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Thanks forYour Su ort!pp
The Employee Assistance Professionals Association wishes to thank these four companies for advertising in EAPA's
two conference publications and in the conference issue of EAP,4 Exchange. We appreciate their confidence in our
ability to deliver the most sought-after business prospects in the EA field: our members and our business affiliates.

CARON FOUNDATION

For forty years the Caron Foundation has been helping
individuals and families break the cycle of addiction,
allowing them to put back the pieces of their lives.
Caron's continuum of care provides residential and
outpatient treatment for adults, adolescents and
families affected by chemical dependency.

Box A, Galen Hall Road, Wernersville, PA 19565
Tel. 610.678.2332 /Fax 610.678.5704 /
www.caron.org
.................................................................................................................

CARE
The Rehabilitation Accreditation Commission

To learn more about CARF accreditation for your
EAP—whether external or internal, large or small—
contact us.

4891 E. Grant Road, Tucson, AZ 85712
Tel. 520.325.1044 /Fax 520.318.1129 /
www.carf.org

FATHER MARTIN'S ASHLEY

Father Martin's Ashley is anon-profit, non-
denominational, free-standing, in-patient drug and
alcohol treatment center. We offer two programs:
our Primary Program and our Relapse Program. We
are located on the banks of the Chesapeake Bay. Most
insurance is accepted, and we are moderately priced.

800 Tydings Lane, Havre de Grace, MD 21078
Tel. 800.799.4673 /Fax 410.272.5617 /
www.fathermartinsashley.com
.....................................................................................................................

DCC
ADD VALUE TO YOUR EAP SERVICES

EAP NETS"' – Deliver your EAP services online

LifeCare Net° – Provide online work life services

DCC° Inc. / P.O. Box 2783, Westport, CT 06880
Tel. 800.873.4636 / www.dcclifecare.com

2000 LEAP EXAM
Application Deadlines: Exam Dates: Eligibility Requirements:
March 1 • Oct. 2 May 6 • Dec. 9 You must meet one of the following options

OPTION 1:
• 3,000 hours of work experience in an EAP setting, which must have been gained over a minimum of two years and

within seven years of the date of the application for the CEAP exam; AND
• 60 PDHs (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 United States); AND

• 2,000 hours of work experience in an EAP setting, which must have been gained over a minimum of two years and

within seven years of the date of the application for the CEAP exam; AND

• 15 PDHs (Professional Development Hours) with at least nine of them in content areas 3 and/or 4 (see PDH

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

PDH Requirements for Both Options:

• At least 60 percent of total PDHs must be within content areas 3 and/or 4
• No PDHs tnay be earned by writing sample exam questions; PDHs must be

from training occurring November 11, 1995, or later

For More Information, call (703) 387-1000, 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. Individual ineinbership rate only.
For other categories, contact EAPA's

Membership Department.

WINNER
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Front
Desk
A M~~~~ine Wov~tL~y of l~~ll'A's Me~nbev~s
by John Maynard, Ph.D., CEAP
Chairman, EAPA Exchange Advisory Committee

erhaps the greatest benefit of
attending an EAPA Annual
Conference is the stimulation,
energy, and enthusiasm gener-

ated by sharing several days with a
couple of thousand dedicated, creative
employee assistance professionals—
people from around the world who
speak your language. Suddenly you
feel a renewed commitment to our
field and a heightened sense of opti-
mism about our ability, individually
and collectively, to make a real differ-
ence—not only in the lives of employ-
ees and their families, friends, and
co-workers, but even in the way their
companies do business and serve their
customers.

I experienced that sensation again
in October at EAPA's 28th Annual
Conference (my 22nd) in Orlando and
particularly during the annual "in per-
son" meeting of the F~cchange Advisory
Committee. The meeting was both well-
attended and productive, the result of a
profound commitment by the individu-
als listed at right to making the
Exchange a magazine worthy of EAPAs
members.

The interests of EAPA's members
clearly were at the heart of our discus-
sion and the meeting's agenda. First,
the committee discussed the critical
need to publish the Exchange on a
more timely basis and approved a plan
to effectuate that. The committee also
approved a request by the EAPA
International Committee to add more
international perspectives to issues
covered in the Exchange. Beginning
with the January/February 2000 issue,
an EAPA member from outside the
United States will write a brief article
about the theme topic, thereby provid-
ing aregular glimpse of the EA profes-
sion as it exists in England, Brazil,
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South Africa, Australia, and other
countries with EAPA chapters.

The committee then turned its
attention to the 2000 editorial calen-
dar for the Fxchange. Committee
members agreed unanimously that the
magazine's editorial content should
reflect a balance between core EAP
topics, such as addiction, and emerg-
ing issues, including the role of the
Internet in employee assistance. After
a spirited discussion, the committee
approved the following themes for
2000:
January/February
Changes in corporate culture and the
new employer/ employee contract

March/April
EAPs and the Internet
May/June
The integration of EAPs and
managed care

July/August
The integration of EAPs and risk
management

September/October
The integration of EAPs and work/life
programs

November/December
Addictions and addiction treatment

On behalf of the Exchange
Advisory Committee, I encourage all
EAPA members—particularly those
who could not attend the recent
Annual Conference—to consider the
Exchange a sort of ongoing "mini-
conference" and help keep the dialogue
and stimulation going all year long. By
submitting letters to the editor, keeping
us informed of chapter activities, and
sharing your ideas for articles with me
or other Exchange Advisory Committee
members, you can help nurture the
passion and dedication that make our
profession so rewarding. Q

Exchan e
ADVISORY COMMITTEE 1999

John Maynard, Chairman

Boulder, CO

(303) 444-6300

Tony Buon

Sydney, Australia

011-61-2-9221-1166

Tamara Cagney, CEAP

Pleasanton, CA

(510) 513-4710

Stuart Hales

EAPA Headquarters

(703) 387-1000, ext, 308

Joseph J. Kraus, CEAP

Oak Creek, WI

(414) 768-2465

Deanna Petersen , MSW

Coronado, CA

(619) 221-7340

Chuck Taylor

Hillsborough, NC

(919) 644-0515

Jim Wrich

Chicago, IL

(312) 362-9500

Coming in the next issue:
Changes in Corporate Culture

and the New Employer/
Employee Contract

Sun wn M Ranchdo
Established 1968

The oldest residential alcohol and drug addiction treatment center in the state of Washington

Our Motto Our Costs

"TH E
PATIENT

IS THE REASON
WE ARE HERE••

~o~~PRS OF 
F~,A~'

Jw4 ~r~~2
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Our Experience

Our costs are the most reasonable Sundown M Ranch has been in
in the nation. A 21-day inpatient
ADULT stay is $2730 or $130 per
day. A 28-day inpatient ADO-
LESCENTstay 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.

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,
well-trained professional staff.



President's
Me~ssa e
D1~Z~Z~L~' ZS I~Ot G~12 O~Jt20yL
by Gregory P. DeLapp, CEAP

he 28th EAPA Annual
Conference is behind us and
work is already under way on
the next conference, to be

held in New York in November 2000.
In fact, initial steps have been taken to
gear up for our gathering in
Vancouver, British Columbia, in the
year 2001. My thanks to the many
EAPA members (and staffl who made
the conference in Orlando a success.
Thumbs up!

EAPAs Board of Directors was very
active in Orlando as well. One of our
tasks was to develop the strategic plan
for our Association. Such direction is
long overdue, and progress was clearly
evident as we left Orlando. We are
going to move this Association forward
through these exceptionally challeng-
ing times. Your Board is going to move
forward, poised in a state of clarity and
openness. The plan is coming together.

The key needs driving the strate-
gic plan include the need for growth
within our profession and our
Association, the need to proactively
articulate the value and utility of EAPs
in response to a changing global mar-
ketplace, the need to build a research
base for the employee assistance field,
and the need to value both change and
the differences among us. These dri-
vers are tempered by the critical needs
to maintain our Association's financial
stability and strength and to develop
its leadership.

In response to these needs, we
must focus on a few key strategies:
* Developing and promoting broad

advocacy for employee assistance
* Developing and promoting world-

class opportunities for professional
growth
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* Researching, designing, and imple-
menting broad membership, gover-
nance, and operations structures to
drive the development of an
umbrella association for EA and
related professionals
These broad strategies will position

EAPA to meet current and emerging
membership needs while promoting
the EA field, EA professionals, and
EAPA in domestic and targeted global
markets. Fulfilling these strategies will
require us to undertake research and
training, build strategic alliances, com-
municate proactively, and promote
strategic legislative and regulatory
issues. We also must implement a solid
marketing plan, devise training pro-
grams to bring people into the EA pro-
fession, and develop a technology
infrastructure to promote distance
learning, CEAP exam preparation, and
more timely and direct communica-
tions with you, EAPA's members.

As change surrounds us, we need
to take a serious look in the mirror:
Who are we? How do we reflect our-
selves in our membership categories?
Are we structured to govern and lead,
or to hinder development? Are we con-
fident enough in our profession to
open the door to alliances with related
professions? Where can we place EA
services within the continuum of
workplace services? Can we move—
and move we will—past our own col-
lective biases to work with other
groups within and beyond the EA field
who are necessary to helping us
achieve our plan and professional
growth?

There is such a pool of experience
and talent within the membership;
such dynamic markets and work-

,:

GREGORY DEI.APP, CEAP
EAPA President

places; and such demands placed on
all of us that we need to reshape EAPA
into a responsive, agile, and meaning-
ful agent to define, support, and pro-
mote the EA profession and EA
professionals. Our future development
and growth depend on it.

The challenge to EAPA members is
to employ the very experience and tal-
ent we bring to our work to the task
of positioning EAPA for change, diver-
sity, and growth. To do so, I will be
asking you to think out of the square,
to get creative, to honor our past but
not succumb to the inertia of a world
view that places us in a stable boat on
a roaring river. Have you been in such
a situation? Yes, you're dry and com-
fortable, but the boat keeps moving,
so you either jump into the river and
swim back to shore or you steer the
boat in a different direction. Drifting is
not an option.

Get on board with a plan for
change. Get on board with a plan
that's based on common ground but
includes ideas, structures, and
alliances that will challenge who we
are.

In January 2000, a strategic plan
will be presented to you. The plan will
advocate for employee assistance in
every arena possible. It will promote
individual professional growth in every
way possible. And it will reflect gover-
nance and operations structures
designed to carry us into the new mil-
lennium. If we can capture all the tal-
ent, experience, and energy that were
clearly evident in Orlando, we'll be
well on our way.

As members of EAPA, you are the
key to such a plan succeeding. Get on
board! Q

Nominations for EAPA Board of Directors
The following positions on the EAPA Board of
Directors are open for nominations for 2000-2002.
Diversity Director, Internal EA Programs Director,
and Eastern, Midwest, Southern, Western, and
International Regional Directors.

The nominations period is open from January 1
through April 28. The elected officers will assume
office at the 2000 Annual Conference in New York,
New York, in November. All candidates must be vot-
ing members of EAPA. Officers may not serve in a
position for more than two consecutive terms nor
may they hold more than one office in the Association,
including chapter offices, at any one time.

Nominations shall be submitted in writing by two
voting members to the Nominations Committee.
Send your nominations, including a seconding
nomination, by Aprii 28, 2000, to:

Nominations Committee, EAPA, 2101 Wilson Blvd.,
Suite 500, Arlington, VA 22201-3602, USA or fax
nominations to Board Assistant George Figliozzi at
(703) 522-4585 by close of business on April 28,
2000.

For more information, call George Figliozzi at
(703) 387-1000 ext. 314 or send an e-mail to
sup dir@eap-association.org,

All Board Members, except the International
Director, must be CEAPs, voting members in good
standing far at least four years immediately pre-

_. • •-

EXECUTIVE OFFICERS

Gregory P. Delapp President
John Hooks Vice President
Jim Printup Secretary
Don Jorgensen, Jr. Treasurer
Linda Sturdivant President-Elect
Donald W. Magruder Immediate Past President
Sylvia A. Straub Ez Officio Member

REGIONAL DIRECTORS
David G. Worster Eastern Region
Bernie McCann Mid-Atlantic Region
Tom Cole Mid-West Region
Karen Hagen North Central Region
Mlke Webb Pacific Region
Barbara Murdock Southern Region
David Coles Southwest Region
Judith Braun Western Region
Wayne Whalen Canadian Region
Richard H. Hopkins International Region

SPECIAL DIRECTORS
Rickie Banning Diversity
Jack Dempsey Labor
Sally Davis Internal Programs
Phil Hess External Programs

CHAIRPERSON
Steve Haught Employee Assistance

Certification Commission

-_.

:~

ceding nomination, and willing and able to attend
scheduled meetings of the Board and Association.

Regional Directors must Iive in the region they
would represent. Persons nominating a regional
director must also live in the region to be repre-
sented. Regional Directors are elected by members
in their respective regions.

Special Directors (Diversity Director and Internal
EA Programs Director) are voted for by all members
of the Association. The Internal EA Programs Director
must work in an internal employee assistance setting.

Executive Committee All Persons nominated for
the Executive Committee (President-Elect, Vice-
President, Secretary, Treasurer) shall have served
on the EAPA Board of Directors.

Board members normally meet twice per year, at
the Annual Conference and in the spring. Board
members participate in at least two conference
calls annually, act as liaisons to Association com-
mitteesand totheir directorates, and serve on task
forces at the Presidents request. Reimbursement
is made for expenses related to Board affairs.
Additional information concerning the duties of the
Board can be found In the EAPA bylaws under
Article V.

Consider stepping up to the challenge of interna-
tlonal association service!

~_g ~~
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EAPA Mission
Statement

To promote the highest standards
of practice and the continuing

development of employee assistance
professionals and programs.

