an employee in Las Vegas also begets a variety of
unusual experiences. There are 24-hour work shifts for half
of the population, a freeway system that was not built to
accommodate the increased traffic, as well as housing,
crime, schooling, and education issues. All of this takes
place in Nevada, "an employer-friendly state," which means
that a company has the right to terminate an employee for
any reason at any time. Many casinos and local businesses
have responded by developing EAP services [o fit the needs
of their employees.

In Las Vegas, you'll find more 24-hour day care ser-
vices than anywhere in the country. My church schedules
their services at odd hours co accommodate the non-tradi-
tional work schedules of its parishioners. It's exciting to be
part of this growing community, to watch the local EAPA
chapter expand, and to see that employers do value the
labors of their employees enough to provide quality EA
professionals.

I am looking forward to sharing my town with you
during the EAPA annual conference in the fall. So, as we say
in Nevada, "VIVA Las Vegas in November at Bally's Hotel!!!
Dr. Sally Davis, CEAP, is currently president of the EAPA
Nevada Chapter. She is director of EA Services



y name is Carol S. Ic's funny. Even when I because I have only myself to take care of for that problem.
wriCe Chat, I expect to hear a chorus of "Hi, I've come to love Las Uegas for its unique qualities. Sunsets
Carol" because I am a recovering compel- in the desert are spectacular. Mornings bring the promise of
sive gambler, among ocher things. anew day. My favorite meeting, Cafe Cappucino, is every

I have lived in the Las Vegas valley for more than 12 Friday night and I attend faithfully. My family has begun to
years and have learned to call it my home. When I first attend services in a budding community church where my
moved here, it seemed exciting to see all the lights and hear husband and I watched our oldest child get married last year.
all the sounds coming from slot machines, and the tri- Is it hard to live here, you ask? I will answer with an
umphant cries of winners as they hit the "big one." I know emphatic yese Slot machines are everywhere—in the gro-
it is not true, but all gamblers think the next pull is going cery store, drug store, airport, laundromat, and resCaurants.
to be the "big one." You know, the win to end all wins, the But we read books, go to libraries, play soccer in the park,
jackpot that will take you away and take vacations to Disneyland.
from all this and ensure financial We have developed interests of a
security for life. I wish it werg 

o ~ For~ E m I o e e 5 non-gambli~g nature and t~ vel to
so. Once I was mired in chasin H

~~
p u casinos onl when necessar . If we

the "big one" and was desperate- ~ have family or friends visiting, I take
ly crying to make up for all the ~ ~ Q an extra dose of Higher Power and
losses. I hated living here. I ¢ ~ ~ allow Him to walk me through. My
blamed everyone but myself. ~ ~ • z family no longer gives me chose

My husband's job brought z ~ intrepid looks as though they are
us to the desert from a small ~ 1 ~ afraid I will break down and lose the
town in the Midwest where no w ~ ~ family fortune and I understand the
one, or so I thought, gambled a ~ process of addiction as it relates to
their hours and their lives away W - ~ '' my Family of origin and myself .
in a casino. After I had lost so z ~ None of this would have hap-
much money that I would have H • ~ pened if we had stayed in the heart-
welcomed help from the "mob," ~ GI7 ~ land. 1 know this may sound
I received recriminations from ~ pp L ~ unusual, but my family and I are
my husband, confusing looks ~ Q7 , __ o better people because we are casual-
from my teenage children, and "I o Q—~ ~ ~ ties of addictive disorders and have
cold you so's" from my ~ ~— a~a worked long and hard to recover

~Midwestern family who had W W from them. Las Vegas is a 24-hour
warned us not to move to Sln G town. That's good because recoveryP t t fCity. I believed death would r e a t au o or Ci7 ~

z is a 24-hour process and help is
have been betCer than all that. available everywhere I turn. If we

Now, after much inward ever return to the Midwest, I will
thought as well as treatment for this addiction and the dual still be a recovering gambler/alcoholic and the process will
addiction to alcohol I developed from accepting "compli- not change.
mentary" drinks, and regular attendance at Gamblers I look forward to the 1998 EAPA Conference coming to
Anonymous and Alcoholics Anonymous, I have learned Las Vegas in November. There are good things planned, and
how to relax and allow my Higher Power to take over. recovery will be there. Oh, and my family in the Midwest?
Powerless doesn't mean I'm a wimp. I had to learn that, too. A casino opened up last year on the local tribal reservation.
Whoever thought Chat S[ep One would be so difficult. A town that previously had maybe one Gamblers

Several years later I can now raise my head everyday Anonymous meeting a month is now expanding their out-
and let go. I can look myself in the mirror today and say, reach, and the heartland I was raised in will be learning
"This was a day I didn't gamble." So why do I stay in Las some valuable lessons about addiction and recovery.
Degas? Well, my husband's job is terrific, my kids, practi-
cally grown now, have developed long-lasting relaCionships Carol S. is a recovering individual who has managed to assist the
with friends, and I have a purpose. No, I'm not militant, Nevado Council for Problem Gambling and the local treatment
nor do I parade back and forth in front of casinos warning program through Charter Hospital to reach addicted persons in
people of the dangers that lie before them. I don't have to the community
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by Steven M. Harris, Ph. D,
and Charette A. Dersch, MS

e concept behind the EAP model is that the emo-
tionally healthy employee is a productive employ-
ee. On a common sense level, few would doubt
this rationale. EA professionals, as well as their

client companies, however, rightfully may question what
specific influence the EAP has on employee productivity.
Consequently, increased attention has been given to out-
come measures, which show changes and improvement in
clients' emotional problems. With the emergence and pro-
liferation of managed care and its demands for patient out-
comes data and information supporting the efficacy of
services rendered, EA professionals are feeling the need to
be overtly accountable for the quality of their services in
order to maintain fiscal stability and remain competitive.

Many EA professionals, however, may not believe that
they have the statistical know-how or monetary resources
required to conduct a program of study sufficient to back
up their claims. Providing (even minimal) outcome
research to client companies does not have to be an over-
whelming or complicated process. In fact, most client com-
panies do not want cumbersome statistical explanations of
how their emplpyees are using the EAP service. Most like-
ly, they just want to be reassured that the service is being
used and that their employees believe they are being served
well by the EAP.

Suggestions for Implementing
Outcome Measures

Most EA professionals are capable of collecting out-
come data, with little extra effort on their part. At mini-
mum, every EA professional should be able to provide
client companies some form of communication regarding
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what employees think about the EAP. Typically, customer
satisfaction surveys have been used for this purpose. It
would not take a tremendous amount of effort to create a
survey that collects valuable information to inform client
companies of their employees' experience with the EAP.

The following guidelines provide a template on which
to base a client satisfaction survey. A survey designed to
assess these specific areas can be a first step in providing
basic outcome information. Although the authors believe
these particular areas provide useful information to the
client company, clients also may have other specific organi-
zational needs that should be assessed in a satisfaction sur-
vey formaC.

IniCial contact with the EAP. This category is designed to
assess the courtesy and professionalism with which the
employee was treated upon first contact with the EAP.
Questions might include: Did the EAP respond to your ini-
tial telephone inquiry in a professional manner? Were you
seen in a timely manner? Did the office staff (noncounsel-
ing) treat you courteously?

EA professional's response to employee's concerns and
problems. This category assesses the employee's perception
of the EA professionaUclient relationship. The following
questions are all appropriate: Did the EA professional offer
alternate ways of assessing your problems? Did he or she
offer specific techniques to help address your problems?
Did he or she identify resources where you could find
additional help?

EAP's influence in the employee's self and family life. A sat-
isfaction questionnaire for clinical services should seek
information about what kind of influence the service had
on an employee's personal life and should include ques-
tions about self and family. Sample questions could include



the following: Since-coming to the EAP...Do you feel better
about yourself? Do .you feel more confident making deci-
sions about your life? Do you see your problems in a dif-
ferent light? Do your family members notice a positive
change in you?

EAP's influence on the employee's worh life. Because the
EAP philosophy is-based on preventing and/or intervening
in worksite job performance problems, a separate survey
category should assess the influence of the EAP sessions on
an employee's work life. Sample questions include the fol-
lowing: Since coming to the EAP...Do you concentrate more
on your job than on your problems when you are at work?
Do you perform your job better? Have your relationships
with co-workers improved? Another question to include is:
Would you recommend the EAP to your co-workers?

Finally, a survey should address the employee's overall
satisfaction with the EAP. This could be assessed with the
following question. " On a scale from 1 to 10 (1 being not
satisfied and 10 being very satisfied), how satisfied were
you with the services you received from the EAP?" This
provides client companies with useful feedback that shows
whether or not employees found the EAP to be helpful.
Another area to assess—often considered the key to the
success of the "assessment and referral" nature of the

EAP—is whether or not the individual was. referred to out-
side help. If a referral was made, questions that assess the
employee's satisfaction with the new provider help the EA
professional to monitor the providers in their referral pool.

A survey that includes the caCegories outlined above
will provide the most basic information; to which client
companies are entitled when they contract with an EAP.
These categories, however, represent just a few of many
possible areas of inquiry when searching for feedback from
EAP clients Other, more intensive surveys and question-
naires may be necessary depending on the client company's
expectations. Individual EAPs may devise their own list of
categories, which are specific to their own operations or
dependent upon the nature of their organizational structure
( e.g.., internal or external) or the companies they serve. It
is clear, however, that with minimal effort, EA professionals
can easily assess and communicate EAP effectiveness to
client companies. Q

Steven M. Harris, Ph.D., is an assistant professor in the marriage and
family therapy program at Texas Tech University, Lubbock, Texas, and is a
research consultant for HELP People, Crouse Hospital's EAP in Syracuse,
New York. He can be reached at sharrisQttu.edu. Charette Dersch is a
doctoral student in the marriage and family therapy program at Texas Tech
University, Lubbock, Texas.

Summer Institute of Addictions Studies
July 7-11, 1998

Holiday Inn on the Lane, Columbus, Ohio
The Seventh Annual Institute will present current, up-to-date, comprehensive information regarding addictions in relationships,
the work-place, the family and the world. Topics will be relevant to professionals working in chemical dependency or related fields.

Featured speaker - Matthew Fox

Pre-Conference: Tuesday, July 7, 1998

Plenary Speakers: Matthew Fox, Michael Brown, Robert Meier,
Eric Pack, Hernando Posada, and Nan Franks Richardson

Organized Labor Track: Thomas E. Cole, CEAP and Robert A. Horning, LEAP, July 7-10, 1998

Organized Teacher Track: Destrie Larrabee, M.A., GeorgiAnn Diniaco, Ph.D., July 7-11, 1998

Topics will include:
Peer Involvement with Troubled Employees
Alcoholism: Merry-Go-Round Named Denial
Eating Recovery Reclaiming Inner Wisdom
Spirituality Through aMulti-Culture Lens
Work Place Wellness -Using Expressive Art

Women: The Impact of Addiction
Dual Diagnosed Adolescents
Co-Dependency: A Journey to Wholeness
Use of Expressive Arts in Addictions Treatment
Adolescent Prevention and Treatment

Professional development hours, continuing education credit and academic credit are being sought.

Sponsored by: THE OHIO STATE UNIVERSITY FACULTY &STAFF ASSISTANCE PROGRAMS in collaboration with the National
Council on Alcoholism and Drug Dependence/Ohio, state and local agencies, national and state associa#ions, treatment centers
and higher education institutions.

ForAdditional Information Contact: Linda Stoer-Scaggs, Ph.D., Director, The Ohio State University Faculty and Staff Assistance
Programs, Suite 040, Battelle Bldg.,1375 Perry St., Columbus, OH 43207 , (614)293-2290.

To Receive an Institute Brochure: Summer Institute of Addictions Studies, Qffice of Continuing Education, The Ohio State
University, 225 Mount Hall, 1050 Carmack Rd., Columbus, OH 43210, phone (614)292-8571.
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by Sally E. Mann, CEAP

t is understandable that many employers evaluate EAPs
based solely on their utilization rates, since that is one
of the few tangible benchmarks they have for assessing
effectiveness. But this approach leads employers to

value their EAP based only on numbers and to conclude
that the higher the utilization rate, the better their EAP
must be.

Some EAPs, especially external EAPs, reinforce this
misleading conclusion by touting high utilization rates in
their marketing literaCure and
advertising. Yet concluding that
a high rate of use correlates to
the effectiveness of an EAP is
like judging the quality of a fast-
food chain's hamburgers by
how many billions the chain
has sold. There is a big differ- ' ,'

~'~~;~
ence between volume, as mea- : ~ : •-
sured by a high utilization rate, ~`'.•;!~ ;~

~. ~ .~•.and quality and effectiveness of ~' ~ •,
EAP services, which ultimately ;~;;'~
provide value to the client. ~,,~:,; :'

One reason utilization rates L+ = ~~
can be misleading is [hat not all
cases are equal in their impact
on the workplace. Responding
to a critical incident, advising a
potentially violent employee, or
turning around ahigh-level executive with a substance
abuse problem are just a few examples of the ways in which
an EAP's services can impact an entire organization. Yet
each of these examples is measured in utilization reports as
being equal to any other case.

In addition, the question of what constitutes a unit of
activity, or case, needs to have a consistent, industry-wide
answer. It may only be rumor, but we've heard that some
EAPs notch up their utilization rates by counting each con-
tact or telephone call as a "case." Some may even include
attendance at a training session or seminar as utilization
and factor it into the overall rate.
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Setting Standards

Until there are accepted industry standards, each indi-
vidual EAP may have different answers Co basic questions.
Any two EAPs may, for example, differ over the definition
of the minimum involvement with the EAP that is needed
to constitute a "case." Can we assume, for example, that all
EAPs agree that a client must be aware that he or she is a
client to constitute a case? Muse an individual accessing

EAP services have dialogue for a
specific length of time, and
should there be a consequent

~ contact or follow-up attempt
before the individual's contact
with the EAP is defined as a

~ • case?
Q ~ Definitions become even

C ~ v~ ~ ~ more complicated—and incon-
J~ sistent—when reporting other

family members' involvement
_ ~ with the EAP. Should the defini-

lion of a case change when the
family members are involved as
a family unit or if members of
the same family are seeking
assistance from the EAP for sep-
arate, individual issues?
Regardless of the number of

family members involved or problems presented, do we
count a case only once, or more than once, during [he same
year? How is a case chat is closed in a prior year and
reopened in the current year reported?

EAPs provide professional services that can have a pro-
found impact on the lives of the individuals that we work
with. As an industry, we would do well to hold ourselves
up to the highest standards of professionalism. While EA
professionals realize that their performance is best judged
using qualitative rather than quantitative measures, it is dif-
ficult to do so. Like other service businesses, what EAPs
produce is most often intangible. The development of stan-



Bard industry definitions and methods for calculating uti-
lizalion rates would help us provide more meaningful, con-
sistent quantitative statistics to clients.

By providing a consistent set of standards and profes-
sional guidelines for EAPs, the Employee Assistance
Professionals Association (EAPA) offers a baseline from
which precise standards for utilization rates can be devel-
oped. The EAPA standards say that EAPs should report uti-
lization trends using aggregate data that does not identify
individuals. We concur, but also believe detailed demo-
graphic data can be provided that will at least help employ-
ers and their EAP services identify and analyze workplace
trends.

Steps to Understanding Utilization Rates

In addition, EA professionals can take the following
steps to help client organizations understand and interpret
utilization rates:

Calculate rates conservatively. To regard a contact
with an individual as a case, the conversation should be
more than hallway conversation and general inquiries per-
taining to Che services the EAP can provide. The client must
be aware that he or she is considered to be a client. The
client must engage in the EAP process by discussing per-
sonal concerns and the EAP must respond by providing
assistance. In addition, follow-up or consequent contacts
with the client must be attempted. Maintaining contact
with the client in the form of follow-up—either in person,
over the telephone, or through written correspondence—is
a component of the EAP process and such contacts should
never be identified as separate cases.

A "new case" is initially opened the first time any eligi-
ble employee or household member contacts the EAP and
becomes engaged in the EAP process. This is reported as
one unit of activity and is never reported more than once.
After the case has come to closure, if the same individual
recontacts the EAP and again engages in the EAP process,
it is considered a "reopened case."

Reopened cases are identified and reported separately
from new cases, even when the case is reopened fora dif-
ferent series of problems and a substantial amount of time
has passed since the individual previously used the pro-
gram. This allows the EAP and the client organization to
examine who is using the program. Very different assump-
tions would be drawn if there were a high percentage of re-
opened cases, versus if there were virtually no reopened
cases.

No matter how many additional family members are
engaged in the process, whether they are engaged at differ-
ent or separate times, whether they are involved for related
or distinct concerns, their records are linked by cross refer-
encing against the work-based employee. The entire family
is considered to be part of the same case activity unit and
is reported only ONCE as a "new case."

Involvement by additional family members can be
identified and reported either as other family members" or
as "collateral contacts." "other family members" are defined

~ ,,. ,-, _

as other family metnUers who engage in the EAP process
individually, for their own personal concerns, either at the
same time or during a different time frame. One example is
a wife engaging in the EAP process for an eldercare concern
six months after her husband was involved with the EAP to
address stress relating to organizational transitions in the
workplace. The benefit of reporting other family members
as a distinct category versus classifying them as a separate
new case allows the EAP and the client company to get a
clearer image of who is using the program. If an employee
and four of her family members use the EAP, for example,
it may have a significantly different impact on the work-
place than if five different employees accessed services.

