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Front Desk

This month's issue was coordinated by EAPA Exchange Advisory
Committee Chairman John Maynard, Ph. D., CEAP

Tools for Mang g
Workplace Co ict

This issue of the EAPA Exchange focuses on a question that has few easy
answers: How to handle workplace offenders. We have found no shortage of
information on disciplinary procedures that should take place after an offense
occurs. So for this issue, we have chosen articles that explain what happens
before offenses occur, as well as articles that provide information on tools
available for settling workplace conflict. Your comments, letters to the editor,
and follow-up articles are always welcome and appreciated.

The 1999 elections for EAPA Board of Directars will be taking place when
you receive this issue. Please check out page 10 for the elections roster, and
don't forget to vote!

Those of you who want to refer back to EAPA Exchange articles published
during the past year will find the enclosed index particularly helpful. And be
sure to see pages 36-37 for the latest news on the 1999 EAPA Annual
Conference.

Sincerely,

John Maynard, Ph.D., CEAP
Chairman
EAPA Exchange Advisory Committee
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Sun wn M Ranchdo
Established 1968

The oldest ~°esidential alcohol and d~°u~ addiction ti°eatment center° in the state of Washington

Our Motto Our Costs

"TH E
PATIENT

IS THE REASON
WE ARE HERE"

Our costs are the most reasonable

in the nation. A 21-day inpatient

ADULT stay is $2730 or $130 per

day. A 28-day inpatient ADO-
LESCENT stay is $4760 or $170
per day. These prices include
psychiatric and medical consul-

tation, family counseling and
family room and board. Treatment

is covered by most insurances/

managed health care.

Our Experience

Sundown M Ranch has been in
operation since March 1968.Over

50,000 adults and adolescents
afflicted with the disease of
alcoholism and drug addiction
have been led back to sober,
productive lives by our dedicated,
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President's
Pa e~'
~~S Fly
by Gregory P. DeLapp, CEAP

ne of the consistent
strengths of [he LAP
Association has always
been the many talented and

dedicated people who are collectively
known as the membership. In every
chapter, there are EA professionals
generating ideas, meeting challenges,
and bringing about change. Yec, on the
whole, their work is known but to a
few. One such member was Tom
Hudson. On an early July morning,
Tom died in an auto accident in the
Pocono Mountains area of
Pennsylvania.

A brief glimpse of Tom's past
inchides his pioneering work in devel-
oping [he internal EAP for the
Philadelphia Inquirer in 1978, where he
had been employed since 1966. His
was no small task, given the mix of
two distinct daily newspaper opera-
tions, 13 separate labor groups, and
the wide range of employees typically
fotmd under one roof at any newspa-
per. In his already busy schedule, Tom
served as one of the first presidents of
the Philadelphia Chapter (then
Delaware Valley Chap[er) of EAPA,
served as the host for [he 1982 Annual
Conference in Philadelphia, and con-
sulted with numerous other newspa-
pers and addiction treatment
organizations. No big awards. No spe-
cial recognition. Just doing his job,
while passing i[ on to others.

There were then, and certainly are
now, talented and dedicated people
just like Tom in each chapter through-
out EAPA. My thanks to Tom and to
all those umnentioned members trice
him. My condolences to Tom's family
and surviving spouse, Carol. They
should know that Toms contributions
have not gone unrecognized, and his
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death has been accepted with great
sadness. He left his mark.

While the Association continues
to harbor such talented and dedicated
members, we are not alone. On a
recent trek to Tijuana, Mexico, as an
invited guest of the Whi[e House
Office of National Drug Control Policy
(ONDCP), I met many people from
Mexico who reminded me of our
members during the early years of

As we positiov~
EAPA fov~~v~o~tl~
~zv~cl ~evelop~ev~t, I
w~v~t you to tell ~e
youv~ i~e~zs ova tivl~ev~e
stv~~zte~ic e~ph~zsis
vtee~'s to be.
EAPA: enthusiastic, heading in many
directions, looking for precedents and
guidance, and up against significant
societal, economic, and political
forces. These equally Calented and ded-
icated professionals in Mexico have
done great work in their country, and
are looking for EAPA to bring its col-
lective experience to the table. And, as
national trends on production and use
were delineated during this meeting
(the Second Bi-National Drug Demand
Reduction Conference), it was clear
that we have a good deal to learn from
the folks in Mexico, too. More on this
in a later column.

The emergence of LA in Mexico is
not unique. LAPA Ineernational
Director Richard Hopkins has the
daunting task of serving as the link
vetween the EAPA Board of Directors
and the Association members outside

GREGORY DE4APP, C6AP
EAPA President

Canada and the United States. In addi-
tion, Richard is the link to the Native
American Chapter members, who hold
status as members of the international
community within EAPA. He does all
this by phone, fax, and e-mail from
London, England. There has long been
EA growth in the U.K. We already
have an LAPA Chapter there as well as
in Australia, Brazil, Chile, Japan, and
South Africa. Richard reports either
growth or significant interest in EAP
and EA as a defined profession in
other parts of Europe, especially in
Ireland, Denmark, Portugal, and in
much of Southeast Asia, including
China, Hong Kong, and in New
Zealand, Trinidad, and Bermuda.

As I found in Mexico, we have
much to learn from each ocher. The
measured developmenC of EAPA in

continued on gage 29
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From the
~oo

Reco~ev~yMo~th
Hi~l~li~hts the Wov~~pl~zce
by Sylvia Straub, Chief Operating Officer

eptember is Substance Abuse
Recovery Month and the
program's sponsor, the
Center for Substance Abuse

Treatment (CSAT), is highlighting
businesses and the workplace this
year. The month-long observance calls
attention to the need for and the effec-
tiveness of treatment for substance
abuse problems.

Recovery Month was announced
June 18 at a press conference at the
National Press Club in Washington,
D.C. EAPA was one of five organiza-
tions invited to make presentations at
the press conference, along with CSAT,
the Substance Abuse and Mental
Health Services Administration
(SAMHSA), the Community Anti-Drug
Coalitions of America (CADCA), and
the U.S. Department of Labor. I was
pleased and proud to represent EAPA
at this event and to hear others sing
the praises of employee assistance pro-
fessionals. Members should be very
proud of their accomplishments in
helping employees and employers deal
with substance abuse problems in the
workplace, as well as with other prob-
lems that affect employee productivity.
EAPA is also invited to participate in
another Recovery Month activity in
early September.

As an indication of the impor-
tance that CSAT places on the work of
employee assistance professionals, the
agency has mailed to EAPA members
more than 4,500 Substance Abuse
Recovery Month kits, together with
letters from CSAT Head Dr. Westley
Clark and EAPA President Greg
DeLapp. The kits outline activities
calling the attention of the public, and
especially businesses, to the impor-
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tance of early identification, treatment,
and prevention of substance abuse
through the workplace. Included is a
description of a series of CADCA-
sponsored forums in some 20 cities
across the U.S. CADCA invites EAPA
chapters in those 20 cities to work
with its local affiliates to gain maxi-
mum exposure for the message of
hope, especially to those in the work-
place, for recovery from substance
abuse problems.

Check out the Recovery Month
Web site for further information: www.
Health. org/recovery99

White House Conference
on Mental Health

The value and importance of
employee assistance in dealing with
mental health issues in the workplace
reaches the highest levels in the U.S.,
including the White House. EAPA was
one of 300 groups and individuals
President and Mrs. Clinton and Vice
President and Mrs. Gore invited to
participate in a White House
Conference on Mental Health on
June 7. The day-long event focused on
removing the stigma that individuals
with mental health issues often experi-
ence. Tipper Gore hosted the confer-
ence and led off with her own story of
obtaining help for the clinical depres-
sion she experienced some years ago.
The Vice President and Mrs. Gore
wanted to "put a face on mental health
problems" by inviting others to share
their stories.

President Clinton issued two
Executive Orders that day: One is that
all federal employees (estimated at 19
million) will have parity for mental

SYLVIA STRAUB
Chief Operating Officer

health coverage in their health insur-
ance plans; the second is that no fed-
eral agency may discriminate against
hiring individuals who have mental
health issues. EAPA has taken a posi-
tion supporting mental health parity as
part of health insurance plans.

As EAP?;s representative at this
event, I had the opportunity to renew
acquaintances with my counterparts
from associations and federal agencies,
as well as to make new acquaintances
from these groups and the Congress.
Throughout the day, I heard such phras-
es as, "EAPs are certainly on the front
line (in identifying and working with
those who have mental health issues),"
"EAPs do wonderful work," and "we
had an emergency recently at our
agency, and I called the EAP right away."
Clearly, EAP is known and valued in the
U.S. government and in other national
and international organizations.

Chapter Visits

Imagine stepping off a plane in
Honolulu after a long, long day of fly-
ing from the East Coast to be greeted
and presented with a beautiful, fra-
grant lei. Well, just that happened
when Bob Kovalesky, Sam Usher, and I
arrived in Honolulu in early June and
were greeted by Hawaiian Chapter
member Anna Horn, who presented us
with leis. That was just the beginning
of the warm hospitality from Hawaiian
Chapter President Pat Anderson and
chapter members who held their
conference in Honolulu. The idyllic
setting, an excellent conference
program—President-elect Linda
Sturdivant, who spoke on diversity,
provided one of several presenta-

tions—and friendly and enthusiastic
members made for a wonderful expe-
rience.

Attending and speaking at the
Native American Chapter Conference
in Spokane later in June was a stellar
experience as well. The theme of the
conference was "Healing the Healers,"
and speakers focused on ways that EA
professionals can nourish their own
mental health and spirituality. EAPA
Secretary Jim Printup emphasized in
his presentation the importance of
bringing spirituality back to the work-
place and the role of Native Americans
in helping us understand better the
value of spiritual aspects of living and
working. I especially want to thank
outgoing Chapter President Carol
Herrera for the gift of her presentation
on aspects of Native American culture.

Closer to home, Diversity
Committee Chair Rickie Banning invit-
ed me to speak with the Diversity
Subcommittee on Marketing about
EAPA's marketing efforts, particularly
as they pertain to recruitment and
retention of members. It was a chance
to emphasize the importance of mar-

keting in associations and of planning
and integrating all marketing activities
for maximum benefit to the Association.

Back at Headquarters

EAPA has a Job Bank on line! By
the time you read this, it will part of a
"Members-Only Section" on EAPAs Web
site address: wwweap-association.org
(the Web site can also be accessed at the
old address: wwweap-association.com).
Members seeking jobs can visit free of
charge by providing their member ID
number and date of expiration (printed
on your membership card). For infor-
mation about listing a job, please con-
tact George Figliozzi (ext. 314 or
EAPOFFMAN@ aol.com). More and
more members who are external
providers are listing their services online
and in the printed version of EAPAs
Service Providers Guide. For details, con-
tact Mary Craigie (ext. 315 or EAP-
MEMDIR@ aol.com). Finally, using
EAPAs faxback system can save you
time. An index of documents available,
as well as the means for accessing it, are
described on the inside front cover.

Technology is playing a more and
more important role in our profession-
al and personal lives. EAPA staff
members are busy updating EAPAs
database, developing the Web site
Members-Only Section, and building a
secure firewall so that, in the future,
members can register for conferences,
xenew memberships, and purchase
publications. Stay tuned. There's much
more to come! Q

Exchan e
1999 EDITORIAL

NDAR
September/October
Public Policy Issues for EAPs

(Annual Conference Issue)

November/December
A Look at EAPs within Managed

Care Organizations

July~August 1999 • EAPA EXCHANGE • 1



he common thread woven through all the
cases of workplace offenders I have treat-
ed in over 20 years of EAP counseling,
coaching, and organizational consults- ~

lion is pessimistic thinking. The good news is
that we, as EA professionals, can teach our
clients the skills of optimistic thinking. We
can intervene in their downward-spiraling
process of despair and hopelessness by teaching a few
skills.

Your Lens Affects Your Views

Optimism and pessimism are powerful lenses that
affect your views of yourself, the world, and the things that
happen to you. As with other thoughts in your belief sys-
tem, pessimism is so pervasive and powerful that often you
don't recognize it for what it is: one way of looking at the
world. It is not the truth; it is simply one way to think.
Unfortunately, pessimism limits the employees' accom-
plishments and holds them back from being successful.

Professionals in behavioral science have found that
one's outlook on life has a great impact on the success one
achieves. Optimists have a favorable outlook on life, expect
things to go their way, and tend to be better at solving prob-
lems. Optimists handle stress better than their pessimistic
coworkers, have fewer stress-related symptoms, such as
headaches, tension, and fatigue, and enjoy better health.
Additionally, depression is much more likely to plague pes-
simists.

Does optimism succeed in the workplace? Martin E. P.
Seligman, Ph.D., a professor of psychology at the University
of Pennsylvania, conducted extensive studies on the power
of optimistic and pessimistic thinking. His study showed
that sales professionals who were optimistic thinkers sold
88 percent more than the pessimistic sales reps.

Seligman's work has helped people who are facing
adversity alleviate their depression and become successful.

8 • EAPA EXCHANGE • July~Auqus11999

by Rochelle Teising

When I work with workplace offenders and poor per-
formers, Idraw heavily on the information Seligman
presents in his book, Learned Optimism. When my pes-
simistic clients have been coached to use principles of
optimistic thinking to deal with bad situations, I've
seen them bounce out of slumps and quickly
recover from disappointments.

Explanatory style, whether optimistic or
pessimistic, is learned from early life expe-

riences, primarily through the modeling of significant others
in one's life. The skills of optimistic thinking can, therefore,
be learned.

How We Explain Good and Bad Events

When something happens to us, we evaluate the situ-
ation and explain to ourselves why it happened. Seligman's
research showed that people's explanations fit three cate-
gories: time, scope, and cause.

The time category refers to how long you believe the
event or the effect of the event will last. Do you believe it is
temporary, just for today, or just this morning? Or do you
believe it is permanent and will last a long time, maybe
even forever?

Scope refers to what you believe is the extent or reach
of the event. Do you believe the scope is specific, affecting
just one area of your life? Or do you believe the scope is
global and pervasive, with an impact on many areas of your
life?

Cause refers to what you believe caused the event or
made it occur. Do you believe the cause is internal or per-
sonal? That you alone made it happen? Or do you believe
the cause is external, that other people or external factors
made it happen?

Interwoven into the category of cause are control and
ownership issues. Control refers to how much power you
believe you have in a situation. Do you have some control,
at least control over your own responses? Or do you believe

you have no control, that there is
nothing you can do? Ownership
refers to owning the situation. If it
is a bad situation, do you take own-
ership for the solution instead of
blaming yourself for the problem?
If it is a good situation, do you
believe that you own the success?

Pessimists own the problem.
When something happens, they go
into self-blame. They think they
created what happened because of
what they did or who they are.
Feeling they have no control, pes-
simists find it extremely difficult to
believe they can change or fix the
situation. They feel a deep sense of
helplessness.

Optimists own the solution.
They believe a bad situation can be
turned around. When something
bad happens, optimists go into
action to figure out what happened
and what they can do to change or
fix things. They take ownership for
solving the problem because they
feel they have control.

The optimistic thinker and the
pessimistic thinker will evaluate and
explain the same event differently,
based on their individual and differ-
ent interpretations of time, scope,
and cause and their different per-
ceptions of control and ownership.
Their explanations determine how
they react to the situation and what
courses of action they will take.

Similar Thought
Processes

Curiously, both optimists and
pessimists use similar thinking
patterns. Both can see a situation
or event as temporary or perma-
nent. Both can limit a situation or
event to one aspect of their lives or
expand it to reach into their whole
lives. Both can see themselves,
others, or outside forces as causing
a situation or event. The table on
page 10 summarizes how opti-
mists and pessimists respond to
the same situation. The difference
is how optimists and pessimists
apply these ways of thinking to
different situations.

X19

When Tunnel Vision Turns Successful Workers
Into Failure, Try These Strategies
by Muriel Gray, Ph. D., LCSW CEAP and Mel Sandler, LCSW LEAP

EA professionals are vital to helping
workers adapt to the myriad changes in
today's workplace. Downsizing, acquisitions,
and mergers—the "doing more with less"
mentality—have become the norm, not the
exception. Unfortunately, many people are
getting caught in traps they unwittingly set
for themselves, How might EA practitioners
identify and help workers who are at risk of
undermining their own careers through their
"personal traps"? One such trap is tunnel
vision.

Tunnel vision in the workplace means
that the worker's wails are constructed by
personal beliefs that put limits on the per-
son's ability to see things clearly and move
forward. When things in the workplace are
familiar, this tunnel vision is limiting but it can
also be adjusted. When there are major rum-
blings of change in the workplace, this per-
son's inability to see or move beyond those
walls can lead to extreme fear and danger-
ous consequences.

Here are two steps with a cognitive
behavioral approach that have been effective
in working with these employees. The key is
to challenge their vision, broaden their vision,
and challenge their thinking.

Step 1: Challenge the vision
People need to acknowledge that theirs is
not the only way to see things, that other
people have very different ways of seeing the
same things they are looking at, and that
there are also people who are effective and
successful and who have a very different
vision. This can be true in all areas of their
life, both in and out of work.

Encourage employees with tunnel vision
to talk with coworkers about the things that
are happening at work. Listening to these
coworkers is also important. In fact, listening
to what the others have to say is more impor-
tantthan talking when challenging the vision.
The goal should be to begin collecting differ-
ent ways of seeing things, The following
exercise may help clients organize and ana-
lyzethese different viewpoints. The same can
be done with their successful family mem-

bers and friends. (It is important that they not
challenge or try to change the other person's
view during the exercise.)

Exercise 1: Challenge Your Vision

Topic:
My view.
Other viewpoints:
1.
2.

5.
etc.

Step 2. Broaden the Vision
To do this, workers will need to locate a small
number of people whom they like or respect.
These should be coworkers or others who
seem to understand the situation at work.
These workers need to be prepared to get
feedback on an event at work that they are
particularly concerned about or a situation
that coworkers are reacting to and they are
discounting. They will need to learn to listen
with your ears and eyes.

This chart may help as they .gather
information.

Exercise 2: Broaden Your Vision

My view:
Spoke with:
Her view:
Spoke with:
His view:
My view:
Observed:
Majority viewpoints:

My conclusions:

Adapted from Winning at Work: Break

Free of Personal Traps to Find Success

in the New Workplace by EAPA mem-

bers Mel Sandler and Muriel Gray. For

further information, contact Muriel Gray

at 301-390-7500 or Mel Sandler at 201-

692-8255.