The EAP Association Exchange (ISSN 1085-0856) is published

siz times a year for S2D per year (from the 5115 membership

fee) by the Employee Assistance Professionals Association,

2101 Wilson Boulevard, Suite 500, Arlington, VA 22201-

3062. Postage for periodicals Is paid at Arlington, VA and

other offices. POSTMRSTER; Send address changes to the

fAP Association Exchange, 2101 Wilson Boulevard, Arlington,

VA 22201-3062,

OO 1999 by Employee Assistance Professionals Association,

Inc. Reproduction without written permission is expressly

prohibited. Publication of signed articles does not consgtute

endorsement of personal views of authors.
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From the
OO

Cle~~z~~ Up, Mo~i~~ Al~e~z~
by Sylvia Straub, Chief Operating Officer

udos to the team of Phyllis
Phipps and Susan Phelps,
co-chairs of the Host
Committee, and to Program

Committee chair Sally Davis, members
of the Host and Program committees,
and EAPAs committed and dedicated
staff—led by Conference Director Ellen
Williams—for making EAPAs Annual
Conference in Orlando highly success-
ful and memorable. An initial look at
the evaluations indicates that attendees
were pleased overall with the work-
shops, plenary sessions, social events,
and networking opportunities. The
only disappointment was that many
people who stayed for the closing
breakfast hurt their sides from laughing
at the deadpan humor of Loretta
LaRoche. For more information about
the conference, check out the highlights
that begin on page 11.

No sooner do we end one confer-
ence than we begin working on the
next one. In the year 2000, we'll meet
in the Big Apple. Be sure to mark Nov
18-21, 2000, on your calendars and
plan to be at EAPAs millennium confer-
ence. Ican already smell the roasting
chestnuts at vendor stands along New
York's streets. Our hosts, the members
of the New York City Chapter, are rarin'
to show us the sights and sounds of
America's biggest city. Helene King and
Bern Beidel have agreed to co-chair the
Program Committee, and Jack
Hennessy, Ellyn Kravette, Bob Lindsey,
Bob Anderson, and Don Perks are over-
seeing the Host Committee. Stay tuned.

Meanwhile, Back in
Arlington, Virginia

In addition to the myriad activities
associated with post-conference clean-
up, the Conference Department is
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planning its first Program Committee
meeting for the 2000 Annual
Conference. Meanwhile, the
Membership Department is working
hard on the 2000 Member Resource
Directory, which will include e-mail
addresses as well as information about
current and new insurance offerings.

EAPA will soon unveil a group of
personal insurance plans (for auto,
home, apartment, and valuable posses-
sions coverage) that will be available at
reasonable rates to EAPA members.
Membership Director Mary Craigie and
her team are constantly on the lookout
for new benefits for EAPA members.
Mary would like to hear from members
about benefits that would add value to
EAPA membership.

Legislative and Public Policy
Director Sheila Macdonald is working
with the NL&'PP Committee's Program
Subcommittee, headed by Pam Ruster
of Indiana, to plan a dazzling Public
Policy Conference in Washington, D.C.,
June 10-13, 2000. Look for more infor-
mation in the near future.

As I have mentioned before in this
column, EAPA headquarters has
embarked on a database update that
will enable staff to serve members more
efficiently and effectively. Anyone who
has gone through a project like this
knows that it is a highly complex oper-
ation involving enormous amounts of
staff time. Hats off to our intrepid
project leader, Sheree Thomas, and to
George Figliozzi, who is providing
technical back-up, as well as to all
EAPA staff who are working to make
the database project a success.

In addition to the database project
and his many regular duties, George is
also working hard on Y2K office
compliance issues and developing a
Members Only section for EAPAs Web

SYLVIA STRAUB
Chief Operating Officer

site. It was really heartening to learn at
the Annual Conference in Orlando that
almost all of you have visited the Web
site. If you haven't visited the site and
specifically the Job Bank, please do so.
The Job Bank already gets hundreds of
visitors each day, and we expect that
number to increase in the weeks and
months to come. Rates are low for those
who advertise jobs, even lower for those
who also advertise in the Exchange.

On the certification front, many of
you know that for the past few months
I've been serving as acting director of
certification as well as COO. My
moonlighting is about to end, and I
look forward to introducing a new cer-
tification director to you in the next
issue of the Exchange.

As an ex officio member of the
Employee Assistance Certification
Commission, I have enjoyed attending
all the meetings during my tenure and
keeping abreast of certification develop-
ments. I'd like to thank Anthony
Brown, EAPAs certification assistant, for
doing a superb job of managing day-to-
day certification operations. Thanks
also are due EAPA receptionist Katina
Doulis, former EACC commissioner Liz
Thorpe (who has stepped in to review
exam applications and approve trainings),
outgoing EACC chair Doug McKibbon,
current EACC chair Steve Haught, and
all the EACC commissioners!

A Few of My
Favorite Things

Among my favorite duties as
EAPAs COO are visiting chapters,
getting to know their members, and
sharing our Association's plans and
new initiatives with them. In
September I traveled with EAPAs
diversity director, Rickie Banning, to
Charleston for the annual conference

of the South Carolina Chapter. The
members were gracious and welcom-
ing, and the Oceanside setting was
spectacular.

It was clear from the meeting that
South Carolina Chapter members want
progress, not politics, from EAPA. They
seemed pleased with plans relating to
the needs assessment survey and strate-
gic planning activities.

My thanks to Meredith Smith, for-
mer chapter president and conference
chair, for taking me on a horse-and-
carriage tour of Charleston and help-
ing me improve my Southern accent.
If you visit Charleston for business or
pleasure and are tempted to take the
horse-and-carriage tour—do avoid a
horse named Ben.

Last but not least, I want to pass
along some good news. Bill Schleicher,
CEAP, a member of EAPA and the
Northern Illinois Chapter, recently
underwent surgery for a kidney trans-
plant. He was released from the hospital
on Nov. 4 and is recuperating nicely at
home. Notes or cards will reach him
at 2026 Hawthorne, Evanston, IL
60201.

Happy New Year, Century,
Millennium! Q
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2000 EDITORIAL
CALENDAR

JANUARY/FEBRUARY
Changes in Corporate Culture

and the New Employer/Employee Contract

MARCH/APRIL
EAPs and the Internet

MAY/JUNE
The Integration of EAPs and Managed Care

JULY/AUGUST
The Integration of EAPs and Risk Management

SEPTEMBER/OCTOBER
The Integration of EAPs and

WorWLife Programs

NOVEMBER/DECEMBER
Addictions and Addiction Treatment

~,

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

Mary Craigie, Membership Director • Ext. 315 • EAPMEMDIR@AOL.COM

Janice Laughlin Dixon, Resource Center Manager • Ext. 307 • EAPRESCEN@AOL.COM

Katina Doulis, Receptionist • Ext. 301 • EAPAMAINC~AOL.COM

George figliozzi, Assistant to Board and COO • Ext. 314 • EAPOFFMAN@AOL.COM

Sheila Macdonald, Legislation and Public Policy Director • Ext. 309 • EAPLPPDIR@AOL.COM

Ruth Maupin, Accounts Receivable Manager • Ext. 312 • EAPRECMANCQ?AOL.COM

Reggie Newell, Manager, Labor &Other Member Segments • Ext. 322 • EAPMEMSER@AOL.COM

Juanita Padgett, Membership Manager • Ext. 317 • EAPMEMMANCa~AOL.COM

Kathleen Rigden, Conference Manager • Ext. 304 • EAPCONVMAN~AOL.COM

Stuart Hales, Communications Director • Ext. 308 • EAPCOMMDIRC~?AOL.COM

Sylvia Straub, Chief Operating Officer • Ext. 376 • EAPCOO@AOL.COM

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

Cynthia Reid, Accounts Payable Manager • Ext. 313 • EAPAPPMAN@AOL.COM

Ellen Miller Williams, Annual Conference Director • Ext. 303 • EAPCONVDIR@AOL.COM