"Collateral contacts" are family members who are
directly associated with existing cases (as opposed to other
family members who seek EAP services on a separate, indi-
vidual basis) and are involved in EAP services in conjun-
tion with a family member; for example, when a couple
contacts the EAP for services regarding a joint financial
problem. The EA professional may work with both parties,
but the incident counts as only one case (the employee who
first contacted the EAP), plus a collateral contact (the
spouse or partner).

Then there are "company consultations" that may or
may not be connected to a case. A company consultation
takes place when supervisors, managers, or human
resource representatives contact the EAP for guidance and
consultation to deal with troubled employees or workplace
issues. Company consultations are not considered to be
cases or units of activity, but are reported separately.

Identifying new cases, reopened cases, other family
members, collaterals, and company consultations separate-
ly on the utilization report provides both the EAP and the
client organization a clearer picture of who is using EAP
services and how they are being used.

The EAP and client organizations can then calculate
specific utilization rates. Dividing the total eligible work
force by the number of new cases provides a more accurate
view of the percentage of family units that has utilized EAP
services. At the same time, adding together new cases and
reopened cases provides a snapshot of the total number of
individuals engaged in the EAP process during the report-
ing period.

Because of their nature, collateral contacts are not

considered to be a separate activity and are not used in any

calculations. In addition, company consultations are con-

sidered to be a distinct EAP function, and are reported as

such.
Educate client organizations. Educate client organiza-

tions that the utilization rate is not the ONLY measure of

how effectively the EAP is being used. Convey to your

client organizations how you personally define a unit of

activity and calculate utilization. Otherwise, they are left to

their own interpretation of what the .numbers mean. It is
beneficial to discuss and establish utilization benchmarks

and objectives against which you can compare future uti-
lization. The types of referrals made by an EAP are one
indicator of the quality of support being offered and pro-
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vide another example of how effective the EAP's services
are.

Usc: utilization rates in the context of other statistics.
Analyze and discuss variations in a client organization's
rates from one year to another. In addition, it is often ben-
eficial to compare the utilization rate of a single client orga-
nization to that of the EAP's entire block of business, or to
those accounts with similar demographics. If the rate has
changed significantly from one year to the next, or if it dif-
fers significantly from the average for the EAP's total client
base, it is an indication that further analysis is needed. An
EA professional has the ability to identify and track trends
and variations within an organization or in comparison to
other organizations. This information can be extremely
useful in developing future objectives and establishing
plans of action to address specific areas of need.

Statistics categorizing different types of cases also
should be compared. Recording not just the numbers, but
the types of assessments, length of involvement, age ranges,
gender ratios, utilization by division and location, and
other factors can provide in-depth information without
compromising confidentiality. When it appears confiden-
tialicy could be compromised, such information should be
withheld. Typically, however, such information will pro-
vide valuable indicators of the quality of EAP support being
offered, while also helping to establish trends and to pin-
point any problem areas that need to be addressed.

Recommend action if the rate is exceptionally high or
low. Above average or below average utilization does not
necessarily indicate a problem; but it often helps to pin-
point areas needing special attention. The following factors
are worth examining for their potential influence on uti-
lization rates:

Management support. The number of management
referrals and company consultations is usually a good indi-
cator of how supportive management is of the EAP; when
management supporCs the program, uCilizaCion is measur-
ably higher. A company's request for involvement by the
EAP at many different levels (i.e., involvement with critical
incident stress debriefings and organizational restructuring;
use of seminars; integration with company policies, such as
the drug-free workplace, sexual harassment, and other
workplace issues) is another indicator of management sup-
port. EA professional's should also renuest that manage-
ment complete satisfaction surveys, which can provide
specific feedback the EA professional can use to ensure that
clients' needs are being met.

Confidentiality. Confidentiality is a cornerstone to the
success and credibility of any EAP. EAPA confidentiality
standards provide appropriate guidance, but employees
may need to be reassured that their privacy will be protect-
ed before engaging in EAP services. Conveying confiden-
tiality is especially difficult in organizations that have open
cultures because employees may perceive that their privacy

Nere's a case 

management 

system

thatfrees you 

from 

the 

drudgery

and 

repetition of paperwork.

Medcomp, leader in EAP case management systems,
created EAP Caseware specifically to meet the needs
of internal and external EAPs. EAP Caseware allows you
to prepare client records, develop referral resource lists,
compile case and clinical notes, track outcomes and
non-client services, prepare EAP and management
reports. In short, EAP Caseware handle's almost all your
administrative problems, freeing you for creative work.

EAP Caseware is Windows-based for single user or net-
worked systems. Ids compatible with Microsoft Access.

Call 719-575-9662 for a free demo disk, or to learn
how Medcomp can customize a system for your EAP.
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Nominations for the
EAPA Board of Directors are

due by June 25.

Ballots will be mailed out on
July 24 to all voting EAPA
members in good standing

as of July 13.

Ballots must be returned
by September 4.

For more information, please
contact the Association
Web site at www.eap-

association.com
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will not be respected. Confidentiality should be reinforced
at every opportunity, including in written materials and
promotional activities. Confidentiality must be both real
and perceived.

Effective promotion. The EAP should be able to offer a
complete arsenal of promotional materials and events,
including payroll inserts, posters, articles for use in com-
pany newsletters, e-mail reminders, mailings to the home,
health fairs, wellness seminars, and more. What works in
one organization may not necessarily work in another. The
employer should be able to provide some feedback about

the best methods for communicating with its employees,
but every organization will have one constant—the need [or
regular, repeated exposure to remind employees that the
EAP is there to help them when they need it.

Worhplace situations. A merger or acquisition, orga-
nizational restructuring, or a critical incident can signifi-
cantly impact EAP utilization. EA professionals should
keep statistics on workplace situations such as these and
incorporate that information into their statistical reports.
As the role of the EAP continues to evolve, EAPs are
increasingly becoming more involved in such situations,
and it would benefit both the EAP and the employer to
collect and report information about their involvement.
(For example, if the EAP is involved with organizational
restructuring, it may collect data by asking participants to
fill out evaluation forms. The EA professional can then
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tabulate and analyze the data, and use the results to plan

future activities.)
Understand the limitations of utilization rates.

Measuring an EAP's effectiveness based on utilization num-

bers alone is difficult. Instead, EAPs should be evaluated in

a meaningful manner by analyzing how effectively the EAP

met program goals and measurable objectives that were

developed with the organization at the beginning of the
EAP-clienC organization relationship. The process for
reaching these goals should be reassessed periodically to
identify the need for program modifications that align the
EAP with the organization's changing requirements.

Utilization'rates are important, but there is no substi-
tute for efficient, timely service and thorough follow-up.
Giving employees the help they need is the most effective
way for an EAP to prove its worth to the client organiza-
tion. Q

Sally E Mann is president of The Jernberg
Corporation of Worcester, Massachusetts,
an independent, nationally recognized EAP
that provides services to help employees
with personal problems that impact their
work performance and productivity.
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f you got past the title of this article, you are ~o be com-
mended. For most, just the word "statistics" is enough
to make their eyes roll and their brains tune out. The
fact is, statistics of various sorts are playing an increas-

ing role in the activities of EA professionals. Statistical

terms such as utilization rate, average length-of-stay, and

random sample are frequently used in discussions of

employee assistance. Indeed, decisions that determine how

an EAP will operate, and even if it will continue to exist are

driven in part by statistical information.

For most of us, even those who have taken statistics

classes, we think of complex formulas with Greek symbols

whenever we think of statistics. Formulas are part of statis-

tics, but they represent concepts that can greatly inform us

about how our EAPs are working and what can be done to
make them work better. The intent of this article is to
explain three of the key statistical concepts and principles
that find their way into the EAP world. It would be impos-
sible to cover all the relevant statistical concepts in a short

is the same. In the interval measure, the zero point is not

absolute, while in the ratio measure it is. For example, the

Celsius temperature scale has equal intervals of tempera-

ture, but a temperature of zero does not mean the absence
of all heat. An example of a ratio measure would be the
number of accidents leading to lost work time. In this case,
there is a uniform measure of the number of accidents and
a zero point at which there are no accidents.

Most people have no difficulty applying nominal mea-
sures, but I frequently find that many people want to treat
ordinal data as if they are intervaUratio data. The distinction
between ordinal and intervaUratio measures, however, is
very important. The interval between each ordinal measure
is not fixed. In other words, the change in satisfaction from
a rating of four to five may be different from one person to
another. br put another way, the same improvement in pro-
gram quality may not result in the same increase in satisfac-
tion ratings among different people. A further consequence
of the lack of a standardized interval is that two people with

■ ■.. ..

~~ i.~a .o ors: v rm~ eseo ~~s~
• •~ •

0~p. ~ o ess~ona b wm oe
,......•o.•~~~~~ by Kirh C. Harlow, Dr. P.H.

article, so I am just going to discuss the concepts I find
myself explaining most frequently in my work with EA pro-
fessionals.

Concept 7 —Not All Forms of
Measurement Are the Same

How we measure things is very important to our
understanding of them. For example, the use of age cate-
gories, such as 15 to 20, will give us a different under-
standing than if we use a person's actual age. In statistics,
the measures we use can take three different forms. The
form the measure takes influences how we can interpret the
information and the statistics we legitimately use.

1. Nominal Measures. Nominal measures are mea-
sures of categorical information such as gender, job title, or
diagnosis. Nominal measures are useful for classifying
groups so they can be examined separately or compared.

2. Ordinal Measures. Ordinal measures are similar to
nominal measures, but they have the added feature of rep-
resenting an ordered sequence. We frequently use ordinal
measures in satisfaction surveys when we ask people to rate
their level of satisfaction on a five-point scale.

3. IntervaURatio Measures.` IncervaUratio measures
are an improvement over ordinal measures because they are
continuous measures in which the distance between values
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the same ratings may not have the same perceptions. One
person giving a program a rating of three may-apply very
different standards than another person giving the same raC-
ing. Thus, when we interpret an ordinal measure we can say,
for example, 40 percent rated the program a four; 30 per-
cent athree; and 10 percent a two. We should not say, how-
ever, that the 40 percent of the people rating the program a
four thought it was twice as good as [hose rating it a two.

Ultimately, the statistical methods used to analyze data
should be selected based on the types of measurements
used. For instance, it is common practice to provide an
average satisfaction rating, although the more appropriate
measure to use is the median (the mid-value when all the
data are ranked). This is because a mean implies that the
data are not just ordered, but that adjacent measures have
equal intervals. The use of a mean is appropriate for inter-
vaUratio data.

The classification of the type of measure and the selec-
tion of the appropriate statistical method to use can be dif-
ficult. What EA professionals should know as they use
statistics is that clearly understanding what is being mea-
sured and how it is being measured is essential to using the
information effectively.
.......................................................................................................................

Interval and ratio measures are often treated as two separate mea-
sures, but are combined here for ease of discussion.
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Concept 2—Distributions Matter

Consider Table 1. The distributions of two groups of
clients across the number of sessions they received in a five-
session EAP are presented. The average number of sessions
for both groups is 3.8 but, a look at the percent distribu-
tions provides a very different picture of the two groups.

This table illustrates the effect the distribution of the
data can have on the interpretation of the results. Using just
the means as information would lead to the conclusion that

the two groups were the same, but the frequency distribu-
tions suggest a quite different result. The reality is that most
data collected for EAPs are noe normally distributed (a bell
curve). Numbers of sessions, lengths-of-stay, and satisfac-
tion ratings all typically have distributions that are skewed
in some way. Consequently, the most common measure of
central tendency, Che mean, may not fully represent the
information.

The first step in understanding data that are ordinal or
intervaUratio is to examine the distribution. Statistical reports
that do not provide distributions or the various statistics
that describe the data's distribution are incomplete.
Further, distributions that are not normal frequently
require different statistical analyses than those that are nor-
mal. As EA professionals use information such as average
length-of-stay and cost per admission, they should also
look at how the data are distributed.

Concept 3—The Representative
Sample Is Illusive

The basic notion of a representative sample is that an
appropriately selected subset of the population represents
the population. Although there are a variety of complex
frameworks for sampling, the representativeness of the
sample is primarily contingent on two things. First, it must
be randomly selected. Second, it must be large enough to
improve the chances that it represents the population.

Unfortunately, most of the surveys conducted for EAPs
do not meet the first criterion. Here is what happens. A ran-
dom sample is selected and surveys are sent to it. Twenty to
25 percent of those sent surveys return them. The fact is,
however, that those returning the surveys are not random-
ly selected, but self-selected. In other words, they may or
may not represent the population from which they were
drawn. The only way a sample can be considered truly rep-
resentative is if everyone in the sample returns the survey.

An even more difficult issue is the relationship
between sample size and representativeness. Most of us
have heard or read the statement, "The responses have a
plus or minus five percent error." Unfortunately, that is an
incomplete statement. Assuming that we have a true ran-
dom sample, the more accurate statement is, "Ninety-five
out of one hundred times, the responses are within plus or
minus five percent of those of the sampled population." In
other words, there is a 1 in 20 chance that the responses do
not represent the population within their error rates. By
increasing the sample size, we can increase the representa-

tiveness of the sample
to, for example, 99 out
of 100 limes, and reduce
the error.

What is important
to know is that the rep- 1
resentativeness of the 2
sample is far less tied to 3
the sample's proportion 4
of the population than 5 50%
it is to its absolute size

Table 1

Number
of Sessions Group 1

10%
15%
10%
15%

Group 2

0%

5%

20%

40%

30%

of the sample. For Mean
example, for a popula- Number

tion of 1,000, is would of Sessions 3.8 3.8

take a sample size of
278 (27.8 percent) to
give us an error of plus or minus 5 percent 95 percent of the
time.2 For a population of 100, it would take a sample of 79
(79 percent) to achieve the same level of representation.

A factor that further complicates the question of sam-
ple size is whether or not there are plans to subdivide the
population for purposes of analysis. For instance, we have
500 managed care cases for which we want to do a clinical
audit. Three hundred are mental health and 200 are sub-
stance abuse. If we are concerned only wiCh the population
of 500, the 95 percent, (5 percent sample size) would be
217. To examine the two groups separately, however,
would require a sample size of 300, 168 mental health and
132 substance abuse.

The reality is that much of the information we have
available in EAPs is not especially representative. Surveys
frequently have very low response rates that end up undo-
ing any efforts at sampling. In addition, we often do not
have the resources to sample a sufficient number to ensure
the group is representative. Because of these problems, care
must be taken not to attribute to a whole population results
that may be unrepresentative.

Final Comments

I set out in this article to discuss some of the statistical

concepts that I have found are often misunderstood. These

examples by no means cover the full range of statistical

problems that arise in the day-to-day operation of the EAP.

I have heard people talk about statistics lying, but to steal a

phrase, "Statistics don't lie, people do." The more informed

you are about statistics and the underlying assumptions,

the less likely you are to fall prey to misrepresentation, or

to inadvertently misinterpret what the statistics truly mean.

References are available from the author.

Kirk C. Harlow, Dr. P.H., is director of the Center for Applied Research
and Evaluation at the University of Houston-Clear Lake, Texas. He is also
chairman of the EAPA's Research Committee.

z All sample sizes discussed are based on a binomial disCri-

bution of 50 percent.
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hings started out pretty good the first couple of
years, then she slowly changed. She always had a
temper, but we got into some money problems,

and it got worse. She would get mad and it would

escalate all out of proportion. She'd start hitting. She'd slap
my face and then keep slapping and try to scratch me. I'd
put up my arms, or just grab and hold her hands. I never
hit her back. I was just taught that you never hit a woman.

Joe S. is one of thirty male victims of domestic violence
that I interviewed over atwo-year period, from 1995 to

1997. University of Calgary counselor and researcher
Lesley Gregorash and Dr. Malcolm George of the physiolo-

gy department at Queen Mary and Westfield College in

England have interviewed a similar number of such men.

Some common patterns of behavior by victims and abusers

have emerged; perhaps the most striking is the similarity
between female and male victims and their abusers. Of the

differences, Che biggest is one of public and personal per-
ception. In most cases, male victims are stuck in a time
warp; they find themselves in the same position female vic-
tims were in 20 years ago. Despite the overwhelming num-
bers of male victims of domestic abuse, their problem is
viewed as of little consequence, or they are somehow seen
to be at blame for it.

National Surveys

With support from the National Institute of Mental
Health, Murray Straus, Ph.D., sociologist and co-director of
the Family Research Laboratory at the University of New
Hampshire; and Richard Gelles, Ph.D., then sociology
department chair at the University of Rhode Island, con-
ducted anationally representative survey from the Family
Research Laboratory of married and cohabiting couples
regarding domestic violence. The results were first pub-
lished in 1977 in the Journal of Marriage and the Family and
in book form in 1980, in Behind Closed Doors—Violence in
the American Family (Anchor Press). They followed up the
initial survey of more than 2,000 couples, with a larger
6,000-couple group in 1985. In minor violence (slap,
spank, throw something, push, grab, or shove) the incident

races were equal for men and women. In severe violence
(kick, bite, hit with a fist, hit or try to hit with something,
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beat up the other, threaten with a knife or gun, use a knife

or gun) more men were victimized than women. Projecting

the surveys onto the national population of married and

cohabiting couples, the results showed that in 1985 more

than 8 million couples engaged in some form of domestic

violence; 1.8 million women were victims of severe vio-

lence, and 2 million men were victims of severe violence.