July~August 1999 • EAPA EXCHANGE • 9



Coaching poor performers in these skills of optimistic
thinking can help them replace long-standing patterns of
pessimistic thinking and self-defeating behaviors. ~

References are available from the author.

Optimistic thinkers believe:

• the good things that happen to me will continue to happen;
• one good thing can have a positive impact on many other things

in my life;
• I did something to make the good thing happen.

Pessimistic thinkers use the same line of thinking when
they view bad things that happen to them. They believe:

• The bad things that happen to me will continue to happen;
• One bad thing can have a negative impact on many other things

in my life;
• I did something to make the bad thing happen.

The presence or absence of hope in one's belief system deter-
mines whether optimism or pessimism prevails. Optimists may be
demoralized by a horrible situation, but because they are filled with
hope, they can put the situation into a manageable perspective.
Hope gives them the resilience to bounce back from adversity.

Anchors of hopelessness weigh down pessimists. They view bad
situations as all-encompassing and permanent, and they are often
overcome by visions of helplessness as well. The combined punch
of hopelessness and helplessness enervates them in the face of
adversity.

When you start to
think this... Replace it with this...

• IYII never work. It could work.
Lets try it and see.

• Everything is ruined. • Here are the things that are
okay. (List them on a piece
of paper.)

• This is going to be a I can turn this day around.
terrible day.

• This day was a disaster. Tomorrow will be better.
• I'm a failure. I'm having problems with

this one thing. What can
do to resolve it?

• Yes, but.. , (litany of bad • Yes, and. , . (list good things.)
things)

• Why bother. Nothing Let me give it a try.
do works.

Rochelle Teising, MFCC, CEAP, is president of
Success at Work and author of "Scenarios for
Success: Directing Your Own Career." For
more information, contact her at 415-693-
0630,
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Spotlight on Diversity

• The Education/Training Subcommittee of the Diversity
Committee is planning a "Diversity Education Day" at the 29~'
EAPA Annual Conference in New York Ciry. Stay tuned for more!

• The Marketing Subcommittee of the Diversity Committee is
exploring ways to support the needs of EAPA's fast-growing
international member segment.

• EAPA Members from the United Kingdom, Canada, Trinidad,
Thailand, Bermuda, Australia, and the Southern, Mid-Atlantic, New
England, Mid-West, and Western EAPA Regions of the U.S. cur-
rently compose the International Diversity Committee. They are
working on global diversify initiatives developed by five subcom-
mittees, Lets welcome their energy and support their work!

• "Resource Tip of the Month" comes from new EAPA member
Cynthia Semos, who recommends Thinking in the Future Tense:
A Workout for the Mind by Jennifer James (Simon &Schuster).
This book not only addresses work force diversity in a refresh-
ing context, but also challenges the reader to stretch towards a
millennium work force mindset!

(Diversity Resource Tips may be forwarded to Rickie Banning, Diversity
Director, EAP Association bye-mail (wwwadvanceddevelopment.com) or fax
(781-596-9823).

fo 9EA~~oar~ o~ Directors
External EA Providers
David B. Bingaman
Arlene A. Darick
Phil Hess

Labor Director
Jack Dempsey

Canadian Regional Director
Diane McIlwain
Wayne Whalen

Mid-Atlantic Regional Director
Kristi Davis
Bernie McCann
Jim Nestor

North Central Regional Director
Karen Hagen

Pacific Regional Director
Herman Bose
Mike Webb

Southwest Regional Director
llave Coles
Linda J. Titiner

VOTE IN EAPA ELECTION ̀ 99

Ballots Mailed to EAPA Members: July 30

Ballots Returned to EAPA and Postmarked: September 10

Results to Be Announced Uy: September Z4

by Ann D. Clark, Ph.D.

onflict is a fact of life and certainly a fact of work-
place life. Disputes occur. Workers become dis-
gruntled. Resentments and misunderstandings
arise. And, disputes can be of such magnitude

that worker productivity as well as emotional health is
affected. Sometimes conflicts accelerate to the degree that
someone threatens or commits violence. The dispute
then begins to overwhelm the participants,
goes beyond the supervisor's or manager's
ability to mediate, and participants
begin to threaten legal action.

The concomitant hostility
and stress that accompany
threats of litigation are costly,
not only in terms of time and
money, but in the emotional toll
of protracted litigation, displace-
ment of energy, and impact on the
morale of coworkers. Is legal action
the only method by which workplace dis-
putes can be resolved? Is it necessary to acceler-
ate the situation to the level of attorneys and courtrooms?
Or, can alternative dispute resolution (ADR) provide an
option to the resolution of conflict in the workplace as well
as a partner to the EAP?

Connie Silva, a manager in an information services depart-
ment, described for me how ADR helped her team resolve a
conflict between two supervisors. The issue was acquiring
hardware, and she watched as it began to divide her work
group into two camps: one that perceived the merits of the
supervisors' differing opinions, and the other that was, in

some cases, simply loyal to one supervisor or the other.
Group morale began to suffer. As

employee tension mounted, gossip and
rumor escalated the problem:

Productivity definitely declined.
Connie began to have difficulty
sleeping, was experiencing
headaches each morning when
she came to work, and found

~r.~~~ herself avoiding any group of her
--~~ friends and coworkers. She made

excuses to avoid the lunchroom and
instead drove around in her car, eating

alone. As she recounted her story, she
laughed. "And with these gas prices; I was begin-

ning to need financial assistance, too!"
Connie sought assistance through the ACI EAP and

described her symptoms as well ~s the antagonistic situa-
tion to the counselor. The EA professional quickly ascer-
tained that Connie's symptoms were probably an
adjustment reaction to the conflict between the two super-
visors and their respective camps. Connie continued, "The
counselor asked me about mediation. What did I know
about it? Had I ever used it to resolve disputes? I didn't
have a clue! And, I didn't think it was my responsibility to
bring in a mediator. But, I knew I had to do something. So,
long story short...I proposed it." Connie's HR department
worked with the EAP to bring in a mediator who was
skilled in handling workplace disputes.

"We were all a little leery at first," she told us. "It start-
ed with just the mediator and us. Then we brought in some
of the employees. That was an even scarier step. We just didn't
know how anyone was going to react and tensions were so
out of hand," Connie related. "But the mediator seemed very
experienced and when everyone started talking, it just
seemed to be kind of simple. Before anyone really knew what
was happening, people were proposing solutions, such as
more fact-finding, a presentation from the company that we
wanted to buy from, and lots of other creative ideas. The

Complementing the EAP Role

Employee assistance programs have become a perma-
nent part of the workplace benefits programs. They solve a
problem, they meet a need. EAPs have unique features—pro-
viding cost savings to enhance an employer's bottom line,
while providing a humanistic approach to assisting employ-
ees in dealing with personal problems—enlightened self-
interest! ADR is philosophically and practically aligned with
the goals of an EAP. That is, both deal with human nature in
ways that make financial sense while treating employees with
dignity and respect. But what exactly is ADR?

Alternative dispute resolution is a catchall phrase for the
myriad processes [hat channel disputants into alternatives to
the traditional litigation process. Through ADR, the parties
involved receive an opportunity to explore and hopefully
resolve the issues that divide them. With the assistance of a
trained, neutral facilitator, the techniques of negotiation,
mediation, and arbitration may be used in the ADR process.

JulyAugust 1999 • EAPA EXCHANGE • 11



ADR was a terrific idea and a big success." She smiled, "We
all got back to work and I got a good night's sleep."

Connie's story is typical of many of the literally hun-
dreds of managers and supervisors who use ADR in their
workplaces today. The Center for Public Resources (CPR)
reports that more than 4,000 companies are committed to
a corporate policy on alternatives to litigation. CPR also
reports that about 1,500 law firms have committed to coun-
seling clients about the ADR options. It would seem, then,
that ADR has arrived! Or has it?

Measuring the Impact of ADR

In an effort to assess the current use and need for ADR
in the workplace, Ann Clark Associates, a national EA cor-
poration, conducted a survey, consisting of a brief question-
naire mailed to HR directors in 12 companies that ranged in
size from 500 to 2,000 employees. The survey was restricted
to companies of this size in order to facilitate quick response.
The survey examined the current use of ADR in the corpora-
tion, the support for ADR, and the decision-making process
for use. An 85 percent response was received.

The survey asked general questions about the type of
legal services currently in use for dealing with conflicts and
disputes in the workplace. The answers were predictable,
with 100 percent responding that legal counsel, either in-
house or retained, was being used. Some companies said
they used specialists other than attorneys, such as investi-
gators, for special purposes. None of the companies had
used ADR as a legal resource. Yet, as the next question
showed, there was an extremely positive view of ADR as a
desirable method for dealing with conflict.

The HR directors were asked about their knowledge of
ADR as well as its availability in the company, and whether
or not it was an option they could use. They answered
these questions unanimously and in a positive fashion.
Respondents showed they were very familiar with ADR and
felt that mediation, negotiation, and arbitration were all
good techniques for settling disputes in the workplace.
These responses stood in juxtaposition to the previous
responses that none of the companies were using ADR.

Perhaps, we thought, HR directors did not have the
authority to elect this process. We found this was not so. In
response to the next questions regarding who in the com-
pany had the authority to refer cases to ADR, the response
was again a very positive one. Several company executives
had authority, including the chief executive officer, chief
operating officer, chief financial officer, risk manager, and
HR director. Five companies even allowed HR staff below
the director to make that referral.

While each of these executives had the authority to use
ADR in any given dispute, in no case was there a single enti-
ty responsible for proposing or suggesting the appropriate-
ness of ADR as an alternative to the usual legal routes. The
wide latitude given in corporations regarding the decision to
employ mediation may have resulted in each executive
thinking that another had considered such, or was the deci-
sion maker. Or, it is possible that because no single person
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had been given that specific responsibility, none had
assumed it. This was borne out in a phone discussion as
part of the follow-up to the questionnaire. One respondent
stated, "I know I can use ADR if I think it is appropriate, but
I guess I've unconsciously deferred to the attorneys. I've
been thinking that they would recommend mediation if that
were appropriate. Now I realize I should have raised the
issue. Obviously, it is not their job to give away business!"

Cost was another area in our survey. Respondents were
unanimous in their desire to cut costs related to litigation
and dispute. In response to a question regarding legal costs,
all stated that reduction of cost was a goal. All agreed that
ADR provided acost-effective way of reducing legal costs.
One respondent shared this opinion in the comment sec-
tion: "I think of arbitration and negotiation as very efficient
and methods that make better use of our limited energy."

Money is not the only commodity to be conserved.
Time, energy, and emotional turmoil are also saved.
Another respondent commented on the appropriateness of
ADR by stating, "It sounds friendlier than attorneys. There's
so much hostility that comes into any situation when an
attorney is mentioned. I hate to give such a stereotypical
response, but that's the way it is."

In summary, this brief survey revealed a group of com-
panies, similar in size, operational style, and product, that
agreed on the positive and specific benefits of using ADR in
the workplace. These same respondents were not currently
using such techniques even though they had the authority
to do so. Each wanted to incorporate ADR strategies and
resources into their current dispute resolution practices.
These companies shared a diffuse and diverse approach to
decision making, in that several executives as well as most
HR staff had the authority to use ADR. The benefits of using
ADR were specific and related to cost, reduction of antago-
nism, and more effective use of time and personnel.
Participants understood the concept of ADR and unani-
mously supported it, but needed clarification on imple-
mentation, areas of responsibility, and decision making.

Both the ADR and EA professionals can document the
need for alternatives to litigation when resolving employee
disputes and other workplace conflicts. The ADR profes-
sional will likely point out the practical aspects of media-
tion and arbitration, including cost, The EA professional
will probably address the mental health implication, citing
the hostility, stress, and negative emotional aspects of any
litigious procedure. Both professions aim toward the same
goal, a goal shared by the corporation: Returning workers
and the workplace to productivity.

ADR & EAP =Stress Buster

By linking ADR and EAP, there is a likelihood of
increasing the visibility of ADR as a resource for solving
problems. At the same time, this linkage provides an
opportunity for the EA professional to deal with the
employees' emotional responses, both for the benefit of the
individual employee as well as the reduction of stress for all
concerned—including the HR personnel! Mark Kaupp,

MA, MFT, an employee assistance therapist based in San
Diego, provided this observation about these emotional
issues: "I found one symptom present in all the employees
I interviewed, regardless of the type of dispute, injury or
circumstance. They were all angry. Most were angry with
the company for some perceived indifference or responsi-
bility for their situations. Others were angry with cowork-
ers, family members, or themselves. Others were simply
angry. The role I often play is that of empathetic listener.
Upon leaving, the employee frequently expressed that he or
she felt more understood, less angry, and very grateful for
the opportunity to be heard." Kaupp quoted one employee
who said as the session ended, "Well, I came in here ready
to tell you I was suing. But I'm leaving here wondering if I
shouldn't just give my manager a piece of my mind and get
back to work. Maybe I'll tell her to come and see you."

This example shows the very direct link between emo-
tional distress and legal action, certainly not a new concept.

However, since ADR uses the strengths of arbitration, media-
tion, and negotiation, the process capitalizes on listening,
reframing, and allowing all disputants to be heard.
Professionals trained to use these techniques help participants
communicate their issues and feelings, especially anger. Thus,
the settlement process includes the containment of damage,
both financial and emotional. At the very least, ADR is con-
sidered less antagonistic than traditional litigation, and that is,
indeed, a better starting point for all parties. Q

Dr. Ann D. Clark is president and chief execu-
tive officerofAnn Clark Associates, anational
EAP provider, as well as author of How to

r. Survive Your Boss (Citadel Press). She holds a
t mediator credential from the San Diego

Mediation Center. For further information call
her at 619-452-1254.

1 ' 1

Last Name First Name City/Province State/Country Last Name First Name City/Province State/Country

ANDERSON STEVE DAVENPORT IA MOR MIA NEW YORK NY
ARMSTRONG SUSAN ARLINGTON VA MULLINS RANDY L GASTONIA NC
AVERY BETH B OLD MYSTIC CT NICHOLSON CAROL A MUNCIE IN
BAVIER M JANET SOUTH LYON MI O'CONNOR PATRICK J TEMPE AZ
BELLO LISA R BRIGHTON MA PECK-ALLAN LINDA LINCOLN NE
BENDER JAMES E YPSILANTI MI PHELPS LYNN A REDLANDS CA
BLANKENSHIP POLIN EVAN VOORHEES NJ

-BENSON CHERYL NORTH CANTON OH POMPOS WILLIAM S OAK PARK MI

CLAYPOOL CARRIE A SYLVANIA OH RAAB LISA M MENASHA WI

DAUBLER DIANNE DOBBS CHARLOTTE NC RANDALL BARBARA SOUTHFIELD MI

DIELENTHEIS LORI A SHEBOYGAN WI RANDLE GARY MARYLAND HTS MO
DORN WILLIAM D HAYWARD CA RANDOLPH PAUL W SAN DIEGO CA
FINE KRICHINSKY ANNA M KNOXVILLE TN ROMASH JENNIFER BROOKLYN NY
FLYNN PAUL L BRAINTREE MA ROSTHOLDER LAURIE P SEATTLE; WA
GIADUINTO DONNA MARIE LOS ALAMOS NM ROTHMAN AMY MIDDLESEX VT
GIDDENS JEFFREY SCOTT STAUNTON IN BUFFING MARION C CAPE CANAVERAL FL
HANSEN JAMIE L OMAHA NE SCHNEIDER LAURA L SANTA CLARITA CA
HARRELL REGINA S JOHNSON CITY TN SERAFIN JOSEPH J TECUMSEH MI

HAWKINS MARY J KODAK TN SHEASBY WENDY CHIPPEWA FALLS WI

HEATH-RINGROSE MARGARET M UNIONVILLE CT SHUBERT ALAN N PARMA HTS OH
HEBERT STYAN SUZANNE CALGARY CANADA SKELTON MARITZA COLUMBIA MD

HEELER KARIN SAN FRANCISCO CA SMARTY KRISTI CHATTANOOGA TN
HENDERSON THERESA MACRI TAMPA FL SNYDER JEFFREY D ST ANN MO
HILL DAVID M LOS ANGELES CA SOMERS PAMELA M BALTIMORE MD

HOFFMANN PATRICK C LANSDOWNE PA STEWART THOMAS G MINNEAPOLIS MN
HORNUNG-STARK JEAN TEMPE AZ SWAN SUSAN J ROANOKE VA

HUTCHINS JEANNETTE L OAK RIDGE TN SWELL RISA D CHERRY HILL NJ
JONES LYNNE NEW YORK NY TAYLOR DARLENE A CHICAGO IL

JONES RALPH G FLORENCE AL THAYER DOROTHY E REDMOND WA
KANE GEORGE E ST. PAUL MN WAGNER-STALEY PEACHY LOUISVILLE TN

KILLION RICHARD C WATERTOWN MA WEBBER DAVID L SOUTH WALES NY
LEIB-FELDMAN BETSY SOUTHFIELD MI WEISSMAN MICHELLE NEW YORK NY

LEWIS MARY K MANCHESTER MI WHITE ROBERT G SHERBURNE NY
MACNEILL GWEN FORT MCMURRAY CANADA WILDE DAVID S LAWRENCEVILLE NJ
MCCULLOCH MARGARET AIKEN SC WOHLSCHLAEGER, SR JOHN W ST LOUIS MO
MELTON ROGER SHERMAN OAKS CA WOODCOCK ALISON M ANN ARBOR MI
MIDKIFF GAIL FOREST VA
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by Ying Gee, CEAP

Helping workers and their families with health, personal,and financial problems
is the oldest collective activity of the American labor movement. The tradition

of workers helping each other is still important to American's unions.
Humanitarianism remains a major part of labor's agenda.

nion stewards play an integral role in the EAP
referral process because they are in direct contact
wick Che workers. A union steward is, first and
foremose, a friend or a peer of the worker. The

union steward is usually the first person the worker turns
to if he or she has a problem. The steward is someone the
worker can associate with and trust. Union stewards are a
part of the worker's work life, family, and community.
Union stewards are usually the firs[ to recognize and know
when a coworker is in pain or in need. Therefore, in the
EAP process, union stewards can play an active role in the
early identification, intervention, and referral process.