To Advertise in the Next Issue of
~~~~k,~j~~l

xcane
Call Marilyn Lowrance

(703) 538-5557
Deadline for Mar/Apr issue: Feb 20

else at this
treatment
center ~ . ?

J ~ ~~ Drugs and alcohol are
~" the first problem ....The next

"~~ problem is finding a treahnent
center where your clients can

:, .~. ,~~: ` ~ ~ safely be themselves and talk
about the things they need to.

~'
Fortunately, Pride Institute,
the nation's leader in providing
addiction treatment for the gay,

"' ' lesbian, bisexual and Iransgender
communities, now has
programs nationally.

~•

~ PRIDE
(::s~ J~ ~~' ~~~;¢ f̀ INSTITUTELL

~ f~ 
b

~:.~~ . ~~ ~ =~- 800-54-PRIDE
~~ ~"~~i ~',r'~~~~ Most insurance plans cover our programs.
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in theWorkp ace
The Impact of EEOC Guidelines

by R. Bruce Lydiard, Ph.D., M.D., and Ron Honberg

nder the Americans with Disabilities Act (ADA),
which took effect in July 1992, it is unlawful for
employers to discriminate against a qualified
individual with a disability. Title I of the ADA

protects people with physical or mental disabilities from
discrimination in the workplace if their impairment sub-
stantially limits a major life activity such as hearing, seeing,
walking, breathing, learning, or interacting with other peo-
ple. In addition, employers are required to make reasonable
accommodation for employees with disabilities to enable
them to perform essential functions of a job, unless this is
shown to cause undue hardship to the business.

After Title I of the ADA took effect, it soon became
apparent that the requirements of the law were far clearer
as applied to people with physical disabilities than people
with mental disabilities. For example, while an architectur-
al modification to the workplace was readily understand-
able as a "reasonable accommodation" for a person in a
wheelchair, the meaning of this term for someone with
panic disorder or schizophrenia was far less clear.

Decisions issued by courts responsible for interpreting
the ADA or its predecessor, Title V of the Rehabilitation Act
of 1973, further demonstrated a lack of clarity about how
these laws apply to people with psychiatric disabilities. For
example, in Mackie a Runyon, a federal district court in
Florida held that bipolar disorder, when stabilized by med-
ication, is not a disability.

In March 1997, the Equal Employment Opportunity
Commission (EEOC), which is responsible for enforcing
Title I of the ADA, issued guidelines aimed at clarifying the
ADA for those with psychiatric disabilities. The resulting
attention from the legal community and the media raised
concerns that employers would be inappropriately required
to accommodate emotional problems in the workplace,
such as rudeness and threats against co-workers and super-
visors. Questions also were raised about disciplining
employees, including concerns that workers might use
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mental disabilities as an excuse for poor job performance or
behavior.

Unfortunately, the guidelines also gave rise to stigma-
tizing and inaccurate characterizations of mental illnesses
and violence. In May 1997, for example, the Richmond (Va.)
Times Dispatch published a cartoon on its editorial page
depicting a job applicant with mental illness as an ax-
wielding murderer.

EEOC officials stress that the guidelines are for clarifi-
cation of the law and do not create any special rights for
people with mental illness. Tardiness, rudeness, or other
unacceptable behavior in the workplace are not excused or
protected by the ADA or EEOC. The guidelines call for a
traditional two-step analysis to determine whether a psy-
chiatric disability exists and whether the affected person
can work with or without reasonable accommodation.

The most common adult psychiatric disorders in the
United States are anxiety disorders. Panic disorder is one of
the most prevalent anxiety disorders, with 4.2 percent of
the population estimated to experience the condition at
some point in their lifetime.' Panic disorder is potentially
debilitating and nearly always substantially limits one or
more major life activities. Panic disorder is, therefore, a
good example to consider in relation to the ADA and the
supporting EEOC guidelines.

What is panic disorder?

Panic disorder can affect people of any age, but begins
most commonly in young adults. Women are twice as like-
ly as men to develop panic disorder, which is characterized
by severe and unexpected attacks. During a panic attack,
sufferers may experience feelings of intense fear, disorienta-
tion, or losing control, coupled with physical symptoms
such as:
• Pounding or racing heart or chest pain;
• Shortness of breath;

• Choking or smothering sensations;
• Dizziness or faintness;
• Abdominal distress;
• Sweating; or
• Hot or cold flashes.

Affected individuals fear these unexpected attacks and
typically avoid situations in which they may experience an
attack (agoraphobia). Many sufferers develop concerns that

they have a serious medical problem and may repeatedly
seek medical evaluations or rush to a local emergency room
fearing a heart attack or stroke. The limitations imposed by
fearful avoidance and panic-related cognitive patterns are
major contributors to the disability associated with the dis-
drder.

Diagi~osirig panic disorder often is complicated by panic

symptom`s that can resemble other medical conditions, such

as heart disease, epilepsy, asthma, or a spastic colon. Also,

panic disorder rarely travels alone; it frequently coexists with

other psychiatric disorders, such as--
• Depression, which may affect up to two-thirds of panic

patients at some point;
• Social phobia/social anxiety disorder, another anxiety

disorder that triggers anxiety in certain social situations;

or
• Substance abuse, particularly alcoholism (the rate of co-

morbidity nth panic attacks is 30-50 percent).

If aii individual with one psychiatric disorder develops

ari additional disorder, the extra work-related impairment

is substantial. Compared with workers with one disorder,

those with two or more disorders will have four times more

lost workdays and three times more work cutback days

(e.g., coming in late, leaving early, and being less effective

at work).

Costs of Panic Disorder

In 1990, anxiety disorders cost the United States $46.6

billion in direct and indirect costs, with 25 percent in direct

costs on treatments and about 7S percent in indirect costs,

such as lost wages, disability, medical evaluations, etc. This

amount constituted nearly one-third of the natign's mental

health bill of $148 billion. Identifying panic disorder is par-

ticularly costly—patients are often referred to as many as

10 or more healthcare professionals and undergo a number

of expensive tests before being correctly diagnosed.

The cost of untreated panic disorder to the individual,

on the other hand, is immeasurable in terms of functional

impairment and an inability to lead a normal life. Sufferers

also can be financially dependent because they may be

unable to work.
Once the problem has been diagnosed, it maybe treat-

edwith medication, cognitive behavioral therapy, or a com-

bination of both. Unfortunately, the majority of sufferers,

about three-quarters, remain undiagnosed and untreated.

There is recent evidence that panic disorder is as debil-

itating as depression. Effective treatments of conditions

such as panic disorder and depression not only help the

individual, but are of great economic benefit to society and
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Fig. 1. Total work productivity (Work performance x

hours worked). Reproduced with permission.2

employers. A recent study by Russell et. al.? that assessed

the economic benefits of treating depression showed that—
• Total work productivity more than doubled (41.2 per-

cent to 85.1 percent) after 12 weeks,of treatment (Fig.

1), and
• Assuming an average income of $15,000 and average

treatment costs of $1,500, the net economic benefit of

treatment was estimated to be $4,900 annually per

effectively treated patient.

Disability Legislation

The ADA, which took effect in July 1992, makes it ille-

gal for employers to discriminate against a qualified indi-

vidual with a disability. The term "disability" is defined as a

physical or mental impairment that "substantially limits one

or more of the major life activities." The phrase "substantial-

ly limits" focuses on the extent, duration, and impact of an

impairment on a major life activity.
Employers also are required to provide reasonable

accommodation for their employees with disabilities if these
accommodations do not impose "undue hardship" on the

business. But providing reasonable accommodation for peo-

ple with physical disabilities—wheelchair access, for exam-
ple—is more easily understood by employers than
determining what reasonable accommodation can be made
to help an employee with mental illness.

The EEOC, the federal agency responsible for admin-
istering Title I of the ADA, published guidelines in March

1997 to support and clarify the ADA with respect to psy-
chiatric disabilities such as panic disorder. The guidelines
say that "mental health professionals, including psychiatric
rehabilitation counselors, maybe able to make suggestions
about particular accommodations and, of equal impor-

tance, help employers and employees communicate ;effec-
tively about reasonable accommodation," Panic disorder
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sufferers, for example, may benefit from accommodations
such as modifying work schedules (e.g., limiting shift
changes) or making physical changes to the work environ-
ment, such as partitioning, or relocating out of, a large
open-plan office.

Impact of the Guidelines

Concerns about the guidelines have arisen over
whether they may create unrealistic requirements for
employers or protect people with negative personality traits
from possible disciplinary action. The guidelines also have
prompted questions about whether the corrective effects of
medication should be considered when deciding if an
impairment (psychiatric or otherwise) is so severe that it
constitutes a disability.

The ADA applies only to individuals with psychiatric
diagnoses that are shown to disrupt a major life activity.
Thus, it imposes significant burdens on those filing com-
plaints to prove: (a) that they are people with disabilities
who fall within the protections of the law; and (b) that they
have been subjected to unjustified discrimination in viola-
tion of the-law.

The ADA and the EEOC guidelines were not intended
to excuse employee misconduct. The guidelines clearly
state that employers may discipline or terminate individu-
als from employment for violating a workplace conduct
standard, even if the misconduct results from a disability, so
long as the standard is job related and consistent with busi-
ness necessity.3

Lowering performance standards for employees with
psychiatric or other disabilities is not considered to be a
reasonable accommodation under the ADA. The statute
and the EEOC guidelines establish that individuals alleging
that they have been discriminated against in violation of the
ADA must prove that they are capable, with or without rea-
sonable accommodation, of performing the essential func-
tions of their job. Employers have no obligation to decrease
or eliminate essential requirements of specific jobs to
accommodate the needs of people with mental illnesses.

The EEOC guidelines also state that the determination
of disability should occur without regard to mitigating
measures, including medications. Courts have ruled on
both sides of this issue, however. For example, the U.S.
Court of Appeals for the Third Federal Circuit recently held
that determination of whether a woman with bipolar disor-
der is disabled under the ADA should be made indepen-
dent of the stabilizing effects of her medication. The court
based this decision on its recognition that bipolar disorder
is a long-term, chronic condition that fluctuates over time.
In contrast, a federal district court held several years ago
that a woman whose bipolar disorder was stabilized with
medication was not disabled within the meaning of the
ADA.

Notwithstanding these conflicting opinions, the EEOC
guidelines ultimately should help employers by providing
clarity in some areas that previously were not well under-
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stood. The guidelines may even decrease litigation by
facilitating a more open environment that promotes oppor-
tunities for discussion between employers and employees.
Gradually, the guidelines should raise awareness of, and
increase sensitivity toward, workers with mental illness.

The Question of Disclosure

By reducing the stigma of mental illness, the E~OC
guidelines and the ADA may well make their strongest
mark on the workplace. Due to stereotypical misconcep-
tions about panic disorders and other mental illnesses,
workers have long faced a difficult dilemma in deciding
whether to disclose their psychiatric disabilities to employ-
ers. Disclosure in the workplace has frequently led to
adverse consequences, including job losses or shunning by
co-workers.

The ADA attempts to address this problem by making it
illegal to ask pre-employment questions about mental illness,
including questions about past psychiatric treatment or hos-
pitalization. Employers may still ask disability- or mental ill-
ness-related questions after making an offer of employment,
but only if they require all individuals considered for
employment in the same job category to complete a pre-
employment medical examination or inquiry.

Although the ADA will help prevent adverse employ-
ment decisions based on stigma and stereotypes, the ques-
tion of whether to disclose remains a dilemma for
individuals with mental illnesses. In time, attitudes will
change and people will feel able to disclose such sensitive
information without fear of negative consequences. Q
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As he gave the "thumbs up" sign to open the 1999 EAPA Annual Conference, President Grey DeLapp set

the stage for the Association and its members to position themselves for the challenges and opportunities of

anew century.
To anticipate changes in the employee assistance market and help the Association expand its membership,

EAPA's Board of Directors met at the conference and continued working on afar-reaching strategic plan, To help

EAPA members identify new markets and increase their business opportunities, a senior official from the U.S.

Chamber of Commerce and the president of a paving contracting firm explained how employee assistance pro-

fessionals can sell drug-free workplace programs to small companies. And to keep EAPA members informed of

emerging issues affecting workplace productivity, representatives from the National Institute of Mental Health

and the offices of television newscaster Bill Moyers spoke about anxiety disorders and death and dying.

These were just a few of the many highlights of a conference that was casual and informal in style yet

sophisticated and professional in tone. A llay-long "Tech-Know Expo" offered exhibits and seminars designed

to help EA professionals run their programs and deliver services. Workshop presentations covered topics rang-

ing from "Working With the Occupational Psychiatrist" to "Designing an Outcome Evaluation for an Employee

Assistance Program" to "Welfare to Work: New Opportunities for EAPs." An open forum sponsored by EAPA's

National Legislative and Public Policy Committee sought to build consensus among members on Association

issues. Meanwhile, a task force appointed by the Board of Directors held the first of what promises to be sev-

eral discussions about the relationship between employee assistance and worWlife programs.

The following pages capture some of these highlights and provide a glimpse of the enthusiasm and ded-

ication that characterize EAPA conferences. Make plans now to share in the excitement by joining your peers

in New York next November. Help EAPA continue moving forward into 2000 ... and beyond!
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u re ac nl la ive s
An~xzetz~ DZSOrders, Deatl~ ar~d D~zr~g

Elaine Baldwin
Office of Communications and Public Liaison
National Institute of Mental Health, Bethesda, Md.

he National Institute of Mental Health proposed,
and your leadership accepted, the idea of conduct-
ing ajoint project to inform your membership and

their clients about anxiety disorders. I know that you've
done a project on depression, which is still an immense
problem that often goes undetected and untreated. But
many people are surprised to learn that anxiety disorders,
as a group, affect approximately the same number of
Americans as depression: 19 million. And ar~iety disor-
ders—which include panic disorder, obsessive-compulsive
disorder, post-traumatic stress disorder, phobias, and gen-
eralized anxiety disorder—are even less recognized than
depression and are often very inadequately or improperly
treated,

Some of you heard our director, Dr. Steven Hyman,
speak at a plenary session at your annual conference two
years ago in Baltimore. At that time he emphasized that
mental disorders are medical disorders—dysfunctions of
the brain. To drive home that point he showed you brain
images that demonstrate the abnormalities of people with
mental disorders. We don't have that kind of evidence for
all disorders, but there is considerable scientific evidence
that some mental illnesses result from an interplay of genet-
ics and experience.

For many people with mental disorders, we believe
that learning about the revolution in neuroscience and
treatments will bring new hope. It will also help them
know that mental illnesses are real, and that people who