This means that a woman is severely assaulted every 18 sec-

onds by her mate, and a man is similarly assaulted every 15

seconds.
The Family Research Laboratory figures for abused

women are the most often quoted figures regarding domes-

tic violence in support of funding and attention for the

problem. Most often, the equal or greater number of male

victims is simply ignored. To accept the Family Research
Laboratory results for female victims should mean having

to accept the same sources for male victimization. In the
sociological surveys cited above, women admit to hitting

first at about the same rate as men do, and women claim

that self-defense was no[ [he reason for the overwhelming

majority of attacks on their mates. About half of all inci-

dents of violence are one-sided: The rest is mutual comUat.

The Family Research Laboratory results have been upheld

by more than thirty other studies in the United States,

Canada, and Great Britain, among them a study entitled "
Prevalence and Stability of Physical Aggression Between
Spouses: A Longitudinal Analysis," published in 1989 in
the Journal of Consulting and Clinical Psychology.

Family of Origin Issues

Authorities agree that most domestic violence can be
traced to a history of such violence in the family of origin.
In their book, Behind Closed Doors, Straus, Gelles, and
Suzanne Stainmecz, Ph.D., report that the sons of violent
parents have a rate of wife-beating 1,000 percent greater

than those of non-violent parents. The daughters of violent
parents have ahusband-beating rate 600 percent greater.
Ignoring violent women and concentrating solely on
inhibiting violent men contributes to the cycle of violence
for the next generation.

Certainly, a man slapping or shoving a woman is much
more likely to inflict injury than a woman. slapping or shov-



ing a man. Since much more domestic violence falls into
the "general violence" category, there would be more total
injuries for women. The results of an examination of 6,200
police reports, which were published by social scientist
Maureen Mcleod in Justice quarterly in 1984, however,
showed that men suffered severe injuries more often than
women in domestic encounters. Additionally, a survey pub-
lished in 1995 by Barbara Morse of the Institute of
Behavioral Science at the University of Colorado found that
men sought medical care for domestic violence injuries at a
slightly greater rate than did women. Apparently, it's just a
matter of type of attack. Women probably suffer a greater
number of total injuries ranging from mild to serious, but
when it comes to serious injuries where weapons and
object use come into play, the injury rate is about the same
or perhaps greater for men. Stylistic differences aside, the
result comes out about the same for their partners: injury
and intimidation.

Another argument for ignoring the true nature of most
domestic violence is to claim that women have a much more
difficult time than men in leaving an abusive relationship.
This doesn't hold up to scrutiny either; in fact, low-income
women are more likely, not less likely, to leave an abusive rela-
tionship than are affluent women, according to the report,
"The Truth about Domestic Violence: A Falsely Framed
Issue," published in 1987 in Social Worh. My own interviews
with male victims of abuse reveal that, indeed, if there are
children, men are more likely to be inhibited against leaving
an abusive relationship than women, because of the children.
Men do know one thing: Their chances of getting custody of
the children are not very good. Their chances of unblocked
visitation with the children from a possibly vindictive and
abusive spouse are not very good either.

Men also face another factor that abused women today
don't face as much—ridicule and isolation. Who can they
talk to about their problem?

"The cops show up, and they think it's a big joke," Tim
S. explained after his live-in girlfriend hit him in the head
with a frying pan, which resulted in severe bleeding and a
deep cut. "I never did tell anyone [of my friends and fami-
ly] about all this while it was going on, because they would
assume that I had done something to her, or that I deserved
it. If there had been a crisis line for men in this situation, I
would have called it to find out what to do, what the
options were, how to stop it."

Even iE a man seeks out a therapist for help, he will likely
find none, contends counselor Michael Thomas of Seattle,
Washington. "In talking with other therapists, I find that
they rarely even ask questions of their male clients about
the possibility of the client being abused. I think a great
many clinicians are still resistant to seeing certain types of
female behavior as abusive. If the client can't talk about it,
it becomes internalized, and it increases the danger of the
men exploding in rage themselves, getting depressed or
suicidal, withdrawing from relationships, and other kinds
of effects. I have also heard from female abusers who can't
get help. There are very few resources out there, for either
victim or abuser."

EAP Challenges

Due to this lack of resources, the EA professional faces
unusual challenges in assessment and. referral for the
abused man. Almost all of the presentations one would find
for a female victim of domestic violence are present in the
male, with these additional factors:
• Males use self-protecCive humor. Males will more like-

lyuse this to cover up the extent of injuries, and to dis-
guise the matter as of no consequence.

• Males will use the "I can handle it" excuse to perhaps
a greater extent, and treat any episode—even one
resulting in injury—as no worse than what has hap-
pened to them on a playing field. The EA profession-
al will want to encourage a view that accepts the
seriousness of physical and verbal abuse in an intimate
relationship. Validation that there are many males who
experience domestic abuse will help relieve the isola-
tion the presenting employee likely feels.

• Males will use their view of acceptance of "manly"
responsibility as a reason to stay in the relationship.

• Males may more likely tend to use the excuse of extra
time at work as an escape outlet from the abusive home.

• Referrals for marriage or private counseling should be
considered only after screening work is done to assess
the counselor's willingness to accept males as possible
primary victims of domestic violence. If a report pub-
lished last spring by the Detroit News is any guide, even
crisis lines that claim to be gender-neutral and helpful to
abused men in public statements may not be in reality.
Of course, .the point of any helpful assessment of

domestic violence for individuals or for social policy is not to
excuse violence. It should not matter who started it or what
the provocation was. The woman who throws things or slaps
greatly increases her chances of being hit in return. If we
excuse violent acts by women by saying that they must have
been provoked or were in response to violent acts by men,
then that would put us in the position of accepting violent
acts by men under the same circumstances. Domestic vio-
lence is a human problem, not a gender problem.

The sociologists tell us that domestic violence at some
level affects a significant minority of British, Canadian, and
U.S. couples. It is a criminal tragedy that must be dealt with
on an economic, social, legal, and spiritual level, but evidence
of these human events should not encourage us to declare
that the family is a bankrupt construct. If we can move for-
ward co a better understanding of the benevolent and malev-
olent nature of each gender, we increase the opportunity for
constructive rather than destructive relationships. Q

rep, ,~
Philip W. Cook is the author of Abused
Men.• The Hidden Side of Domestic
Violence. He can be reached at Arrowdot
Productions, 503-407-4674, and at his
e-mail address: tourista~msn.com.
Information about a forthcoming brochure,
Are You a Male Victim of Intimate Partner
Violence?" can be obtained through
Arrowdot Productions or the Web site,
www.abusedmen.com.
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Please note the following corrections from the
EAPA 98 Membership Resource Directory.

Adams, Alesia B., LPC, CEAP, Counselor
University of Alabama Birmingham
5204 7th Ave., South Birmingham, AL 35212

205/934-6065 Fax 205/975-7367

Adkins, Dwayne A., CEAP, Executive Director

Labor's Community Agency Inc.
360 Acoma Room #210, Denver, CO 80223

303/744-6169 Fax 303/744-2857

Ahlfield, Daniel J., MA, LP, CCDCR, CEAP

Employee Assistance Consultant
MCC Behavioral Care, Inc.
11095 Viking Dr., Eden Prairie, MN 55344

612/996-3757 Fax 612/996-2066

Albano, Santo, Ph.D., CEAP
286 Haillock Rd., Stony Brook, NY
11790-3028 Fax 516/689-5758

Allen, Karen L., LICSW, CEAP
EAP Manager
Anne Jaques Hospital
25 Highland Ave., Newburyport, MA 01950
978/463-1077

Alvarez, Candice A., MSW, LCSW, CAS, CEAP
Employee Assistlnce Specialist
15 Ivy Lane, Bridgewater, IVJ 08807
908/253-0493

Appleby, William M., CEAP
ALPA /Piedmont Airlines
P.O. Box 894
Fernlndina Bench, FL32035-0894
904/277-8448

Arbab, Minou T., ACSW, LCSW, LSCSW
Clinical Director, EAP
Kendallwood Health Care Services
10525 N.W. Ambassador Dr.
Suite 204 Kansas City, MO 64153
816/880-9181 Fax 816/880-9444

Bailey, Peggy, Ph.D.
Administrative Director
Harris Methodist
1608 Hospital Parkway
Bedford, TX 76022-6913
817/355-7700

Barton, Francine C.
Southwestern Bell Telephone Company
1111 W. Capitol, Room 305
Little Rock, AR 72201-3032
501/373-6019 Fax 501/373-6019

Bello Nissenbaum, Lisa R.
121 Lake Shore Rd., Unit 2
Brighton, MA 02135
617/783-4128

Beltramo, Jerry W., Dr., CEAP
P.O. Box 13440
Des Moines, IA 50310
515/251-7525 Fax 515/251-7525

Bennett, Kay F.
Executive Director
Bennett &Associates
164 N. 74th St., Apt. 1081
Mesa, AZ 85207-8316
520/R36-0972 Fax 520/R3C-0972
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Benson, K. Jane, CEAP
Project Manager
Green Spring Health Services
1501 Market St., Suite 200
P.O. Box 11268, Tacoma, WA 98411-0268
800/523-5668,5673 Fax 206/596-5656

Besnyi, Christine M., CEAP
Executive Assistant
Assist U - EAP
3530 Casanova Dr., San Mateo CA 94010
650/259-1900 Fax 650/697-8713

Binfield, Jan
Program Director, St. Francis EAP
2116 W. Faidley Ave.
Grand Island, NE 68802
308/389-5357 Fax 308/389-6589

Bird, Daniel R., MS, CEAP
EAP Counselor
Quad Graphics Inc.
W224 N3322 Duplainville Rd.
Pewaukee WI 53072
414/691-6000,6049 Fax 414/691-5946

Bird,'IYaci L., CEAP
EAP Counselor
1709 Vinyard Lane, Derwood, MD 20855
301/571-0633

Bishop, William L.
6663 E. Dallas St.
Mesa, AZ 85205
602/218-1909

Blackburn, Michael J., LEAP
Captain
Providence Fire, Dept.37, Robinlyn Dr.
Cranston, RI 02921
401/272-7999 Fax 401/274-7999

Blackmore, M. Lynn
Executive Director
Addictions Coalition of Delaware
100 W. IOth St., Suite 303
Wilmington, DE 19801-1642
302/984-2322 Fax 302/984-2269

Boes, Carole M., CEAP
Coordinator, EAP
Butler Memorial Hospital
911 E. Brady St., Bader, PA 16001-0524
412/284-4288 Fax 412/284-4645

Brannas, Valerie A., MSW, CEAP
National EAP Coordinator
UAW-Chrysler National Training Center
2211 E. Jefferson Ave.
Det~•oit, MI 48207
313/567-3300

Briton, Susan Q. Ph.D., CEAP
Director of Corporate Health Svcs.
Corporate Health International
4400 Park Rd., Suite 330
Charlotte, NC 28209
704/529-1428 Fax 704/529-5917

Brewer David A.
Decatur Area EAP Supervisor
P.O. Box 1155
Decatur, IL 62525
217/424-5648 Fax 217/362-0193

Brewer, Lewis L.
EAP Representative, Ford Motor Company
Ohio Truck Plant
3151 Abbe Rd.
Sheffield Like, OH 44054-2420
330/933-1423

Brooks, Lorraine C., Dot/SAP, CTAC, CEAI'
EAP Coordinator
S.U.N.Y. Health Science Center
450 Clarkson Ave., Box 1218
Brooklyn, NY, 11203
718/270-1489

Brooks, Nelson Jr., CEAP
Manager, Union Relations
Chrysler Corporation
1000 Chrysler Dr.
Auburn Hills, MI 48326-2766
248/512-2329

Brooks, Randal E.
1 l l5l W. Anthony Dr.
Tucson, AZ 85743
520/293-1277 Fax 520/293-1259

Brown, Mike L.
Consultant Northelst Alabama EAP
509 Gault Ave., South
Fort Payne, AL 35967
205/845-5924 Fax 205/845-5924

Buechel, Betty, RN, CEAP, ESSP
Representative
Ford Motor Company 20900
West Rd.
Woodhaven, MI 48183
734/671-7077 Fix 734/671-7123

Butithis, C. Phillip, CEAP
Portsmouth Navel Shipyard
Code I l 10.2 EAP
Portsmouth, NH 03804-5000
207/438-2988

Burcenski Holleen A., CEAP
EAP Counselor, 4760 Oak Hill Dr.
Sarasota, FL 34232
941/917-2650 Fax 941/917-1646

Burch, Helen
Director of MarketingHelpnet, Inc.
P.O. Box 3217
Long Beach, CA 90803-0217
562/594- 1 171

Burgess, Kenneth M., M.Ed., CEAP
Director, National Development
WellPoint Behavioral Health, Inc.
11200 Westheimer, Suite 928
Houston, TX 77042
713/914-3677 Fax 800/922-7353

Bu►•gio, Debbie
Director
Bethesda, EAP
3801 E. Florida Ave., Suite 502
Denver, CO 80210
800/628-2327 Fax 303/691-2386

Burke, Elizabeth B., CEAP
Aluminum Company of America
P.O. Box 150
M:tssena,NY 13662
315/764-4357 Fax 315/764-4448
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A Profile of Canadian Employee Assistance Programs
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Abstract

Despite a history stretching back to the 1800x, little empiri-
cal information has been published on Canadian employee
assistance programs (EAPs); in fact an extensive literature
review yielded only 36 articles pertaining to Canadian
EAPs. The data were categorized into three groups: 1) prob-
lem profiles, 2) utilization rates, and 3) program outcomes.
The data were limited, not only by their relative scarcity, but
also due to a lack of uniformity of terminology and data col-
lection techniques. While the existing information high-
lights the need for systematic data collection, it does provide
the beginnings of a database on Canadian EAPs.

Introduction

The ongoing restructuring of health and social services in

Methods

A . CD-ROM literature review, using the terms
"employee assistance program" and "Canada," was con-
ducted to discern which types of elementary program infor-
mation exist pertaining to Canadian EAPs. As well, a
manual search of four EAP-specific journals, the Labour-
Management Alcoholisrrt Journal, EAPA Exchange,

';~ Employee Assistance Quarterly, and the former Ontario
Addiction Research Foundation publication, On Site, was
completed along with a review of organizational reports

y from 1978 to 1997. It was discovered that articles pub-

Canada, produced by federal and provincial governments'
ongoing pursuits of balanced budgets, has made the deliv-
ery of employee assistance services through the workplace
increasingly more important. Occupational assistance is
not a new phenomenon. It existed prior to the development
of the welfare state in Canada and can trace its origins to
the 1800s.' RelaCively little statistical information is avail-
able, however, about this increasingly prominent form of
assistance. There is little published material concerning
program design, delivery, and outcome, although much
marketing material is available from individuals and orga-
nizations attempting to sell services. The mljority of the
existing literature comes from the United States of
America, and although the downloading of services is
shifting Canadian systems. closer to American models of
managed care, unique differences still remain.

lished prior to 1978 were describing occupational alco-

holism programs rather than more comprehensive. EAPs.

Despite the extensive nature of the search, only 36 spe-

cific articles were located. This was quite surprising and

disappointing, considering the long history and extensive

development of EAPs in Canada and the fact that more than

a dozen EAP organizations and associations exist across

the country. The 36 articles discussing EAPs for Canadian-

based organizations examined the nature of the problems of

employees, the incidence of problems, or program effec-

tiveness. The results are presented in an attempt to begin

the development of baseline knowledge.



Nature of Problems

The breadth of problems with which EAPs purport to

offer assistance is extensive. The range is from health-relat-

ed problems, including substance abuse, to occupational,
emotional, family, and social issues. Riediger 2 claimed that

20% of employees suffer from personal problems that can

affect work performance. The Canadian Mental Health
Association in its report, Agenda for the 80's, 3 stated that
15% of all workers would develop emotional, physical, or
social problems that, at any given point, would interfere
with their productivity. The Ontario Addiction Research
Foundation 4 estimated that between 10% and 15% of all
employees will have an alcohol or drug addiction problem
during the course of their working lives.

The best indicators of the types of problems that
emerge are actual worksites themselves. Confidentiality
and anonymity issues have been a traditional barrier for the
release of specific data from organizations. Some organiza-

lions remain reticent to admit the exact types of problems
experienced by their employees while service providers
have vested interests in not publicly reporting problem pro-
files. What was found in reviewing published literature on
Canadian EAPs is the lack of any uniformity or consisten-
cy. 5-14 Time period, referral method, geographic location,
and nature of the work all impact to varying degrees the
types of problems employees present (See Table 1). While
the traditional problem associated with early EAPs-alco-
hol and other drug abuse-was prominent in 4 of the 11
case studies, it was a minor, if not negligible, problem area
in 3 other organizations. Family and marital issues were the
most significant problems reported by the EAP in 5 other
organizations, while emotional issues were the most fre-
quent problem in the remaining 2 workplaces. What these
data do nod indicate is whether the information reported
was the employee's or family member's presenting prob-
lem or an underlying issue that emerged once counseling
commenced.

Tak~ll~a ~ Problem Profiles for Various Canadian Employee Assistance Programs

.............................................................................................................................................................................................................................
Nature Of Problems(%)

................................