Union stewards are responsible for ensuring that the con-
tractual rights of union members are not violated. In most
cases, the worker can request union represenCation during his
or her disciplinary hearing. In the hearing, the union steward
will review the disciplinary process to determine whether or
not the worker's contractual rights have been violated. If so,
[he steward will use the grievance procedure to address the
violation. The work record or Che number of formal disci-
plines issued in the past may be indicators that the worleer is
experiencing a work and/or personal difficulty. The steward
will use the constructive confi~ontation approach to encourage
Che worker to seek voluntary help through the EAP before
Chat person's work record can deteriorate further.

The effectiveness of an EAP is, to some degree, deter-
mined by the amount of support and utilization given by
union and management of the program. That support and
utilization require both union and management to have a
clear understanding o[ eheir role in the EAP process. All
involved must realize that inappropriate management actions
may lead to further substandard performance. The EAP can
clarify the roles by providing joint EAP training to union and
management leaders. The training should provide an oppor-
tunity for both union and management to understand and
agree that employee assistance is a lcey mechanism for main-
taining ahealthy and productive warkforce.

Research shows [here is a greater probability that the
client will relapse, when he/she, upon completion of the
treatment process, is returned back co the same dysfunc-

tional worlcsite and/or cominuni[y systems. The union
steward can assist EA professionals in:

reducing the relapse rate by making certain that the
worker is given the opportunity, in keeping with con-
tractual provisions, co request reasonable return-to-work
accommodation;
identifying and reducing environmental and dysfunc-
tional factors;
identifying support and resources that will help work-
ers readjust to the workplace and community.

In addition, the union representative can serve as a liai-
son beeween the worker and the community resources. Ergo,
the union representative working in conjunction with the
EAP can bring about corporate and institutional changes in
policies and systems that are more favorable to the workers.

The Role of Union Steward in the
EAP Process

• To listen carefully to members who need help.
• To assisC a member who has a question or problem

by connecting that member with the EAP.
• To give information by explaining the EAP services

available to help the member with the problem.
• To empower by helping members take charge of

their course of action.
• To refer the member to the LAP when work-relat-

ed and/or personal problems become evident. 0

Ying Gee, Ed.D„ CEAP, is International
Representative for the International Union,
United Automobile, Aerospace &Agricultural
Implement Workers ofAmerica in Detroit,

~_, Michigan. For further information, call her at
°: 313-926-5513.

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

Joni Reed Cooley, Certification Director • Ext. 311 EAPCERTDIR~~AOL.COM
Mary Craigie, Membership Director • Ext. 315 • [APM[MDIR@AOL.COM
Janice Laughlin Dixon, Resource Center Manager • Ext. 307 • [APR[SCENC~AOLCOM

Katina Doulis, Receptionist • Ext. 301 • EAPAMAIN@AOLCOM
George Figliozzi, Assistant to Board and COO • Ext, 314 • [APOFFMAN@AOLCOM

Sheila Macdonald, Legislation and Public Policy Director • Ext. 309 • EAPLPPDIRC~AOLCOM
Ruth Maupin, Accounts Receivable Manager • Ext 312 • EAPRECMANCNAOL.COM
Reggie Newell, Manager, Labor &Other Member Segments • Ext. 322 • EAPMEMSER@AOL.COM

Juanita Padgett, Membership Manager • Ext. 317 • EAPMEMMANC~AOLCOM
Megan Potter, Legislative and Public Policy Manager • Ext. 318 • LPPINTC~AOLCOM

Kathleen Rigden, Convention Manager • Ext. 304 • EAPCONVMANC~AOLCOM

Kay Springer, Communications Director • Ext 30£3 EAPCOMMDIR@AOLCOM

Sybia Straub, Chief Operating Officer • Ext. 316 • EAPCOO@AOLCOM

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

Leslie Van, Certification Manager • Ext, 310 • EAPCERTMAN «>AOLCOM
Nicole Whitlock, Accounts Payable Manager • Ext. 3"13 • EAPAPPMANC~AOL.COM
Ellen Miller Williams, Aiuival Conference Director • Ext 303 EAPCONVDIRC~?AOL.COM

CERTIFICATION DIRECTOR

The Certification Director reports to the EAPA Chief

Operating Officer.

The Certification Director will:

■ Manage the administrative support activities for the

Employee Assistance Certification Commission (EACC)

and ensure that EACC policies are carried out. Major

tasks include coordinating EACC meeting arrangements,
developing publications describing certification and recertifi-

cation processes and guidelines, and serving as staff liaison

to EACC committees.

■ Coordinate operational activities for the Certified

Employee Assistance Professional (LEAP) examination.

Major tasks include serving as liaison with examination ven-

dor, coordinating review and tracking of test applications,

and processing new certificants.

■ Manage recertification processes. Major tasks include

managing professional development hours (PDH) process-

ing and awards/denial, notification of candidates for recerti-

fication, and review and approval/denial of candidates'

recertification packets.

■ Manage Certification Department staff/administrative

functions. Major tasks include supervising departmental

staff, overseeing data management for certification and

recertification functions, organizing staff functions for maxi-

mum productivity, and developing annual budget for

department and EACC.

■ Direct the department's customer service function.

Major tasks include overseeing processing of information

requests; developing and managing mechanisms for

response to inquiries; notifying key publics of changes in

certification and recertification policies; and serving as edi-

tor of a quarterly newsletter, CEAP Matters.

~th 
n~.~,

National
Depression
Screening Day

October 7,1999
To find a screening

site in your area,
ca11781-239-0071

■ Provide services to the Certification Program's sponsor,
the Employee Assistance Professionals Association
(EAPA) Major tasks include staffing EAPA committees as
requested; keeping association staff, leaders, and members
informed about major policies and issues; and other duties
as assigned.

The successful candidate will:

■ Have excellent organizational/administrative skills

■ Have at least 5 years of experience in nonprofit administra-
tion

■Have supervisory experience and skill

■Have knowledge of certification governance and processes

■ Have experience working with databases, particularly certi-
fication databases

■ Be a team player

■ Have excellent writing and speaking skills

■ Have a BA or BS degree or higher, or equivalent experience

■ Have knowledge of employee assistance programs and
practices and/or CEAP a plus

Salary: Commensurate with experience, full benefits package.

EAPA is an equal opportunity employer and does not discrimi-
nate because of disability, race, religion, ethnic origin, gender,
sexual orientation, or age. Minorities, women, and persons with
disabilities are encouraged to apply.

Deadline for Applications: October 1, 1999.

N'I' I': 12 N A'1' I (J N A I.
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Please mail resume, salary history, and names of at least three refer-
ences to EAPA, Chief Operating Officer, 2101 Wilson Blvd., Suite 500,
Arlington, VA 22201.
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by John Maynard, Ph. D., CEAP

■

The director of his division referred Rich to the EAP. Starting as an engineer, Rich has worked his way to a mid-level
management position. Three months ago, he was passed over for a promotion he had expected. Since then he has been
"hypercritical" of others at work, has had two incidents of angry outbursts at subordinates in his department, and last
week had to have his wife pith him up at work after he experienced a panic attach before an important meeting...

he EA counselor could understand
that Rick was disappointed and angry
about not getting the promotion. But

■ ~ ~ why such a strong reaction? Why has it
lasted so long? His behavior seemed totally out of charac-
ter, both to Rick and to others at the company.

Rich and Cindy, both 49, have been married 23 years and
have one child, 21-year-old Amy who is a senior in college. Rich
described his relationship with Cindy as `fine," although he
acknowledged he's been irritable and hard to get along with at
home, too.

Rich's only previous counseling experience was family
counseling, initiated at the suggestion of Amy's school counselor
when she began shipping school in the seventh grade. Rich found
the counseling process "not helpful." He felt the problem was
solved only when he "laid down the law" to Amy."

The EA counselor recognized the strong possibility
that Rick would discount the EA process, just as he had dis-
counted the school counseling process. As an engineer and
manager, he was used to solving his own problems suc-
cessfully. He had come to the EAP only to comply with the
director's referral.

Rick's responses to the counselor's questions were
polite, but he was clearly uncomfortable in the "client" role.
He acknowledged his anger toward the company for what
he saw as an unfair decision, but felt the anger was justi-
fied, given the circumstances. He explained away the panic
attack as a reaction to too much stress and too little sleep.

The EA counselor decided that Rich would respond best to
an approach that
• normalized and validated his reactions;
• helped him understand why failing to get the promotion

affected him so severely;
• helped him avoid seeing himself in a subordinate "client"

role; and
• reduced his anger at the company.
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In short, he chose an approach that offered the best oppor-
tunity to keep him involved with the EAP long enough to make
a difference.

Instead of asking further questions of Rick, the coun-
selor began to educate him about midlife developmental
issues. She spoke in "risk factor" language — language that
sounds familiar and reasonable to midlifers, including male
managers, who are used to hearing about heart disease risk
factors and risk factors for other physical conditions.

Rick's situation included several potential risk factors
for a developmental crisis. He is 49, in the middle of
midlife and approaching a new decade that often represents
a turning point in physical, emotional, and spiritual expe-
rience. His daughter has reached the age of adulthood, an
important generational transition. At work, an important
career goal has been blocked.

When a significant environmental event, such as a
blocked goal or dream, coincides with the kind of internal
transitions we all experience in our 40s and 50s, a crisis is
often precipitated. The blow to our self-esteem takes on
added significance and we question other aspects of our
self-identity. All this was happening to Rick.

He responded as he always had, with anger (a means
to push people away) and denial that he needed any kind
of help. He was unlikely to accept any kind of referral for
counseling or therapy.

But as the EA counselor began to explain the normal
process of midlife development and to describe thoughts and
feelings that Rich was experiencing, he began to want to learn
more. What she was saying felt intuitively correct; he felt under-
stood, and he agreed to return for another session.

Value of the Developmental Approach

Most counselors and therapists, when working with
teenagers and their families, know that taking a develop-
mental approach can help both the teens and the parents

understand the context of an issue. For example if a teen is

repeatedly coming in late, we know that by helping the

family understand that the teen is working on emancipa-

tion issues and is looking for ways to gain independence,

we can accomplish several purposes.
New problem-solving approaches become possible

because the family is not limited to simply negotiating the
rules around the presenting issue. We can defuse much of
the anger. We can help the teen and the parents feel better
about themselves and each other because they understand
that they're going through a normal process.

Although we understand the value of the developmen-
tal approach when working with adolescents, many times
we tend to forget about it when working with adults. A
developmental perspective is just as valuable for adults and
it has the same advantages.

In Rick's case, the developmental focus helped him
understand why he had had such a strong reaction to not
getting the promotion. He was able to see that much of his
reaction was generated by his own internal changes, not
just by the company's decision. This insight moved the
locus of the problem, and therefore the locus of the solution,
back to Rick. He was able to begin solving problems
instead of just feeling extreme anger and helplessness.

Midlife Issues

Understanding developmental issues, particularly
those typical of midlife (about 40-60 years old), is becom-
ing increasingly critical for EA professionals. Half the work-
ing population in the United States today is in midlife, and
the proportion is continuing to increase. The average age of
employees in most mid-sized and large companies current-
ly is between 40-45, the first part of midlife. Most senior

managers and key decision-makers are in midlife.
Whatever their level in the organization, these employ-

ees and managers are facing issues of parents dying or
becoming frail and dependent, coping with teenagers,
adjusting to "empty nest" relationships, anticipating the
financial and emotional impacts of retirement (or downsiz-
ing), and experiencing physical changes, as well as all the
other external pressures that affect adults of every age.

At the same time, midlifers are experiencing important
internal changes. They develop a growing awareness of their
own mortality and of their limited time. They often begin to
question values they had taken for granted, and they won-
der if their lives really reflect their basic priorities. Hormonal

and other internal physical changes in both women and
men affect their stamina, energy, appearance and moods.

By midlife, those who have failed to realize important
life or professional goals must begin to come to terms with
that failure and readjust. Those who have succeeded often
find that their success hasn't brought them the satisfaction
and happiness they anticipated.

The internal transitions of midlife tend to affect most of us
in fairly similar ways. Sometimes these internal transitions are
accelerated or amplified by external pressures; at other times,
the external pressures are the result of our internal transitions.

In relationships, an internal developmental change in

one partner (for example, a longing for more of a sense of

"meaning" in life) can trigger an external event (for exam-

ple, separation or divorce) that in turn triggers a develop-
mental crisis in the other partner (such as self-identity
questions). Some behaviors, such as substance abuse in
midlife or sexual acting out, may represent an attempt to
avoid facing the inevitable internal transitions.

Guidelines for EAP Assessment

Although adult development is a complex issue, here are
some guidelines for the EAP assessment process. If the client is
in midlife (often defined as 40-60 - roughly the second half of
our working careers), listen and probe for connections between
the presenting situation and themes, such as passage of time;
mortality; is this all there is?;blocked career goals or unrealized
life dreams; a need/wish to give something back; and age-relat-
ed changes in health, attractiveness, or physical ability.

If one or more of these midlife themes are present, are
they associated with some environmental trigger? If so, is
the client's emotionaUbehavioral response to the trigger
unusually dramatic, meaningful, or full of impact? Given
this information, would a developmental approach be like-
ly to add to the client's motivation to make needed changes,
accept a referral, or improve work performance?

As in the case of Rick, our troubled executive, clieMts
often are tremendously relieved when they understand the
developmental context or contribution to their problem
because it helps them feel normal and empowers them.
This feeling facilitates rapid change and improvement,
making adult developmental education a powerful tool for
short-term problem resolution in an EAP setting.

Beyond Assessment and Problem
Resolution

Although we have focused on assessment and problem
resolution applications in this article, understanding
midlife development also can be useful, even essential, in a
variety of other EAP roles. Supervisor training and consul-
tation; internal program promotbn efforts to executives,
sales forces, and other hard-to-reach populations; even the
process of marketing and selling EAPs to new corporate
clients—all can be made more effective by understanding
and capitalizing on midlife developmental issues.

As the midlife population continues to grow in today's
workplaces, companies will need to become increasingly
more effective at recruiting and retaining this experienced
and irreplaceable talent pool. EA professionals who posi-
tion themselves as the key resource to help companies
understand how to energize and motivate these midlife
workers will help ensure their own survival. Q

John Maynard, Ph.D, CEAP, is president of
SPIRE Health Consultants, lnc. An EA profes-
sional since 1977, John s recent research
has focused on the development changes
experienced by adults in midlife. For further
information, contact him at 303-444-6300;
www,midlife-mastery.com. John is, of course,
in midlife.
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Pu I is
Poli~Y
I~~i~z~t~'s Stovy...P~ss~z~e of ~~ ~~ll'
Co~fi~e~ti~lity I.~z~
by Representative R. Tiny Adams, Pam Ruster, CEAP, and Jim Trulock

~~ tall starts with an idea" said
Jim Trulock. Jim was part of
a group of three who ush-
ered an EAP confidentiality

bill through the Indiana 1999 legisla-
tive session. This simple bill was craft-
ed many years ago (eight to be exact)
by Representative R. Tiny Adams from
Muncie, Indiana. Representative
Adams was a Muncie firefighter for
many years. In early 1991, Adams
approached the legislative representa-
tives from his district and asked them
to support an idea for a bill for which
he had a strong conviction. His idea
was to certify individuals and their
company or union employee assis-
tance program, and provide confiden-
tiality for the communications
between the employee or family mem-
ber and the EA professional. He soon
learned that having an idea, even a
good one, is not the only necessary
ingredient to successful bill passage.
He knows the meaning of "try, try
again..."

In 1996, he ran for office and was
elected to the Indiana House of
Representatives, beginning with the
1997 session. This man was deter-
mined to get in on the ground floor of
a democratic institution to make his
idea a reality. He introduced his bill
again, this time as a representative.
During that session, Indiana EAPA
members Pam Ruster, who also
chaired the Indiana Legislative and
Public Policy Committee, and Phil
Hess, External EAPA Director, met
with Representative Adams to discuss
the potential for collaboration. They
began to work with Adams to create a
bill that would meet his intent. They
also worked on including definitions
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by which the EA profession is
described and known internationally.
The bill successfully passed out of the
Indiana House of Representatives dur-
ing Representative Adams' first term
of office in the Indiana House of
Representatives. Despite strong sup-
port in the House, the bill died for the
lack of a hearing in the Senate Health
Committee. Next step? Back to the
drawing board.

Late in 1997, just before the 1998
session, Ruster and other EAPA mem-
bers from Representative Adam's home
district met to discuss the feasibility of
a bill during the 1998 session.
Representative Adams indicated he
was not going to introduce the EAP
bill because of the Indiana short ses-
sion. * In Indiana, state representatives
cannot sponsor more than five bills
during a short session. Representative
Adams indicated that Senator
Craycraft, was planning to re-intro-
duce the previous year's bill and we
could contact him for discussion. After
careful consideration, the Indiana
EAPA Chapter decided to wait a year
and prepare for the 1999 long session.

To assist in the appropriate net-
working with others involved in this
effort, Representative Adams provided
the name of Jim Trulock, Indiana lob-
byist for United Auto Workers (UAW).
That was the beginning of a worth-
while and productive relationship
between Indiana UAW and the
Indiana EAPA Chapter. Starting in the
late spring of 1998, Ruster and
Trulock met numerous times to dis-
cuss bill strategy, language, and intent.
Others from the Indiana chapter
became involved, including Phil Hess

and Mary Ann Shepard, the chapter
president. They held a conference call
with Shelia Macdonald, director of
Legislation and Public Policy at EAPA
Headquarters, and Trulock to discuss
the proposed strategy and time frames
for the next steps. Macdonald assisted
by drafting language to define employ-
ee assistance terms accurately.

Trulock, representing labor,
requested that the state not establish a
governing board that would increase
the costs involved in the process.
Labor also requested a grandparent
clause, which would ensure that all
individuals providing EA services in
Indiana as of July 1, 1999, would be
covered under this bill for the purpose
of confidentiality of records and recog-
nition for in-state certification.
Agreement was achieved on bill lan-
guage to meet the requests of both
labor and non-labor EAPA members.

In January, 1999, Representative
Adams filed House Bill (HB) 1477 and
assigned it to the House Labor
Committee. The combined Social
Work, Marriage and Family Therapy,
and Counselors Licensing Board, as
well as the Indiana Psychological
Association, opposed the bill. The
opposition was based on the percep-
tion that this bill would interfere with
professional practice licensure of social
workers, marriage and family thera-
pists, and counselors as well as psy-
chologists.