suffer from them are not to blame. They can't make them-
selves get better through willpower, and they are as deserv-
ing of appropriate, effective treatment as people with heart
disease or cancer.

We believe that increased awareness among the public,
health care providers, and policymakers that mental ill-
nesses are brain disorders and can be treated will reduce

their stigma. Many people who have
depression or anxiety suffer alone—
they know something is wrong, but
they don't know just what is wrong,
and they are very relieved to find out
what it is and that it has a name.

Especially in this age of man-
aged care, doctors and nurses are
often too harried or too busy to ask
the kinds of questions that might reveal whether a
patient has mental disorders. Doctors and nurses also
might hesitate to introduce the subject because they don't
want to alienate or alarm the patient. All too often, neither
the patient nor the physician knows about the availability
of appropriate treatment.

And that's where you and your membership can make
an enormous difference. You are often the first to spot a
mental disorder. You can provide the information about
symptoms and about effective, science-proven treatments.
And you can encourage your clients to seek help.

We've learned through focus groups with people who
suffer from anxiety disorders or depression that just the
knowledge that they are not alone, and there are treatments
that can help, are terribly important. And in the corporate
community, you are key in the effort to reduce the stigma
of mental illness. You've helped managers and supervisors
and CEOs provide support for employees who have addic-
tion problems. You've done the same for depression. And
an increasing number of businesses now understand that
mental health is crucial to overall worker productivity.

Through this partnership between EAPA and NIMH,
you can provide the same kind of education with regard to
anxiety disorders. Many people with anxiety disorders are
holding down full-time jobs, but they may not be func-
tioning at full capacity. You can help these people get the
care they need. Early identification and appropriate, effec-
tive treatment can enable most people with anxiety disor-
ders to stay at their jobs and remain productive while
they're being treated.

"How we tv~e~zt people ivho ~zv~e ~'yiv~~, ~zv~~' hotiv ~~e tv~e~zt theiv~
f~z~ilies, ~zllol~s us to see 1~01~ tive ~z~e liviv~~ ~zv~cl ~~h~zt life is about."

The Arixiety Disorders Workplace Education Program
will provide EA professionals with research-based informa-
tion about how to recognize anxiety disorders and which
treatments work. We will provide the tools and resources to
help you talk to your employers as well as your employees.

So that we have better idea of what materials you need,
we are conducting focus groups with EAPA members dur-
ing this conference. Their insights and expertise will be
extremely important to us as we work to develop resources
that will help shine a light on anxiety disorders and their
impact on _the workplace.

Nancy Reller
Senior Vice President
Barksdale Ballard, Arlington, Va.

'd like to talk to you about death, the one common
denominator we all have. The U.S. Department of Labor
says that 30 percent of the workforce has some respon-

sibility for an elderly relative, and a recent survey showed
that 54 percent of the workforce anticipates taking care of
someone during a chronic, long-term illness in the next 10
years. The average caretaker is a 46-year-old woman who is
a mother and afull-time employee. These are the people
that you serve.

About six years ago, the Robert Wood Johnson
Foundation conducted a research project that looked at the
way we die in America. They concluded that our healthcare
system is fundamentally broken when it comes to how we
die. Too many people die broke, alone, and in pain.

We have a tremendous opportunity to change that. Bill
Moyers, who is familiar to many of you, has almost finished
filming a series that will air next fall titled "On Our Own
Terms: Moyers on Dying in America." It started off as four
one-hour programs, but the project has been so remarkable
that it's being extended to an hour and a half each night.

Barksdale Ballard has been hired to conduct an out-
reach effort on behalf of the series, and we are excited that
EAPA will be involved in it. We are going into cities and
towns across the country to establish steering committees
that will help communities find ways to use the series as a
catalyst to improve end-of-life care.

We kicked off the campaign last month in Miami at a
leadership conference, and Luis Rodriguez of EAPA was
there. At the kickoff we distributed toolkits that we would
like to make available to all of you. The toolkits tell you
how to organize within communities, bring in your com-

Luis J. Rodriguez, Ph.D., CEAP

pany, highlight the work that you're doing, and participate
to the fullest extent.

What else can you do? You can link to the Web site,
wwwthirteen.org/onourownterms, subscribe to Barksdale
Ballard's electronic newsletter, provide educational materi-
als to your employers, or devote a day for employees to fill
out an advance directive.

I know from talking to many of you that this is an area
where you could use some help and information. On your
tables is a recent survey that Last Acts conducted which
showed that two-thirds of employers need help in getting
this information.

Dr. Rodriguez, did you want to say something?

Luis J. Rodriguez, Ph.D., CEAP
Administrator, Employee Assistance Program
Florida Power ~ Light, Miami, Fla.

very year, I'm looking for more things to do to justi-
fy our EAPs. In the last few years I've been called to
more and more funerals, to more and more homes

where there are people dying, and to more .and more
employees who are still working but are struggling with
cancer or some other life-threatening illness. '`

One of the things I've observed is that as managers and
directors have more to do and the people who work for
them have more to do, we're starti~g to lose some of our
humaneness in dealing with people who are dying. So I was
thrilled when I was asked by Sylvia Straub to represent
EAPA in the leadership training in Miami a month ago. I
thought I was pretty good with the services that I provide
in my company on death and dying, but I was humbled by
all the other wonderful organizations there that I knew lit-
tle or nothing about.

I see this initiative as a tremendous opportunity for
EAPA and for ourselves, not only to add value to the com-
panies and employees we serve, but also to join a very heal-
ing crusade. It will give us an opportunity at both the
national and local levels to participate with our education-
al broadcasting stations. This initiative can be a mechanism
for us to collaborate and network with other organizations
and the local media to help other people understand what
employee assistance programs are about.

How we treat people who are dying, and how we treat
their families, allows us to see how we are living and what
life is about. And I think getting involved with this program
is going to make me a better person. Q
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The Dollars and Sense of DFWP Prograr~~s

Leslie Hortum
Senior vice president
U.S. Chamber of Commerce, Washington, DC

he U.S. Chamber of Commerce is the world's largest
business lobby, with 84 chambers of commerce all
over the world and 170,000 members, most of them

small businesses. Most of our members—over 90 percent—
are companies that employ fewer than 10 people, which is
where the vast majority of Americans work.

Why do we care about the DFWP issue? One of my
areas of responsibility is the issue of workforce shortage. In
the next 10 years, 25 percent of our workforce is going to
die, retire, or in some way, shape, or form get out of the
workplace. They aren't going to be there. And with a strong
economy, a low birth rate, and baby boomers retiring, we
don't have enough workers to fill those jobs.

So the whole business community is in crisis mode.
They're wondering, ̀ Where are we going to get enough
workers? And how do we make sure that every worker is
working to his or her potential?'

And frankly, EAPs are a key part of this. Because if we
have an employee who is not being productive, who is
abusing a substance, or who has a situation that is keeping
him from being productive—and this sounds very cal-
lous—but we want you all to get those folks out. We want
you to help them, we want you to steer them in the right
direction, so we can bring them back and make them fully
productive employees.

I know that sounds callous, but let me tell you, that's
where the business community is coming from. In fact, we
had a meeting this summer in California with 150 leaders
from the top chambers of commerce all over the country,
and we put a list of 10 issues on the screen and said, "We'd
like to do a little survey. Could you tell us, of these 10
issues"—and we listed health care reform, labor reform, all
of the hot issues—"which are the most important to your
members?" And 83 percent of those people said workforce
education was the number-one issue of concern.

Now let's talk for a minute about the toll of substance
abuse in the workplace. I know I'm telling you stuff you've

14 • EAPA EXCHANGE • November~December 1999

already heard, but our studies suggest
that companies lose more than $100
billion a year to theft, absenteeism,
accidents, and product defects. And a
lot of that has to do with employees
who are using substances.

Right now we're engaged in a
study with the Center on Addiction
and Substance Abuse, CASA, which
is run out of Columbia University.
The study focused on about 2,000 small to mid-sized
employers, and the data show that the prevailing percep-
tion among small business owners is that there is no signif-
icant impact on their companies because of substance
abuse in the workplace.

So here we have one study that says $100 billion a
year, and then we have a whole group of people who say, ̀I
didn't know that. I didn't think it was a problem.' So that's
a real concern for us, and we're working very hard to dis-
pel that myth. We're particularly concerned because of
those workers who are using substances, most of them are
employed by small businesses.

And what do those small employers say about EAPs?
Seventy-seven percent of the people in our CASA survey do
not provide EA services; only 26 percent said that pre-
employment testing or screening was effective at all in
reducing their costs. Again, the prevailing perception
throughout this survey is that substance abuse is not sig-
nificant at all in terms of accidents, tardiness, absenteeism,
costs of health care, employee turnover, and productivity.

So we have a very serious challenge facing us. First, we
have to do a better job of educating employers, especially
in the small and mid-sized group, that this is a real issue.
And second, we've got to tell them that you exist, and that
you help, and that you make a difference.

I think the Manatee Chamber of Commerce in Florida
is a great example of a chamber that has really taken the
lead in trying to work with its business community on this
issue. They started the Business Against Na~'cotics and
Drugs program, BAND, with the assistance of Tropicana, a
big company. BAND is an ongoing substance abuse pro-

gram through which chamber members can get expert
guidance, staff training, materials, sample policies, and
actual drug-testing and employee assistance services at
reduced rates through a consortium they organized
through the chamber.

I think that's a great way to do it. Most of the state and
local chambers are dealing with relatively small business
owners. If we can get to those chambers, educate them on

the issue, and help them establish these consortia, I think

that's a painless way for small businesses to get involved.
Since its inception in October 1989, the Manatee pro-

gram has helped more than 800 companies get involved
with this consortium. But perhaps the most interesting
hook from the business perspective is that Tropicana and

the Manatee Chamber of Commerce convinced the Florida
legislature to offer 5 percent discounts on workers comp

rates to businesses that implement substance abuse policies
that include drug testing. If you say "5 percent reduction"

to any CEO, that's got to get his or her attention.

So, yes, we are big supporters of EAPs. We see EAP ser-
vices as a very cost-effective way for businesses to get into

this issue. It allows businesses to do the right thing without
mandating huge cost increases. And that's a big deal for us.

Harold Green
President
Chamberlain Contractors, Inc., Laurel, Md.

want to give you a flavor of the typical small business
owner. The profile is of an entrepreneur who basically

is an enabler of negative behaviors, They allow those
behaviors to occur because their focus is on something

other than human resource issues.
On a given day, the employer is going to focus on pro-

duction—that's today. This week, it's get the money to pay

for payroll. This month it's sales, so we have enough work

to keep the equipment and manpower going. And this
quarter, it's are we surviving and are we going to be in busi-

ness next quarter?
You can see that entrepreneurs focus on sales and mar-

keting and, to a lesser extent, on finance. But they are ter-

rible human resource specialists—they don't want to focus

on that. As a result, our number-one underutilized asset in

small business is our employees.
So entrepreneurs live in a situation of crisis manage-

ment. And when you are dealing with one crisis after
another, which is a function of employees who have prob-
lems related to drugs, alcohol, spouse problems, or family

problems, those problems don't sit on the doorstep when

that person comes to work in the morning. They become

part of that employee's repertoire of driving a truck, oper-

ating a backhoe, or paving a parking lot. And unfortunate-

ly, problems happen.
What I basically advocate, and what I have been com-

municating for many years, is that a business owner needs

to survive or thrive based on the quality and motivation of

key employees. The concern that I have is that most EA pro-
fessionals are not good advocates of selling themselves and
their services. So I have a suggestion far you on how you
can sell your services and make more money.

Ask yourself this question: Who are the individuals
that the typical entrepreneur is going to listen to? It's his
banker, his lawyer, his insurance agent, and his accountant.
Those are the four people who are going to get time with
an entrepreneur to focus on his problems. So what I suggest
is that EA professionals develop collaborative relationships with
bankers' associations and accounting associations and lawyers'
associations, but most definitely with insurance brokers.

Insurance brokers get information every year on my
business in terms of my experience rating for workers'
comp. One of the things I saw in my business in the early

1980s was that my workers' comp premiums were sky-
rocketing. In 1987, our insurance premiums were
$252,000. Once I had established my EAP and my drug
and alcohol policy, what we started to see was that by 1991,
those insurance premiums had been reduced to $120,000.
That's 130 grand in my pocket every year. Plus, I had less
absenteeism, less tardiness, higher-quality workmanship—
and in 1999 and 2000 my insurance premiums are
$106,000.

I attribute all of those savings, and every extra dollar
that I have, to the EAP and the drug and alcohol policy that
we have in place.

If you can establish a relationship where you give free
consulting services to the insurance broker, and you can
collaborate with the insurance broker and go out together

to meet with small business owners, you can say, "Look, I

see your workers' comp premiums are high and your auto-
motive premiums are high because of accidents: I can put
in place a comprehensive alcohol and drug policy and give
you the appropriate training. What I'm asking in return is
that the first year, when you get premium reductions, I get

100 percent of that money. In year after that, I get a por-
tion of it."

So you enter into a contract, and you have a relationship

with that individual and that business. You're there to help

guide them through the path of developing the various pro-
grams and putting in place the policies and procedures that
are going to marry with the drug and alcohol program that
you establish. And you go out with the insurance broker and

do the appropriate training so you can increase the awareness
that people can't use drugs or alcohol and go out and operate
a dump truck or run a backhoe.

And if you can do that and you can see the insurance
premium reductions, you can be compensated based on
those reductions. And I can tell you that they are signifi-
cant. Right now I spend $20,000 a year to do the training
and the drug screening programs—the randoms, the for-
causes, the post-accidents, and the probable-causes. Our
hard-dollar savings: $200,000 every year.

What I want you to understand is that you can
share in this wealth. You can make more than just a salary.
And you can take this money and reinvest it and grow your
business. Q
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The Worl~zng Wounded

Bob Rosner
Author, Working Wounded: Advice That Adds
Insight to Injury
www. worhingwounded. tom

lot of people think "wounded at work" means
people who are complainers. The irony is, the
people who are most wounded at work are the

people who love their jobs the most. If you don't love your
job, it's hard to be wounded by it.

Why are so many workers wounded? I wanted to
understand what was going on in today's workplace, so I
looked for some guidance. I went bade to 1965 and found
a boole about organizations that identified six rules that