Workplace(Year) Sample Alcohol Family or Emotional Financial/ Work- Health Other

.............................................................................................................................................................................................................................
Size or Drugs Marital Legal Related

Air Canada(1985) 5 480 35.0 15.0 20.0 20.0 n.r.

...............................

n.r.

.

10.0
.............................................................................................................................................................................................................................

Canadian

................................

Department of
National Defence
(1985) 6 933 23.0 19.0 20A n.r. 21.0 5.0 12.0

.............................................................................................................................................................................................................................

Central Canada

............................... .

i Grocers(1987)' n.r. 35.0 1.5.0 26.0 10.0 9.0 8.0 n.r.

GTA Board of
Education(1996) $ 457 0.7 36.5 24.3 28.2 9.6 U.7 n.r.

.............................................................................................................................................................................................................................

Hamilton Board of

................................

Education(1996) 9 700 10.0 44.0 17.0 n.r 23A 6.0 n.r.

Interlock, Vancouver
(1980) 10 141 31.0 22.0 22.0 16.3 0.7 2.8 5.0
.............................................................................................................................................................................................................................
London Employee

............................... .

Assistance
Consarkium(1990)" 596 6.9 47.7 38.6 n.r. 6.5 n.r. 0.3

.............................................................................................................................................................................................................................
Manitoba Telephone

...............................

(1983)12 248 4.2 35.3 27.2 9.0 24.3 n.r, n.r.
.............................................................................................................................................................................................................................
Navistar, Chatham

............................... .

(1988) " 75 26.7 38.7 13.3 13.3 ns 2.0 6.0
..................................................................................................................................................................................................................
RoyalBank(1984)'" 3,855 30.0 23.0 33.0 5.0 n.r.

...............................

3.0

.

6.0
..............................................................................................................................................................................................................................
St. Boniface Hospital

......:........................

Manitoba(1983) 12 233 0.5 31.8 35.6 8.2 23.9 n.r. n.r.
.......................................................................................

n.r. =category not reported
......................................................................................................................................................................

Sources: Air Canada,' Cox,'Feeney,'^ Habinski, 6 Hart, "LEAC, "Lynch, 10 Newman, '2 Sargent and Tepperman,'and Shepell, ".
Nnte: Complete references for sources can be found in the reference list at the end of this article.
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Incidence of Problems

Of great interest in the EAP field for both program-

ming and financial purposes are utilization rates (See Table
2) $.6,8, "-",'S -zo While the nature of the presenting problem is

relatively easy to categorize, who exactly the client is has

been a more problematic issue for the EAP field. Simply

stated, there is no standardized method or definition uni-

versally employed to count clients. Is aten-minute discus-

sion prior to a union meeting counted the same as a series

Table 2

of one-hour family therapy sessions? Does a couples meet-

ing count as one client or two or even three if the partners

are also seen individually? If we use employees as the base-

line to establish utilization rate, what type of skew occurs
if and when family members are counted independently?

Thus, in the EAP field even when data do exist, the relia-

bility, validity, and comparability lead us to ask further

questions.
Mindful of these notable limitations, the range of uti-

lization of the 21 case studies presented in Table 2 was

Canadian EAP Utilization Rates

Total No. Annual EAP
of No. Using Utilization

.............................................................................................................................................................................................................................
Year Employees y EAP Rate (%)

...............................
Addiction Research Foundation ".............................................................................................................................................................................................................................1990 750 40 5.3............................... 

.

Air Canada 5..............................................................................................................................................................................................................................1985 21,000 580 2.8...............................
Canadian Dept. of National 1984 37,000 933 2.5
Defence (Canada) 6.............................................................................................................................................................................................................................................................
Canadian Union of Public
Employees, Loca1813
Saint John, New Brunswick 16 1995 977 286 29.3.............................................................................................................................................................................................................................................................
Fire Fighters Association 1993 1,500 100 6.7

Ontario ".............................................................................................................................................................................................................................................................
General Motors Canada 15.............................................................................................................................................................................................................................1987 1,028 75 7.3............................... .
GTA Board of Education $ 1996 7,000 457 6.5............................... ..............................................................................................................................................................................................................................
City of Hamilton, Ontario 15 1984 1,970 124 6.3

London EAP Consortium °.............................................................................................................................................................................................................................1986 12,700 505 4.0............................... .
Manitoba Telephone System 12.............................................................................................................................................................................................................................1978-81 1,530 248 5.4............................... .
National Research Council '8..............................................................................................................................................................................................................................1982-83 3,250 200 3.1...............................
Ontario Public Service 15.............................................................................................................................................................................................................................1983 3,000 120 4.0............................... .
Ontario School Board " 1993 5,000 450 9.0

Ontario Steel Firm ".............................................................................................................................................................................................................................1993 7,100 518 7.3............................... .
Ontario Steel Firm " 1993 6,800 170 2.5

Navistar(Chatham) "...............................................................:.............................................................................................................................................................1988 1,028 75 7.3............................... .
Prince Edward Island 1993 8,303 293 3.5

Public Sector 19 1994 8,000 278 3.5

1995 7,705 530 6.9

.............................................................................................................................................................................................................................

1996 7,552 804 10.6
............................... .

Regional Municipality(Ont.) "
.............................................................................................................................................................................................................................

1993 2,300 104 4.5
............................... .

St. Boniface Hospital, 1980-81 3,425 233 6.8

(Winnipeg, Manitoba)12
.............................................................................................................................................................................................................................

............................... .

Transport Canada's
..............................................................................................................................................................................................................................

1981 22,000 583 2.7
...............................

United Steelworkers of 1979-81 1,400 204 7.3

America, Local 6166 "
..............................................................................................................................................................................................................................

...............................

Sources: Air Canada, 5 CUPE Local 813, 16 Csiernik, " Habinski, 6 Hart, " LEAC, "List,'° Martin, et aL 1e

Mowry, "Newman, 'Z Ontario Addiction Research Foundation, 15 and Shepell, °.
Note: Complete references for sources can be found in the reference list at the end of this article.
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2.5% to 293.%, a difference of 26.8%, with a mean of

6.4°l0, mode 7.3%, and median 5.4%. Among the data

points there is one significant outlier, the Canadian Union

of Public Employees, Loca1813. The information collected
occurred during a year when a significant organizational
restructuring occurred. This may account for the atypical
utilization rate. Removing that one data point, the range is
from 2.5% to 10.6%, a difference of 8.1 °Io with a mean of
5.5°l0. The mode remained 7.3% while the median point
becomes 5.4%.

Program Effectiveness

For Canadian organizations, the annual cost in lost
time, compensation claims, rehabilitation, and long-term
disability for poor health and safety runs into billions of
dollars annually. 21 There are no corresponding estimates,
however, for the cost in staff turnover, low morale, and
poor labor relations, and none for the pain and anguish of
workers and their families. It is the absence of such esti-
mates that has led workplace health and safety to be called
Canada's hidden scandal by the Canadian Labour
Congress. ZZ The Canadian Labour Congress has also stated
that every year, hundreds of women and men are killed as
they work and that typically more than half a million
Canadian workers are injured each year to the extent that
they require time off work. The relationship between these
events and the role EAPs could make in prevention has
been alluded to but has not yet been studied systematically.

As the majority of EAPs are financed by management,
cost-benefit studies are a common and accepted mecha-
nism to judge the utility of programs. EAPs are widely per-
ceived in the field to save money, but accurate cost
reductions are difficult to document. The underlying prin-
ciple of all successful EAPs--confidentiality—has also
hampered the evaluative research conducted in the field.
Despite this, a few Canadian reports have been presented.
Newman 12 conducted one of the first thorough Canadian
EAP evaluations. He found significant positive results of
three different EAPs. Participants in the study consisted of
a telephone company, a hospital, and asingle-industry min-
ing community. Newman reported that when supervisors
were questioned they stated that 50% of EAP users had
achieved a marked improvement in their health and pro-
ductivity, 40°Io had somewhat improved, 7% experienced
no change in their condition, while only 3% had become
worse. At MacMillan Bloedel, management and four dif-
ferent labor locals have cooperated in developing a pro-
gram with a proclaimed problem resolution rate of nearly
90%. The program was presented with the Canadian
Mental Health Association's National Work and Well-
Being Award in 1987 for its achievement. 23

Health and Welfare Canada has reported a yield of
$9.00 per $1.00, invested, while the Royal Bank also
reported a 14:1 return on EAP expenses. 24 The Hospital for
Sick Children zs in Toronto, Ontario, spent $315,000 over
three years between 1987-1989 on their EAP. For 1987 and
1988 alone, there was a 35% reduction in Workers'

Compensation Board claims, leading to a reduction of
$134,000 in costs, plus a $543,000 refund. On this single
criteria alone, there was atwo-for-one return. As with the
utilization data, however, there has been no one consistent
method nor set of methods employed to calculate theses
cost savings.

Tables 3 and 4 highlight more extensively reported
evaluation studies. Table 3a examines a study from 1984
by Groeneveld et al. of the Ontario Addiction Research
Foundation. 26 One of their most significant findings high-
lights substantive positive changes along five performance
areas: 1) absenteeism, 2) lateness, 3) health claims, 4) work
performance, and 5) conflict with co-workers, Table 3b
presents a study completed 12 years later in Prince Edward
Island that demonstrated significant positive employee per-
formance changes along five similar criteria.

Table 4 illustrates four cost-effectiveness studies, the
first three of which are classics in the Canadian EAP liter-
ature (see Table 4a, b, and c).Z' These evaluations, com-
pleted in the late 1970s, were the foundation for the
promotion of EAP in Ontario by the Addiction Research
Foundation and were a primary tool in promoting occupa-
tional programming to management interests during pro-
gram development negotiations. The Addiction Research
Foundation 15 published another study 12 years later, again
demonstrating that by implementing an EAP, organizations
could realize profound savings on sick benefits (see Table
4d). What these studies do not illustrate and what many
cost-benefit evaluations do not adequately take into con-
sideration are the additional indirect cost savings achieved
by a reduction of factors including:
• inappropriate use of supervisor's time
• theft, fraud, and embezzlement
• increased grievances and arbitrations
• decreased product quality
• poor decision making
• damage to the organization's public image
• unsafe job practices leading to injuries to other workers;
• decreased morale
• increased use of overtime

As well, the social cost of being terminated and the
resulting use of community-based services cannot be dis-
counted when considering the financial value of employee
assistance programs.
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Table 3 Worker Performance after EA~~ 1t1~~~
.............................................................................................................................................................................................................................

a. Canadian National Railway

............................... .

Pre-Post Job Performance Profile(formal referrals only)

EMPLOYEES IN THIS CATEGORY

PERFORMANCE AREAS Pre-Period Post-Period
freq. % freq. %

Absenteeism 37 49.6 20 26.3
Lateness 10 13.7 5 7.8
Health Claims 18 23.7 10 13.1
Work Performance 41 53.9 14 18.4
Conflict with co-workers 13 17.1 3 3.9

Source: J. Groeneveld et al., The Alcoholism Ti•entment Program at Canadian National Railways(Toronto: Addiction Research Foundation, 1984.)

........................................................................................................................................................................................................................................................... .

b. Prince Edward Island Public Service

Pre-Post Job Performance Profile

EMPLOYEES IN THIS CATEGORY

PERFORMANCE AREAS Pre-Period Post-Period
freq. % freq.

Attendance 28 7.6 1 0.6
Quality/Quantity 85 23.1 15 8.3
Interpersonal Conflict 114 31.0 7 3.9
Substance Abuse at Work 6 1.6 2 1.1
No Problem 135 36.7 155 86.1

Source: S. Mowry, ed., Prince EdH~urd /sland Public Sector Employee Assistance Program Evaluation (Charlottetown: 1996).

Note: Different totals occur as some clients were still active participants in the EAP at the conclusion of the evaluation time period.
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Table 4 Comprehensive Cost-Effectiveness Studies
.............................................................................................................................................................................

~. Oshawa Gener~►I Motors Plant

1 Year 1 Year 2 Years
Before After After

i. Participants Enrollments Enrollments Savings Enrollments Savings

(n = 192)
Lost Work Hours 27,520 14,232 13,288 (48.3%) 4,992 22,528 (81.9%)
Sickness and Accident 182 99 83 (45.6%) 29 153 (84:1%)
Claims
Sickness and Accident 93,554 48,691 44,863 (47.9%) ~ 18,710 74,844 (80.0%)
Benefits ($)
Grievances 50 21 29 (58.0%) n.r, n.r.
W.C.B. Claims 15 11 4 6 9 (60.0%)
W.C.B. Paid ($) 11,078 3,981 7,097 (64.1%) n.r. n.r.

.............................................................................................................................................................................................................................

1 Year 1 Year•

............................... .

Before After
ii. Non-participants Re erral Results Savings
(n=48)
Lost Work Hours 5,504 12,168 6,664 (+121%)
Sickness and Accident Claims 57 68 11 (+19.3%)
Sickness and Accident Benefits ($) 19,082 43,413 24,331 (+128%)
Grievances 12 16 4 (+33.3%)
W.C.B. Claims 4 5 1 (+25.0%)
W.C.B. Paid ($) 1,834 3,254 1,420 (+77.4%)

b. Chevrolet Canada

Disciplinary
Action Assessed

Grievances Filed

Accidents

Sick Leaves

Sickness &Accident Benefits
Paid ($)

20 Mths 20 Mths
Prior to After Total %
Re erral Re erral Differences Reduction

1,080 522 558 52%

745 388 366 49%

462 245 217 47%

1,230 787 443 37%

485,675 377,921 107,754 22%
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c. fisher Body Plant

1 Year 1 Year

Befo~~e After

Enroll- Enroll- Annual

N=95 rrcent ment Savings

Lost Work Hours 35,783 20.997 14,746 (41%)

Sickness &
Accident
Benefits ($) 69,039 31,141 37,989 (SS%)

Grievances S7 27 30 (52%)

Disciplinary 58 28 30 (51%)

On-the-Job
Accidents 166 105 61 (31%)

Source: K. Bennett, Successful Employee Assistance Programs (Toronto: Addiction Research Foundation, 1978).

d. Addiction Research Foundation Study

12 Months 12 Months

Before EAP After EAP

N=116 Involvement Involvement DifFerences

Sick Claims 125.0 72.0 -53.0 (42.4%)

Percentage of
Staff with
Sick Claims 68.1 41.7 -26.4 (38.8%)

Average Number
of Claims per
Claimant 1.3 0.7 -0.6 (46.2%)

Average Number
of Sick Days
per Claim 34.7 23.3 -7.4 (21.3%)

Average Cost of
Sick Benefits ($) 667.50 450.40 217.70 (32.5%)

Source: Ontario Addiction Research Foundation, Statistics on EAP Utilization (Toronto: 1990).
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Conclusion

The EAP field remains ripe for research and evaluation
as relatively little causal information exists. Generaliza-
tions from what little is known are difficult due to differ-
ences in conceptualizing and operationalizing terms
between different organizations and EAP service
providers. There is not even a common agreed-upon defin-
ition for what is "a case". Much of the reported data does
not allow for proper analysis. Specific predictions based
upon existing published data remain difficult Ind highly
speculative. This remains particularly pertinent in Canada
where many conclusions on organizational issues continue
to be drawn from U.S. points of reference.
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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 Treatrrcent,

Support Groups and
Community Service Programs.

AdCare Hospital
of Worcester, Inc.

107 Lincoln St., Worcester, MA 01605

1-800-ALCOHOL

Membership Resource
Directory List
continued

Bydawell, Melaine
Il Marlborough Crescent
Durban North
4051, SOUTH AFRICA
031/366-3057

Callahan, Carolyn T., CEAP
24 Old Ox Rd.
Bethel Park, PA 15102-1947
412/544-2728

Candela, Joseph, CEAP, UAW ESSP
Representative
Ford Motor Company
Romeo Engine Plant
701 E. 32 Mile Rd.
Romeo, MI 48065
810/752-8403 Fax 810/752-8911

Carr, Elena B., MA, CEAP
Consultant
2908 Meadow View Rd.
Falls Church, VA 22042
202/219-6197 Fax 202/219-9216

Carter, Francine A., MSW, LCSW
Therapist
Supportive Systems, LLC
539 Turtle Creek Dr., South, Suite 12
Indianapolis, IN 46227
317/788-4111 Fax 317/788-7783

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

CastellanoClaire M., CEAP
Family Programs Administrator
U.S. Coast Guard
9002-C Sandalwood Dr.
Manassas, VA 22110
703/361-5208 Fax 703/697-6671

Cervenec Maureen, LPC, CEAP
EAP Administrator
Owens Corning, One Owens Corning Pkwy.
Toledo, OH 43659
419/258-7883 Fax 419/248-8030

Chancellor, Tom L., LMSW-ACP
Motorola EAP
5555 N. Beach St., MD:4N
Fort Worth TX 76137
817/245-2157 Fax 817/245-2680

Clarke, Benjamin L.
Manager/Employment
Ford Motor Company
Rouge Office Bldge
3001 Miller Rd., Room 1042
Dearborn, MI 48121
313/322-3536 Fax 313/390-6235

Claycomb Mark E., LCSW, CEAP
Staff Counselor, City of Oakland 1970
Broadwly, Room 1010
Oakland, CA 94612
510/893-0822 Fax 510/893-0838

Conlin, Darleen
LEAP
4809 Senac Dr.
Metairie, LA 70003
504/255-5054

Conner, Donald R. LCDC, ADC,
NCACII, CEAP
Manager EAP
Behavioral Institute of Houston
6800 West Loop South, #425
Bellaire, TX 77401
713/349-8890

Connolly, Robert
Vice President
Health Management Systems of America
20811 Kelly Rd., Suite l00
Eastpointe MI, 48021
810/773-3000 Fax 810/773-3492

Look, Patricia J., CEAP
Coordinator
Hackensack University Medical Cen[er
Hackensack Univ. Med. Ctr.
One Beverly Place
Edgewater NJ 07020
201/986-2300 Fax 201/599-1777

Cook, Thomas M., CEAP
Certified Independent C.S.W.
975 Bluehill Ave.
Fond du Lac, WI 54935
920/921-3657

Cooperman, Geraldine B., CEAP
EAP Administrator
Dept. of HHS, Program Support Center
Switzer Bldg. Room 1036
330 C St. SW
Washington, DC 20201
202/690-1438 Fax 202/401-2901

May~June 1998 • EAPA EXCHANGE • 23



EMPLOYEE ASSISTANCE
PROGRAM

PRESIDENT/CEO

Experienced Employee Assistance
Program (EAP) professional
needed to lead amulti-site EAP
organization. Knowledge of all
facets of EAP development,
installation and operation re-
quired. Responsible for clinical
supervision of staff, manage-
ment training and consultation,
marketing the EAP and man-
aged care services. Able to work
constructively with the Board of
Directors. Minimum of Masters
Degree with Florida licensure or
license eligible. C.E.A.P. preferred.
Relocation package available.