* Indiana alternates long and short ses-
sions every other year. Long sessions
begin in January and end in the end of
April. Short sessions begin in January and
end at the end of February.

Rebuttals to the allegations of
these groups was provided on the spot
by Ruster and Trulock, with clarifica-
tion that HB 1477 is not a practice bill
and will not affect professional prac-
tice of the aforementioned groups.
Positive testimony was presented by a
local Chamber of Commerce, a con-
struction workers' union, the UAW,
and the Indiana EAPA chapter. Letters
of support were presented from Ford
and General Motors. The bill passed
the first reading by a vote of 10-0.

The opposition was further neu-
tralized in discussions in which EAPA
and the UAW agreed to minor changes
that reinforced the language to indicate
that this is not a practice bill. HB 1477
passed out of the Indiana House of
Representatives by a vote of 91-3. The
first hurdle was cleared and the (prob-
ably higher) Senate hurdle was next.

During this same period, Ruster,
already a member of the National
Association of Social Workers'
Legislative Committee, was able to
influence the social work community,
which was still expressing concern
over the language in the bill. In partic-
ular, some of the other professionals
were saying that this could potentially
usurp the social worker's role and
function if passed.

The bill was assigned to the
Senate Judiciary Committee, a com-
mittee comprised of attorneys who
have a stake in confidentiality bills or
other measures that can serve to
restrict testimony and disclosure of
recoverable information. Registering
support for this legislation, numerous
EAPA members contacted the
Judiciary Committee senators. During
a one and one-half hour hearing, the
Senate Judiciary Committee wrote an
amendment on the spot to do away
with the grandparent clause. They
instead offered language that achieved
confidentiality for all CEAPs and oth-
ers performing employee assistance
duties, as defined by the EACC,
regardless of whether or not those
individuals have taken the CEAP exam
and passed it. Both labor and non-
labor members agreed to accept their
proposed language.

~,
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continued on page 39
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Fall 1999 Training Events
Chicago, Illinois

Fundamentals of Employee Assistance Programs September 29-30
Substance Abuse Professionals Training October 1
Advanced Seminar: EAP Marketing &Sales Strategies October 1

Orlando, Florida
Fundamentals of Employee Assistance Programs October 18-19
Advanced Seminar: The Midlife Phenomenon October 18
Advanced Seminar: EAP Marketing &Sales Strategies October 19

( PDHs approved for all Blair &Burke classes at both locations)

Blair &Burke is a consulting firm specializing in areas where employee personal

concerns and employer productivity concerns overlap. We offer workplace focused

consultation, nationally and internationally:

• For employers - program design, service integration, and evaluation

• For vendors - product development, growth planning, operations review

For registration information, contact Cynthia Sulaski at (503)249-7728 or register online at our

website http://www.blairandburke.com. For information about Blair &Burke consulting services,
call Brenda Blair at (409)693-7268, e-mail bb~air@blairandburke.com or John Burke at (910)328-
0978, e-mail jburke@blairandburke.com.
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Letters to
the Editor

I read with great interesC Larry
Bussey's article, "Integrating EAPs with
Worlc-Life Programs—A New Way to
`Have I[ All."'I believe that Larry
described the market demand for
seamless, integrated products very
well. He also did an excellenC job of
outlining in detail the process his
company uses to offer an integrated
program. But LAPA Exchange readers
should not be led to believe chat his
company's method is the "only way."
To that end, I would suggest that there
be subsequent articles describing other
program designs that allow cuseomers
to "have it all."

For example, an alternative seam-
less model is to use a specialist
approach rather than a generalist
approach. The clients still have only
one number to call but they are con-
nected to a specialist who has a wealth
of experience in dealing with their
issues as well as a wealth of resource
information readily available in a data-
base. Sophisticated technology is
essential to this model so that the spe-
cialists involved seamlessly coordinate
the clients' needs. The clients tell their
story once. Thal information is elec-
tronically shared by the EAP and
Work/Life specialists for a c~uicic and
smooth resolution of the clients' con-
cerns.

Many clients would prefer to
access services through the Internet or
through their employer's Intranet.
Many clients work in a setting, such as
a cubicle, that does not allow a confi-
dential telephone call to their EAP. We
have partnered with external and
internal LAPS to allow the EA profes-
sionals to utilize our technology eo
offer their services in this new medi-
um. This allows greater access to inte-
grated programs. It also empowers the
clienes to educate themselves about
eheir concerns.

Larry correctly identified that the
goal of the integraCed programs is to
assist the whole peisoi~. The whole
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person can Uenefit from services pro-

vided by a variety of models. I hope
that if others have a different model
from the generalist or specialise model,

they will share it with the readers.

Sincerely,

Peter G. Burlci

c~,«fLX~~~~c~~~ o1f~~~~~
DCC, Inc.

Comment /ron~ the EAPA Exchange

Aclvisoiy Committee: The ar(icle by Larry
Bussey was one of a series of articles in
the Mardi/April issue highlighting repre-
sentative approaches to providing

employee assistcnice services. The policy
of the Exchange has always bee~1 to
advocate for an EAP approach that is
consistenC wick the needs and structure of
the work setting and in compliance with

the LAPfI Code of Ltliics m1d Professional

Stand~a~zls; our policy has never been to

advocate ct pc~rlicular app~~oc~ch to
employee assistance. The Exchange wel-
coines the subi~~ission of articles that edu-
cate and inform. our readers of new ideas
and paradigms regarding the workplace.

The Customers You Want
Read the EAPA Exchange

To Advertise in the
Next Issue of

EAPA Exchange
Call Marilyn Lowrance

703-538-5557

COME TO BOSTON!

CRITICAL INCIDENT STRESS, TRAUMA AND CRISIS
...in the job ...in the workplace ,,,in the community

Two day program- September 28 & 29, 1999

WORKPLACE HOSTILITY: MYTH &REALITY
A Comprehensive Approach to Hostility in the Workplace

One day program- September 30, 1999

THE "AT RISK" ASSESSMENT PROTOCOL (ARAP)
A Systemic Approach to Conducting Fitness For Duty Evaluations

One day program- October 1, 1999

Presented by

Gerald Lewis, Ph. D.
author of Critical Incident Stress &Trauma in the Workplace

and co-author of Workplace Hostility: Myth &Reality

CEUs and PDHs availabile for SW, Psychologists and CEAPs
For more information: (508) 872-6228 or

www.gis.net/compass 1

Ps cholo 'st ory ~
Social Worker

The Central Intelligence Agency's Office of Medical
Services needs the services of a part-time, contract
Psychologist or Social Worker, who is a Substance
Abuse/Chemical Dependency (SA/CD) Specialist,
to work in our Employee Assistance Program.

Minimum Requirements: Must possess the terminal
degree appropriate to your profession (i.e., Ph.D./
Psy.D./Ed.D. in Clinical/Counseling Psychology, or
an M.S.W. in Social Work), be licensed for independent
practice, and have 3 or more years of post-degree
professional experience in applied clinical practice
settings) that have been focused on SA/CD evaluation,
intervention, treatment, and case management.
Must have strong interpersonal skills, and excellent
written and oral communications skills. Must also be
an experienced trainer and management consultant,
and be skilled in diagnostic evaluation and use of
the DSM-IV.

Qualifications: U.S. citizenship is required. Applicants
must successfully complete a polygraph interview
and an extensive background investigation.

Application Process: Application processing time
frequently takes several months. If you would like to
be considered, please send your resume, copies of
both your graduate and undergraduate transcripts,
and a letter describing your professional interests
and career objectives to the address below. We
will respond to qualified candidates within 45 days.

Please submit your letter of interest and resume to:

Recruitment Center
ATTN: Office of Medical Services Representative

DEPT. DAEEX0799
PO Box 12727

Arlington, VA 22209-8727

Challenges For A Changing World
Please visit our Web site at www.cia.gov

An equal opportunity employer and adrug-free work force.

AdCare Hospital
is a comprehensive medical facility

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

problems, and to the prevention of the

disease through education.

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

Support Groups and
Community Service Programs.

AdCare Hospital
of Worcester, Inc.

107 Lincoln St., Worcester, MA 01605

1-800-ALCOHOL

~oMoT~o,~
~,o~ucTp ~

Imprinted With Your Company Name,
Logo and Message

ARE YOU
KEEPING
THEM
AWARE ~
OF THE
VALUABLE
SERVICES
YOU
PROVIDE?

Cal[ For Our Free Promotional Products Kit With
Several Full Color Catalogs and Samples!

XPRESSION PRODUCTS, INC.
1-800-881-5880
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AUTHOR &SUBJECT INDEXES

~ _ ~ Tom Bjornson
"Keeping the EAP Spirit Alive: Lessons

The following list includes the names 
L d Th h M EAP C 10

of individuals who authored articles,
were interviewed, or were otherwise
prominently featured in the EAPA
Exchange:

Seth Aidinoff, MD
"Occupational Psychiatry and the
Employee Assistance Program, Part
One," p. 11, January/February 1999;
"Occupational Psychiatry and the
Employee Assistance Program, Part
Two," p. 20, March/April 1999;
"Occupational Psychiatry and the
Employee Assistance Program, Part
Three," p. 20, May/June 1999.

Gary Alger, M.Div, CADC, CEAP
"The Greening of an EAP Public Policy
Advocate," p. 14, November/
December 1998; "Licensure Update
from the EAPA Connecticut Chapter's
Legislative and Public Policy
Committee," p. 15, November/
December 1998.

Thomas S. Baker, CEAP
`Johnson ~' Johnson: Internal/External
Combination," p.10, March/April
1999.

Kathi Beauchesne
"The Disappearing Work Force: What
EAPs Can Do Before the HR Pool Runs
Dry," p. 10, September/October 1998.

Jan Bending, Ph.D., CEAP
"The Job Coach: A Reasonable
Accommodation for Persons with a
Psychiatric Disability," p. 10,
November/December 1998.

Mary Bernstein
"Changes Ahead for SAP Regulations:
An Interview with Mary Bernstein," p. 16,
July/August 1998.
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earne roug y areer, p. ,
May/June 1999.

Brenda Blair
"EAPA Measurements Subcommittee
Requests Member Feedback on
Proposed Utilization Definitions," p. 26,
May/June 1999.

Elizabeth V. Bolt, RN, MS, LCDC,
CEAP
"EAP: Emphasizing the ̀ Ability' in
Disability Management," p. 11,
November/December 1998.

Kris Brennan, CEAP
"Lincoln EAP: External EAP
Consortium," p. 13, March/April 1999

Tony Buon
"The Australian EAPA Chapter," p. 30,
May/June 1999.

John Burke, MA, CEAP
"Marketing the Licensed Employee
Assistance Professional Credential:
One State's Approach," p. 22,
September/October 1998.

Larry Bussey
"Integrating EAPs with Work-Life
Programs: A New Way To ̀ Have It
All'," p. 14, March/April 1999.

Tamara Cagney, CEAP
"Should He Go or Should He Stay? It
Depends...," p. 2, July/August 1998;
"Fitness for Duty: Does Your
Company's Policy Pass the Test?" p. 14,
July/August 1998; "Mergers,
Acquisitions, and Change," p. 2,
May/June 1999.

David L. Coles, CEAP
"EAP: Emphasizing the ̀ Ability' in
Disability Management," p. 11,
November/December 1998.

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

Kenneth R. Collins, LCSW, CEAP, BCD
"Cost/Benefit Analysis Shows EAP's
Value to Employer," p, 16,
November/December 1998; "Three
Generations and Still Counting," p. 26,
March/April 1999; "ADA and Its
Provisions on Substance Abuse in the
Workplace Are Under Review," p. 28,
May/June 1999.

Jim Comstock, M.Ed., CEAP
"Sexual Harassment: The EA
Professional's Role in Prevention and
Intervention," p. 8, November/
December 1998.

Martin Crawley
"Dignity and Diversity at Work: The
Key to Competitive Advantage," Part I,
p. 33, January/February 1999;
"Dignity and Diversity at Work: The
Key to Competitive Advantage," Part
II, p. 17, March/April 1999.

Scott Cullen-Benson, MA, CEAP
"3M's Employee Assistance Resource
Center," p. 38, November/December
1998.

Joseph Curran, CEAP
"An Internal EAP: The Best Fit for
Philadelphia Newspapers, Inc.," p. 35,
July/August 1998.

Sally Davis, CEAP
"The Nevada Chapter Welcomes You
to the 27th EAPA Annual Conference,"
p. 40, November/December 1998.

Gregory P. DeLapp, CEAP
"We're Up and Running," p, 4,
January/February 1999; "What They
Don't Know Can Hurt Us, " p. 4,
March/April 1999; "EAPA Is on the
Move!," p. 4, May/June 1999.

Scott Dunbar, M.Ed., D.Min., NCAC
II, MAC
"How To Say ̀Goodbye'," p. 20,
September/October 1998.

Carol Egan
"Substance Abuse Among Older
Adults: Employee Assistance
Professionals Should Look for the
Problem," p. 18, September/October
1998

Diana Ensign, MSE
"A Multidimensional Approach to
Eldercare Assistance," p. 12,
September/October 1998.

i~ Jack Fenimore
"Preserving Anonymity: What Helps
Johnny Learn to Read as an Adult," p. 31,
March/April 1999.

Michael B.Frisch, Ph.D.
"Documenting the Benefits of Your
EAP: Outcome Assessment and
Treatment Planning with the Quality-
of-Life Inventory," p. 2, Employee
Assistance Research Supplement, Vol. 2,
No. 2, November/December 1998.

William W. Greaves, MD
"EA Professionals and Occupational
Physicians: The Winning Workplace
Team," p. 9, January/February 1999.

Kirk C. Harlow, Dr.P.H.
"When Will Behavioral Health
Problems Receive the Attention They
Deserve?", p.l, Employee Assistance
Research Supplement, Vol. 2, No. 2,
November/December 1998.

Stephanie Wilson Hartwell, Ph.D.
"A Focus Group Assessment of
Alcohol Screening in the Workplace,"
p. 6, Employee Assistance Research
Supplement, Vol. 2, No. 2,
November/December 1998.

Philip A. Hess, MS, LCSW, LMFT,
CEAP, MAC
"Employee Counseling of Indiana:
External EAP," p. 9, March/April 1999

III John C. Higgins-Biddle, Ph.D.
~~ "A Focus Group Assessment of

Alcohol Screening in the Workplace,"
p. 6, Employee Assistance Research
Supplement, Vol. 2, No. 2,
November/December 1998.

Gail Hunt
"Corporate Eldercare: Is the Market
Growing?" p. 16, September/October
1998.

Steven E. Hyman, MD
"Future Mental Health Needs in the
Workplace," p. 28, September/October
1998.

William Judge, JD
"Sexual Harassment: The EA
Professional's Role in Prevention and
Intervention," p. 8,
November/December 1998.

Jeffrey P. Kahn, MD
"Occupational Psychiatry and the
Employee Assistance Program, Part
One," p. 11, January/February 1999;
"Occupational Psychiatry and the
Employee Assistance Program, Part
Two," p. 20, March/April 1999;
"Occupational Psychiatry and the
Employee Assistance Program, Part
Three," p. 20, May/June 1999.

William Kelly, CEAP, CDA
"Learning To Help Union Members,"
p. 28, January/February 1999.

William Kent, Ph.D.
"Employee Response During
Organizational Change: The Deciding
Factor," p. 8, May/June 1999.

Sandy Kohn, MSSW, CICSW, CEAP
"Wisconsin EAPA Chapters Advocate
for all Employees and Families," p. 41,
November/December 1998.

Joseph J. Kraus, CEAP
The Return to Work Interview:
Smoothing the Way to Re-entering the
Workplace," p. 12, July/August 1998;
"The Needs of an Aging Workforce,"
p. 2, September/October 1998;

Sheila Macdonald
"EAPAs Proactive Public Policy
Agenda," p. 30, July/August 1998; "Be
Prepared If Congress Enacts DFWP
Grants," p. 42, September/October
1998; "EAPA Recommendations
Incorporated into DFWP Bill," p. 28,
November/December 1998; "Answers to
DOT Questions from the Field," p. 16,
January/February 1999; "EAPA's 8th
Annual Public Policy Conference:
`Building EAP Power: Confronting
Controversy through Dialogue and
Debate'," p. 29, January/February 1999.

Don Magruder, CEAP
"Step 5: We Will Encourage Our
Associates To Become EAPA

Members," p. 4, July/August 1998;
"Step 6: Share Information within Our
Work Organization," p. 4, September/
October 1998; "Step 7: We Will
Follow Our Personal Programs," p. 4,
November/December 1998;
"Reflections on EAPA, 1996-1998," p.
8, January/February 1998.

George Maltezos, CEAP, LCPC
"Labor Union Reaches ̀the
Unreachable' through Peer Assistance
Program," p. 12, MarchlApril 1999.

Ted Mapes, CAC, CEAP, NCAC II
"Operating Engineers Union Takes
Recovery Seriously," p. 40, July/August
1998; "Union Groups Earn Award for
Innovative Drug and Alcohol Testing
Program," p. 32, November/December
1998;

John Maynard, Ph.D., CEAP
`Join the Team," p. 2, March/April
1999.

Mickey McKay, CEAP
"When Knowledge Is Not Enough," p. 41,
May/June 1999.

Doug McKibbon, CEAP
"Evolution of the CEAP: Strengthening
the Integrity and Rigor," p. 18, July/
August 1998; "CEAPs: Committed to
Professional Development,." p. 36,
September/October 1998; "New
Options for Former CEAPs to Regain
Certification,'i p, 34, November/
December 1998; "Transitions for the
EACC," p. 26, January/February 1999;
"CEAP Role Delineation: Preparing for
the Millennium," p. 40, March/April
1999; "CEAP—A Credential for the
World," p. 40, May/June 1999.

Alan D. Moore, Sr., CEAP
"Honoring the Sacred Circle in the
Workplace," p. 20, July/August 1998.

Julie Murdoch, BBA, JD
"After the Fall: Responding to an
Employee's Substance Abuse," p. 10,
July/August 1998.