apply to every workplace. These were the rules of how
work functioned for 50 or 75 years. Let's look at them now:
1. Orders from only one superior
2. Each supervisor has only six subordinates reporting to

him
3. Big decisions come From the top
4. Authority comes from the top
5. Business units specialize
6. Business units are profit centers

Foi~ how many of you do all six of these rules apply?
Okay, I see a couple of hands. How about five? Four? A few
more. Three? Two? One?

Isn't it interesting that these rules that made so much
sense barely apply anymore? Depending on your sense of
humor, they're either quaint or totally irrelevant.

Let me sum up briefly the Working Wounded philoso-
phy. Number one—and this is a variation on an old Lily
Tomlin line—is "Together we all go through work alone."
How many of you have noticed that you've had maybe 10
conversations wiCh someone in the last six months and
you've never heard their voice? Everything has been said
through e-mail. And e-mail isn't exactly an evocative medi-
um—people don'[ use punctuation, they don't use capital
letters, they just slap a couple of sentences together. What
does that mean? What it means is that technology, instead
of bringing us Cogether, is really isolating us.

Number two is from the old Rolling Stones line, "Time
is on our side." Except these days, time is not on our side,
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at least not at work. Let me give you an example. Sony has
a CD player now that has a little button on it, and you can
push that button and reduce the time between songs from
three seconds to one second. Sony's market research said
that kids couldn't wait three seconds for the next song.

That's what's happening in the workplace. And it's
going to go faster and faster and faster. So for everyone who
feels crazed at the pace of today's workplace, I have one bad
message for you: Five years from now, you're going to look
back at these as the good old days.

Third, and you all know this as well as anyone, is that
gloomy people equal gloomy firms. I refer to these people
as the moral equivalent of speed bumps in an organization.
They slow down everyone.

Remember the old Stephen Stills song, "Love the one
you're with?" Well, this is another variation—like the one
you're with. Today, [here's a lot of movement in the work-
place, and the time that employees spend with any one
company is shrinking. And the best advice I can give to any
worker is, if you hale everyone you work with, get the heels
ouC of there. You may not love everyone you work with, but
you should have a standard of at least lilting everyone you
work with.

And the final rule is this: Do your job, don't be your
job. How many of you have found yourself at a dinner
party and you have trouble getting five sentences out of
your mouth before you start talking about work? The best
thing I can suggest is that the best way to do your job is to
have a life outside of your job ...

Now, this you may find interesting. If you look at the
business literature, if you pay attention to consultants, and
if you listen to college professors, you'll find that there is
one line that has gone unchallenged for the last 10 years:
Middle management is a disease. I think Tom Peters starC-
ed it. Middle management slows things down, clogs up
companies, creates problems, stifles innovation. Ladies and
gentlemen, Tom Peters is wrong—middle management is
not a disease, middle management is a cure!

I'm not saying this to get applause; I'm saying this
because my research and t~esearch at Gallup and every
research I've seen says the number-one variable affecting
employees' happiness in the workplace is their relation-

ship with their boss. Middle management is the lcey to

employee satisfaction, but middle management has to be

given the tools, the responsibility, and the ability to effec-

tively manage.
Let me close with some solutions for you. What I did

was try to determine the two variables Chat have the

biggest impact on satisfaction in the workplace. Number

one we already talked about—respecting your boss. It's a

huge variable.
I interviewed former Labor Secretary Robert Reich

recently and asked him, "Is there a shorthand way that

you've developed to enable you [o go into an organization

and get a sense of what's actually going on?" And he said

yes, there was. He developed something called the pronoun

test. He'd walk into an organization and ask them a ques-

tion, and he'd listen to the answer—not for what they were

saying, but for how they said it. He listened to see if they

described the company as "us" and "ours" or as "they" and

"theirs." He said there's no better yardstick for finding out

how people feel about an organization than to listen to the

pronouns they use.
I hope this gives you an interesting way to look at the

workplace. And I hope you leave this conference focusing

on the "respect the boss" and "teamwork" variables to see

how yoU can use them to make a more productive and hap-

pier workplace. Q
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Are their financial prob
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-HELP
You can earn thousands of dollars in Revenue
for your company per month. Call Now for free
books and pamphlets on financial problems to
give to your clienfs. Non-Prolit Consumer Credit Counselor

• 12TH ANNUAL

National Stud¢nt Assistant¢ Conf¢r¢nc¢
•

March 6-9, 2000 • Opryland Hotel, Nashville, TN •
~ ~•
• •
~ ~

• ~

• •

General Sessions by: Father Leo Booth, Jane Bluestein and William White

Topics Include: violence prevention, drug trends and "Kids Without a Conscience"

•

• For a FREE conf¢r¢nc¢ program,~ ~

Call 1-800-453-7733
• •

Don't miss this important event •

for professionals who work with youth.• ~

• Great rates at the world-renowned Opryland Hotel•
•
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Henry Spence (right) receives a
Special Recognition Award from
EAPA Labor Director Jack
Dempsey in appreciation of his
employee assistance efforts with
Transport Workers Union Local
100 in New York.
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EAPA Labor Director Jack Dempsey reads aloud the inscription on the
Special Recognition Award for Tom Burns (right), coordinator of the

Members Assistance Program for the Bridge, Structural, and
Ornamental Iron Workers in New York.

Linda Turner, the first woman to be appointed an employee
~''y assistance representative at Local 325 of the United Auto Workers,

is all smiles as she receives the John J. Hennessy Award from EAPA
Labor Director Jack Dempsey. The award honors an EAPA member
who exemplifies labor leadership in the employee assistance field.

Pat Gillespie, vice president of the Philadelphia AFL-CIO, can barely
contain his joy at accepting the Ross Van Weigand Award on behalf

of the Philadelphia Building Trades Council. The award is presented to
an outstanding employee assistance program that espouses the ideals
of labor-management cooperation espoused by Ross Van Weigand in

the 1960s and 1970s. Joining Gillespie in accepting the award was
James Martin, executive director and co-founder of Built-Rite

Construction Process, Inc.
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EAPA President Greg DeLapp
honors Eileen Siddell,
manager of Crouse
HelpPeople EAP, with a
Special Recognition Award
for her commitment to the
employee assistance profession
and her contributions
to the central New York
community.

David Bingaman accepts a
Special Recognition Award
from EAPA President Greg

Delapp on behalf of Federal
Occupational Health, which

William J. Walsh (left), executive director of benefits administra-
tion at the University of Miami, accepts the National Public

Education Campaign on Clinical Depression Award from EAPA
President Greg DeLapp. The award recognizes outstanding leader-

ship in promoting good mental health and providing employees
with the resources to identify and combat depression.

In honor of her longtime commitment to EAPA,
the Metrolina Chapter, and the employee assis-

tance profession, Barbara Wilson "Midgie"
Brawley is granted EAPA emeritus membership
status by EAPA President Greg DeLapp. Brawley
managed First Union Bank's EAP for nearly 20

years and credited the firm with being "very sup-
portive" of her role in EAPA.

i
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Representatives from the Southern Wisconsin, North Central

Wisconsin, and South Central Wisconsin chapters celebrate the
Special Recognition Awards they received for their work with gov-
ernmentand business leaders to encourage companies to establish
and maintain EAPs. Wisconsin Governor Tommy Thompson (left,
with Sandra Kohn of the South Central Wisconsin Chapter and
EAPA President Greg DeLapp) was on hand to share in the festivities.

Together with George Watkins, founder and publisher of the
EAP Digest, EAPA President Greg DeLapp presents the first Quality
Award for EAP Excellence to Nancy Carr of Bayer Corporation.
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BOARD OF' DI RECTORS MEETING
OCTOBER 22-2~, ~ 999

Old Business

Motion 1999-16: EAPA Headquarters. Move that $20,000 be
allocated from Fiscal Year 2000 discretionary funds, after
the reserve fund annount of 25 percent has been set aside,
to fund a study of the feasibility of EAPA's conducting a cap-
ital campaign to pay for the purchase or partial purchase of
an NAPA headquarters building.
Action: Delay a vote on this motion until after the treasur-
er's report had been given.

Theasurer's Report

Motion: That the Board approve the following financial
management process: Link distribution of the discretionary
funds to the goals of the Association as printed in the
Strategic Plan. In addition, limit Discretionary Fund alloca-
tions to emergency and one-time needs, develop an annual
budget cycle, prioritize budget requests and handle all
requests at the same time, and develop a plan to address
committee fund-raising issues.
Action; The motion carried.

New Business

Motion 1999-14: On behalf of the Diversity Committee, the
Diversity Director submitted a document (titled "Diversity
Committee Initiatives Nov 1998-Nov, 2000 and Funding
Request") for Board review, consideration, and approval.
The motion to approve was made on behalf of the Diversity
Committee's five working subcommittees—the Diversity
Dialogue Subcommittee, the Education/Training Subcom-
mittee, the Marketing Subcommittee, the Organizational
Development Subcommittee, and the Research Subcom-
mittee—with all five groups comprising the Diversity
Committee of EAPA, Intl. The outlined goals are achievable
with the proper level of resource allocation, and committee
members are prepared to deliver on these work products.
The Diversity Committee asks for the Board's support and
the means to achieve these basic diversity goals to enhance
the Association's value.

By general consent, the wording in initiative 7 was changed from
"require" to "encourage." The Board tabled Motion 14 Initiatives
1, 4, 5, 7, I1, 12, 14, 15, 16, 17, 18, and 19.
Motion: To postpone further discussion of Motion 14 until
the following day.
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Action: The motion carried.

Motion 1999-13: The co-chairs and members of the
Resource Center Advisory Committee request the Board of
Directors formally adopt the following mission statement
and appropriate funds for the EAPA Resource Center:

Mission Statement: The EAPA Resource Center seeks to be
the pre-eminent source and distributor of the most current,
informative, and highest-quality resource materials regard-
ing the practice and promotion of the employee assistance
profession.

Amendment: To change the wording of the funding request
from "$14,700" to "$9,700."
Action: The amendment was approved by general consent.

Amendment: To change the wording of the funding request
from "appropriate $9,700" to "up to $9,700."
Action: The amendment carried.

Motion: That the Board review all financial motions first
and not make a decision on Motion 13 until they have been
reviewed in total.
Action: The motion carried.

Amendment: To amend Motion 13 to remove all dollar figures.
Action: The amendment carried.

Motion 1999-15: On behalf of the International Regional
Director and the Diversity Director, the following joint motion
was submitted for Board consideration and approval:

In order to consistently honor agreements with the for-
mer International Region Representative, and to honor the
fastest growing new member growth trend with the
International regions, and to present the most modern
Association image in line with current global business
trends, this motion mandates the use of the word
"International" and/or the abbreviation "Intl." in all refer-
ences to EAPA, Intl., to include but not be limited to all
Exchange magazine references, logos, titles, letterheads,
chapter correspondence, and official EAPA, Intl. correspon-
dence of all business activities.

Motion: To postpone this motion until the following day.
Action: "Che motion carried.

Motion 1999-17: That for the purposes of voting in the elec-

tion for Mid-Atlantic Regional Director, the Mid-Atlantic

Region be extended to include EAPA members who reside

and/or work in South New Jersey (Eastern Region) and are

members of the Greater Philadelphia Chapter (Mid-Atlantic

Region).

Motion: To refer this motion to the Membership and Bylaws

committees for additional study and action at the April

Board meeting.
Action: The motion carried.

Motion 1999-18: That a newly elected EAPA president shall

call for the appointment of half the members of the

National Legislative and Public Policy Committee, those

who are from regions that match the four domestic region-

al directors who are elected in presidential years, in the first

year of his or her term; and that in the second year of his

or her term the president shall call for the appointment of

the other half of the NL~PPC members, those who are

from the regions that match the four domestic regional

directors who are elected in the non-presidential election

year. The president shall appoint the NLSzPPC chair after

the election.

Motion 14: To refer the motion to the Bylaws Committee for

study and report back to the Board in April.

Motion 1999-14: (Continued from previous day)

Motion: To refer Motion 14 Initiative 13 to the International

Regional Director.

Action: The motion carried.

Motion: To reconsider the other items [previously tabled

Motion 14 Initiatives 1, 4, 5, 7, 11, 12, 14, 15, 16, 17, 18,

and 19].
Action: The motion failed.

Motion 141nitiatives 2 and 3:

Action: Initiatives 2 and 3 were referred back to the

Diversity Committee by general consent.

Motion: To refer Motion 14 Initiative 6 to the Program

Committee.
Action: The motion carried.

Motion 14 Initiative 10:

Motion: To direct the Diversity Committee to bring back to

the Board a marketing plan for the development and use of

an EAPA diversity logo.

Amendment: To add "and a marketing plan in collaboration

with EAPAs marketing program."

Action: The amendment was approved.

Action: The motion carried. The Initiative was referred back

to the Diversity Committee as amended.

~; ~,

Motion 14 Initiatives 4, 7,15, and 19:

Motion: Thae the Board approve up to $5,000 to be expend-

ed for additional teleconference costs by the Diversity

Committee in the current fiscal year.

Action: The motion was approved.

Motion 1999-20: To request funding for the Education and

Training Committee to hold a strategic planning meeting at

the EAPA headquarters office in the year 2000 or in con-

junction with the 2000 Legislative and Public Policy

Conference.

Motion: That $10,000 be approved for the Education and

Training Committee's request for a strategic planning meet-

ing and $10,000 for the Resource Center request.

Action: The motion carried.

Motion 1999-15: In order to consistently honor agreements

with the former international Regional Director, and to

honor the fastest growing new member growth trend with

the International Region, and to present the most modern

Association image in line with current global business

trends, this motion mandates the use of the word

"International" and/or its abbreviation of "Intl." in all refer-

ences to EAPA, Intl., to include but not be limited to all

Exchange magazine references, all logos, titles, letterheads,

all chapter correspondence, and all official EAPA,

International correspondence of all business activities.

Motion: To refer this matter to EAPAs legal counsel and get

back to the Board as soon as possible and be ready to dis-

cuss it with opinion in hand as to what the legal implica-

tions may be.
Action: The motion was approved.

Old Business !
(continued from previous day) ~

Motion 1999-7: That the Resource Center, located at EAPA

headquarters in Arlington, Va., be renamed the "Dick

Bickerton Resource Center" in recognition of this former

member's contributions to what has become a thriving

source of information on employee assistance programs

and their benefits.
Motion: To postpone this motion indefinitely. (An alterna-

tive was approved to place a plaque in the Resource Center

and provide notice in the EAPA Exchange.)
Action: The motion was approved.
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on Diverse
by Rickie M. Banning, CEAP

Diversity Director, EAPA Board of Directors

In the United Kingdom, black
women are more likely than white
women to own their own business-
es, and black women under 35
earn more than black men or white
women of all ages (London Skills
Forecasting Unit).

As a result of government policies
to reduce population growth over
the past ZO years, the Chinese are
marrying later and having smaller
families (Naeional Research Bureau
Consumer=s InfoGuide).

Currently, the Internet contains
800 million pages of information,