Send resume to:

RBHS
Att: Robert Sommers, Ph.D.

P.O. Box 19249
Jacksonville, FL 32245
Fax (904) 743-5109

EOE/A Drug Free Workplace

EAP COUNSELOR)
CASE MANAGER

Healthwise, an external EAP
in central New Jersey, is seek-
ing aMasters level clinician
to provide assessment, refer-
ral, short-term counseling,
crisis intervention and clini-
cal case management.

Knowledge of behavioral
healthcare management, sub-
stance abuse and DSM IV
diagnostic criteria required.
CEAP and corporate training
experience preferred.

Send Fax credentials to:

Healthwise
203 South Avenue East,

Westfield, NJ 07090, (908)
654-0158
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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.

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

A` ~~ ~ L~ ', ~ Monthly program utilization reports

B L L •Customized services to assist HR
departments

•Library of resources and materials
•~

Call today to learn more about
~ ~ ~ ~ ~ I, ~ ~ enharicing.your financial work/life

services with BALANCE.



'cal mile as inV'~ork lacep
Counselln : A Casebool~

Developed by the EAPA Houston Chaptev~ in coll~zbov~ation
with EAPA Intev~national He~zclgu~zv~tev~s

In today's healthcare environment, F,A professionals often find themselves dealing
with issues that are complex and confusing. In particular, they need standards that
protect the interests of those with behavioral proUlems and the integrity of the EAP fielei.

Members of EAPA's Houston Chapter have g~repared a new puUlication that will
be a valuable working resource for EA professionals as well as others in the
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
• codes of ethics from eight professionals organizations

Make Ethical Dilevnvnczs in Wov~hplcece Counseling: A C~zse6noh the newest addition to your EAP library.

Price: $19.95 (EAPA member); $24.95 (non-member); adci $3.00 per copy for shipping and handling.

<)rder now from the F,APA Resource Center, 2101 Wilson Boulevard, Suite 500, Arlington, Virginia 22201
703-522-6272; (fax) 703-522-4585; (e-mail)eaprescen@aol.coni

...............................................................................................................................

1998 LEAP EXAM
Application Deadline: Exam Date:

October 1 December 12

El~g~b~lity: 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 7 years of ehe dace of the applica-
cion fc~r the CEAP exam; AND

• 40 PDHsx° (Professional Development Hours) with
at least 24 of ehem in co~~tent areas 3 and/or 4 (see
PD~I rec~uircments below"`); AND
24 hours of CEAP advisement spread nut over at
least six months (~"`see extended timeline below fvr

M~iy 1998 exam candidates only)

PDH 
Requirements for Both Options:

r~~"'~ l~`~~e ac least 60% of total PDHs within content areas 3and/ter 4.

~NO 111pr~ tl1an SO% of PDHs may be earned through EAPASelf 
SR~dY Guides•

~p}I'I,l-Is in~y ~~~ «rned by writing sample exam questions;

is ~ll~~st ~'e f~~~m training occurciilg November 11, 1995 or later.

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

equivalent outside the U.S.); AND
• 2,000 hours of work experience in an EAP setting,

which must have been gained over a mininuun of 2
years, and within 7 years of the date of the application
for the CEAP exam; AND.

• 10 PDHs`k (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 (*a`see extended timeline below for May
1998 exam candidates only)

EXTENDED 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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Employee Assistance Program
Consultants

Motorola has immediate openings for Consultants
in its Harvard and Northbrook, Illinois locations. As
a consultant, you will implement EAP assessment,
develop action plans, provide referrals to communi-
ty resources, and consult with managers and bene-
fits/managed care professionals on related issues.

We require a Masters in Social Work, psychology, or
related field and a minimum of five years clinical
experience in mental health and chemical depen-
dency. Knowledge of local resources and treatment
providers preferred.

Motorola is committed to providing excellent EAP
services. We offer an attractive compensation and
benefits package plus advancement opportunities.
Please send resume to: Motorola Corporate
Staffing, #T7067-EAP, 1303 E. Algonquin Road,
Schaumburg, IL 60196, Fax: (847) 538-4688, E-
mail: ACW010@email.mot.com

Motorola is an Equal Opportunity/Affirmative
Action Employer. We welcome and encourage
diversity in our workplace.

Care Manager/EAP Specialist

Green Spring Health Services, a leader in the
field of managed mental health care and sub-
stance abuse services, has immediate openings in
our Georgia office for Care Managers/EAP
Specialists with a strong health insurance or man-
aged care background. These positions require
knowledge of supervisory consultations and refer-
rals, CISDs, and brief therapy. EAP programs and
computer proficiency preferred. Our ideal candi-
date will be articulate, detail-oriented, flexible, and
have the opportunity to work in a corporate set-
ting that is #ast-paced and professional.

We offer a competitive salary, a negotiable relo-
cation package, and a generous benefits package
including 401(k). Please send or fax resumes indi-
cating position, title, and salary requirements.
(Resumes without salary requirements will not be
considered.)

Green Spring Health Services
5775 Glenridge Drive, Suite 540

Atlanta, GA 30328
Fax: (404) 257-8995

EOE M/F/DN

The Nlath Annual Advanced Besldentlal School on

Management and Clinical Aspects of EAP Practice
OCTOBER 25-30, 1998

Maritime Institute of Technology and Graduate Studies, Baltimore, Maryland
CO-SPQNSOREO BY

University of Maryland School of Social Work, EAP Digest and Ceridian Pertormance Partners
Program Director: Dr. Dale Masi, School of Social Work

Conference Coordinator: George T. Watkins, Publisher, E'AP Digest

TOPICS AND FACULTY MEMBERS INCLUDE
■ THE WORKPLACE IN THE 21ST CENTURY - Dr. Linda Hall

Whitman
■ THE FUTURE OF CLINICAL PRACTICE - Dr. Jesse Harris
■ EAP SERVICE DELIVERY - Customer Panel
■ EVALUATION OF EAP/MBHC PROGRAMS - Dr. Dale Masi
■ MARKETING WORKSHOP -Nancy F. Brock
■ LEGALASPECTS OF EAP PRACTICE -James Kelley
■ CLINICALASPECTS OF ADDICTION, RECOVERY AND

RELAPSE PREVENTION - Micki Thomas
■ WORKFORCE 2000 MEGATRENDS -James J. O'Connell

FOR BROCHURE, WRITE OR CALL
Conference Management Department
EAP Digest, 1270 Rankin Drive, Suite F
Troy, MI 48083-2$43

800-453-7133
Phone: 248-588-7733 •Fax: 248-588-6633
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■ EAP HOUSE OF REPRESENTATIVES - Bernard E. Beidel
■ ROLE OF THE SUBSTANCE ABUSE PROFESSIONAL -Dale

Kaplan
■ LEGALAND FINANCIAL SERVICES -Cheryl Divine and Tony

Shostak
■ CLINICAL PROTOCOLS AND COMPUTER-BASED SUPPORT

SYSTEMS - Nila Betof
■ MANAGED BEHAVIORAL HEALTH CARE - Christina Thompson

and Dr. Ronald Manderscheid
■ AN INTEGRATED EAP APPROACH TO ELDER CARE AND

ADULT DISABILITY ISSUES -Diana Ensign
iU1110N
$1,950 - includes program,
meals and lodging
(payable in U.S. funds

Registrants are eligible for Continuing Education
Credits (CEUs) and more than 20 Professional
Development Hours (PDHs) toward the Certified
Employee Assistance Professional (CEAP) designation.

EARLY REGISTRATION IS RECOMMENDED AS ATTENDANCE IS LIMITED.



You're a
LEAP!
Showlt!
CEAP Pins
Show it by wearing a CEAP

pin available only from the EAPA
Resource Center!

Cost: $10 each plus $3 for postage
and handling.

(Orders limited to current CEAPs;
only one pin available per person.)

................e...........

Free Brochures for
Preparing for the
1 998 CEAP Exam

• 1998 Certification Gxumination 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

•

•
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•

w

•

•

•

•

•

•

•

e
s

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

700 pages of information on
EAP-related legal issues

Customized notebook (for easy
updates as laws change)

Dozens of case studies; extensive
appendices

The most comprehensive book on
EAP laws and legal issues

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

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

Law Desk
gook

Cail 703-522-6272,
ex#. 307 to request
these products.
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Board of Directors Meeting • Washington, DC April 11-19,1998
by Jo11n Hoops, CEAP

The Spring 1998 Board meeting
was held in Washington, D.C., where
we were treated co three days of gray
sky and torrential downpours. How-
ever, the gloomy weather was not repli-
cated ac the Board meeting. We worked
hard to address the issues affecting the
profession and accomplished much.

Finances

EAPA Treasurer Linda Sturdivant, Chief
Operating Officer Sylvia Straub, and
Finance Director Sheree Clayton pro-
vided details of the FY 99 budget and
the surplus allocation plan. One item of
note is a smaller projected surplus than
in the previous two years. This is due
mainly to lower certification. numbers
(as those desiring certification adjust co
the new requirements) and a shortfall
in income from the Baltimore
Conference (it would've been hard to
top our 25th Anniversary celebration,
as all you who were in Chicago know).

This does mean fewer special pro-
jecCs. Our core programs will remain as
vibrant as ever, however, and the
Association has a few surprises in store
for this year. The Board is determined to
continue improving customer service.

A cask force was also formed to
create a process for allocating the bud-
get surplus and prioritizing projects.

International Issues

The Board conduclecl an in-depth dis-

cussion of issues surrounding our
expansion around the globe. The Board
was pleased to welcome Carolyn
Lugbill, president of Going Global
Matters, to provide expert advice on
the opportunities and challenges we
face in the international arena. Ms.
Lugbill presented a discussion paper on
various issues related to international
expansion that need to be addressed by
EAPA. The paper identifies internation-
al strategies, questions, the current
financiaUchapeer relations scaCus and
what it allows for, cer[ificaeion and Che
applicability of it internationally, and
how the local culture and laws affect
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EAP work. A task force (consisting of
Stephen Galliano, George Grant, Linda
Scurdivant, Greg Delapp, Doug
McKibbon, Ken Burgess, Karen Hagen,
and Sylvia Straub) was formed to
examine more closely the issue of inter-
national expansion and the strategies
necessary for carrying it out.

A number of challenges were iden-
tified by the International Regional.
Director. These included: few mem-
bers; the distances involved; vastly dif-
ferent cultures; the desire of some local
chapters in ocher countries [o become
national voices for EAP.

Bylaws Task Force

Past President George Cobbs and
Bylaws Committee Chair Rick Wall
presented the findings of the Bylaws
Task Force, which met earlier this year
to examine a number of issues, primar-
ily related to the elections.

A number of motions were put for-
ward:

Motion 1: To divide the Nominations/
Awards Committee into two discreet
entities.

Action: Approved.

Motion 2: To accept the changes made
~o Article V, Section 4.
(The changes are extensive. For the full
text of the revised Bylaws, please con-
tact the Association.)
Amendment: To modify the con-
stituency of the Nominations
Committee to include the Immediate
Past President (Chair), 1 person
appointed by each of the Special
Directors, and 1 person appointed by
the Regional Directors for each District.
Amendment: To replace the section
calling for 25 signatures with 2 signa-
tures, anominating memUer and a sec-
onding member.
Amendment: To remove the section of
the Requirements for Candidates call-
ing for "recognized leadership."
Action: Article V, Section 4 approved as
amended.

Motion: To approve the changes to
Article V, Section 6 (format changes and
specifying what is required to win an
election.)
Action: Approved

Tabled Motions From
November 1997

The Board then turned its atten-
tion co a number of motions that were
tabled at the November 1997 Board
meeting.

Motion 1:
• Effective for the EAPA Annual

Conferences in 1998, all EAPA
Boa~~d of Directors (Executive
Committee, Special Directors, and
Regional Directors), upon application,
will be reimbursed 100 percent of
approved expenses incurred while
attending the Annual Conference
anal the related Board Meeting.

• Reimbursed expenses will include
transportation, accommodation,
Annual Conference registration
fees, and meal costs. These expens-
es 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 pre-
sented 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 1999 January/
February edition of the EAPA F~cchange
so all EAPA members will be aware
of this Board action.

• Also, the President of EAPA should
write co the employers of all EAPA
Board members who receive finan-
cial support for their EAPA mem-
bership from their employer and
extend the Board's gratitude for
their support.

Action: Withdrawn.



Motion 2: That specific amounts in

the budget will be designated to cover

expenses for each member of the

Executive Committee.
Action: The motion is approved (10
for, 8 against).

Motion 3: 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 Bylaws to
the negotiation and/or termination of
the COO's contract.
Amendment: The motion was amend-
ed to read "Negotiations of the COO's
contract are performed on behalf of the
Association by the President and the
President-Elect, wieh the advice of the
Association's legal counsel review, sub-
ject Co review and approval by the
Executive Committee without access to
salary numbers, beginning with the
next COO contract negotiation."

Action: Approved as amended.

Motion 4: To establish a standard that

any seat vacated by a Board member

before the end of his/her term, be filled

by this established formula: If the posi-

tion 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 Che

term remains, there should be another

ballot to the membership.

Amendment: To add "who elected that

board member."
Action: Approved as amended.

Motion 5: To reject the following

Bylaws Committee recommendation:

To change the Bylaws to read:

Internal management-based programs

director serves as a representative of mem-

bers who work in internal management-

based company employee assistance

programs. The internal inanagement-

based programs director serves the same

two years as the president.
Action: The motion to reject is

approved; 13 for, 6 against.

Motion 6: Minutes of all Executive

Meetings will be distributed to all

Board Directors no later than the next

business day after the Executive

Committee meeting.

Action: Withdrawn

~, F ,~. s., . "! .

Motion 7: EAPA BYLAW CHANGE
Article V, Section 6, and all sections that
reference to this apply. Regional and
Special Directors will serve athree-year
term.
Action: Tabled.

New Motions

The Board ehen moved to new motions

Motion 1:
1. The present Board reimbursement
policy For the EAPA Annual Conference

will be modified to reflect the following:

• new and continuing Board ~riem-

bers will be reimbursed for lodging

expense
• the conference registration fee will

be waived for new and continuing
Board members.

2. If approved, this motion in its entire-
ty, along with a summary of the back-
ground section below, will be
reproduced in the next issue of the
EAPA Exchange so all EAPA members
will be aware of this Board action.
Amendment: To change lb to "may be
reimbursed (if companies won't reim-
burse)."
Action: Approved as amended.

Motion 2: Minutes of all Executive
Meetings will be distributed to all
Board Directors no later than the next

business day after the Executive

Committee meeting.
Amendment: To change time frame to

"no more than S business days"
Action: Approved as amended.

Motion 3: A task force of 3 - 5 members

be appointed to provide recommenda-
tions to the Board on the most appropri-

ace methods for increasing Canadian

Region membership. This task force
would review the appropriate member-
ship form, method of payment dues,

requirements for Chapter formation, and
other issues determined by the task force.

The task force recommendations
will be presented to the entire Board for
action ac the Fall 1998 Board meeting.
Action: Withdrawn

Motion 4: To change the name of the
External Programs/Services Director to

External Providers Director and the

name of the Consultants Committee to

the External Providers Committee

Amendment: To change "Providers" to

"EA Providers". .
Action: Approved as amended.

Motion 5: To help defer out-of-pocket

expenses of an EAPA member who is a
member of a National Committee for
travel and other expenses as long as he
or she is required co attend the
Committee meeting. The cost could be
shared by local Chapters and National
EAPA.

Action: Withdrawn, with the stipula-

tion that a carefully researched expla-

nation of the rationale behind the

decision to not cover expenses in the

manner suggested be produced and

published in the EAPA Exchange by the

Finance Committee.

Motion 6: Establish criteria for retired

members of EAPA to allow them to

retain interest and membership in

EAPA on a reduced or no fee basis. This

would apply to local chapters and

National EAPA.