Reggie Newell
"Union Internet Resource Guide," p. 38,
September/October 1998; "A Union
for the 21st Century," p. 14, May/June
1999.
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Charla Parker, MPA, CEAP
"Sexual Harassment: The EA
Professional's Role in Prevention and
Intervention," p. 8, November/
December 1998; "Answers to DOT
Questions from the Field," p. 16,
January/February 1999.

Theresa Prezioso
"KSU's Faculty and Staff Assistance
Program," p. 35, September/October
1998; "Internal EAP Spotlight," p. 24,
January/February 1999; "Aggregate
Results of EAPA Internal EAP
Committee Survey," p. 36, March/April
1999.

Betty Risher, CEAP
"Labor Supports Community
Services," p. 38, March/April 1999.

Paul Roman
"In Memory of Donald Fulton
Godwin, 1933-1998," p. 27, November/
December 1998.

Jack Shirley, CEAP
"An Internal EAP: The Best Fit for
Philadelphia Newspapers, Inc.," p. 35,
July/August 1998.

Kay Springer
"Changes Ahead for SAP Regulations:
An Interview with Mary Bernstein," p. 16,
July/August 1998; "The Disappearing
Work Force: What EAPs Can Do
Before the HR Pool Runs Dry," p. 10,
September/October 1998; "The Search
Continues: Identifying Depression in
the Workplace," p. 14, January/
February 1999; "Providing EAP
Services: A Menu of Choices," p. 8,
March/April 1999.

Mark Stone, Psy.D.
"Labor Union Reaches ̀the
Unreachable' through Peer Assistance
Program," p. 12, March/April 1999.

Sylvia Straub
"Celebrating Achievements While
Facing Future Challenges," p. 6,
July/August 1998; "Looking Forward
to Las Vegas," p. 6, September/October
1998; "Look for These Familiar Faces
at the Annual Conference," p. 6,
November/ December 1998; "Please
Tell Us What You Need," p. 7,
January/February 1999; "Members
Respond to Needs Assessment," p. 6,
March/April 1999; "Annual
Conference Will Be a Month Earlier
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This Year!" p.6, May/June 1999

Sandra Turner, CEAP
"Anxiety Disorders: Research Update,"
p. 28, March/April 1999.

Janice C. Warner, LCSW, CEAP
"Helping Parents Raising Biracial
Families," p. 32, July/August 1998

Smith Worth, MSW, LEAP, CCAS
"Quantum Leap Strategies into Welfare
Reform: Enhanced EAPs and Work
First," p. 22, November/December
1998.

James Wrich
"Public Policy: It's Our Job," p. 2,
November/December 1998.

Adult Illiteracy
"Preserving Anonymity: What Helps
Johnny Learn to Read as an Adult," by
Jack Fenimore, p. 31, March/April
1999.

Americans with Disabilities Act
(ADA)
"The Job Coach: A Reasonable
Accommodation for Persons with a
Psychiatric Disability," by Jan Bending,
Ph.D, CEAP, p. 10, November/December
1998; "ADA and Its Provisions on
Substance Abuse in the Workplace Are
Under Review," by Ken Collins, p. 28,
May/June 1999.

Anxiety Disorders
"Anxiety Disorders: Research Update,"
by Sandra Turner, CEAP, p. 28, March/
April 1999.

Certification
"Evolution of the CEAP: Strengthening
the Integrity and Rigor," by Doug
McKibbon, CEAP, p.18, July/August
1998; "CEAPs: Committed to
Professional Development," by Doug
McKibbon, CEAP, p. 36, September/
October 1998; "New Options for
Former CEAPs to Regain Certification,"
by Doug McKibbon, CEAP, p, 34,
November/December 1998; "Transitions
for the EACC," by Doug McKibbon,
CEAP, p. 26, January/February 1999;
"CEAP Role Delineation: Preparing for
the Millennium," p. 40, March/April
1999; "CEAP-A Credential for the

World," by Doug McKibbon, CEAP, p.
40, May/June 1999.

Cultural Diversity
"Helping Parents Raising Biracial
Families," by Janice C. Warner, LCSW,
CEAP, p. 32, July/August 1998.

Depression
"The Search Continues: Identifying
Depression in the Workplace," by Kay
Springer, p. 14, January/February
1999.

Disability Management
"EAP: Emphasizing the ̀ Ability' in
Disability Management," by David L.
Coles, CEAP, and Elizabeth V. Bolt,
RN, MS, LCDC, CEAP, p. 11,
November/December 1998.

Drug-Free Workplace
"Be Prepared If Congress Enacts
DFWP Grants," by Sheila Macdonald,
p. 42, September/October 1998;
"EAPA Recommendations
Incorporated into DFWP Bill," by
Sheila Macdonald, p. 28,
November/December 1998.

EA Profession
"Step 5: We Will Encourage Our
Associates To Become EAPA
Members," by Don Magruder, CEAP,
p. 4, July/August 1998; "Step 6: Share
Information within Our Work
Organization," by Don Magruder,
CEAP, p. 4, September/October 1998;
"Step 7: We Will Follow Our Personal
Programs," by Don Magruder, CEAP,
p. 4, November/December 1998;
"We're Up and Running," by Gregory
P. DeLapp, CEAP, p. 4, January/
February 1999; "What They Don't
Know Can Hurt Us," by Gregory P.
DeLapp, CEAP, p. 4, March/April
1999; "Providing EAP Services: A
Menu of Choices," by Kay Springer, p. 8,
March/April 1999; "Three Generations
and Still Counting," by Ken Collins, p.
26, March/April 1999; "Keeping the
EAP Spirit Alive: Lessons Learned
Through My EAP Career," by Tom
Bjornson, p. 10, May/June 1999.

EAP Models
'Johnson fit' Johnson: Internal/External
Combination," by Tom Baker, CEAP,
p.10, March/April 1999; "Labor Union
Reaches ̀the Unreachable' through
Peer Assistance Program," by George
Maltezos, CEAP, LCPC, and Mark

Stone, Psy.D, p. 12, March/April 1999;
"Lincoln EAP: External EAP Consortium,"
by Kris Brennan, p. 13, March/April
1999.

EAP Statistics
"CostlBenefit Analysis Shows EAP's
Value to Employer," by Kenneth R.
Collins, LCSW, CEAP, BCD, p. 16,
November/December 1998.

EAP Utilization Rates
"EAPA Measurements Subcommittee
Requests Member Feedback on
Proposed Utilization Definitions," by
Brenda Blair, p. 26, May/June 1999.

EAPA Annual Conference
"Looking Forward to Las Vegas," by
Sylvia Straub, p. 6, September/
October 1998; "The Nevada Chapter
Welcomes You to the 27th EAPA
Annual Conference," by Sally Davis,
LEAP, p. 40, November/ December
1998; "Reflections on EAPA, 1996-
1998," by Don Magruder, CEAP, p. 8,
January/February 1998; "Annual
Conference Wi11 Be a Month Earlier
This Year!" by Sylvia Straub, p.6,
May/June 1999.

EAPA Board of Directors
"Minutes of the November 1998 Board
of Directors Meeting," p. 35, January/
February 1999; "Minutes of the
January 1999 Board of Directors
Meeting, p. 16, March/April 1999;
"EAPA Joins EAP Digest in Sponsoring
Quality Award for EAP Excellence," p. 34,
May/June 1999.

EAPA Chapters/Membership
"Celebrating Achievements While
Facing Future Challenges," by Sylvia
Straub, p. 6, July/August 1998; "The
Nevada Chapter Welcomes You to the
27th EAPA Annual Conference," by
Sally Davis, CEAP, p. 40, November/
December 1998; "Wisconsin EAPA
Chapters Advocate for all Employees
and Families," by Sandy Kohn, MSSW,
CICSW, CEAP, p. 41, November/
December 1998; "We're Up and
Running," by Gregory P. DeLapp,
CEAP, p. 4, January/February 1999;
"Please Tell Us What You Need," by
Sylvia Straub, p. 7, January/February
1999; "Members Respond to Needs
Assessment," by Sylvia Straub, p. 6,
March/April 1999.

EAPA Committees
"Aggregate Results of EAPA Internal
EAP Committee Survey," by Theresa
Prezioso, p. 36, March/April 1999;
"EAPA Measurements Subcommittee
Requests Member Feedback on
Proposed Utilization Definitions," by
Brenda Blair, p. 26, May/June 1999.

EAPA Finances/Operations
"Employee Assistance Professionals
Association, Inc. Audited Financial
Statements, Year Ended June 30, 1998
and 1997," p. 38, January/February
1999.

EAPA Member Survey
"Please Tell Us What You Need," by
Sylvia Straub, p. 7, January/February
1999; "Members Respond to Needs
Assessment," by Sylvia Straub, p. 6,
March/April 1999; "EAPA Members
Speak Out Loud and Clear," p.16,
May/June 1999.

EAPA Staff
"Look for These Familiar Faces at the
Annual Conference," by Sylvia Straub,
p. 6, November/December 1998.

Eldercare
"A Multidimensional Approach to
Eldercare Assistance," by Diana Ensign,
MSE, p. 12, September/October 1998;
"Corporate Eldercare: Is the Market
Growing?" by Gail Hunt, p. 16,
September/October 1998; "Substance
Abuse Among Older Adults: Employee
Assistance Professionals Should Look
for the Problem," by Carol Egan, p.
18, September/October 1998.

External EAPs
"Employee Counseling of Indiana:
External EAP," by Phil Hess, CEAP, p
9, March/April 1999.

Fitness for Duty
"Fitness for Duty: Does Your
Company's Policy Pass the Test?" by
Tamara Cagney, CEAP, p. 14,
July/August 1998.

Front Desk
"Should He Go or Should He Stay? It
Depends...," by Tamara Cagney, p. 2,
July/August 1998; "The Needs of an
Aging Workforce," by Joseph Kraus,
CEAP, p. 2, September/October 1998;
"Public Policy: It's Our Job," by Jim
Wrich, p. 2, November/December

1998; ̀Join the Team," by John
Maynard, Ph.D., LEAP, p. 2, March/
April 1999.

Internal EAPs
"An Internal EAP: The Best Fit for
Philadelphia Newspapers, Inc.," by
Joseph Curran, CEAP, and Jack Shirley,
CEAP, p. 35, July/August 1998; "KSU's
Faculty and Staff Assistance Program,"
by Theresa Prezioso, p. 35, September/
October 1998; "3M's Employee
Assistance Resource Center," by Scott
Cullen-Benson, MA, CEAP, p. 38,
November/December 1998; "Internal
EAP Spotlight," by Theresa Prezioso,
p. 24, January/February 1999;
"Aggregate Results of EAPA Internal
EAPs Committee Survey," by Theresa
Prezioso, p. 36, March/April 1999.

International
"Honoring the Sacred Circle in the
Workplace," by Alan D. Moore, Sr.,
CEAP, p. 20, July/August 1998;
"Dignity and Diversity at Work': The
Key to Competitive Advantage," Part I,
by Martin Crawley, p. 33, January/
February 1999; "Dignity and Diversity
at Work: The Key to Competitive
Advantage," Part II, by Martin
Crawley, p. 17, March/April 1999;
"The Australian EAPA Chapter," by
Tony Buon, p. 30, May/June 1999.

Interpersonal Relationships
"How To Say ̀Goodbye'," by Scott
Dunbar, M.Ed., D.Min, NCAC II,
MAC, p. 20, September/October 1998.

;,

Labor
"Operating Engineers Union Takes
Recovery Seriously," by Ted Mapes,
CEAP, p. 40, July/August 1998;
"Union Internet Resource Guide," by
Reggie Newell, p. 38, September/
October 1998; "Union Groups Earn
Award for Innovative Drug and
Alcohol Testing Program," by Ted
Mapes, CEAP, p. 32, November/
December 1998; "Learning To Help
Union Members," by William Kelly,
CEAP, CDA, p. 28, January/February
1999; "Labor Union Reaches ̀the
Unreachable' through Peer Assistance
Program," by George Maltezos, CEAP,
LCPC, and Mark Stone, Psy.D, p. 12,
March/April 1999; "Labor Supports
Community Services," p. 38,
March/April 1999; "A Union for the
21st Century," by Reginald Newell, p. 14,

July~August 1999 • EAPA EXCHANGE • 15



May/June 1999; "When Knowledge Is
Not Enough," by Mickey McKay,
CEAP, p. 41, May/June 1999.

Letters to the Editor
"An Open Letter of Gratitude," Bern
Beidel, Selden Cooper, Debbie Frank,
Liz McBride, p. 31, May/June 1999.

Licensure
"Marketing the Licensed Employee
Assistance Professional Credential:
One State's Approach," by John Burke,
MA, CEAP, p. 22, September/October
1998; "Licensure Update from the
EAPA Connecticut Chapter's
Legislative and Public Policy
Committee," by Gary Alger, M.Div,
CADC, CEAP, p. 15, November/
December 1998

Mental Health
"Future Mental Health Needs in the
Workplace," by Steven E. Hyman,
MD, p. 28, September/October 1998;
"Occupational Psychiatry and the
Employee Assistance Program, Part
One" by Jeffrey P. Kahn, MD, and Seth
Aidinoff, MD, p. 11, January/February
1999; "Occupational Psychiatry and
the Employee Assistance Program, Part
Two," by Jeffrey P. Kahn, MD, and Seth
Aidinoff, MD, p. 20, March/April
1999; "Occupational Psychiatry and
the Employee Assistance Program, Part
Three," by Jeffrey P. Kahn, MD, and
Seth Aidinoff, MD, p. 20, May/June
1999.

Obituaries
"In Memory of Donald Fulton
Godwin, 1933-1998," by Paul Roman,
p. 27, November/December 1998; " In
Memory of Our EAPA Friends Who
Passed Away," p. 25, March/April
1999.

Occupational Medicine
"EA Professionals and Occupational
Physicians: The Winning Workplace
Team," by William W. Greaves, MD,
p. 9, January/February 1999;
"Occupational Psychiatry and the
Employee Assistance Program, Part
One," by Jeffrey P. Kahn, MD, and
Seth Aidinoff, MD, p. 11, January/
February 1999; "Occupational
Psychiatry and the Employee
Assistance Program, Part Two," by
Jeffrey P. Kahn, MD, and Seth Aidinoff,
MD, p. 20, March/April 1999;
"Occupational Psychiatry and the

Employee Assistance Program, Part
Three," by Jeffrey P. Kahn, MD, and
Seth Aidinoff, MD, p. 20, May/June
1999.

Public Policy
"EAPAs Proactive Public Policy
Agenda," by Sheila Macdonald, p. 30,
July/August 1998; "Be Prepared If
Congress Enacts DFWP Grants," by
Sheila Macdonald, p. 42, September/
October 1998; "The Greening of an
EAP Public Policy Advocate," by Gary
Alger, M.Div., CADC, CEAP, p. 14,
November/ December 1998; "EAPA
Recommendations Incorporated into
DFWP Bill," by Sheila Macdonald, p. 28,
November/December 1998; "EAPAs
8th Annual Public Policy Conference:
`Building EAP Power: Confronting
Controversy through Dialogue and
Debate'," by Sheila Macdonald, p. 29,
January/February 1999;

Research
"When Will Behavioral Health
Problems Receive the Attention They
Deserve?" by Kirk C. Harlow, Dr.P.H.,
p.l, Employee Assistance Research
Supplement, Vol. 2, No. 2, November/
December 1998; "Documenting the
Benefits of Your EAP: Outcome
Assessment and Treatment Planning
with the Quality-of-Life Inventory," by
Michael B. Frisch, Ph.D., p. 2,
Employee Assistance Research Supplement,
Vol. 2, No. 2, November/December
1998; "A Focus Group Assessment of
Alcohol Screening in the Workplace,"
by Stephanie Wilson Hartwell, Ph.D.,
and John C. Higgins-Biddle, Ph.D.,
p. 6, Employee Assistance Research
Supplement, Vol. 2, No. 2, November/
December 1998.

Sexual Harassment
"Sexual Harassment: The EA
Professional's Role in Prevention and
Intervention," by Charla Parker, MPA,
CEAP, with Jim Comstock, M.Ed.,
CEAP, and William Judge, J.D., p. 8,
November/December 1998.

Substance Abuse
"After the Fall: Responding to an
Employee's Substance Abuse," by Julie
Murdoch, BBA, JD, p. 10, July/August
1998; "Substance Abuse Among Older
Adults: Employee Assistance
Professionals Should Look for the
Problem," by Carol Egan, p. 18,
September/October 1998; "Answers to

DOT Questions from the Field," by
Charla Parker, MPA, CEAP, and Sheila
Macdonald, p.16, January/February
1999.

Substance Abuse Professional
"Changes Ahead for SAP Regulations:
An Interview with Mary Bernstein," by
Kay Springer, p. 16, July/August 1998.

Welfare Reform
"Quantum Leap Strategies into Welfare
Reform: Enhanced EAPs and Work
First," by Smith Worth, MSW, LEAP,
CCAS, p. 22, November/December
1998.

Work-Life Programs
"Integrating EAPs with Work-Life
Programs: A New Way To ̀ Have It
All'," p. 14, March/April 1999.

Workplace
"The Return to Work Interview:
Smoothing the Way to Reentering the
Workplace," by Joseph J. Kraus, CEAP,
p. 12, July/August 1998; "The
Disappearing Work Force: What EAPs
Can Do before the HR Pool Runs Dry,"
by Kathi Beauchesne and Kay
Springer, p. 10, September/October
1998; "Dignity and Diversity at Work:
The Key to Competitive Advantage,"
Part I, by Martin Crawley, p. 33,
January/February 1999; "Dignity and
Diversity at Work: The Key to
Competitive Advantage," Part II, by
Martin Crawley, p. 17, March/April
1999; "Employee Response During
Organizational Change: The Deciding
Factor," by William Kent, Ph.D., p. 8,
May/June 1999. Q

The Customers You Want
Read the EAPA Exchange

To Advertise in the
Next Issue of

EAPA Exchange

Call Marilyn Lowrance
703-538-5557

~~hen
the needY
somethin
different...

A program for those who are not getting
results from traditional approaches.