and scientists estimate i[ will
expand to 10 times this size. More
than 40 percent of U.S. households
have Internet access, and this fig-
ure is growing by the minute. For
global news buffs, Ecola.com
offers an extensive catalog of news
sites from around the world.
Quicicbrowse.com is also an
interesting related site. (U.S. News
~ World Report)

According to Korn/Ferry
InternaCional and the Columbia
Business School, the key to success
for minority business professionals
in corporate America is to use
informal mentors. Mentored
employees enjoy faster salary and
total compensation growth than
non-mentored employees.

Mobbing—also lrnown as group

bullying—is the subject of a new

book, "Mobbing: Emotional Abuse

in the American Warlcplace." Using

research conducted during the

1980s in Sweden, authors Noa

Davenport, Gail Pursell E11iotC, and

Ruth Discler Schwartz offer valu-

able clinical insights for empower-
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ing victims. The book cites Levi

Strauss ~' Co.'s diversity statement

as an example of good company

diversity policy. Visit mobbing-

usa.com on the Internet or call 1-

800-247-6553 to order the book.

Diversity resource tips may Ue e-mailed

to Ricicie Banning at www.advanced

development.com or faxed to (781)

596-9823. Tips may address films,

books, or articles about diversity,

describe diversity processes or policies,

or cite interesting facts aboue diversity

in the workplace. Q

Do Your Seminar on the
Internet!

New Self-Help Website seeking
workshops, audiotapes,
workbooks to offer online,
For public or professional/
employer audience. Payment
either by flat fee or per
purchase. Send CV and
syllabus of your product/
service to:
stressmanage@hotmail.com
or SHW, Inc. 5592
Mossvale, Cir.,
Huntington Beach, CA 92649
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Documenting the Value of An EAP to
Administrators In Higher Education:
A Survey of Customer Satisfaction by

Supervisors and Managers
DAVID W. JOHNSON, M.A., LEAP, AND MARGIE L. TOMSIC, PH.D.
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With the rising costs of higher education and the need to justify these costs to taxpayers, directors of employee assistance
programs (EAPs) are under increasing pressure to document the value of their services to members of the campus com-
munity, This is often done by monitoring the satisfaction levels of current and former clients, tallying the number of per-
sons served by such services, and analyzing the performance records of those served. More recently, EAP directors have
begun to document the benefits of such services to supervisors and managers as they manage issues that surround ~n
increasingly diverse workforce. The following study examines the attitudes of supervisors and managers towards an EAP
at a Big Ten institution, using a satisfaction survey modified from a study of administrators served by an EAP in the cor-
porate sector. Implications of current findings and suggestions for future study are discussed.

,4'41 ~. 4. ~`?}.~t_..,

Backgrowid

Nationwide, approximately 100 members of the International
Association of Employee Assistance Professionals in Education
provide employee assistance services to accommodate the diverse
needs of an educational workforce. As the costs of higher educa-
don continue to soar', directors of employee assistance programs
(EAPs) may find it prudent to justify the benefits of having an
EAP housed within their campus communities. EAP directors
typically evaluate their programs by surveying the satisfaction
levels of current and former clients, analyzing performance
records of those served by a program, and tallying the frequency
rates of persons served. Yet, satisfaction surveys have their limita-
tions.

Errors in conducting surveys can arise from the way in which
persons are sampled and in how questions are asked. They can
further become evident when researchers fail to use statistical
sampling techniques or when they ignore non-respondents.z In
fact, until recently, few EAP directors gathered perceptions from
supervisors and managers, whose participation in an EAP often is
critical to the success of such services.'

Studies suggest that knowledge and ease of access are necessary
if supervisors and managers are to utilize the services of an EAP. In
a study by Googins and Kurtẑ , knowledge of the EAP was associat-
ed directly with its use by supervisors. Moreover, supervisors who
did not make referrals or encourage employees to use an EAP were
less likely to see such a service as useful to an organization.

Similar studies by Parks, Braun, and Novak6 have demon-
strated alink between EAP familiarity, program use, and percep-
tions of effectiveness. Supervisors and managers with EAP
training were more likely to see the need for an EAP than those
with little or no training. Moreover, those who perceived such ser-
vices as accessible and easy to use were more likely to rate EAPs
as effective and necessary for an institution, more likely to refer
others to such services, and more likely to recommend such ser-
vices to their colleagues.'• 8

In a study conducted within an industrial setting, Harlow'

further identified several factors related to the positive perceptions
of EAPs among administrators. These factors included the impor-
tance ofknowing others who had used the EAP, the desire to know
more or the degree of comfort with current knowledge about the
EAP, perceived ratings of confidentiality, and satisfaction with the
quality of information shazed between EAP directors and admin-
istrators. Given these findings, the authors of this study used such
factors to document and analyze the value of having an EAP with-
in an institution of higher learning.

Purpose of This Study

This study examined the attitudes of supervisors and man-
agers towards an EAP at a Big Ten institution. Its purpose was to
explore the degree of supervisors' familiarity and satisfaction with
an EAP located within a university setting. More specifically, the
authors wanted to assess administrators' knowledge and use of the
EAP and their perceptions of the information exchange and value
the EAP added to the University of Minnesota.

The authors wished to determine users' levels of satisfaction
with EAP contacts as well as their willingness to refer others to
the program. Particular areas of interest included the EAP's
impact on resolving organizational problems, improving the pro-
ductivity of employees, contributing to improved morale, and
building a more effective workforce. In addition, the authors
wanted to know what impact education and training efforts had on
the EAP's mission, especially concerning the effect of initiatives
developed to educate staff on depression, stress-related issues, and
the promotion of a respectful, violence-free workplace.

Description of the EAP

The EAP in this study is an internal program at a Big Ten
institution in the upper Midwest. The program serves 7,000 Civil
Service and bargaining unit employees. Staffing for this group
includes 1.75 F"TE administrators and counseling staff and 0.25
F"TE support staff. A full range of EAP services is provided,

AREA OF KNOWLEDGE N %YES

Awareness of Organizational Services Provided by the EAP 1,419 66

Knowledge of How to Contact The EAP 940 70

Could Explain EAP Use to a New Supervisor 1,354 37

Desired More Information About the EAP 1,349 55

Desired More Training With The EAP 1,339 29

Table 1, Percentage of Supervisors With Knowledge of the EAP

including assessment and referral, supervisory consultation, and
training and education offerings. The study involved 2,225 super-
visors and managers responsible for the work of the Civil Service
and bargaining unit employees.

Method

Sample. The Office of Human Resources supplied the names
and campus mailing addresses of 2,500 managers and supervisors
from a university staff list. The list was coded to track the names
of persons who supervise Civil Service and bargaining unit staff
at a large university in the Upper Midwest. All persons on this
supervisory list are responsible for directing non-academic uni-
versity work activities. The list was then reduced to include only
persons located on the main campus of the university with cam-
pus mailing addresses, since these persons are most likely to use
and have access to the EAP. The final mailing consisted of 2,225
names, or 89 percent of the original sample.

Survey. The survey instrument consisted of a two-page form
developed for persons in an industrial setting and adapted for peo-
ple in education. The questions in sections titled "Knowledge of
the EAP," "Use of the EAP," and "Information Exchange" were
patterned after those developed by Harlow to analyze the effect of
knowledge, use of services, and information exchange on super-
visors' perceptions of an EAP. These particular items were select-
ed because they correlated significantly well with variables
relating to quality.

Additional survey items in the areas of training, effective-
ness, and background information were expanded and tailored
specifically to the goals of the institution by a team of university
experts that reviewed the instrument. Researchers ultimately hope
to make regional comparisons on items similar in content to those
in the Harlow study.

Most of the questions used a five point Likert scale, ranging
from strongly disagree/very ineffective to strongly agree/highly
effective. Background items provided information on job catego-
ry, sex, age, years in the position, and ways in which respondents
learned about the program. Specific items in a section about
adding value to the university included ratings of effectiveness in

such areas as promoting aviolence-free workplace, educating
staff on depression and stress-related issues, and contributing to a
more effective workforce. A final area of the questionnaire pro-
vided space for comments.

Procedure. Surveys were mailed to all supervisors and man-
agers in the spring of the academic year, using their campus mail-
ing addresses. Each respondent received a cover letter from the
EAP director along with a copy of the survey and a preaddressed
envelope to return the completed survey to the Office of
Measurement Services. Respondents were tracked using preas-
signed identification numbers and were sent up to two mailings of
the survey and a reminder card. Participation was voluntary, but a
drawing for one of four $50 gift certificates from the university
bookstore was used as an incentive to increase puticipation.

Surveys were scanned, and descriptive statistics and relation-
al statistics were used to analyze results. Comments were later
summarized and analyzed by conten~ area. Comments from per-
sons who did not respond to the rating portion of the survey also
were summarized.

Results

A total of 1,419 surveys were returned, for a response rate of
64 percent. Two-thirds of the respondents were women, and 45
percent were between the ages of 41 and 50. Forty percent had
been in the same position for five years or less, while 15 percent
had remained in the same position for more than 20 years. The
demographics of this sample were similar to the population of
employees as a whole and to those who used EAP services at the
University of Minnesota.

As shown in Table 1, two-thirds of the sample audience were
aware of services provided by the EAP. Of these, 70 percent knew
how to contact the EAP when necessary, but only 37 percent felt
comfortable explaining how to use an EAP to a new supervisor.
Over half of the sample said they would like more information
about the EAP, and 29 percent desired additional training on how
to use the program.

Fifty-eight percent of respondents knew of other supervisors
who had used the service for training/consultation or for counsel-
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Resolving Organizational Problems

Improving Employee Productivity

Improving Employee Morale

Contributing to a More Effective Workforce

Educating Staff on Depression
and Stress Issues

Promoting aViolence-Free Workplace.

59 60 61

Figure 1, Effectiveness of the EAP in a University Setting.

ing for themselves or their families. But only 29 percent had actu-
ally sought consultation from the EAP regarding an organization-
al problem within their department, and only 27 percent had
referred a specific employee to the EAP.

Of those who had used the services, 88 percent thought the
counselor responded in a timely fashion, 70 percent found the
consultation useful in solving the problem, and 68 percent
believed they received timely guidance on how to handle employees
when a person was referred. Of those who had made a referral, 85
percent said they would refer another employee to the EAP,
though only 43 percent thought the employee's situation had
improved significantly following EAP involvement.

'It~venty-one percent of respondents had participated in an
EAP training or seminar session. Of these, three-fourths believed
the topic was important to their work as a supervisor, 65 percent
found that the training content improved the effectiveness of the
unit, and 76 percent said they would recommend these training
sessions to others.

Variables from the Harlow study were used to demonstrate
the effectiveness of the EAP in a university setting. As in the
Harlow study, use and knowledge of the EAP correlated highly
with perceptions of effectiveness. T'wo-thirds of respondents
believed the EAP was effective in promoting aviolence-free
workplace, educating staff on depression and stress issues, con-
tributing to a more effective workforce, and resolving organiza-
tional problems. Sixty-two percent believed the EAP was
effective in improving employee morale, and 64 percent found the
EAP improved workers' productivity.

Eighty-three comments were analyzed by first reading all
responses and then coding and tallying the responses by content
area. More than 65 percent of respondents included positive ways
in which specific counselors provided services through workshops
or through individual counseling. As one manager said, "EAP
counselors were very professional and always available to answer
my questions when a problem developed with an employee:'

Some supervisors saw the program as a very necessary ser-

62 63 64 65 66 67 68 69

vice for the campus community, saying, "Even though I rarely use
it, iYs nice to know the EAP is here:' Still others expressed a
belief that the importance of the EAP will continue to grow with
time. Additional comments included the need for more advertis-
ing, along with questions concerning confidentiality and the types
of information managers could receive when employees were
referred.

Most persons who returned the surveys unanswered were
either new to their positions or had never had occasion to use the
EAP. Negative experiences cited accounted for fewer than 2 per-
cent of the comments analyzed, indicating that they were the
exception rather than the rule.

Discussion

Data from the study indicate that the majority of members
from the university community view the EAP as an invaluable
resource. This was evidenced not only by their assessments of and
comments about the services they used, but also by the rate at
which they returned the surveys. Even those who had never used
the EAP's services considered it a valuable resource. As one per-
son said, "I think the program is invaluable, even though I don't
know about all you have to offer. Any blanks or ̀ no opinions' are
a reflection of what I don't know."

As indicated in the literature', those who had experience and
knowledge of the EAP rated the program higher than those who
had little or no experience or knowledge of its services. Greater
familiarity with the program was therefore associated with a
greater likelihood of referring employees to the EAP. Such find-
ings point to the need to use surveys not only to document the
effectiveness of a center, but for purposes of letting others know
what an EAP can do and how persons are using it. In addition,
since supervisors often consult with their managerial peers when
deciding whether it is worth the time and effort required to inves-
tigate aprogram, word of mouth is one of the strongest methods
of spreading information about the EAP.

In this case, the results of this survey helped the director suc-
cessfully argue for the expansion of program staff in an effort to
increase the visibility of these services to university employees.
Fifty-four percent of the respondents desired more information,
demonstrating the need to provide more staff. The survey findings
also resulted in presentations to key persons on the Civil Service
Committee and the Academic Staff Advisory Committee. Such
presentations led to the use of data as an annual benchmark for
both quality of service and in the planning of future training ini-
tiatives to help supervisors use the program more comfortably.

Data were used to document the effectiveness of the program
in improving morale, resolving organizational problems, and
increasing productivity in the workplace. Findings from the writ-
ten report were sent to all supervisors and managers in an effort to
educate them about the program and increase the program's visi-
bility. Additional follow-up surveys are planned to seek informa-
tion about what kinds of other services are important to provide to
this population.

In the final analysis, fewer than half of the supervisors who
referred employees to the center observed significant improve-
ments in the behaviors of these employees. This is not surprising,
since employees differ greatly both in the severity of the problems
they bring to the workplace and in their reasons for seeking treat-
ment and motivation to change behaviors. This further suggests a
greater need for follow-up and referral of employees for addition-
al treatment, which frequently requires services beyond those