Action: Tabled and sent to the

Membership Committee for review and

recommendation

Motion 7: That EAPA, Inc., sponsor a

one-day training in conjunction with

each annual conference,, beginning in

1998. The focus of the training will

address some aspect of self-care for the

EA professional. This will be offered to

members at no charge.
Amendment: The motion was changed

to read: "That, contingent on sponsor-

ship, a [raining will be offered in con-

junction with each annual conference,

starting in 1999. If this is successful,

the training will be renewed."

Action: Approved as amended

Other Business

Other business the Board addressed

included forming two more [ask forces,

one to examine issues surrounding

managed health care providers and a

second to examine self-care issues.

After three days of hard work, the

Board adjourned at noon on Sunday.

We closed the meeting confident in the

future of the EAP profession and opti-

mistic about the future of our

Association. Q
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by Philip A. Hess, MS, LCSW LMFT, CEAP, MAC,
and Chairman, External EAP Providers Committee

he EAPA's External EAP Providers Committee is
"energized" and we would like to share what we

are learning from our members. We hope to main-

tain an open line or vehicle for communication
through conference programming, articles published in the
EAPA Exchange, an external program needs assessment sur-

vey currently in draft, and by inviting you to contact any

one of the External EAP Providers Committee members
with suggestions, concerns, or questions related to our pro-

fession.
Our committee held its second external forum in

Baltimore last November. Despite alast-minute room

change at 7:30 a.m., approximately 250 attendees partici-

pated in the experience—up from 90 attendees in 1996.
Through roundtable discussions, participants were afford-

ed an opportunity for peer interaction, exchange, and net-
working in a "safe" and professional setting.

Roundtable discussions were organized around the fol-
lowing topics: organizational assistance, marketing, tech-

nology, and clinical concerns. Key issues and questions
raised during the discussions are highlighted below These
represent the major areas of concern to external EAPs, as

expressed by roundtable participants, although they are
certainly not intended to be either all-inclusive or eye
opening to most of us.

Organizational Assistance

External EAPs need to be integrated better into the
workplace, need to develop a broader resource network for
outsourcing services, and should do snore to promote ser-

vice quality beyond just cost-benefit analysis.

Externals need to demonstrate the value and worth of
training, consultation, and services and should develop
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pre/post test evaluation of management participants with

the goal of providing a consistent level of measurable out-

comes.

We need to documenVdemonstrate more effectively

the cost-benefit reduction and/or savings through EAP

interventions aimed at reducing workers' compensation

costs and behavioral health and disability costs. Can we

effectively measure increased productivity through train-

ing, wellness promotion, etc.?

Does pro bono work help or hinder EAP credibility,

and can smaller external companies truly afford to provide

too much pro Bono assistance?

Externals need to be on the cutting edge and exhibit
forward thinking in acting on the (as yet) unanticipated
needs of our client accounts.

Marketing

l~or smaller organizations, it is difficult to price exter-

nal EAP services so they actually make a profit or provide

the same level of services as large companies. Competition

is great; doors and opportunities are often closed by man-

aged care organizations (MCOs) offering volume discounts

and virtually free EAP services.
Suggested strategies for marketing external EAPs

include the following: Sell early intervention and early case

finding; sell the knowledge of local resources and customer

service and rapid response to critical situations; market
your company to large EAP vendors as an affiliate or part-
ner for local companies; sell to special groups (e.g., U.S.

Department of Transportation, transportation, and safety
industry companies); sell to third-party organizations and
other insurance entities or service organizations; develop
consortia to pool and increase resources, expertise; and



range of services; offer both bundled and a la carte training
and services.

Externals need to develop structured short- and long-
range business plans. Externals need to articulate EAP
core technology to client companies. (See below for relat-
ed issues under "Clinical Concerns.") We should encour-
age the use of public service announcements in
coordination with local EAP chapters. Externals should
establish a relationship with benefits managers who are
often in a key position to promote EAP services within
their organizations.

Technology

Lxcernals need to consider the tradeoffs between the
benefits derived from advanced technology and the inher-
ent legal, ethical, and personal complications that can
result. As standard business practice, computer technology
and electronics should be used more effectively to commu-
nicate co large numbers of people. We need to help our
own staff become more comfortable with technology; con-
sider the costs associated with technology (e.g. consultants,
hardware, software). Consequently, we also must address
the problem of system inconsistencies, non-compatibility,
and the need for troubleshooting.

Confidentiality and privacy concerns are increased
with technology and paperless systems. Technology
demands that we: pay more attention to confidential
recordkeeping protections and access issues; address the
need for dedicated fax lines; and be aware of the poten-
tial for litigation resulting from e-mail and Internet use.
(For example, even though an employee deletes a mes-
sage, the company's central computer often keeps a copy
in its back-up files. When these are wiped out, the mes-
sage often still remains embedded in the hard drive.) Is
there really any way to guarantee electronic protection of
privacy?

The widespread use of computers among businesses
has also made them popular targets for theft. What would
you do if your PC was stolen?

Participants expressed a need for EAPA to provide spe-
cific training for beginner, intermediate, and advanced level
computer users regarding e-mail, bulletin boards, search
engines and links, and Web page design.

Clinical Concerns

• Individuals calling themselves EA professionals, but
who are not EAP-trained or credentialed are compet-
ing with CEAPs.

• Conflict of interest often exists between clinical needs
of clients and reimbursement of EA practitioners. Who
is our customer?

• MCOs are increasingly restricting provider panels and
networks, thereby imposing significant restrictions on
the EAP-client relationship.

• Insurance companies continue to dictate treatment
protocol under the banner of cost efficiency.

,• 
~~

1998 EAPA EXTERNAL EAP PROVIDERS
COMMITTEE DIRECTORY

Name Telephone Number Fax Number

Philip A. Hess, MS (317) 262-4630 (317) 262-4633
Director/Chair

Robert T. Dorris (818) 707-2544 (818) 707-0496
Karen Hagen (800)367-3271 (612)342-2422
Kevin Johnson (603) 352-6199 (603) 357-6859
Helene King (202) 628-5100 (202) 628-5111
Bill Kippley (701) 235-4440 (701) 235-0306
Barbara Murdock (770)834-8327 (770)834-7271
Jim Printup (612) 996-2487 (612) 996-2744
Tom Reynolds (515) 244-6090 (515) 244-2938
Barbara Barewin-Riley (708) 869-3518 (708) 869-3518
Dana S. Vaughan (414) 789-8369 (414) 259-7183

(Please feel free to contact any committee member with questions, concerns,
feedback, or ideas.)

Managed care monopolies, mergers, acquisitions, and
buy-outs are "gutting" our industry of many qualified,
smaller EAP companies and personnel.
Is EAPA, as an organization, ready to stand up to
MCOs on standards and ethics?

Suggestions

Feedback following the roundtable forum was.
extremely favorable. Participants suggested several survival
measures for external EAPs, including: developing strate-
gies and identifying roadblocks co establishing small busi-
ness consortia; the need for the External EAP Providers
Committee to conduct more in-depth, sma]ler workshops;
the need to develop strategies for statewide networking
opportunities; and the need for more research on cost-ben-
efit effectiveness, utilization efficiencies, behavioral risk
management, and organizational development.

As you can see, our profession is faced wish compli-
caced issues and various internaUexternal "pushes and
pulls" as we navigate our respective courses. The commit-
cee has already begun incorporating information shared at
the forum into action-oriented activities, projects, and goals
consistent with both our committee's mission and EAPAs
strategic plan. Plans are underway for this year's EAPA
Annual Conference in Las Vegas. The committee is consid-
ering aformat that would best suit the needs of our exter-
nal members and provide opportunities for participant
interaction. We also are exploring ways in which the
External EAP Providers Committee can support the
Occupational Program Consultants Association's pre-con-

ference workshop, as well as the efforts of EAPA's various
committees. It is a time for strategic alliances, creativity,
and collaboraCion.

Philip A. Hess, MS, LCSW, LMFT, CEAP, MAC, is director of corporate
development for Employee Counseling of Indiana in Indianapolis, and
chairman of the External EAP Providers Committee.
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Onthe
Labor Front
l~ov~ty re~zv~s o Viv~t~e ~z~~ Co~~tz~~:
Zee Lo~~ Is ~z~~ Council's L~zbov~ ~z~~
M~z~~z~e~e~t Sev~~ice Pv~o~v~~z~
by James F. Devine, CSW, CASAC, CEAP

lbert Einstein was once
heard to remark, "Try not
to be a person of success,
but rather a person of

virtue." As I reflect on the four
decades of good work performed by
the Long Island Council on Alcohol
and Drug Dependence, I can under-
stand how it is ranked by many as a
major success. It didn't try. Rather, it
was simply filled with virtuous, dedi-
cated people doing their best to help
companies, labor unions, and the resi-
dents of Long Island day after day.
This pervasive dedication to service,
often without counting the cost, was
the motivation behind my closing
comments in a revision of our original
brochure, that read in part:
"Remember us. Good things are hard
to find these days." If I had come
across Einstein's comment earlier, I
would have changed "good" to "virtu-
ous." Let me tell you why.

The Long Island Council has
always seemed to have more heart
than money. This pioneer, non-profit
community service has repeatedly
dedicated itself to helping others
either prevent or recover from the
serious consequences of alcohol or
other drug problems, without first
thinking of the "bottom line." Not that
money is a bad thing, and not that we
don't need it to function in our world.
On the contrary, just as for the people
we serve, it keeps the doors open; it
provides us with meaningful work;
and it puts bread on the table. But it's
not the driving spirit in the work per-
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formed at our Nassau and Suffolk
County offices. Ironically, without ever
having to rely upon federal or public
funding, it has been through helping
others at worh that we have helped to
keep ourselves in operation. Butt-
ressed by voluntary contributions and
donations, our Labor and Manage-
ment Services Program picks up some
slack by offering relatively low-fee
union member and/or employee assis-
tance programs (MAP/EAPs) to 15
small or moderately sized organiza-
tions. One feature of those programs
that we most enjoy is training stew-
ards and delegates to identify prob-
lems early and motivate their union
brothers and sisters to call us for pro-
fessional help when faced with serious
personal problems. In many cases, this
early intervention saves families, jobs,
and even life itself. What has devel-
oped over time is a bond of trust
between many union people and our
professional staff that has been forged
on a language of the heart. Time and
again, we have been able to help fami-
lies and individuals come through
crises that would cripple people with-
out this support. Help is made avail-
able for emotional
distress, marital or
family discord, alco-
hol or other drug
problems, and a
host of other human `'~
ills that impact on
quality of life or the
ability to do one's
job.

Some may say, "No big deal!
Many assistance programs can boast of
the same results." But there is one
unique feature chat characterizes our
"good thing" here. Namely, when a
union or business organization con-
tracts with the Council to provide
MAP/EAP services, it is not only a
win-win situation for us and them, it
particularly benefits the surrounding
Long Island community. A major por-
tion of the modest fees paid by the
organizations to bring this important
benefit to their working folks goes
right back into other community ser-
vices through our school education
programs, public awareness presenta-
tions, planned family interventions,
and no-cost assessment and referral
for people who don't have jobs or
can't afford much of anything.

It's no wonder that without aim-
ing at success, it has come to the Long
Island Council by more than four
decades of commitment to virtue. It
really doesn't take an Einstein to figure
this out. Thinh about it...and then
remember our telephone number at
(516) 747-2686. Q

James F. Devine is the executive direc-
tor ofthe Long Island Council on
Alcohol and Drug Dependence, Williston
Park, NY, at (516) 747-2606, r



Certification
U datep

St~zf~~~ ~'~11's—Z~e CEAP Is the
Cov~~ev~sto~e fov~ Effective Pv~o~v~~zY2s

he theme of this issue of the
EAPA Exchange focuses on
the effectiveness and utiliza-
tion of EA programs. As we

all know, a program can claim to have
all the technology, policies, procedures,
and protocols in the world—but Che
real core of any EAP is the staff.

For more than 11 years, EA profes-
sionals have had a measure to demon-
strate their professionalism and
book/experience knowledge to show
that EAP work is different from other
work. Oh sure, many people say "I do
EAP"— in the same breath as they state
their clinical experience and specialties
(depression, ar~iecy, family of origin,
codependency, etc.). In this regard,
they dismiss the critical component of
solid EAP practice: serving both the
individual client and the organization.

During the 12 years I have been in
this Eield, there has been much discus-
sion about the background of the staff
who provide EAP services, along with
the knowledge that is required for an
EA professional. The diversity of our
profession is such that it can easily
drift into turf wars, with some proFes-
sions or life experience advocates
claiming supremacy in training for EA
professionals over others. But the bot-
tom line is this: To ensure that the per-
son providing EA services meets the
needs and obligations of a full-func-
tioning EAP—as characterized by the
core technology—the true EA profes-
sional must be a certified employee
assistance professional (CEAP). This
means all EA professionals must meet
the standard of EAP knowledge estab-
lished by EAP peers and have a means
eo show ongoing professional EAP
training appropriate for their own jobs.

by Doug Mcl<ibbon, CEAP, EACC Chair

The CEAP credential continues to
evolve, ensuring that those people
who have obtained and who wish to
obtain the CEAP truly are well-round-
ed EAP journeymen, not EAP neo-
phytes. With this in mind, the EACC,
the CEAP governance body, seeks co
maintain and strengthen the integrity
of the credential. Current CEAPs
maintaining and enhancing their pro-
fessional practice may provide both
core technology and the increasingly
important "value-added" EA services.
Some EA professionals will expand
their practices to include some health-
care delivery services as well (as seen
in the interactive chart published in
the March/April issue of the Exchange).
No matter which type of services a►•e
provided, however, the essence—the
core function—of the service delivery
is the balance between the individual
client in front of us, and the organiza-
cion for which the person works.

Until recently, many of us were
able co sign up for the CEAP exam
with only a few years of EAP experi-
ence under our belts. Over the past
couple of years, the EACC has sought
to clarify and strengthen the candidacy
requirements to become a CEAP (see
the new and expanded Certification
Guide). By meeting EACC require-
inents for recent work experience in a
documented EAP setting (with specific
criteria), EAP-specific training, and 24
hours of advisement/mentoring, the
CEAP candidate has never had such
rigorous standards to demonstrate the
professionalism required to sit for the
CEAP exam. [For those new candi-
dates, Che 1999 examination daces are
May 15 (application deadline March
1) and December 11 (application
deadline September 15). Remember,

too, that the advisement requirement
must be initiated six months prior to
the application deadline and complet-
ed by that deadline.

The EACC recently changed the
requirements for current CEAPs who
wish to maintain their certification.
The requirement for appropriate EAP-
cype training remains: current training
must fit within the six EACC content
areas. As long as the 60 professional
development hours (PDHs) are
obtained within the three-year certifica-
tion period, and training fits the con-
tent outline, there are no further
restrictions concerning the content
area. This allows EA professionals to
ensure [hat their job-related training
and responsibilities are maintained to
fit the job, not to standards that may
appear co be artificial to the current
business/legislative reality. As always,
PDHs don't have Co be earned through
conference attendance. They can be
earned through being an advisor to a
CEAP candidate, by writing exam c{ues-
cions, attending courses, completing
self-study guides, and delivering train-
ing beyond your job responsibilities. A
new green-and-white recertification
folder was recently sent to all CEAPs,
outlining these requirements.

If you did not receive yours,
please contact the EACC office.

On the whole, work experience,
required both to qualify for the exam
and to maintain the CEAP credential,
serves as the anchor for an effective
EA professional. The public and the
business community have recently
soughC to require EAPs to have CEAPs
on staff. The CEAP credential contin-
ues to show its effectiveness and utility
each and every day—to individual
clients and to all EAP customers. Q
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LAPA members Deana Williams, Jerry Wilson, Gerri
Byrd, and Thomas Bradley explained their LAP issues
to Florida Senator Gra(iam's Legislative Fellow Susan
Goodman (standing).

EAPA me~nUers from Michigan gathered arowid a con-

ference table to share their sentiments with members

of Senator Levin's staff; Alison Brown of Grand Rapids

was leading the discussion wlie~i this picture was
taken.

Senator Paul Wellstone was the guest speaker for the

Monday night reception at the Monocle Rescautant.

•..~o ................................................

Those meeting with. Senator DeWine's staff had to relocate
to a cafeCeria to acconnnodaCe the many EAPA members
who wanted, to get in on the discussion.

Senator Paul W~Ilstone

(D-MN) Addressers 7998

Public Policy Conference

On Monday evening, April 20, Senator Paul Wellstone addressed the more

than 100 EAPA members who had gathered in Washington, D.C., for the

1998 EAPA Public Policy Conference. A well-known champion of legislation

to provide treatment for substance abuse, Senator Wellstone made it clear

that he will continue to work to convince congressional leaders that treat-

mentfor substance abuse is critical to the overall health of the American peo-

ple. He said that passage of the Substance Abuse Treatment Parity Act is

necessary to ensure that treatment is available.

As a leader in seeking to reform the nation's health care system,

Senator Wellstone has been working to ensure affordable, comprehensive,

high-quality health care for all Americans. He introduced legislafion to make

any health care reform that passed the Senate as good as that provided to

members of Congress. He also wrote the Patient Protection Act to protect

consumers and health care providers. In the summer of 1996, the Senate

approved legislation he authored to require health insurance policies that

offered mental health coverage to match the annual and lifetime caps pro-

vided for other physical illnesses.