A Home-like Residential Center with aMulti-Disciplinary Approach
In Beautfful Sedona, Arizona

• State-of-the-Art Therapies •Stress Reduction • A 12-step companion
• Emotional Repatteming •Family Program and/or alternative
• Bio-nutrition • Cveer & Li(eSystanTM~ •Caring, home-like
•Release Methods •Individual Attention environment

(888) 811-8371 www.desert-canyon.com

The Twelfth
p~~~"~~gb`~`~~~ Cape Cod Symposium0

C.C.S.A.D. On Additive Disorders
"violence, September 23.26,1999

Abuse, Four Points Hotel Hyannis
Hyannis, Cape Cod,Massachusetts

Addiction: Faculty Includes: Highlights Include:
Stephen R. Andrew, MSW • Earn up to 30 Contact

Dialogue Mary Bellofatto, MA, LMHC Hours/PDHs
Father Leo Booth, MTh, CAC •Credits for Problem

and Patrick ]. Carnes, PhD, CAS Gambling Certification/
Mindy Caron, CAC, NCAC II Recertification
H. Westley Clark, MD, JD •Certified Clinical Super-

TeChnlques Patrick L. DeChello, PhD visor Training - 7 hrs.
Jeffrey L. Fortuna, DrPH •Ethics for Certification/

for
Terence T. Gorski Recertification - 6 hrs.
Grant Guan R. Hou, •Earn PDHs in
MD (in China), MS Content Areas 3 6~ 4

Identtffcatlon Irene S. Lang, RN, CEAP •Critical Incident Stress
Gerald W. Lewis, PhD and Trauma - 6 hrs.

and
John M. Regan, CASAC •HIV/AIDS Training
John Sealy, MD •Mental Status &Suicide
G. Douglas Talbott, MD Assessment - 6 hrs.

Healing." Cynthia L. Webnar, MA •Relapse Prevention
Workshop - 6 hrs.

• SASSI Tra~mngs

Sponsored by. Brattleboro North River
Retreat Foundation, Inc.

Brattleboro, VT Duxbury, MA
Af/'(lia[e of Dartmouth
Medical School

North River Foundation, Inc., 97 Bianca Road, Duxbury, MA 02332-3507
1-800-767-9061, (781) 834-0005 •Fax (781) 585-0607

Are their financial probl~
disrupting their work patterns?
With over 50 years in the consolidation
business, WE CAN HELP! Your clients
can even call us direct.

Cook Consolidation
Member E.A.P.A.

1-800-865- H E L P
You can earn Thousands of dollars in Revenue
for your company per month. Call Now for free
books and pamphlets on financial problems fo
give fo your clients. Non-Profit Consumer Cretlit Counselor

Recruit One
New Member
and Win!

EAPA's Member-Get-A-
Member Program

September-December 1999

Lool< for Details in Your Mailbox

and in the September F~1PA Exchange
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Onthe
Labor Front
Phil~z~el l~i~z G~zs Wov~~.s l~z~hts fov~
I~tev~~~z ~'~ll'
by John Offidani, CEAP

n the 1998 collective bargaining
agreement between Philadelphia
Gas Works (PGW) and Local 686
of the Service Employees

International Union (SEIU), AFL-CIO
negotiated a bargaining unit position
entitled EAP Coordinator, and gave it
a full job description. During the 1993
contract talks, the union had tried
unsuccessfully to obtain a bargaining
unit position, but we were subse-
quently able to demonstrate the
potential benefits and cost savings of
an in-house EAP.

Local 686 became involved in
EAP work in the early 1980s through
a union assistance program (UAP) rep-
resentative who worked with employ-
ees who had drug and alcohol
problems and/or members who were
just exiting a rehabilitation center. The
union facilitated weekly peer group
meetings at our hall; we found these
meetings effective in preventing
relapse. We are working to make
mandatory peer group participation a
convenient and cost-effective corner-
stone for the EAP's aftercare strategy,
which includes trained and/or certified
group leaders.

The UAP has also been instru-
mental in maximizing appropriate uti-
lization of mental health insurance
dollars by dealing directly with both
providers and carriers. We have found
it helpful to take advantage of the
resources of the Philadelphia Chapter
of the Labor Assistance Professionals
to help establish a meaningful dia-
logue with various managed care orga-
nizations. Aclose working relationship
with the company's benefits section
has also played an important role in
addressing complex situations.
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In April 1990, the majority of our
members began mandated urine drug
testing under the Research and Special
Programs Administration (RSPA) of
the U.S. Department of Transportation
(DOT). In 1995, PGW was required to
participate in breath alcohol testing
under the auspices of both the Federal
Highway Administration and RSPA.

All e~vcployees
v~eceivin~ tv~e~zt~vicent
fov~ substance abuse,
v~e~~zv~~less of their
DOT status, ~zv~e
ovev~seen by ~
substance abuse
p~ofession~zl.

The DOT regulations currently man-
date tests, including random urine
sampling for 75 percent of our work
force, encompassing about 1200
union members.

Among the strong points of our
program since its inception has been
the negotiated right to subject all
employees receiving treatment for sub-
stance abuse, regardless of their DOT
status, to evaluation and subsequent
oversight by a substance abuse profes-
sional (SAP). In addition to the typical
SAP functions, such as initial evalua-
tion, back-to-work planning, and
guidance on follow-up testing proto-
cols, our SAP has served as another
advocate for our membership when

addressing requisite level-of-care
issues with providers.

PGW and Local 686 are currently
discussing formal revisions to the
1995 Drug and Alcohol Policy; this
discussion is independent of the pri-
mary contract negotiations, We hope
to expand our EAP services to encom-
pass mental health, stress-related ill-
nesses, workplace violence, marriage
counseling, and eldercare issues. We
will also educate and assist union rep-
resentatives and managers in the value
of intervening earlier in the disease
process with our valuable employees.
We want our members to get help
before they suffer loss of health, fami-
ly, or livelihood. Q

John Offidani, CEAP, serves as the EAP
Coordinator for Philadelphia Gas Works
(PGWJ. Offidani is also president of Labor
Assistance Professionals (LAP) in
Philadelphia and treasurer of Local 686.
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areas outside the U.S. is time-consum-
ing and costly for all parties. Yet, in an
ever-increasing global market for all
goods and services, we are well past
the point of wondering whether EAPA
should be involved beyond U.S. bor-
ders. Rather, our focus is on how we
should get there, which brings up the
question: what is our plan?

The EAPA Board of Directors will
meet in late August for a weekend of
strategic planning. Our Association is
maturing. We have significant data
from the recently completed member-
ship survey (thank you all for your
comments!). We have measurable
demographic changes and shifts in
membership mix, We have customer
service tools that did not exist in EAPA
just two years ago. We have all this
and more, in the context of a political
and legal climate where more and
more government and private sector
groups are coming to EAPA because
they want to work with us. Approach
all this with the same EAPA worldview
we had in the past, and we will floun-
der. Define a path that builds on our
past but challenges a broader view of
diversity, professional development and
standards practice, skill sets, certifica-
tion, licensure, and accreditation...
and we will begin to change the EA
landscape and ensure that we have a
seat at the table.

The strategic plan developed by
your Board of Directors will be fine
tuned between now and the Annual
Conference in Orlando. At that time, I
will review the plan with all EAPA
members and ask for your support to
keep moving us forward. I started this
column recognizing the talented and
dedicated people collectively known as
the membership. I hnow you have
thoughts, ideas, and suggestions as to
where your Association needs to go.
While we are positioning ourselves for
growth, further professional develop-
ment, and increased influence on EA
market development, I want to hear
from you! Let me know where you
think our strategic emphasis needs to
be: gdelapp@cartech.com.

Let's get together and learn how to
fly! Q

An International Conference ~o
Alcohol and Drug Addiction

Professionals
DECEMBER S - 11,1999

DOWNTOWN ATLANTA HILTON &TOWERS, ATLANTA, GA

Fort 24 rn~s SECAD has been an international leader in the field of addiction with the
foremost speakers, the most up-to-the-minute topics and extensive exhibit and networking
areas. Plan to attend SECAD/99 this December 8-11 for 3'/x days of seminars, meetings and
workshops that make up one of the finest educational and networking opportunities available
anywhere.

SECAD/99 PRELIMINARY SUBJECT AREAS

Ethics — A full-day,
pre-conference meeting

Relapse
• Moving Towards Recovery
• Nutrition and the

Addicted Patient
•Attitude of Gratitude
• Spirituality & Recovery

• Hepatitis "C"Epidemic
• Heroin
• OldcrAdults with Substance

Use Disorders
• Pain Management &

Addiction
• StimulantABdiction

•Gambling
Back to Basics in Treatment

• Pccr Assistance Teams
• Neurobiology of Addiction

Counseling the Mentally III
Substance Abuser

• '~~e SECAD Experience
•and much more.

FOR A COMPLETE AGENDA AND REGISTRATION INFORMATION CONTACT US AT:

1-800-845-1567 •678-297-4850
OR VISIT OUR WEB SITE AT: www.charterbehavioral.com
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i
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C~z~EAPM~z~~z~ev~sAsce~~ tl~e
Covpov~~zte L~z~~ev~ ?
by I<en Collins

onventional wisdom has
long been that once one
became a program manager
within an internal EAP,

there was nowhere else to go other
than out the door. In fact, there are
numerous exceptions to this rule. In
preparing this column, I interviewed
nine individuals who have taken on
other roles within the same organiza-
tion. My primary objective was to
identify the skills and circumstances
that enabled these people to change. I
also wanted to determine if there were
common "midlife issues," such as
those John Maynard described on
pages 16-17 of this issue, that charac-
terized these transitions. What does it
mean that these former EAP managers
chose to move into new roles in mid-
career and how are these new respon-
sibilities qualitatively different from
their former positions?

After serving for eight years as
manager of the EAP she developed at
the University of California, Carol
Hoffman is now the manager of
work life program development at the
Berkeley campus. In her current posi-
tion, she helps the university craft
policies and programs to deal systemi-
cally with the kind of issues that she
and her staff previously helped indi-
viduals and their managers cope with
through the EAP. The new role gradu-
ally expanded and evolved, over a
three- to four-year period, from her
continuing work as co-chair of the
Chancellor's Advisory Committee on
Work/Family and Dependent Care.
Carol's interest and involvement in life
cycle issues, including work/family,
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dates back to her EAP work at Kaiser
Permanente Medical Center, San
Francisco, where she made the transi-
tion from medical social worker to
developer of the first EAP in the
Kaiser Permanente system.

Leslie Koved managed Northern
California's EAP at Kaiser Permanente
for six years, prior to her current
assignment as director of the Physician
Resource Network. As EAP manager,
she coordinated the transition from a

These fo~~cev~ EAl'
~c~zn~z~e~s chose to
move into new voles
in ~i~-c~v~eev:

combined external vendor with two
internal EAP positions to one of the
largest internally staffed EAPs in the
state, with the equivalent of 16 coun-
selor positions. In her current role, she
works to identify and address the
health and wellness needs of more
than 4,000 Kaiser Permanente physi-
cians in Northern California. The pro-
gram, which was developed as a result
of a proposal that she presented to the
board of directors, helps doctors cope
with a multiplicity of changes taking
place in the organization.

Pat Armstrong managed the
Wells Fargo EAP for eight years prior
to assuming her current position as
vice presidendmanager of employee
relations and services. Her present
responsibilities include overseeing cor-
porate employee relations, providing

consultation to human resources staff
and line management in resolving
EEO and other conflictual issues,
reviewing legislative changes and case
law decisions for possible human
resource impact, and supervising the
current EAP manager. In her new role,
she helps the company develop poli-
cies and procedures for the employee
handbook; these policies and proce-
dures set the tone of the workplace,
define management style, and articu-
late the expectations that the company
has for its employees.

After five years as EAP manager at
the Bank of Montreal, Tom Reynolds
accepted an assignment to develop a
training program that will help bank
managers become outstanding people
managers. After comparing various
programs of 360-degree feedback and
extensive research on best training
practices, Tom and the bank's Institute
for Learning developed a program
based on the work of Daniel Coleman,
who coined the term and wrote a
book on "emotional intelligence." The
program's approach is both compre-
hensive and structural. Supervisors
and managers receive extensive train-
ing, guidance, and coaching on how
to acquire and improve people skills
and they are then held accountable by
a compensation system that translates
people management expertise into
performance objectives. Tom moved
into his new position after first accept-
ing the assignment on a temporary
basis. The Bank of Montreal EAP had
previously provided extensive training,
which led to including the bank's
career development center under the
purview of the EAP manager.

Rod Libbey managed the Bank of
America EAP for 11 years before
becoming the bank's primary ombuds-
man three years ago. He describes the
ombuds process as a three-step
sequence. First, he engages the client
and gathers information regarding the
client's complaint. He then reviews all
documentation and solicits informa-
tion and facts from all involved par-
ties. Finally, he works to resolve the
conflict through mediation or a direct
request to senior management for an
administrative remedy. Since the merger
of Bank of America with Nationsbank,
Rod now supervises two other individ-
uals providing the ombuds function.

Following 18 years as EAP manag-
er for Boeing, Dennis O'Neill com-
pleted agradual transition out of the
EAP role two years ago and became
manager of Boeing's organizational
assistance program. His role had begun
to change earlier, when, in addition to
the EAP responsibilities, he assumed
management of the company's drug-
free workplace program. The organiza-
tional assistance program focuses on

change implementation and managerial
effectiveness and addresses conflict in a
team environment. Approximately six
months ago, Dennis accepted a new
role within the company as manager of
labor relations and the company's dis-
pute resolution process. He kept the
drug-free workplace assignment but
gave up actively supervising the orga-
nizational assistance program.

It's been two years since Keith
Vaughan moved from his EAP position
at Corning Incorporated to his current
assignment in industrial relations. He
is responsible for handling a broad
range of issues affecting employee
well-being, including conflict resolu-
tion, safety, and compliance with feder-
al codes. As an integral part of the.
management team, he now sees
employees on an ongoing basis and
has the opportunity to address
employee needs in a more comprehen-
sive manner than in his prior EAP role.
To prepare himself for the transition,
Keith became what he calls an "indus-
trial ethnographer," studying the values
embedded within the corporate culture

and demonstrating the competencies
needed to perform his new role.
Hank Linden was manager of the
American Express EAP for nine years
before being promoted to vice presi-
dent of health services, with responsi-
bility for the company's medical,
fitness, safety and ergonomics, and EA
programs. In this role, previously held
by the company's medical director,
Hank presented these programs as a
unified preventative strategy, address-
ing company concerns around
employee retention, absenteeism, and
productivity. He stated that this posi-
tion has brought him closer to the
business and increased his interaction
with line management. My interview
with Hank occurred a few days before
he left American Express to begin a
consulting practice with workplace
violence expert, Dr. Park Dietz.

As manager of the Counseling and
Consultation Service at Air Products,
Carol Sheffield provides employees
and managers with a range of services
intended to increase skills and resolve
conflicts before they create cases for
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the EAP. While still retaining responsi-
bility for managing the EAP and the
company's drug and alcohol testing
programs, Carol now provides non-
clinical coaching and consultation to
help individuals manage performance
problems, acquire additional interper-
sonal skills, and enhance their person-
al and professional growth. The
program addresses the needs of super-
visors and managers to improve their
effectiveness and leadership skills,
both on an individual basis and as
part of the company's overall training
initiatives. Carol also serves as a pro-
ject consultant to help management
anticipate the role of human factors
that affect project outcomes and pro-
vides arange of customized programs
to support the organization.

A number of recurrent themes
emerged through this interview
process. The interviewees shared a
remarkably similar perspective on how
their EAP experience made the new
assignment possible, what they liked
about their new positions, what they
miss about the EAP role, and why the
change was appropriate at that point in
their careers. While all of these former
EAP managers were trained clinicians,
what mattered more than their profes-
sionals skills was their ability to gain
the trust of senior management.
Factors that contributed to trust build-
ing were their personal reliability, their
willingness and demonstrated effective-
ness in dealing with difficult situations,
and an earned reputation for solid
common sense. In every case, the role
of EAP manager provided the critical
exposure and opportunity to build
relationships with management that
opened the door to their new assign-
ments. In all instances, the support of
their own manager was a critical factor,
and other senior managers champi-
oned their advancement as well.

Several midlife issues were present
for virtually all of the interviewees.
After several years as an EAP manager,
each person felt the need for new chal-
lenges and the opportunity to acquire
new skills. While not universal, most
of these individuals moved into posi-
tions of greater influence within the
organization, but less intensive contact
with individuals. The shift to more
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preventative programming and away
from individual crisis management was
a mixed blessing. Individuals appreciat-
ed having advanced to a position that
enabled them to indirectly improve the
lives and work environment for much
larger numbers of employees. The
trade-off was giving up the daily sense
of helping someone in a more immedi-
ate way through the EAP function.
People felt ambivalent about the crisis-
oriented nature of EAP work. On the
one hand, they miss the passion and
exhilarating pace of EAP work, and on
the other, they felt that they are now
less vulnerable to burnout, having been
removed from the often-unrelenting
demands of crisis intervention. This
was especially important to a few of
those interviewed, whose transition
from the EAP position made it possible
to spend more time with their adoles-
cent or pre-adolescent children. Finally,
virtually all of these former EAP man-
agers feel that moving out of the EAP
role has meant relinquishing a valued
identity and losing amuch-appreciated
connection with the community of EA
professionals. Q

TRAINING AND ASSESSMENT
RESOURCES

Corporate Training Pro rams:

"Ethics for Excellence"
"Gender Communication Diversity"

EAP/SAP Assessment Aides:

Substance Abuse or Dependence:
Adult AADAD
"Significant Other" AADAD
Adolescent AADAD
Parent AADAD

Adolescent Depression Questionnaire

Interview Forms:
FiMess-for-Duty - CD or Psychiatric
General Adult or Adolescent
Parent Interview Form
Child Interview Form &Activities
Domestic Violence Interview Form

(and many others)

Nepenthe Publications

Website: www.nepenthepublications.com
E-mail: Nepenthe75@aol.com
Fax: 530-32~-8252

nfotracks
EAI'A Joins CSAT ivy I~t~o~~ci~~ 1999 Recovev y 1l ~lo~tl~

n preparation for observing the 10'''
National Alcohol and Drug
Addiction Recovery Month in
September 1999, the EAP

Association joined the Substance Abuse
and Mental Health Services Adminis-
tration (SAMSHA) and two other
associations in unveiling a new cam-
paign designed to increase awareness
of substance abuse in the workplace.

Chief Operating Officer Sylvia
Straub, representing the members of
the EAP Association, was a featured
speaker in the press conference held
on June 18 in Washington, D.C. Straub
noted that "an employee assistance
professional is often the first person an
employee will turn to when a produc-
tivity issue puts his or her job on the
line.... Our members know that the
workplace is an ideal place to set up
programs to fight against substance
abuse."