David Johnson is the current president of the International
Association of Employee Assistance Professionals in Education
(IAEAPE) and has directed the EAP at the University of
Minnesota since 1979. A major focus of his work is developing in-
class and online training modules on diversity awareness for
employees at the university.

available through an EAP.
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A Prospective Cost-Benefit Estimate of the
U.S. Postal Service EAP

DIANE STEPHENSON, PH.D., LEAP, AND
DAVID B. BINGAMAN, LCSW, LEAP

Abstract

EAP supporters often cite anecdotal evidence for the positive impact of EAPs. A study of the United States Postal
Service CUSPS) EAP conducted by J. Wrich &Associates for Federal Occupational Health (FOH) demonstrates the
value of the EAP from acost-benefit perspective. A model for conducting this type of estimate is presented.
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Introduction

Most human resources, benefits, and occupational health
managers continue to support employee assistance programs
(EAPs). They are convinced of the efficacy of these programs. If
necessary, they lobby with executive management for the contin-
uation of EAPs. These managers often see firsthand the benefits
and advantages of the programs.

However, they continue to be given belt-tightening man-
dates. Financial managers are asking for numbers and dollars,
rather than "convincing logic” or personal anecdote. Positive out-

comes must be measurable and demonstrable; the cost benefits of
EAPs must be quantifiable. And, while positive clinical outcomes
and positive client satisfaction responses are fine, employers often
ask that they be supplemented with documentation showing a pos-
itive impact on employee productivity and workplace efFective-
ness.

Over the past 15 years, EAP professionals have conducted a
number of studies at various corporations and other employing
organizations that demonstrate support for EAPs from a cost per-
spective. For instance, Amaral and Cross demonstrated cost sav-
ings from supervisory referrals to the EAP within the Los Angeles
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Department of Water and Power.' McDonnell Douglas
Corporation's well-known cost-benefit study cited high savings-
to-investment ratios for its EAP.2 Conti and Burton have been able
to demonstrate the negative economic impact of depression in
employees through resources gained by maintaining an integrated
data warehouse at First Chicago NBD.' And Ken Collins' recent
report on the cost savings impact of the EAP at Chevron looked at
the cost benefits of avoided terminations and improved productiv-
ity.'

The EAP staff at many companies and organizations, howev-
er, often do not have access to the resources needed to conduct cost-
ly and lengthy studies of these types. Alarge-scale study requires,
or is greatly enhanced by, an extensive, integrated health database
or data warehouse to link the personnel, health care, disability, and
absenteeism databases that exist, some of which will be within the
organization and some of which are outside it 5 Longitudinal data
may be especially difficult to make available in a useful form with-
outgaps and missing data. Depending on the database and how it is
maintained, ensuring confidentiality and/or obtaining releases of
information may be an issue. Many EAP staff do not have the dme
available to conduct extensive cost-benefit studies, nor do they have
the technical, statistical, financial, and research expertise to conduct
full studies and analyses of these types.

Another significant deterrent for EAP staff against conduct-
ingcost-benefit studies is the cost of the study itself. Even with an
existing integrated database, developing the study design, com-
pleting the implementation, and conducting the appropriate analy-
ses and statistical tests would be far too costly for the budgets of
most EAPs.

Program Description

The U.S. Department of Health and Human Services'
Division of Federal Occupational Health (FOH) is the EAP ser-
vice provider for the U.S. Postal Service CUSPS). In 1998 FOH
engaged a consultant, J. Wrich &Associates (JWA), to estimate
the benefit-to-cost ratio (BCR) for the employee assistance pro-
gram provided to USPS. FOH requested that the consultant devel-
op aprospective benefit-to-cost methodology to provide a
plausible index of the EAP's value 6 This was acost-efficient,
streamlined approach to gathering and presenting acost-benefit
ratio of the EAP.

The USPS, with nearly 900,000 employees, is the largest
single employer offering EAP services to its workers and their
dependents. The USPS offers and supports abroad-based EAP.
Client satisfaction survey results, outcomes data on productivity,'
qualitative reports, and managers' feedback are some of the ways
in which the value of the Postal Service's EAP has been docu-
mented throughout the past seven years.

The Process

Conducting aprospective-cost benefit analysis involves the
following steps":

Step 1: Gather EAP Utilization Data

From the employer's or the EAP's database, pull the total
number of first-time employee participants in the EAP for a
defined time period.

For the USPS EAP, FOH maintains an EAP Informa-
tionSystem (EAPIS). Statistical data are maintained

in EAPIS on a wide range of bases: demographics,
identified problems, number of sessions, referral
sources, and many other elements useful for program
review and analysis. According to EAPIS data for the
12-month period ending Mazch 31, 1998, first-time
employee participants in the USPS EAP numbered
29,672. This comprised the population used for the
cost-benefit analysis.

Step 2: Determine Pre/Post-EAP Leave Usage

Develop a process or utilize your existing process for obtain-
ing the number of hours/days of unscheduled absences in the
month preceding the first EAP contact and in the month after the
conclusion of EAP involvemendcounseling. Subtract the average
number of post-EAP hours/days from the average number of pre-
EAP hour/days of unscheduled absence. Divide this by the num-
ber of employees identified in Step 1 to obtain the average
reduction in number of hours/days of unscheduled absence.

At their first appointment, USPS EAP clients self-report
the number of days of unscheduled absence they had in
the previous month. They report this same information
a month after the conclusion of EAP involvement. Both
numbers are recorded into the EAPIS database. For the
USPS, this yielded a favorable variance of 1.38 days per
month for the 29,672 EAP first-time employee partici-
pants. Unexpected absences in the USPS are generally,
though not always, taken from the employee's sick
leave benefit.

Step 3: Project Leave Savings

a) Multiply the average number of hours saved (Step 2) by 12
months to obtain an estimate of improvement in work hours
achieved through a reduction in unexpected absences over a year.

For the USPS, this resulted in a projected savings per
employee of 16.56 days of absence for 12 months (1.38
days x 12 months).

b) However, early improvement in unexpected absences, general-
lyreported under the company's sick leave benefit, is not likely to
be sustained at the same rate for persons with chronic disorders or
persons with substance dependence disorders who have relapses
as for those with non-chronic disorders. Therefore, instead of pro-
jecting the reduction in unexpected absence to continue at the
same rate into future months and years of employment, the report
took a conservative approach and reduced the benefit in days
saved by 50 percent.8~9,'0

Using the 0.5 multiplier for the USPS resulted in 8.28
additional days worked per employee participant per
year (16.58 x 0.5).

Step 4: Factor in Pay Rates and Fringe Benefits

Obtain a cost equivalent of the additional number of produc-
tive days (days worked) per employee (Step 3b) by multiplying
the average hourly rate plus a blended fringe benefit rate by the
additional number of days worked. This will yield an average
annual cost savings per first-time employee participant in the
EAP.

Year Annual Cumulative Cost of Net Benefit Cos4 of EAP Estimated
Benefit Benefit Treatment (benefit Operation Benefit-to-

(discounted (discounted and Related less cost of (to produce Cost Ratio
for inflation) for inflation) Time Off treatment the benefit) (at end of

and related each year)
time offl

1 $1,500,000 $1,500,000 $500,000 $1,000,000 $1,000,000 1.1

2 1,455,000 2,955,000 2,455,000 2.5:1

3 1,411,350 4,366,350 3,866,350 3.9:1

4 1,369,006 5,735,360 5,235,360 5.2.1

5 1,327,936 7,063,296 6,563,296 6.6.1

Table 1. Estimated Annual Benefit-to-Cost Ratio.

Step 5: Calculate Total Savings From Absences Averted
Multiply the number of first-time employee participants by the
average annual cost savings obtained in Step 4. This results in the
gross estimated annual cost benefit of the program.

Step 6: Determine Combined Cost of EAP Participation—

Paid Time Off'and Cost of Treatment Program

a) Costs of Paid Time Off for Behavioral Health Treatment

Obtained Outside the EAP

Subtract the costs or estimated costs of paid time off for

behavioral health treatment. Specific dollar costs may be readily

available in some organizations through their own databases or

from their health benefits vendor. If specific numbers are not

available, the following conservative estimates for days off work

for treatment stays/programs may be used: chemical dependency

inpatient care—eight days; mental health inpatient care—three

days; and outpatient programs—three days. Multiplying the num-

ber of participants in each treatment category times the estimated

number of workdays off for treatment times the daily salary plus

fringe benefit yields a total estimated cost of time off for EAP par-

ticipants to receive care.

EAPI5, the FOH database for the USPS, was set up to

store information on the modality of care utilized dur-

ing the counseling/treatment process. The largest num-

ber of employees, by far, were treated in the EAP. A

number of employees received treatment in chemical

dependency and mental health inpatient settings, inten-

sive outpatient programs, and other outside treatment

programs and settings. The number of employees

referred to treatment at each level of care was obtained

through EAPIS.

b) Costs of Treatment Covered by the Employee's Health Benefit

Plan

Multiply the number of employees receiving treatment at a
specific level of care (Step 6a) by the estimated number of days
of treatment at each level of care by the per diem market cost esd-
mate of the treatment at each level of care. If the actual costs of
such treatment are readily available in your organization, use
these figures; if not, reasonable estimates can be used, as cited
below in the USPS example. The costs of treatment (Steps 6a and
6b) are then subtracted from the gross annual cost-benefit figure.

For the USPS, the EAPIS database indicated that 7,032
clients received care through the employee health bene-
fit plan. Rather than obtaining client-specific claims
data (a resource-intensive process), market -cost esti-
mates were identified for each treatment level of care
(e.g., inpatient mental healthT$600/day; inpatient
chemical dependency—$450/daj~; outpatient care—
$65/session; psychiatrist—$150/session). These per
diem/per session costs were multiplied by the number
of clients referred to each level of care and by the esti-
mated average number of treatment days to obtain total
estimated costs of treatment.

Step 7: Subtract the Operating Costs of the EAP

Obtain the total operating budget of the EAP. Subtract this
number from the gross cost benefit of the program.

Step 8: Determine the Benefit-to-Cost Ratio

The number obtained in Step 7 yields the estimated cost ben-
efit of the program. The benefit-to-cost ratio is obtained by divid-
ing the net benefit (Step 6) by the cost of the EAP operation (Step 7).

Step 9: Estimate the Prospective Cumulative Impact

Table 1~~ outlines abenefit-to-cost ratio process, including
how to determine the cumulative impact over a period of five
years, for a sample program using sample data.
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The column on the far left identifies the yeu• going for-
ward into the program. The next column discounts the
annual benefit by 3 percent yearly to accommodate for
inflation. The cumulative dollar savings of reduced
absences over the years (third column) minus the one-
time estimated costs of time off for treatment and costs
of treatment received outside the EAP (fourth column)
yields the net benefit at each year ahead into the pro-
gram (fifth column). The total cost of operating the EAP
is subtracted from that benefit (sixth column) to yield
the result in the far-right column: an estimated, conser-
vative, prospective cost-benefit ratio.

Results

The final report on the USPS EAP provided a quantitative,
prospective cost-benefit estimate of one measure of the value of
the EAP—employee productivity—based on the number of hours
of unexpected absence from work before and after EAP use minus
the costs of treatment, the costs of time off for treatment atten-
dance, and the cost of the employee assistance program itself. The
prospective analysis of the USPS employee assistance program,
as administered by FOH, yielded an estimated benefit-to-cost
ratio of 1.27 to 1.0 for the first year, rising to 7.21 to 1.0 for the
fifth year. Therefore, for every dollar spent on the EAP, the
expected savings for the first year would be $1.27. By the fifth
year, $7.21 would be saved for every dollar expended.

The consultant has developed similar prospective benefit-to-
cost ratios for more than 20 other employers. Despite taking a
conservative approach, the consultant found that all 11 of the
employers studied over the past five years have shown significant
benefit-to-cost ratios, with the USPS ranking highest. The USPS
was able to achieve significant benefit-to-cost ratios through a
combination of factors: a good utilization rate, a significant reduc-
tion in the use of unplanned absences after using the program, rea-
sonable costs for outside treatment, and sound overall
administrative management of the EAP.

Conclusion

The methodology outlined here provides a proactive method
for EAP professionals to estimate the status of their programs
from abenefit-to-cost perspective. It yields a conservative esti-
mate of the cost benefits.

This methodology has several advantages. For example, a
prospective cast-benefit analysis model is cost-effective to imple-
ment, yet results in the ascription of dollar amounts to program
benefits. If the benefit-to-cost ratio is lower than anticipated, it
will allow the EAP professional to better identify the areas affect-
ing this (e.g., data collection or costs of EAP administrative oper-
ations) and to make program changes and quality improvements.

Many efforts to justify behavioral health care costs are too
narrowly focused to give a complete picture of the total effects of
the programs. Clinical outcomes measures alone indicate
improvement and recovery rates, but rarely reveal the cost of
achieving those outcomes. Managed behavioral health care orga-
nizations present specifics on annual costs and reductions in
annual costs of treatment, but often do not have the data available
to connect the costs with productivity, sick leave, or related indi-
cators such as accident rates.\

An advantage of the benefit-to-cost ratio addressed here is
that it covers several domains: productivity related to unplanned
leave usage, costs of treatment and time off for treatment, and
program administration costs. While the cost of performing the
analysis is minimal, the analysis provides the EAP professional
with financial and productivity data to help substantiate the posi-
tive impact of the program on work productivity and on the effi-
cient operation of the company or organization.

David B. Bingaman, LCSW, CEAP, is the Federal Occupational
Health EAP Manager of the USPS EAP program. Diane
Stephenson, Ph.D., CEAP, is a clinical and workplace consultant
with Federal Occupational Health and other behavioral health
care organizations. J. Wrich &Associates is a Chicago-based
health systems performance company that specializes in the
design, development, and evaluation of behavioral health care
programs and employee assistance programs. For further infor-
mation, contact Jim Wrich at (312) 362-9500.
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ompared to other players in the ~ ~
behavioral health field, EA profes-
sionals are rarely the targets of ~
malpractice lawsuits. The reasons v

for this are understandable.
First, EA professionals often refer clients

to other professionals, reducing their own
exposure to claims. Second, EA providers usu-
ally do not foster long-term relationships with
clients. Finally, the most frequent complaint against EA
professionals is "breach of confidentiality," an allegation
that usually does not result in as high an award as other
types of charges.

Still, the potential for costly suits does exist. One area
that has resulted in large award claims in the past decade is
violence in the workplace. The typical allegation against the
EA professional or therapist in this scenario is "failure in
duty to warn."

Newspaper accounts of violence in workplaces and
schools, not to mention homes, have become all too com-
mon. In many cases, the perpetrators have seen therapists
or EA professionals in the weeks and months prior to com-
mitting the acts of violence.

In some cases, no judgments or relatively small judg-
ments have been awarded by courts; in other cases, multi-
million-dollar judgments have been rendered against
providers of services. What differentiates the former from
the latter? Several factors can combine to drive up an
award.

An employer who refers an employee to the EAP
because of workplace conflicts and/or hostilities may make it