In "The fight for Substance Abuse Parity," which he wrote for the

1997 EAPA Exchange, Senator Wellstone noted that high rates of alcohol
and other drug use are oRen present in domestic violence, child abuse, and
motor vehicle accidents. He also pointed out that "the problem of substance
abuse has been viewed as a moral issue rather than a disease, and has been
surrounded by a cloak of secrecy." He wrote that "we have done precious

lisle to heat or prevent these problems." Senator Wellstone continued that
same theme in his remarks at the Monday night reception on Capitol Hill.

He encouraged EA professionals to take their message to Capital Hill and to
help him identify senators and members of Congress who would be cospon-

sors. Inaddition, he urged EAPA members to come forward to testify when

congressional hearings were scheduled. He hopes the Senate Labor and

Human Resource Committee will schedule hearings in 1998.

For further information, contact Senator Welistone's office at 202.224-

5641; (e-maiq senatorQwellstone.senate.gov
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EAPA members were pleased to welcome Senator

Wellstone to their reception.

(Left to right) Members of clie Greater Flint (N[ich

EAPA Chapter were nn hand for the Monday ~iigl~t

reception. Shown (left to right) are David "1?rito"

Jiminez, UAW Local 668; Tour Mcl-tale, and 'Pony

Pawelski, both members of UAW Local 699.

• ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ e ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ a ~ ~ ~ ~ ~ ~ o

Public Policy Confemnce Chair Jim Harting led LAPA
uic~nbcrs who reported their accoanplisliuiciits during
visits to Capitol Hill on Tuesday, April 21.

Legislative CoimnitCee Chair Roy Sonovick bid

Legislative CommiCtee members a fond farewell when

tl~e du•ee-clay conference came to a close.
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(Left to right) NAPA Vice President Jacic Freckman, and , ~ ~ i ~: a '~ "~ r?a r v ~ zM ~1' ?

EAPA members Praulc Berger and Kent Lehnen (far _

right) were among clue first to welcome Senator ~~ '''
Wellstone (third from left) to the LAPA reception.
Lehnen was instrumental iii getting Senator Wellstone
to address EAPA members at the reception.
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...
.;. stress Mangement: A Praet~ieal ~ipproaeh

Shows how to recognize stressful situations and teaches ways to re-create a positive
situation and/or environment.

•;• V~olenee ~n the Worl~plaee

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

.o Teamwork: Aeh~ev~n~ Sneeess

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

Confl~et Commun~ieat~on Sl;~lls

Covers resolutions of workplace confrontations and delineates personal safety
guidelines.

(.,~r~e ✓ecfuzoCa~~

~/~uil~trt~ o~ a_/Ffi'lforical ~a'bu~dafio~ "

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

Director of
Referral Development
Inglis House, an organization that provides innovative services to
people with disabilities including housing, day services and durable
medical equipment seeks an individual to manage the Admissions
intake and referral function. This individual will develop and sustain
a census that achieves the System's financial goals, through
coordination of admissions to all system components.
Responsibilities will also include serving as liaison between referral
sources and internal clinical contacts. This position works closely
with the Care Manager and Medical Director.

Qual'rfications: Bachelor's degree in a health related discipline, RN
or comparable practical experience. Strong background in Managed
Gare, Sales and Marketing. Five years relevant experience,
including case management and contract maintenance, and the
ability to understand/discuss clinical scenarios. We are looking for
expertise in the development of external referral sources. Excellent
customer service skills and competencies are essential. Potential for
local and regional travel.

We can offer you an excellent salary and a comprehensive benefits
package. To be considered, please forward your resume, including
salary history and requirements to: Nancy DeLapo, Inglis House,
2600 Belmont Avenue, Philadelphia, PA 19131. Fax: 215-878-3082.
An equal opportunity employer.

x~
Breakvng down barriers. Together.
A wheelclwir community

May~June 1998 • EAPA EXCHANGE • 31



Ethni~an
Cultural Diversi

Me~bev~s of Biv~~zci~l F~~ilies:
A G~o~i~~ Pv~ese~ce i~ the Wov~~pl~zce
by Janice C. Warner, LCSW, CEAP This is the first in a two-part series.

s EA professionals
become more aware of
the importance of ethnic
issues in their work,

they need to give attention to the
issues facing members of interracial
families, a diverse and growing group
in the last 30 years. The U.S. Census
indicates there were 686,000 interra-
cial marriages in 1970; 1,011,000 by
1980, and 1.5 million in 1990. Since
1970, the number of mixed race chil-
dren has grown 421 percent to 2 mil-
lion in 1990.

Interracial marriages have not
always been accepted in American
society and in fact, at the turn of the
century, many states had enacted ̀ Jim
Crow" laws that made interracial mar-
riages illegal. It wasn't until 1967 that
these laws were declared unconstitu-
tional in the Loving v. Virginia deci-
sion. Even with the removal of legal
barriers, many interracial couples
have kept their marriage a secret in
the workplace to avoid discrimination
and loss of jobs.

Today, however, with the growing
and more .publicly acknowledged
presence of interracial marriages, EA
professionals find they are handling
more cases involving partners in
interracial relationships and are seeing
more biracial adults in their practice.

Partners in interracial relation-
ships come to EAPs for a wide range
of presenting problems. Some come
for premarital counseling. Though
they were getting along well initially,
once they became engaged, conflict
developed between them or with
family members. Many young people
meet at college or at work at a time in
their lives when they are removed
geographically, and distanced emo-
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tionally, from their family of origin.
Differences have been minimized or
experienced as intriguing. As they
approach marriage, cultural and
religious differences in planning the
wedding and expectations of parents
surface. The counselor has the oppor-
tunity to help the couple explore their
racial and ethnic backgrounds and
what marriage means to both. Have
the couple met each other's parents?
What is the families' reaction to the
intermarriage? How does this reaction
affect each of them? Are they knowl-
edgeable about each other's culture
and comfortable with friends of both
racial groups? Do they plan to have
children? If so, have they discussed
racial issues concerning the children
and parenting styles from each ethnic
background?

If one person's Family lives
abroad, have the couple visited those
parents, so thaC the potential partner
can see how the family makes deci-
sions and relates to each other?
Where does the couple plan to live?
Will the partner's families be visiting?
For how long? Are there plans for the
parents Co resettle here? Are they
familiar with the laws governing Fami-
lies in the country in which they plan
to live? If family members oppose the
marriage, what support does the
couple have? Is the door open for rec-
onciling later? For couples who marry
quickly, these issues may become
sources of conflict after marriage.

Couples may seek counseling ser-
vices later in their marriage when
compromises and agreements worked
out in the early years no longer meet
the needs of one of the partners.
Frequently when a couple marry, one
partner may have been closer to their

family and culture than the other.
Sometimes one family is more accept-
ing of the interracial marriage and the
couple identify with the accepting
Family, adopting its religion, customs,
and holidays. After a number of years,
one spouse may begin to miss his or
her religion and culture, and want to
reconcile with parents and become
involved in the political and social
concerns of their group. They may
want the children to become more
involved. The other spouse who
thought these issues had been
resolved may see this as a betrayal.
Sometimes antagonistic feelings
emerge about each other's racial
group, religion, values, and class
issues. The couple now is dealing
with changes in their lives that they
had never anticipated.

The other group coming to EAPs
are biracial clients. Often the racial
issues aren't mentioned initially. Some
clients experienced conflicting pat-
terns and values growing up, with
one parenC's racial group denigrated,
leading to a sense of shame or inferi-
ority, which may later transform into
feeling inferior about one's abilities.
These clients need a safe environment
in order to explore these feelings and
work through the conflicting patterns
and values to find the ones that are
most meaningful to them. Clients
need help in exploring how racial
issues are interwoven with other
problems. Work with biracial clients
is enhanced by professionals support-
ing their discovery of information
about their background. Racial history
and experiences that parents did not
discuss in the childhood years may be
easier to share later in life. This shar-
ing often lessens the Feelings of isola-



tion as clients gains a fuller view of
their own history, and the experiences
of their parents in their family's for-
mative years.

Workplace issues arise when an
employee begins a new job and co-
workers do not know the spouse or
the race of the biracial employee's par-
ents. This can lead to uncomfortable
feelings if others talk negatively about
people belonging to that racial group
or about interracial relationships.
Some employees quickly find ways of
informing coworkers of their interra-
cial family to avoid embarrassing situ-
ations. It is sometimes surprising to
coworkers that the light skinned
biracial person is offended by negative
comments about a minority group.
They are assuming that if the person
doesn't look to them to be African-
American, Asian, or Native American,
they don't identify with char group
and therefore would not be offended.

Sometimes parents of interracial
families have felt that professionals
see all of the family's problems as
coming from the mixed family back-
ground, and do not address the other
issues involved for the family. On the
other hand, biracial adults report that
often the racial issues are not
addressed in sessions. It is important
for the professional who is working
with the family or individual to access
these issues, as well as other aspects
of the person's life. Q

Janice C, Warner,
'~" LCSW, CEAP, is an

EA Professional at
Rutgers University,
New Brunswick, Ne~~
Jersey, and is a fac-
ultymember olthe
Group Therapy
Department of the

Postgraduate Center for Mental Health, New
York City. for more information, contact her
by telephone at 908-755-7236; or by fax at
.908-755-0304. Current information about
activities and resources around the country
related to interracial experience is available
to families and EA professionals from
Interracial Voice, P.O. Box 560185, College
Point, NY, 11356-0185, which maintains an
Internet Web site: http//www.webcom.com/
intvoice.

Next Issue: Helping Parents Raising
Biracial Families

EAPA Staff Opening
RESOURCE CENTER MANAGER

Supervises the Resource Center, including
publication order fulfillment, publication
updates, and inventory and database man-
agement. The Resource Center Manager will:
1. Manage inquiries to the EAPA

Resource Center, ensuring that EAPA
member requests for publications have
first priority and are handled promptly
and efficiently.

2. Respond to member and non-member
requests for information on how to
start an EAP, essential components of
an EAP, how to enter the EAP field,
and where to find an EAP vendor.

3. Maintain inventory of Resource Center
publications, interacting with printers
and other vendors as required to cre-
ate new publications and revise exist-
ing ones, while monitoring budgeted
expenses.

4. Prepare monthly sales reports, includ-
ing Virginia sales tax reports.

5. Maintain automated database for pub-
lication inventory and orders.

6. Develop marketing strategies for pro-
motion/sales of new and existing publi-
cations.

7. Direct the development of the annual
conference bookstore and orders titles
to be sold at annual conference.

8. Supervise Resource Center staff.
9. Serve as staff liaison to two EAPA com-

mittees.

All candidates should have knowledge
of or experience in at least two of the
following areas:
1. EAPs
2. Association marketing
3. Sales
4. Customer service

All candidates should have:
• A strong customer service orientation
• Excellent communication skills
• Knowledge of computers
• Related experience or education

Salary: mid-$20s to low $30s, depending
on experience, plus full benefits package.

EAPA is an equal opportunity employer
and does not discriminate because of
disability, race, religion, or sex. Minorities,
women, and persons with disabilities are
encouraged to apply.

Please submit your resume to EAPA
Director of Communications. Closing date
for this position is June 30, 1998.

N'1' f?.RNA'I' 1 ON/~ I.
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EMPLOYEE RELATIONS REPRESENTATIVE

Headquartered in Duluth, Minnesota, Minnesota Power is in need of an Employee
Relations Representative.

Duties: Develops and implements employee relations policies and programs to
improve employee retention, morale and productivity through the uniform and
equitable application of organization policies and procedures. Coordinates and
provides support in all aspects of employee relation issues, including investiga-
tion, case management, and recommendation of appropriate actions to address
and resolve issues. Provides related training for supervisors and select staff posi-
tions in human resources. Assists employees with resolution of job related or per-
sonal problems and/or refers them to Employee Assistance Program counseling or
treatment facilities. Regularly networks with medical providers, treatment and
counseling facilities. Direct responsibility for management of cases related to
medical conditions, mental health, chemical dependency, and behavioral issues
that impact job performance. Requires outstanding level of interpersonal and
communication skills to develop and enhance productive and credible working
relationships.

Standards: Bachelor's degree in psychology, social work, nursing or equivalent
degree. Related Masters degree and/or certification strongly preferred (Licensed
Psychologist Practitioner or Licensed Independent Clinical Social Worker.) Over 8
years directly related job experience in one or more of the following areas:
Industrial Relations, Organizational Development, Group Dynamics, Mental
Health, EAP, clinical, and case management. Pay and benefits are competitive.

Qualified candidates should respond by mail or fax to:
Minnesota Power, do Employment Section (M-98041), 30 West Superior Street,
Duluth, MN 55802. Fax to (218) 723-3944 by 6-10-98 including interest and
qualifications for this specific job.An Equal Opportunity Employer.
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Creating aFather-Friendly
Workplace

Creating aFather-Friendly
Worhpluce is a recent publication of
the National Fatherhood Initiative
(NFI) that outlines 10 policies
employers can consider to enable
employees to achieve better balance
between work and family commit-
ments. Increasingly, both male and
Female workers suffer significant
work-family conflict, which manifests
itself in absenteeism, tardiness, and
distracted employees. Fathers espe-
cially are under greater pressure to
increase family involvement, a goal
often hard to attain without employer
support. By implementing some of
the father-friendly workplace innova-
tions discussed in the brochure, com-
panies can help create a more loyal,
productive work force and develop
stronger, healthier families.

The NFI, under the direction of
Wade F. Horn, Ph.D., a nationally rec-
ognized expert in the area of family
policy and its impact on the work-
place, is a nonprofit, nonsectarian
organization dedicated to promoting
stronger families and healthier chil-
dren. For more information about the
organization or to obtain a free single
copy of the brochure, contact NFI at
301-948-0599. Bulk copies of the
brochure are available at $10 per 100.

Work-Family Conflict
Driving Workers "Out the
Back Door"

Despite company efforts to be
family-friendly, many highly recruic-
ed, highly skilled employees are
leaving good jobs in favor of family,
according to news reports that
appeared recently in the Everett,
Washington, Herald and the
Minneapolis Sfar Tribune.Washington
recruiter Ralph Palmen recently told
employers seeking to attract skilled
workers that they are "luring them in
through the front door and they're
leaving through the back door." The
media have recently focused attention
on high-profile business executives
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and politicians leaving high-paying or
high-prestige positions to spend more
time with their families. Palmen sug-
gested companies can close that "back
door" by improving communications,
creating a "cozy" work environment,
staying close co employees, and stay-
ing competitive financially. Another
suggestion by Michigan State profes-
sor of human resources Ellen Kossek-
is that corporations must allow
employees to move in and out of
career tracks as their family circum-
stances change, if they wish to remain
economically competitive.

Companies Must Be
Prepared to Accommodate
Workers with AIDS

With 40,000 new cases of AIDS
each year, and nearly a quarter of a
million people now living with the
disease and making progress through
treatment, businesses need to be pre-
pared to address accommodations for
workers so afflicted. Recent reports in
the Los Angeles Times and Human
Resource Executive cite experts who
say AIDS patients who had quit work
because of their illness more often are
returning to the work force, thanks to
new medications that are improving
their conditions, but are still plagued
by worry about their continuing
health status, fears that the drugs will
stop working, or that insurance or
disability payments will be jeopar-
dized. Accommodating such employ-
ees may be tricky, say experts,
especially if the worker shows no
obvious signs of illness. Accommo-
dations may have to be flexible,
changing month to month as func-
tional limitations vary with side
effects of medications.

Parents' Job Insecurity
Affects Kids Grades, Work
Attitudes

Three studies conducted recently
by researchers at Queens University in
Canada support the premise that work
affects family—when hard-working
parents live with the threat of losing

their jobs, [heir children suffer worse
grades and are less likely to view work
as fulfilling. As reported recently in
the Windsor S[ar of Ontario, Canada,
one study found thae when parents
acknowledged feeling insecure about
their work, children suffered negative
moods, sadness, anger, and anxiety—
which led to lower grades. A survey of
154 commerce undergraduates and
their parents proved the same result:
When submitting their end-of-term
grades, those whose parents had
admitted being insecure about their
joUs had lower marks. The third study
found that students whose parents
were insecure at work were distracted,
had trouble concentrating, and also
suffered lower grades. According to
Queens University business professor
Julian Barling, children's attitudes
about work tend to be fixed by the
time they're young adults, and if those
altitudes are negative, they're less like-
ly to succeed when they enter the
work world. Employers need to be
aware of how current insecurity in the
workplace is affecting the next genera-
cion of workers.

EAPA Participates in
U.S./Mexico Bi-National
Demand Reduction
Conference

U.S. Office of National Drug
Control Policy (ONDCP) Director
General Barry R. McCaffrey hosted
more than 200 substance abuse pro-
fessionals from the United States and
Mexico in a conference held in El
Paso, Texas, March 18-20. EAPAs
Southwestern Regional Director Ken
Burgess, CEAP, attended the meeting
as a representative of EAPA and the
EAP field in the United States.

The two-day El Paso summit
included a special "Ambito Laboral"
(workplace) issues session. The group
was charged with creating five recom-
mendations for the workplace and
then presenting them to the larger
group for further discussion. (The
recommendations are listed below )
While developing the recommenda-



Lions, the workplace group made the
following conclusions:
• The highest rate of drug use is

among young adults, and the
majority of them are employed.