Straub announced during her
presentation that "the EAP
Association supports ALL legislative
measures that provide parity for sub-
stance abuse treatment."

To increase awareness of sub-
stance abuse as a workplace issue,
the Center for Substance Abuse
Treatment (CSAT), a division of
SAMSHA, unveiled new public ser-
vice announcements that help people
understand how substance abuse
treatment can benefit both the
employee and the employer.
According to CSAT Director H.
Westley Clark, M.D., J.D., M.P.H,
"American companies concerned
about productivity and safety issues
should take the lead in allocating
resources to develop sound work-
place substance abuse policies."

Copies of the 1999 National
Alcohol and Drug Addiction
Recovery Month kits were mailed to
EAPA chapters in the 44 states where
the campaign is going on. For more
information or to receive your own
copy of the kit, contact Michele
Westbrook at 301-443-9714. Q

Shown (left to right) are H. Westley Clark, SAMSHA Administrator Nelba Chavez, Larry
Hyde, Executive Vice President of the Community Anti-Drug Coalitions of America
(CADCA), and EAPA COO Sylvia Straub.
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International=~
News
~c~zv~io~s Li~zbzlity Specz~c~zlly I~cl~~e~ i~ l~e~,
Ex~~z~~e~ E~ploy~e~t E~u~zlzty Act
by Clare Rowell

ttendees of an April 1999
conference on workplace
discrimination were told
that the newly expanded

and strengthened Employment
Equality Act, 1998, which is due for
implementation in Ireland in
September 1999, specifically permits
the doctrine of vicarious liability of
employers to operate "in respect of
anything done by an employee in the
course of his (or her) employment."

Mary Honan, a legal expert in the
area of discrimination, explained that
while vicarious liability has been
raised in sexual harassment cases
developing out of the existing legisla-
tion, there has been no express provi-
sion dealing with vicarious liability of
employers for the discriminatory acts
of employees.

A recent High Court case con-
cerning aserious sexual harassment/
assault concluded that sexual harass-
ment is not an act that can be said to
be "in the course of employment" and,
therefore, is not an act for which the
employer is vicariously liable.

"While the phrase ̀ in the course of
employment' may not generally cause
any problems in discrimination litiga-
tion," said Honan, a legal expert in the
area of discrimination, "it has the
potential to do so in cases involving
sexual harassment by co-employees."

Ms. Honan, a former legal advisor
to the Employment Equality Agency,
presented her remarks during the one-
day conference organized by the EAP
Institute in Dublin. Also addressing
the conference were industrial rela-
tions consultant Tom Hayes; Rosheen
Callender, national equality officer
with SIPTU; and Geraldine Gorman
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and Fiona Tiernan, equality officers in
Dublin Corporation.

The new Act, which combines the
existing Anti-Discrimination (Pay) Act,
1974, and the Employment Equality
Act, 1977, both of which will be
repealed in September 1999, consider-
ably expands the grounds for discrimi-
nation from the existing gender and
marital status to also include race, age,
religion, disability, family status, sexual
orientation, and membership of the
traveling community.

Honan said it is unlikely that the
existence of a harassment policy alone
in the workplace will be a sufficient
defense under the new Employment
Equality Act, 1998, for employers
against vicarious liability for acts of sex-
ual harassment or non-gender harass-
ment perpetrated by an employee.

Sexual Harassment

According to Honan, the Act
states that with respect to sexual
harassment and same-gender harass-
ment, which are introduced into Irish
law for the first time under the 1998
Act, "it shall be a defense for the
employer to prove that he or she took
such steps as were reasonably practica-
ble to prevent the employee (a) from
doing the act or (b) from doing, in the
course of his employment, acts of that
description."

No guidance is given as to what is
"reasonably practicable," she noted,
but it is unlikely that the existence of a
harassment policy alone would be suf-
ficient to satisfy the above section of
the Act, particularly given the Labour
Court's approach to these cases to
date. "This defense" she says, "pro-
vides astrong incentive to employers

to put effective preventative strategies
in place."

Honan's address also covered the
critical changes the 1998 Act will
make on the existing Employment
Equality Act, 1977, and the Anti-
Discrimination (Pay) Act, 1974, both
of which will be repealed when the
new Act is implemented in September.

In addition to the additional
grounds for discrimination, the new
Act has increased access to the legisla-
tion to include agency workers and
includes express provision dealing
with indirect pay discrimination for
the first time in Irish law With respect
to pay claims, the "same place"
requirement in the old legislation has
been deleted while the provision deal-
ing with "associated" employer is less
restrictive. Honan said the 1998 Act
also contains provisions dealing
expressly with indirect discrimination
and for the first time, notes that the
old 1974 Equal Pay Act contained no
express prohibition on indirect dis-
crimination. Indirect sex discrimina-
tion, explained Honan, refers to
conditions or practices that are sex-
neutral in form but discriminatory of
effect or impact, while direct discrimi-
nation is concerned with treatment.

The new Act also defines sexual
harassment for the first time and intro-
duces the concept of "reasonableness"
into the standard applicable to judicial
consideration of sexual harassment
cases. She noted that the definition of
harassment is "quite broad" and the
circumstances in which harassment
will constitute discrimination are also
"quite widely drawn."

Regarding defenses, Honan said
that the Act permits a defense against
an equal pay claim as "establishing

that the difference in pay is for reasons
other than sex." With respect to equal
treatment claims, one can argue that
the difference in treatment was based
on grounds other than sex, and/or one
can rely on one of the statutory exclu-
sions permitted, for example, by
establishing that the sex is an occupa-
tional qualification for the post.

Following the Supreme Court
challenge to the original legislation,
employers will be able to refuse to
employ a person with a disability on
the grounds of cost as long as this cost
is "other than a nominal cost."
Originally, employers would have had
to bear the full cost of employing a
person with a disability or else face a
claim of discrimination.

Employer Obligations on
Disability

Consultant Tom Hayes told the
seminar that "there may be an obliga-
tion on employers to avail of any state
grants or other forms of assistance to
provide ̀ special treatment or facilities'
if they wish to avoid claims of dis-
crimination." "Put another way," said
Hayes, "were the government to put in

place a program designed to help
employers with the cost of making
appropriate adjustments to enable
employers to employ people with a
disability, and should a particular
employer fail to take advantage of that
program, then a defense against
alleged discrimination claiming exces-
sive costs would, in all probability, fail.

With respect to disability and age
employment discrimination, the Act
allows a defense for employers on the
basis that they show there is "clear
actuarial evidence or other evidence
that significantly increased costs
would result if the discrimination were
not permitted in those circumstances."
Again, Hayes notes that while this
argument is a "potentially useful

defense against age and disability dis-
crimination, it is clear that the burden
of proof will fall on the employer and
must be supported by detailed, actuar-
ial evidence. "A simple assertion that

costs will increase will not suffice," he
warns.

Because Irish employers will have

to contend with age and disability dis-
crimination for the first time, starting
in September 1999, Hayes drew on
the experiences in the United
Kingdom and the United States.
According to recent U.K. figures from
the Employers Forum on Age, he said,
age bias is costing that country at least
26 billion pounds a year with ̀ ageism'
hitting people as young as 29! In the
U.S., the Equal Employment
Opportunity Commission reported
that in 1997, 1,600 cases alleging age
discrimination were brought before
the courts; settlements in these cases
totaled more than $44 million.

Age Discrimination

A European Union survey on
employers' ratings of various factors in
relation to the recruitment of older
workers revealed, said Hayes, that the
overwhelming factor discouraging the
recruitment of older workers was "a
lack of appropriate skills" with 72 per-
cent claiming this was "important" or
"very important." Rules governing
pension schemes, the payback period
on training, and maximum recruit-
ment ages were rated as "important"
factors by more than 50 percent of
respondents.

Hayes noted that while an
employer's defense of financial hard-
ship with respect to employing a per-
son with a disability is not necessarily

acceptable in the U.S., an American
Bar Association (ABA) study showed
that employers won 92 percent of the

1200 cases filed since 1992 under the
Americans with Disabilities Act (ADA).

Employees won just 8 percent of the
cases. The ABA study concluded that
plaintiffs are often thwarted by admin-
istrative and procedural technicalities

that result in dismissal, or of being

tried on grounds other than discrimi-
nation. "The definition of disability in

the U.S. is much more restrictive than

is commonly thought," said Hayes,
"and claims are often stopped at this
first hurdle, without a hearing on the
discrimination charge."

In the U.K., there has been a

steady increase in complaints related

to the Disability Discrimination Act,
according to figures from the Advisory,

Conciliation, and Arbitration Service
(ACAS). The number of cases now
exceeds 200 per month for the Act,
which came into effect in 1996. This
was a higher figure than that which

arose out of the Sex Discrimination
Act or the Race Relations Act in the
same period of time since they were
enacted. The majority of cases dealt
with so far concern dismissal; others
are about detriment, recruitment, and
the duty of an employer to make some
reasonable adjustment for a disabled
person.

The new Equality Authority,
established with statutory powers
under the new Act, will have more
teeth than its predecessor, the
Employment Equality Agency (EEA)
will. While the Authority is primarily

charged with eliminating discrimina-
tion, it will also be expected to pro-
mote equality of promotion by, for
example, encouraging and assisting in
equality audits. In businesses with
more than SO staff, it can actually
order an equality audit in certain cir-

cumstances. Q

Part Two in the next issue of
EAPA Exchange Magazine.

EAP Professional
Full-Time, Temporary Contract
Counselor Position for Seattle,
Washington

Must be comfortable functioning in an
independent practice, yet be able to blend
with a highly functioning, self-directed
team of EAP professionals; must also have
a high degree of personal flexibility, atten-
tiveness to customer service, and excellent
interpersonal skills.

Duties include; behavioral health assess-
ment, clinical case management, and pro-
viding consultation and training to
management and HR professionals,
Requires an advanced level of clinical and
consultative experience, expertise in
responding to workplace violence, and
familiarity with the Drug-Free Workplace
Initiative and information technology,

Minimum of master's degree and five years
post-master's clinical experience.

Contact: Kevin King, EAP Manager, The
Boeing Company, P.O. Box 3707, MC 1W-
91,Seattle, WA 98124; 206-544-8025.
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Conferences
&V~/orksho sp
EACC-Approved
Conferences and
Workshops

St. Luke's Behavioral Health Center
September 1 in Phoenix, "Incorporating the
Spiritual Dimension in Psychiatric Assessment,"
1 hr.; December 1 in Phoenix, "CISD in the
Workplace; Understanding the Process," 1 hr.;
contact Alan Altman, 602-251-8616.

EAPA Greater Oklahoma City Chapter
September 9 in Oklahoma City, "Bipolar
Disorders, " 1 hr.; contact Dennis Cavenah, 918-
588-7479.

EAPA Central Florida Chapter
September 15 in Winter Park, "Negativity and
the Workplace," 1 hr.; contact Jan Seay, 407-
647-0660.

EAPA Western Canada Chapter
The following workshops will be held in
Vancouver. September 16, "Coaching Without a
Whistle," 2 hrs.; November 20, Effective EAP
Service for Gay, Lesbian, and Bisexual Clients," 2
hrs.; contact Gina Vanderham, 604-660-6868.

EAPA New Orleans Chapter
September 17 in New Orleans, "EAPs and
Occupational Health Nurses Collaboration/
Intervention," 1.5 hrs.; October 15 and
November 12 in New Orleans, "Positive Aging,"
1.5 hrs,; contact Dr. James Beers, 504-822-
0800.

EAPA Pyramid Chapter
The following workshops will take place in
Memphis: September 17, "Sexual Trauma," 1.5
hrs.; October 15, Sexual Addiction Re. Internet
Sex," 1 hr.; November 19, "Motivational
Interviewing," 1 hr.; contact Brian Long, 901-
683-5658.

EAPA Los Angeles Chapter
The following workshops will take place in Los
Angeles: September 22, "Life and Times of a
Labor Assistance Professional," 2 hrs.; October
27, "Compulsive Gambler-Options for
Treatment," 2 hrs.; December 8, "Biological
Aspects of Addiction/Dual Diagnosis, 2 hrs.;
January 26, "Developing Effective Solutions to
Workplace Problems," 2 hrs,; contact Anne
Salzman, 310-829-4429.

38 • EAPA EXCHANGE • lulyAugust 1999

Twelfth Cape Cod Symposium on
Addictive Disorders
September 23-25 in Hyannis, MA, 54 work-
shops,l.5-6.5 hrs. each; contact Fred French,
800-767-9061.

EAPA Nevada- Chapter
The following workshops will be held at Charter
Hospital in Nevada: September 23, "Treating
Resistant Employees," 2 hrs,; October 28,
"Stalkers," 2 hrs.; December 23, "Holiday
Blues," 2 hrs.; January 27, "Diversity in the
Workplace," 2 hrs.; contact John King, 702-
486-2929.

New Perspectives of Indiana, Inc.
September 24 in Indianapolis, "Conscience-
Sensitive Treatment of Children and
Adolescents," 6 hrs.; contact Pam Iserloth, 317-
465-9688.

The Meadows Institute
The following workshops will take place in
Scottsdale: October 3-7, "Counseling the Sex
Addict," 30 hrs.; October 18-22, "Relational
Couple's Therapy," 30 hrs.; October 22 in
Scottsdale, "Relapse: The Illusion of Immunity," 2
hrs,; October 24-29, "Post-Induction Therapy
Training (Codependence)," 33 hrs,; November
10-13, Fall Institute, 9.5 hrs,; contact Dorraine
Monnett, 800-242-4499.

EAPA South Carolina Chapter
November 17 in Columbia, SC, "Skills Training
and the EAP," 2.5 hrs,; contact Mack Amick,
864-562-5205.

Other Workshops and

Conferences

11th Annual Behavioral Healthcare
Tomorrow National Conference
September 23-25, San Francisco. For further
information, call 800-258-8411.

National Conference on Workplace Safety
and Health Training
October 24-26, St. Louis, M0; co-sponsored by
the National Institute for Occupational Safety and
Health (NIOSH), the Occupational Safety and
Health Administration (OSHA), and the National
Institute of Environmental Health Sciences; for
information, contact Greg Loos, EID/NIOSH,
4676 Columbia Parkway, MS-C10, Cincinnati,

OH 45226; (phone) 513-533-8565; (fax) 13-
533-8560; (e-mail) s_baun@psava.com

4th Asia-Pacific Conference on Employee
Assistance Programs
April 27-29, 2000 in Oahu, Hawaii; hosted by
IPS Employee Assistance. Proposals on the fol-
lowing topics are invited: global EAPs, cultural
issues in counseling, development of EAPs, psy-
chological treatment, trauma management,
stress, gambling, and alcohol and other drugs.
Issues related to EAPs in the Asia-Pacific strong-
ly encouraged; only original papers considered.
Send brief outline of proposed paper (maximum
30 minutes) or workshop (1 /2 day) to Tony Buon,
IPS, Level 3, 85 Castlereagh Street, Sydney
NSW 2000 Australia; (e-mail) IpsC~eap,com,au
or visit Web site at. www,eap,com,au, Deadline
for proposals: December 1, 1999. Presenters
will receive significant discount on full registra-
tion fee.

Wells Fargo Bank
Employee Assistance
Consulting
is recruiting for an advanced level
consultant position to provide inter-
nal EAP services.

The consultant will provide: behavioral
health assessment, short-term problem
solving, crisis intervention, trauma
response for bank robberies, refer-
ral, and clinical case management,
consultation to management, and
HR, project development, and man-
agement for departmental and orga-
nizational needs.

Significant EAP experience, licensed
or license-eligible in behavioral sci-
ences, and 4-6 years post-master's
degree required. LEAP preferred.

For a full description of requirements
contact: Peggy Wallace, 888-327-0027
or write: Wells Fargo EAC, Attention.
Recruitment, 111 Sutter Street, Suite
600, San Francisco, CA 94104.

Public Policy
continued from page 19

HB 1477 passed out of the Senate,
as amended on April 5, 1999, by a
vote of 50-0. The leadership of the
House and Representative Adams, the
House sponsor, accepted the amended
version as passed by the Senate. On
May 14, 1999, Indiana Governor
Frank O'Bannon signed the bill into law.

This is an example of collaborative
effort encompassing all facets of leg-
islative activity. As stated by Phil Hess
on May 14, after the signing at the
Governor's office in the State Capitol,
.... This was possible because no egos
were in the way." Due to the foresight
and determination of Representative
Adams, and because of the perseverance
and collaborative environment that
existed between labor and non-labor
EAPA members, this statute will endure,
with two major accomplishments:
1. confidentiality of records and

communications between EA pro-
fessionals and eligible employees
or other users of the EA services;

2. recognition of the existence of the
CEAP, the EACC, and the EAP
Association, Inc.

We in Indiana have the taste of
success. Although we were not a state
leading the path to licensure or certifi-
cation for EA professionals who were
CEAPs, we believe that what we have
accomplished is a strong indication of
what our collaborative efforts can
achieve. We came together on com-
mon ground regarding shared beliefs
about the labor and non-labor EA pro-
fessional's value. The outcome was a
firm statement from the Indiana legis-
lature that a uniform stance was posi-
tive for the people of Indiana.

Now we are considering what will
tackle next. Q

Jim Trulock, Pam Buster, Phil Hess. and
Representative Adams are currently meeting to
continue discussion on these issues.

R. Tiny Adams is a representative in the Indiana
State Legislature; EAPA member Pam Buster is
president of Supportive Systems in Indiana, and
Jim Trulock is a lobbyist for United Auto Workers
in Indiana.

Corporate Care Works, Inc. (CCV~, a national leader in
quality EAP services seeks afull-time

EAP Manager
to join our professional team in Jacksonville, Florida,

Responsibilities:

Client Consultation •Account Management
Training •Leaping Tall Buildings

Requirements include a passion for organizational effectiveness,
a minimum of a Master's degree in Behavioral Science,

CEAP certification, and solid EAP experience.

CCW offers excellent benefits including paid leave, health, dental,
and life insurance, competitive salary, and professional

development opportunities.

Mail/Fax Resume to:

Cynthia Persico, Executive Director
Corporate Care Works, Inc.