• The workplace has a strategic role
in prevention, intervention, and
referral Co treatment to reduce the
demand for drugs.

• The workplace must assist in creating
a culture that discourages drug use.

• Workplace programs must consider
all substance addictions, including
alcohol.

The recommendations presented
to the bi-national participants includ-
ed the following:
• Be consistent in all program ele-

ments. We muse work to ensure
consisCency in program elements,
including education and training
components of programming as
well as messages in schools, the
workplace, and the community.

• Develop a data infrastructure. We
must collect (uniform) data about
substance abuse; the costs related
to abuse on local, regional, and
business levels; and the effectiveness
of programs.

• Develop a national will and
resources. There is a need. for
national will and resources (and
possibly regulation) to implement
and maintain drug-free workplace
programs as part of a comprehen-
sive health program.

• Conduct follow-up meetings and
activities. In a follow-up meeting,
we must invite business and union
leaders, representatives of profes-
sional and business associations,
chambers of commerce, providers,
insurers, epidemiologists, and cost-
benefit analysts to help us develop
plans that will effectively address
workplace needs.

• Engage to management. We must
encourage top-level management to
support and make access to preven-
Cion, training, and referral to Creat-
ment available to workers.

The second Summit of the
Americas was scheduled to be held in
SanCiago, Chile, in April. EAPA will
remain involved in this continuing
effort. Look to future issues of the
EAPA Exchange for more
information. Q

National EAP/Managed Behavioral Health Care firm seeks a VP of
EAP/MBHC Operations. Individual must be highly motivated with
extensive management experience of EAP/MBHC, strong people
skills and proven leadership abilities to manage the entire EAP/MBHC
division. Must have experience and knowledge of management
information systems, computers, budgets. Will be actively involved in
planning and report directly to the President. Please fax resume with
salary history to (312) 558-1570, or mail to Perspectives, 111 N.
Wabash, Suite 1620, Chicago, IL 60602. ATTN: BSD. EOE

EAP Account Manager/Counselor

EAP Account Manager/Counselor position available in NW Indiana.
Applicant must have Masters in Social Work, Counseling,
Psychology or related field. Substance abuse expertise and/or certification
required. Please fax resume to (312) 558-1570 or mail to Perspectives,
111 N. Wabash, Suite 1620, Chicago, IL 60602. ATTN: JR/CG. EOE

i~I'aL•

Em o ee Assistance Coor inatorpy
Mayo Foundation is an affirmative action and equal opportunity educator and employer.

Mayo Medical Center is currently seeking an Employee Assistance Coordinator.

Candidate will provide consultation, assessment and referral for Mayo medical
employees and family members with personal and/or work related problems.
Works with Mayo leadership (administrators, supervisors and physicians) to
manage the troubled employee, enhance the work environment and improve
employee job performance. Provide outreach for education of employees and their
family members about the availability of Employee Assistance Program services.

Qualified individual will possess a Masters degree in behavioral or social science,
or related field. Licensure in social work (LICSW) psychology, behavioral health,
and LEAP certification or eligibility is required. Must have experience in
substance abuse and mental health assessment. Should have experience working
in an employee assistance program. Must have the ability to design and present
educational program, and possess strong•communication and listening skills.

Mayo offers an excellent salary and benefits package. Interested candidates
should contact:

Mayo Medical Center
Allison Barnes; Human Resources Sta(flng CeMet, OE•1, 2001st Street SW, Rochester, MN 55905

fax 507-284-1445 e-mail barnes.allison@mayo.edu www.mayo.edu

Mayo uses optical scanning technolofgy. Please use a 12 point font in your resume with minimal use of
bullets, italics, underlining and bolding,
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International
News
U.K. A~~it ~z~~ E~~zl~~tio~ Gui~eli~es

fov~ ~'~11's I~To~ A~~zil~zble
by Tim Cuthell

he United Kingdom (UK)
Employee Assistance
Professionals Association is
delighted to have published

what we believe to be a world-firsC for
EAPA: UK Guidelines for Audit and
Evaluation for Employee AssisCance
Programs.

The document is the result of
two years of work by a subcommittee
representing all sectors of the growing
UK EAP market. Contributors were
individual members who had direct
experience of the audit and evaluation
of EAPs in the United Kingdom.

The primary objective of the
group was to produce guidelines to
help purchasers of external programs
and those responsible for the manage-
menc of internal EAPs by setting out a
clear audit and evaluation process. It
was important for the document to be
clear, straightforward, and accessible
co a wide audience. The guidelines
take the reader through the audit and
evaluation process from start to finish
and include consideration of the pur-
pose of Che exercise, selecting an audi-

for or evaluator, establishing proto-
cols, and dealing with difficulties or
disagreements along the way.

We expect the publication to be a
working document for readers who
currently have an EAP, those in the
process of writing their specifications
for a new service, and those whose job
it is to carry out EAP audit and evalua-
lion, specifically within the UK. The
group felt that an audience beyond the
UK will also be interested in this work,
particularly U.S. and global organiza-
~ions with subsidiaries in the UK.

As a result of the widespread use of
the guidelines, we expect co see a corre-
sponding improvement in standards of
provision. The guidelines help the read-
er to understand and assess the reality
of service delivery. They also make
demands on those who commission an
audit or evaluation of an EAP by point-
ing out the need for a clear set of stan-
dards or expectations of the EAP before
the audit and evaluation process begins.
In this way, the recommended process
encourages a healthy climate in which
purchasers, service managers, and

The Customers You Want Read the EAPA Exchange
To Advertise in the Next Issue of

EAPA Exchan e
Call Marilyn Lowrance

703-538-5557
July/August '98 Issue
Deadline: June 20
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providers are working in partnership to
achieve a common aim.

A secondary objective for writing
the guidelines is co reinforce UK
EAPA's position as the voice for
employee assistance programs in the
UK. This publication is one of a num-
ber of initiatives, including our previ-
ous publication, UK Standards of
Practice and Professional Guidelines jor
Employee Assistance Programs, which is
currently being updated to take into
account the growth and development
of EAPs in the UK over the past two
years. Work is also commencing on
the production of guidelines for pur-
chasers of EAPs—watch this space!

We also believe that anyone
involved in the world of EAPs will
find the Guidelines interesting and
beneficial. Copies cost $15 each (plus
postage and handling). To order, con-
tact Karin Maule, UK EAPA, +44-171-
228-6790. Q
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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

IAdd

State/Prov

~ Zip/Postal

y ~ ~ ~.
r

Cen#er W1th

1 , ~

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).
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EACC-Approved
Conferences and
WorKshops

EAPA Connecticut Chapter

June 18 in Farmington, "If You Are Not Laughing,
You Are Probably Not Living," 3 hrs., contact
Deborah C. Shapiro, 860-726-7038 or
860-726-8036.

Striking a Balance

The following workshops will take place on June
23 in Pennsylvania: "Showcasing a National
Leatler, " 1 hr.; "Is the Life Balance of Employees
a Corporate Responsibility?" 1 hr.; "The Chaos of
Care: Moving Towartl Solutions, Part I," 1 hr.;
"The Chaos of Care: Moving Toward Solutions,
Part II," 1 hr.; "Family-Friendly Benefits: Friendly
to All?" 1 hr.; "The Information Exchange Panel,"
1 hr.; contact Jane Yallum, 412-492-1699.

Institute for Behavioral Healthcare

June 27 in Los Angeles, "New Opportunities for
Substance Abuse Clinicians," 7 hrs.; contact
650-851-8411.

EAPA Houston Chapter

July 14 in Houston, "Understanding the
Conversion of Medicaid Service Delivery to
Vendor HMOs in Harris County," 1.5 hrs.; August
11 in Houston, "United Way Update: Easy Access
to Service Delivery," 1.5 hrs.; contact Trisha Kerr,
281-537-7445.

EAPA Central Florida Chapter

July 15 in Winter Park, "The Search for Quality,"
1 hr.; August 19 in Winter Park, "Reducing
Negative Stress," 1 hr.; contact Jan Ellison at
407-880-6537.

EAPA South Carolina Chapter

July 19 in Columbia, "Managing Transition,"
3 hrs.; contact Jim Canup, 803-314-4949.

Wilderness Treatment Center

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

Long Island University, C.W.
Post Campus

August 3-7, "Employee Assistance Counseling,"
30 hrs.; contact William R. Stump, 516-299-2814
or 516-747-1443.

EAPA South Central Wisconsin
Chapter

August 7 in Madison, "Panel of Alternative

Medicine Practitioners," 2 hrs.; contact Mary Kay
Aide, 608-255-4419.

Labor Assistance Professionals

August 16-20 in Las Vegas, NV, "Labor Unity
Saves Lives," 2 hrs.; "Diversity Gathers Strength,"
2 hrs.; "The Presssure Doesn't Stop at Quitting
Time," 2 hrs.; "AA and Psychotherapy," 2 hrs.;
"Assessment Tools" and "Sports Drugs," 2 hrs.;
"Gangs—How They Affect Your Life," 1.5 hrs.;
"Women: A Blueprint for Treatment," 2 hrs.; "EAPs
in Practice—A Joint Perspective," 2 hrs.; "How to
Form a LAP Chapter," 1 hr.; "Ongoing Education,"
1 hr.; "Spirituality—A Journey of Caring," 2 hrs.;
contact Henry Spence, 212-397-8858.

Ross Von Weigand Award Correction

The 1998 EAPA Member Resource Directory information on the

Ross Von Weigand Award is incomplete. The union that received the

award in 1981 was IAMAW (District 141, International Association of

Machinists and Aerospace Workers). The award was given in San

Diego, with Louis R. Schroeder representing the Machinists Union

and Percy Wood representing United Airlines. We would like to thank

EAPA member Regis Wasiecko, BA, CEAP, Director of EAP,

District 141 IAMAW, for bringing this information to our attention.
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EAPA Northern Ohio Chapter

August 21 in Cleveland, "Child Care," 2 hrs.;
contact Joseph S. Calucchia, 216-429-7434.

EAPA Los Angeles Chapter

August 26 in Los Angeles, "The Role of a Tratle
Union Member Assistance Program," 2 hrs.;
contact Paul Salzman, 310-829-4429.

EAPA Massachusetts Chapter

September 11 in Boston, "EAPs: Assisting the
Client with Financial Stressors," 1.5 hrs.; contact
Lenore Woolley, 617-725-7131.

Other Conferences
and Workshops

August 4-7, World Congress for Counselling,
Paris, France; contact Dr. Hans Z. Hoxter in
London at 0171-351-1999.

September 23-24 in Dublin,131hAnnual EAP
Conference, "Dignity at Work—Adding Value to
Employee Contribution," contact Claire Rowell,
EAP Institute, 143 Barrack Street, Waterford,
Ireland; (phone) 353-51-855733.

September 16-20 in Chicago, "10"'Annual
Behavioral Healthcare Tomorrow Conference;
contact Lucille Donohoe at 415-435-9749.

August 30-September 4 in Malta, the 42~a ICAA
International Institute on the Prevention and
Treatment of Dependencies. For further informa-
tion, contact Carlson Wagonlit, P.O. Box 281,
CH1001, Lausanne, Swiitzerland, 011-41-21-
312-2711;(fax) 011-41-21-312-0472.
Reservations are guaranteed through
July 1, 1998.

The San Fernando Valley,
Los Angeles, and Orange County
Chapters of EAPA are jointly
sponsoring "HIV: A Comprehensive
Biomedical and Psychosocial
Overview" on Saturday, June 13,
8:00-4:30 p.m. Advanced
registration is $80 (members)
and $95 (non-members).
For further information,
contact Bob Kovalesky,
310-417-1887.
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How to Submit an Article to the
EAPA Exchange

The EAPA Exchange welcomes the opportunity
fo review member submissions for publication
and to retain antl use them as appropriate. The
Exchange also reserves the right to edit or
decline submissions as necessary. Published
articles by members do not necessarily reflect
EAPA philosophy or policy.
The 1998 editorial calendar lists the main topic
of each magazine. Other topics of interest will
be included in each issue as space allows.
Articles should be 1400-2200 words long and,
whenever appropriate, charts, graphs, and/or
photos should be included. Because of space
limitations, the Exchange does not list refer-
ences but does encourage the reader to contact
the author for those references.

Authors should submit a hard copy of the
manuscript as well as a disk containing the
manuscript. Software should be compatible
with Microsoft Word 7.0 for Windows, 10 pt.
Times Roman.

In most cases, published articles will include a
photograph of the author; whenever possible,
please submit a photograph with the manu-
script. For more information, or to discuss
your topic before submitting it for publication,
please call the editor at 703-522-6272.
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EAPA Mission
Statement

To promote the highest standards
of practice and the continuing

development of employee assistance
professionals and programs.

How to Contact EAPA Staff by E-Mail
& Phone Ext.
Anthony Brown,Certification Assistant • [xt. 319
EAPCERTDEPQAOLCOM

Joni Reed Cooley, Certification Director • Ext. 311
[AFC ERTD I R@AOLCOM

Mary Craigie, Membership Director • Ext. 315
CAPMC-MDI Rc~?AOL.COM

Katina Doulis, Receptionist • [xL 301
EAPAMAI N ~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
EAI'R ESCEN @AOL.COM

Sheila Macdonald, Legislation and Public Policy Director
Ext. 309
EAPLPPD I ROAOLCOM

Ruth Maupin, Accounts Receivable Manager • [xt. 312
[APR [CMAN @AOL.COM

Ellen Miller, Annual Conference Director • Ext. 303
GAPCONVDIRCn~AOL.COM

Juanita Padgett, Membership Manager • Ext. 317
CAPMEMMANCAOLCOM

Kay Springer, Communications Director • Ext. 308

EA PCOMM D I RC?AOLCOM

Sheree Clayton Thomas, Finance Director • Ext. 305
EAPFINDIR@AOLCOM

Sylvia Straub, Chief Operating Officer • Ext. 316
EAPCOO@AOL.COM

Nicole Whitlock, Accounts Payable Manager • Ext. 313

Kimberly Wilds, Certification Manager • Cxt 310
fAPCFKTMAN~AOL.COM

HaueYou Changed ;
Your Address?

~ If you have moved and have not yet ~
~ informed EAPA Headquarters, please ~
~ contact Juanita Padgett, c/o EAPA ~
~ Headquarters, 2101 Wilson Boulevard, ~
~ Suite 500, Arlington, Virginia 22201; ~
~ (fax) 703-522-4585; (e-mail) ~
~ EAPMEMMAN@aol.com ~
1 1
~ Former Address: ~

1 1
1 II

-o
i u
1 1
1 New Address: ~
i i
i o
i i

L-------------J
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1998 Editorial Calendar

July/August

Returning Employees to

the Workplace: Pros &Cons

September/October

Eldercare and the Needs of

an Aging Work Force

November/December

Public Policy/Americans with Disabilities



CALL FOR NOMINATIONS

The Board of Directors is seeking nomi-
nationsfor avariety of officers within EAPA to
serve at the international level. Positions to be
voted on for 1998-2000 are: President-Elect;
Vice-President, Treasurer, Secretary, Diversity
Director, Internal Programs Direcfpr, the
International. Regional Director, the Eastern.
Regional Director, the Southern Regional
Director, the Mid-Western Regional Director,
and: the Western Regional Director.

AI~I candidates can be nominated,from
among the general EAPA membership, All
new officers will assume office in Nouamber
1998..

Criteria for Nomination

The Executive Committee: Nominees. for
the Executive Committee (President-Elect,
Vice President, Secretary, and Treasurer)
must be members in good standing for at
I~ast four years prior to nomination; must be
CEAPs; ,must have served on the Board pre-
viously (although not necessarily during the
term immediately preceding the election);
and must be willing and able to attend

INTi~: r.Nn•rioNni.
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LAeaR • MnHn~eeneNT • CoNS~~TnHis

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

scheduled meetings of the Board and
Association. All eligible members vote for
the Executive Committee.

Regional Directors: Must live in the
region which they would represent; must be
a Certified Employee Assistance professional
(CEAP); must be a voting member in good ,
standing for at least four years immediately
preceding nomination; mint be willing and
able #o'attend scheduled meetings of the
Board and Association. Regional Directors
are voted for by the eligible .members in
their respec#ive regions.

Spe~ial.Airectors:. The Internal Director
must work in an Internal Program.
Candidates for both positions that are open
must be a Certified employee Assistance
Professional (CEAP); must be a voting
member in good standing for at least four
years immediately preceding nomination;
must be willing and able to attend scheduled
meetings of the Board of Directors and the
Association. All eligible members vote for
the Special Directors.

Nomination Procedure

All nominations should be sent to
EAPA at 2101 Wilson Boulevard, Suite 500,
grlington, VA 22201-.3062;_ or faxed to:
703/522-4585. Address nominations to the
attention of the Nominations Committee.
Submissions must be postmarked by June
25', 1998.

Thenominating.letter should reflect the
following: the canddate's.recognized:leader-
ship.role, the candidate's prior participation
in EAPA, and reasons why you believe the
candidate is qualified:

The status of all nominees will
be verified to ensure they meet the
appropriate criteria. Nominees who meet
the criteriawill then be submitted-to the
Nominating Committee.-for review.

The Nominating- Committee
consists of one representative from each
region. This representative will be the
Regional Director or a person appointed
by the Regional Director.

I~~LI.. ~~ ..~bson Frey I~I~II~~~I
,,-rsity of Maryland

410-706-3607 ~''
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