4190 Belfort Road, Suite 140, Jacksonville, FL 32216
FAX: (904) 296-1511 •email: ckpersicoQaol.com

~~

SASSI.3, a brief, accurate
cost-effective screening tool
Since 1988, counselors have used the SASSI
(Substance Abuse Subtle Screening Inventory)
to identify substance dependence accurately,
objectively and simply. Last year over a million
clients were screened.

Now you and your clients may benefit from the
SASSI~3, which has an empirically demon-
strated overall accuracy of 93 %.

♦ Questionnaires may be administered in less
than 15 minutes and scored in less than five

♦ Effective even if your client is unable or
unwilling to acknowledge relevant behaviors

:~
~ ~~ ':~ ~,x ♦ Computerized

. ~ ~~44~ S A S I,~ ;.~~ ~; ~ versions
are available
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Certification
U datep

C~ A~vise~e~t: y~y Me~tov~?
by Jon Christensen, CEAP, Candidacy Committee Chair, EACC

he first time I heard that the
EACC was going to require a
mentoring component to the
certification process, I thought

it was not only a great idea but an
appropriate one.

I immediately thought of all those
who had introduced me to employee
assistance. First was Lewis Presnell,
who introduced me to the concept of
occupational alcoholism. I remember
the day I first met Jim Wrich after car-
rying his book around for months,
trying to "get it right." I remember
meeting Gary Crites and Vince Ritacca,
two members of the "Thundering 100"
from Wisconsin. All of these people,
and so many more, introduced me to
the EAP field. They took my love of
alcohol and drug recovery programs
and helped me to link intervention
and recovery to industry and compa-
nies whose health is vital to the life of
our communities.

Recently, I came across a list of the
original EACC Commissioners: John
Hennessy, Jesse Bernstein, Christopher
Bitten, Brenda Blair, Tamara Cagney,
George Cobbs, Richard Groepper,
Edgar Marchesini, Thomas Pasco, Betty
Reddy, Debra Reynolds, Paul Roman,
Sandra Turner, and Madeleine Tramm.

When I first read that list, I felt
stunned. So many of these people have
devoted themselves to our professional
lives and often to our personal lives.
Without them, there would be no such
thing as EAP. Without passing on what
we learned from them to others, the
field would not be the same and the
differences may not be for the best.

Facing the Challenges

There are several issues and chal-
lenges that confront our field. We

strive to present a professional oppor-
tunity without requiring formal educa-
tion or advanced degrees. There
continues to be a seemingly endless
debate of who we are and what
employee assistance is. At the same
time, there is an ongoing expansion of
EAP services into the private practices
of alcohol and drug abuse counselors,
marriage and family therapists, psychi-
atric social workers, and psycholo-
gists. All of these groups would like to
see their practices grow With so many
outside influences, we may lose our
definition before we find it.

The Value of Advisement

So, why advise? It is a way to
shape potential colleagues. I believe
that EAP is a special field that takes all
of the normal knowledge and skill
requirements of labor, counseling,
training, and other skills, and asks us
to go a wee bit further. Not everyone I
know with "great" credentials would
be a good fit for EAP. In these chang-
ing times, advising allows us to have a
voice in guiding the developing defini-
tion of our field. Being in a position to
help others join the field also keeps us
on our toes and current with new
developments. As an advisor, I am not
required to know all the answers, but
I do need to know how to help my
advisee find the necessary resources to
gain the sought-after information.

Advisement is not supervision. An
advisor is a guide or a teacher, not a boss.
The advisor can step "outside the box" of
his or her organization if the advisee
needs to know more about the field than
just the view offered within any specific
company. The advisement process helps
build self-confidence, perhaps especially
for non-degreed colleagues.

What happens if we don't become
mentors to the new folks joining the EAP
field? If a person loves the EAP field, I
don't know why they would not want to
pass on their information and expertise
to the next EA professionals. If we don't
take time to share our expertise, the field
will continue to encounter the intrusion
of people who have insufficient employ-
ee assistance-related information and
experience and no idea of where to go to
gain the information they need. I think
we all want the number of people in this
field to expand, but we want those new
to the field to become knowledgeable.
We want them to do it right.

The EAP field is the only profes-
sional field I am aware of (other than
alcohol or drug abuse counseling that
allows professional practice without an
advanced degree. As a field, we want to
keep experience and knowledge as our
base. To do that, we need to protect the
field and our beliefs by ensuring a rigor-
ous certification process that gives more
priority to direct experience than class-
room education. Advisement ensures
that direct experience continues to be a
critical force in our professionalism. We
can't simply wish this to be so. We must
demonstrate competence and meet lia-
bility criteria that others set for us.

Why 24 hours, why 6 months?
How much time do we take to bring
someone into the fold? How long does
it take to pass on "enough" informa-
tion? What is enough? I think we're
still trying to figure out answers to
these questions. I know you can't
accomplish this process in a weekend. I
continue to learn from the people on
that list and others I meet along the way.

It seems that because the advise-
ment process is new, many candidates
are trying to squeeze in this element as
just one more requirement. Many

CEAP advisors also are learning what
the process means. Because it takes at
least two years of experience before
someone can apply for certification,
mentoring can begin at any time. Most
likely, it begins in the mind of the
mentor when a likely potential col-
league is first spotted as the initial

interview is taking place. So, there is
plenty of time for advisement to occur,
but, conversely, can our field tolerate
much more delay? Q

To volunteer to be a "long-distance" advi-
sor (advisement by phone or Internet
chat), contact Leslie Van, Certification

Manager, at 703-522-6272 ext. 310. To
volunteer to be an advisor for someone in
your area, attend your local EAPA chap-
ter meetings. Further information about
advisement is also available on EAPA's
website: www.eap-association.org and
through EAPA's faxbach system at 703-
522-62 72.

Subject Matter Panel Begins EA Role Delineation Project
leven EA professionals met for three days in June 1999 to begin
an important study for our field. Subject matter panel (SMP)
meeting participant Sandra Turner, CEAP, who has been EAP

director at Ernst &Young in Cleveland, Ohio stated, "This study is a criti-
cal start to addressing the question, What is the scope of EA practice
today?"

The SMP meeting, which is the first step in the 1999 EA role
delineation project being undertaken by the EACC, is actually the second
such project. The first took place in 1986 when the CEAP credential and
CEAP exam were developed."This project will provide accuracy about
current practice in the EAP field today," asserted SMP member George
Cobbs, CEAP, Coast Director of the ILWU-PMA Alcohol/Drug Recovery
Program in San Francisco, California,

James Henderson, a researcher outside the EA field, conducted
the SMP meeting. Henderson is executive vice president of Columbia
Assessment Services (CAS) of Research Triangle, North Carolina,
Henderson and CAS have extensive experience with credential building
and review, including role delineation and exam development, and have
provided such services for credentialing organizations in addictions,
healthcare, and other professions. CAS will coordinate the entire role
delineation study for the EACC.

The first task of the SMP participants was to determine the major
performance domains of EA professionals. Performance domains are the
major responsibilities or duties that make up the profession. The com-
mittee then developed task statements, or detailed descriptions of work
activity, for each EA domain. "Thinking through the array of tasks,
knowledge, and skills needed to perform EAP jobs in today's environ-
ment reminded me how rich our field is and how challenging the EAP
profession is," reflected SMP member John Maynard, CEAP, president of
Spire Health Consultants, Inc. in Boulder, Colorado.

SMP participants next determined knowledge statements for each
task statement by listing the organized body of factual or procedural
information needed to fulfill each task effectively, as well as the neces-
sary skills needed to accomplish each task. SMP members then turned
to determining the level of importance, criticality (risWharm factor), and
frequency of each of these categories.

Each step required significant discussion of the various roles of EA
professionals in today's changing EA field as well as consideration of the
various models, settings, and services they provide. When selecting
SMP members, the EACC searched for members who could bring
diverse backgrounds, experiences, and perspectives to the discussion
table, "The participants selected not only represented a broad cross-
section of the EAP field, but were, without exception, active contributors

to the process," remarked Carl Tisone, Chairman and President, PPC
International, Hazelwood, Missouri.

After CAS compiles the input of the SMP members, this data will
be "tested" through a validation study to be performed during 1999. The
study will survey 1,000 randomly selected CEAPs in the U.S. and will
ask similar questions regarding the field of EAP, The survey results will
be used to determine the validity of the findings of the SMP for the EA
field.

"Having revised the EAPA Standard and Professional Guidelines
recently for our continually evolving field, we are now taking time to
review current practices of the profession antl the role of the EA profes-
sional,This is a critical step to maintaining the integrity of our profession
and our certification process," stated SMP member Bernard Beidel,
CEAP, EAP Director, U.S. House of Representatives in Washington, D.C.
The EACC will review findings of the role delineation study next year,
and will incorporate revisions, if needed, into the EA content outline and
the CEAP exam.

SMP participants were.
• Bernard Beidel, CEAP, EAP Director, U.S. House of Representatives,

Washington, D.C.
• Mitlgie Brawley, CEAP, retired, Charlotte, NC
• John Burke, CEAP, Principal, Blair &Burke, Topsail Beach, NC
• George Cobbs, CEAP, Coast Director, ILWI~-PMA Alcohol /Drug

Recovery Program, San Francisco, CA
• Michael Klaybor, CEAP, Consultant, Houston, TX
• John Maynard, CEAP, President, Spire Health Consultants, Inc.,

Boulder, CO
• Steven Posen, CEAP, Principal, Posen &Associates, West

Bloomfield, MI
• Anne Thureson, CEAP, Consultant, Seattle, WA
• Carl Tisone, Chairman and President, PPC International, Hazelwood,

MO
• Cynthia Tuccitto, Employee and Workplace Intervention Analyst,

Houston, TX
• Sandra Turner, CEAP, EAP Director, Ernst &Young, Cleveland, OH.

Also attending the meeting were Elizabeth Hosokawa, CEAP, EACC
Examination Committee Chair, and Joni Reed Cooley, CEAP, EAPA
Certification Director. The EACC expresses wholehearted gratitude to the
SMP participants who volunteered three days of their time over a summer
weekend to support the employee assistance field and the CEAP creden-
tial by sharing their thoughts and perspectives during the SMP meeting.
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Last Acts Task Force
Recommends Model Activities to
Create More Supportive
Workplaces

According to a 1999 survey conducted by the
Workplace Taslc Force of Last Acts, a coalition of more
than 370 organizations—including the EAP
Association—that are dedicated to improving end-of-
life care, most employers offer basic employee bene-
fits, such as family leave or bereavement leave, and 60
percent of those responding said they offered their
employees support through an EAP. Yet, only six per-
cent of those companies surveyed offered more in-
depth, comprehensive programs to support employees

who are facing end-of-life issues.

The Task Force made the following recommendations
for practices or policies that companies should offer:

• Provide information and educational materials
• Encourage a sensitive, humanitarian corporate

environment

• Provide a clear explanation of company benefits
(for example, hospice coverage, bereavement
leave, sick leave policies)

• Provide employees with a list of national and local

external services

• Refer employees to EAPs

• Provide end-of-life materials during formal

employee orientations

• Allow flexible work schedules (such as temparary

part-lime or job-sharing)

• Allow employees to accumulate leave (carry-over

option)

• Provide leave pooling

• Follow Family Medical Leave Act (for companies

with fewer than 50 employees)
• Develop or expand a bereavement leave policy

• Coordinate topic-specific seminars given by

experts on end-of-life options for employees
• Train managers about appropriate responses and

helpful company policies for end-of-life situations

• Advance funds to employees to pay for insurance

preiniuins (when they are out on medical leave)

• Increase the amount of sick time that can be used

for caregiving or grieving purposes
• Ensure job security (within a specified time)

For more information on the Last Acts Workplace
Task Force, contact Kay Springer, EAPA Director of

Communications, (phone) 703-522-6272, ext. 308;

(e-mail) EAPCOMMDIR@AOL.COM

Learn About the Program That Works.
Since 1980, the Crisis Prevention Institute (CPI) has

been training EAPs in ways to successfully manage
agitated, hostlle –even violent employees, co-workers
or visitors. As the worldwide leader in workplace
violence prevention, over 2.5 million professionals
have participated in our training programs.

Training Options That Meet Your
Needs and Your Budget.
• Regularly scheduled training programs in

over 80 U.S. and Canadian cities

•Customized on-site training programs

• Videotape training programs

Training Backed by Results.
CPI's violence prevention training programs have

been proven to be effective. In a recent survey
where over 1,000 organizations that use CPI's
training responded:

80% reported a reduction in assaultive incidents

77% reported a reduction in disruptive incidents
75% reported a decrease in workers' comp claims
~8% reported an increase in staff confidence

For more information on any of CPI's training
resources, please call CPI toll-free at
1-800-558-8976. mow.

To receive a FREE POSTER (a $9.95 ~atue) and Resource Catalog or to speak with a knowledgeable Training
Support Specialist, please call CPI at 1-800-558-8976 or fill out this coupon and mail or fax it to us.

Name Title

Organization

Organization Address

City State Zip 488

(,',Crisis Prevention Institute, Inc., 3315-K N. 124th St., Brookfield, WI 53005.1-800-558-8976 •Fax:1-414-783-5906. E-mail: infoQcrisisprevention.com.www.crisisprevention.com
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How to Submit an Article to
the EAPA Exchange

The EAPA Exchange welcomes the opportunity
to review member submissions for publication
and to retain and use them as appropriate.
The Exchange also reserves the right to edit
or decline submissions as necessary.
Published articles by members do not neces-
sarily reflect EAPA philosophy or policy. The
1999 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 1,400-2,200 words long
and, whenever appropriate, charts, graphs,
and/or photos should be included. Because of
space limitations, the Exchange does not list
references 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.

EAPA HOMEPAGE

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. ext, 308.

www.eap-association.org
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EAPA Mission
Statement

To promote the highest standards
of practice and the continuing

development of employee assistance
professionals and programs.

EAPA Exchange Guidelines
The EAPA Exchange publishes feature arti-
cles, standing columns, reports, letters to the
editor, announcements, and paid advertising
for the benefit of its membership. The general
guidelines governing these categories are set
forth below. The Exchange reserves the right
to edit or decline submissions as necessary.

Feature Articles: These offerings represent
the major content of the Exchange: articles,
written by members or non-members, that do
not necessarily reflect EAPA's philosophy or
policy but would be of interest to EAPA mem-
bers. Expressions of professional opinions,
informed personal viewpoints, critical analy-
ses, and new ideas and paradigms are wel-
come as feature articles. Thinly disguised
personal attacks or promotions and endorse-
ments of specific commercial services,
however, will not be published. This policy
does not restrict articles describing new
paradigms that may be offered by a limited
number of commercial enterprises. Offerings
will be published in keeping with the
scheduled calendar of editorial topics.
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Standing Columns: The Exchange prints
standing columns, such as the "Presidents
Page" and "From the C00." EAPA commit-
tees have also been afforded the opportunity
to publish periodic information on topics of
interest to EAPA members. Some committees
publish on a regular basis and all committees
may request that their information be pub-
lished in the Exchange on a space available
basis. These columns should address EAPA
issues only and should reflect the official
position of the committee's constituency, not
the editorial opinion of the author or a minori-
ty of committee members. Personal, minority,
or opposing views are welcome as regular
feature articles,

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

HaueYou Changed
Your Address?

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

~ Former Address: ~

1 1
1

1 1
1

~ New Address: ~

1
1
1

1

~--------------J

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

Announcements: The Exchange will publish
announcements of activities related to the
EAP field as time and space permit. Local
EAPA chapters that want to announce their
upcoming conferences in the EAPA Exchange
are welcome to do so. Contact the EAPA
Exchange editor at 703-522-6272, ext. 308,
for information.

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

FINALLY! Two new vldeas 1+0 lnfroduce employees and supervisors 1+~ EAPI

EAP Today: ORIENTATION ~ EAP Today: SUPERVISOR TRAINING
Our EAP customers spoke, and we listened. Working with one of the leading producers of EAP videos,
Performance Resource Press is pleased to introduce two videos that you'll want to make a standard

part of your EAP library, EAP Today. Odentatlon gives viewers the basics of the EAP—who IYs for, how

it works and why It's available, Actual client success stories (using actors to protect confidentiality)

inspire viewers to use the EAP. EAP Today: Supervisor Training helps supervisors overcome their five
biggest fears In referring an employee to the EAP, Both videos can be used regardless of the program
model—internal, external or integrated, They can also be used In marketing EAP services.

$149.00 EACH—TWO VIDEOS FOR ONLY $249.00 SAVE $49.00
EAP Today: Odentaflon, Item #VF430D • EAP Today: Supervisor 1Falning, item #VF431 D •1Wo-video set, Item #Vf-432D
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SHIPPING AND HANDLING
Orders up to $499.99 ........,,. 7%
Over $500 ..........~„~.~~~.~~~.,.... 5%

Canada, Ha vall, Alaska: Add 15 % of ceder total (a
minarwm charge of $5.00 applies). Other counhies
please call a FAX fa shipping charges.

ORDER TOTAL (PAY IN U.S. FUNDS)

MAIL ORDER FORM TO: PERFORMANCE RESOURCE PRESS
1270 Rankin Dr„ Suite F, Troy, MI 48083-2843
FAX. 1-800-499-5718 or CALL 1-800-453-7733

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

Visa MasterCard (circle one)
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1999 LEAP EXAM
Eligibility: Application Deadlines: Exam Dates:

You must meet one of two eligibility options September 15 December 11

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 the date of the application for the CEAP exam; AND
• 60 PDHsk (Professional Development Hours) with at least 36 of them in content areas 3 and/or 4
(*see PDH requirements below); AND

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

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 minitnuin of 2 years,

and within 7 years of the date of the application foc the CEAP exam; AND
• 15 PDHs'k (Professional Development Hours) with at least 9 of them in content areas 3 and/or 4
(*see PDH requirements below); AND

• 24 hours of CEAP advisement spread out over at least 6 months

PDH Requirements for Both Options:

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

No PDHs may be earned by writing sample exam questions; PDHs must

be from training occurring November 11, 1995 or later.

For More Information, call ?03.522.6272, ext. 319

EXAM FEES:
$295 for EAPA Members'

$435 for Non-members of EAPA
($410 total if joining EAPA–including

U.S. individual EAPA membership for $115
and $295 for the CEAP Exam Fee)

'~U.S. hidividual memUeiship rate only.
For other categories, contact EAPA's

Membership Department.
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