known that the employee has voiced or demonstrated vio-
lent intentions. After an EA professional meets with the
employee, regardless of the assessment made, allegations of
"failure in duty to warn" can result if the employee later
behaves violently. Adhering to standard protocols of report-
ingpotentially violent people to proper authorities can great-
ly reduce or eliminate the EA professional's liability exposure.

In the aftermath of an incident of workplace violence,
lawyers routinely examine the literature given out by an

r~ ~ EAP to determine whether negligence exists.
Standard EAP literature advertises assess-
ment, referral, and short-term counseling

vservices for troubled employees. But the
growth of the EA field has prompted many
EAPs to seek a competitive edge by advertis-
ing services beyond that of a typical EAP.
While that in itself may not be a problem,
the potential for a malpractice suit increases

when an EAP advertises services that are beyond the exper-
tise of the professional providing the service.

An EAP must be careful about how it uses the terms
"expert" or "expertise" in its advertising literature. An
"expert" in any given field will be asked to show proof of
credentials and educational background if invited to testify
in a court proceeding. "Expertise" in working with domes-
tic or workplace violence is not easy to prove in a court of
law. If your literature states that you specialize in these
areas, you may be held to a highe~ standard should some-
thing go wrong.

When a suit arises, an EA professional can expect
attorneys to ask for copies of session notes. The attorneys
will review these notes for clues about why something
went wrong or for evidence showing whether proper pro-
cedures were taken. If you alter your notes in any way
before releasing them and your actions are discovered,
your credibility will be severely eroded. Once credibility is
undermined, the path is paved for higher-than-anticipated
judgments.

During the week this article was written, two more
incidents of violence in the workplace—one in Hawaii, the
other in Seattle—made national headlines. It is up to EA
professionals and other behavioral health personnel to rou-
tinely review the standards, protocols, and ethics ofOtheir
disciplines to help prevent these human tragedies.

Pam Uan Cott is executive vice president of Thomas E. Van Wagner &
Associates in Bay Shore, New York. Thomas E. Van Wagner and the
Van Wagner Group provide professional liability insurance to the
behavioral health field.
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INDEPENDENT AUDITORS' REPORT

Board of Directors
Employee Assistance Professionals Association, Inc.

We have audited the accompanying statements of financial position of Employee Assistance
Professionals Association, Inc. as of June 30, 1999 and 1998, and the related statements of activi-
ties, and cash flows for the years then ended. These financial statements are the responsibility of the
Association's management. Our responsibility is to express an opinion on these financial statements
based on our audits.

We conducted our audits in accordance with generally accepted auditing standards. Those stan-
dards require that we plan and perform the audit to obtain reasonable assurance about whether the
financial statements are free of material misstatement. An audit includes examining, on a test basis,
evidence supporting the amounts and disclosures in the financial statements. An audit also includes
assessing the accounting principles used and significant estimates made by management, as well as
evaluating the overall financial statement presentation. We believe that our audits provide a reason-
able basis for our opinion.

In our opinion, the financial statements referred to above present fairly, in all material respects, the
financial position of Employee Assistance Professionals Association, Inc. as of June 30, 1999 and
1998, and the changes in net assets and its cash flows for the years then ended in conformity with
generally accepted accounting principles.

Certified Public Accountants
August 24, 1999
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EMPLOYEE ASSISTANCE PROFESSIONALS ASSOCIATION, INC.

Statements of Financial Position
June 30,

ASSETS

1999 1998
CURRENT ASSETS

Cash and cash equivalents -Note 2 $1,777,327 $1,760,955
Accounts receivable 62,154 67,310
Prepaid expenses 32,691 46,399
Inventory 32,613 42,372
Pledge receivable - 40.000

TOTAL CURRENT ASSETS 1,904,785 1,957,036

INVESTMENTS - At fair value -Note 3 254,089 26,914

PROPERTY AND EQUIPMENT -
Net of accumulated depreciation
of $195,961 and $176,156 167.590 120,114

TOTAL ASSETS $2.326,464 $2,104,064

LIABILITIES AND NET ASSETS

1999 1998
CURRENT LIABILITIES

Accounts payable $70,584 $50,283
Chapter and district payable 19,263 27,647
Accrued expenses 85,525 63,052
Deferred rent -Note 4 2,213 2,213
Deferred revenue -Note 5 407,669 467,883
Current maturity of capital lease

payable -Note 6 5.899 5.122

TOTAL CURRENT LIABILITIES 591.153 610,200

LONG-TERM LIABILITIES

Deferred rent -Note 4 7,931 10,144
Deferred revenue -Note 5 59,894 83,460
Capital lease payable 16.620 23,018

TOTAL LONG-TERM LIABILITIES 84,445 116.622

TOTAL LIABILITIES 7 598 726.822

NET ASSETS
Unrestricted 1,598,264 1,279,493
Temporarily restricted -Note 7 52 602 97.749

TOTAL NET ASSETS 1.650.866 1.377.242

TOTAL LIABILITIES AND NET ASSETS $2.326.464 $2.104.064

Statements of Activities
For the Years Ended June 30,

1999 1998
CHANGES IN UNRESTRICTED NET ASSETS

Revenues, gains, and other support
Membership dues $801,622 $744,859
Annual conference 996,653 970,985
Certification fees 437,985 326,190
Resource services 87,030 79,076
Educational services 76,193 74,049
Regional conference 46,187 -
Membership services 14,588 7,073
Public policy/legislative 24,488 34,812
Headquarters 45,036 53,113
Mailing lists 16,508 15,130
Investment income

- Unrealized gain (loss) 10,198 581
- Dividends and interest 99,332 82,571

Advertising income 73.748 50.691

TOTAL UNRESTRICTED REVENUES
AND GAINS 2,729,568 2,439,130

NET ASSETS RELEASED FROM RESTRICTIONS
Satisfaction of program restrictions 49.922 63.029

TOTAL UNRESTRICTED REVENUES,
GAINS, AND OTHER SUPPORT 2.779.490 2.502.159

UNRESTRICTED EXPENSES

Program services
Membership services 274,246 194,487
Annual conference 552,642 469,186
Certification 264,414 301,738
Exchange 220,851 181,645
Resource services 121,573 107,927
Educational services 43,316 49,916
Regional conference 44,706
Public policy/legislative 173,274 195,716
Committees ~ 17,173 20,632
Board and Executive Committee ~ 47,759 52,195
Regional representatives 27,263 23,536
Depression awareness and education
- Eli Lilly 48,761 62.937

TOTAL PROGRAM SERVICES 1,835,978 1,659,915

Headquarters 624,741 622,568
Fundraising - 25.169

TOTAL EXPENSES 2.460,719 2.307.652

INCREASE IN UNRESTRICTED NET ASSETS 318.771 194.507

CHANGES IN TEMPORARILY RESTRICTED NET ASSETS
Depression Awareness and Education Grant - 105,000
California Public Policy contributions 4,775 6,093
Net assets released from restrictions 49 922 63 029

INCREASE (DECREASE) IN TEMPORARILY
RESTRICTED NET ASSETS 45 147) 48.064

INCREASE IN NET ASSETS 273,624 242,571

Net assets at beginning of year 1,377,242 1.134.671

NET ASSETS AT END OF YEAR $1,650.866 $1.377.242

The accompanying notes to financial statements are an integral part of this statement.
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Statements of Cash Flows
For the Years Ended June 30,

1999 1998
OPERATING ACTIVITIES

Change in net assets $273,624 $242,571
Adjustments to reconcile change

in net assets to net cash provided
(used) by operating activities

Depreciation and amortization 35,248 29,190
Loss on disposal of fixed assets 422 -
Unrealized gain on investments (10,198) (581)
Changes in operating assets and liabilities
(Increase) decrease in accounts receivable 5,156 (24,735)
(Increase) decrease in prepaid expenses 13,708 (24,603)
(Increase) decrease in deposits - 74,381
(Increase) decrease in pledges receivable 40,000 (40,000)
(Increase) decrease in inventory 9,759 (42,372)
Increase (decrease) in accounts payable 20,301 (32,222)
Increase (decrease) in chapter and

district payable (2,384) (509)
Increase (decrease) in accrued expenses 22,473 (3,799)
Increase (decrease) in deferred rent (2,213) (2,213)
Increase (decrease) in deferred revenue 83 780 107.142

NET CASH PROVIDED (USED)
BY OPERATING ACTIVITIES 322.116 282.250

INVESTING ACTIVITIES
Purchases of property and equipment (83,146) (31,814)
Mutual fund investments 216 7 26 333

NET CASH PROVIDED (USED)
BY INVESTING ACTIVITIES 300 123 58 147

FINANCING ACTIVITIES
Payments on capital leases 5 621 -

NEf CASH PROVIDED (USED)
BY FINANCING ACTIVITIES 5I ,621) -

Increase (decrease) in cash and
cash equivalents 16,372 224,103
Cash and cash equivalents at
beginning of period 1.760.955 1,536.852

CASH AND CASH EQUIVALENTS AT
END OF PERIOD $1.777.327 $1.760.955

Supplemental Schedule of Noncash Investing and Financing Activities
During 1998, the Association purchased a copier through a capital lease
transaction valued at $28,140.

The accompanying notes to financial statements are an integral part of this
statement.

Notes to Financial Statements

NOTE 1 - ORGANIZATION AND SUMMARY OF SIGNIFICANT
ACCOUNTING POLICIES

The Employee Assistance Professionals Association, Inc. ("the Association")
was organized in 1972 in Wisconsin as a private nonprofit organization. The
Association is an international organization of professionals who assist in
the identification and resolution of productivity problems associated with
employees and their families impaired by personal problems such as drug
and alcohol addiction, stress, emotional and other personal concerns which
may adversely affect employee job performance. Prior to June 30, 1989,
the Association was known as The Association of Labor Management
Administrators and Consultants on Alcoholism, Incorporated (ALMACA).

The following is a summary of significant accounting policies followed in
the preparation of these financial statements:

(a). Financial Statement Presentation -The Association follows Statement
of Financial Accounting Standards (SEAS) No. 117, "Financial Statements
of Not-for-Profit Organizations." Under SFAS No. 117, the Association is
required to report information regarding its financial position and activities
according to three classes of net assets: unrestricted net assets, tem-
porarily restricted net assets, and permanently restricted net assets.
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(b). Restricted Net Assets -The Association reports grants as restricted
support if they are received with donor stipulations that limit the use of the
donated assets (although see (c) below). When a donor restriction expires,
that is, when a stipulated time restriction ends or purpose restriction is
accomplished, temporarily restricted net assets are reclassified to unre-
stricted net assets and reported in the statement of activities as net assets
released from restrictions.

(c). Contributions -The Foundation accounts for contributions in accor-
dance with the Statement of Financial Accounting Standards (SEAS) No.
116, "Accounting for Contributions Received and Contributions Made".
Contributions received are recorded as unrestricted, temporarily restricted,
or permanently restricted support, depending on the existence or nature
of any donor restrictions.

Contributions that are restricted by the donor are reported as an increase in
unrestricted net assets if the entire restriction expires in the reporting period
in which the support is recognized. All other donor-restricted contributions
are reported as an increase in temporarily or permanently restricted net
assets depending on the nature of the restriction. When a restriction expires,
temporarily restricted net assets are reclassified to unrestricted net assets.

(d). Cash and Cash Equivalents - Management generally considers sub-
stantially all highly liquid investments, excluding mutual funds classified as
investments, with a maturity of three months or less at date of acquisition
to be cash equivalents.

(e). Inventory - Inventory consists of books and publications valued at cost
on a first-in, first-out basis.

(fl. Investments - Investments in debt and equity securities are carried at fair
value, in accordance with FASB Statement No. 124, "Accounting for
Certain Investments Held by Not-for-Profit Organizations." This statement
requires that certain investments in debt and equity securities be reported
at fair value, with gains and losses included in a statement of activities.
Gains and losses upon sales are calculated using the average cost method.

(g). Property and Equipment - Property and equipment are recorded at
cost, less accumulated depreciation. Depreciation expense is computed
using the straight-line methods over the estimated useful lives of the
respective assets. Expenditures for maintenance and repairs are charged
against income as incurred; betterments which increase the value or mate-
rially extend the life of the related assets are capitalized.

(h).Expense Allocation - Overhead expenses are allocated based on
salaries which are based on the functional classification of each employ-
ee. (See Note 8.)

(i). Income Taxes -The Association is exempt from income taxes, other
than on unrelated business income, under Section 501(c)(3) of the Internal
Revenue Code.

Q). Estimates -The process of preparing financial statements in conformity
with generally accepted accounting principles requires the use of estimates
and assumptions regarding certain types of assets, liabilities, revenues, and
expenses. Such estimates primarily relate to unsettled transactions and
events as of the date of the financial statements. Accordingly, upon settle-
ment, actual results may differ from estimated amounts.

NOTE 2 -CASH AND CONCENTRATIONS OF CREDIT RISK

The Association has entered into a repurchase agreement with its bank. This
repurchase agreement invests the funds in a pool of U.S. Treasury and U.S.
Government Agency securities. The funds invested in the repurchase agree-
ment, $1,029,254, are not insured by the Federal Deposit Insurance
Corporation (FDIC) or guaranteed by any U.S. Government agency. The
Association also has $696,182 in a money fund not covered by Federal
Deposit Insurance. The Association believes that fts credit risk is not significant.

NOTE 3 -INVESTMENTS

Investments are presented in the financial statements at fair market value,
which is based on quoted market prices. Investments are summarized as
follows:

1999 1998
Legg Mason Mutual Funds
Equity Funds

International Equity Trust $37,440 $4,062
Value Trust 38,860 4,401
Special Investment Trust 36,531 3,678

Bond Funds
Global Government Trust 25,224 3,020

U.S. Government Intermediate
Term Portfolio 86,079 8,924

High Yield Portfolio 29.955 2.829

TOTAL $254.089 $ 26.914

NOTE 4 -LEASE COMMITMENTS

The Association is obligated under an operating lease agreement to rent
office space for a term of ten years beginning on January 14, 1994, and
ending January 15, 2004. The lessor abated the first two months of rent.
The lease contains escalation provisions and additional charges for
increases including operating expenses. The lease also contains one
option to renew for afive-year term at 95 percent of the market rate. Total
rent payments are amortized over the term of the lease agreement to com-
pute the rent expense. Deferred rent as of June 30, 1999 and 1998 was
$10,144 and $12,357, respectively, Rent expense for cancelable and non-
cancelable leases for the years ended June 30, 1999 and 1998 was
$160,781 and $151,799, respectively.

At June 30, 1999, the Association was obligated under terms of non-
cancelable leases for the following minimum lease payments:

2000 $160,690
2001 165,109
2002 169,650
2003 174,315
2004 58,893

TOTAL MINIMUM LEASE PAYMENTS $728.657

NOTE5-DEFERRED REVENUE

Deferred revenue consists of member dues, annual and other meeting
fees, and directory revenue, which are all subject to deferral to the period
in which these revenues are earned. Members' dues expire annually and
are due in advance. Annual meeting revenue is recognized in the month of
the conference. Revenue from the directory of Employee Assistance con-
sultants is recognized when the directory is published.

NOTE 6 -CAPITAL LEASE PAYABLE

The company acquired a copier under the provisions of a long-term lease.
For financial reporting purposes, minimum lease payments relating to the
copier have been capitalized. The lease expires July 2002. The leased
property under the capital lease is included under Property and Equipment
as of June 30, 1999 and 1998, and had a cost of $28,140 and accumu-
lated amortization of $5,628 and $0, respectively.

The future minimum lease payments under the capital lease and the net
present value of the future minimum lease payments at June 30, 1999, are
as follows:

2000 $9,264
2001 9,264
2002 9.264

TOTAL MINIMUM LEASE PAYMENTS 27,792
Amount representing interest 5 27

PRESENT VALUE OF NET MINIMUM LEASE
PAYMENTS 22,519

CURRENT PORTION (5,899)

LONG-TERM PORTION $16.620

NOTE 7 -TEMPORARILY RESTRICTED NET ASSETS

Temporarily restricted net assets are available for the following purpose:

1999 1998
Depression awareness and education
A program to conduct depression awareness
and education activities, including support of
the campaign on clinical depression and
employee telephone access programs $42,987 $91,748

California public policy 9.615 6.001

$52.602 $97.749

NOTE 8 - OVERHEAD EXPENSE ALLOCATION

Overhead expenses which are allocated consist of the following
1999 1998

Depreciation and amortization $35,248 $29,190
Employee benefits 119,634 120,406
EquipmenUmaintenance 55,919 30,648
Payroll taxes 59,009 54,502
Postage 10,377 37,407
Rent 160,781 151,799
Telephone 21.399 28.500

TOTAL OVERHEAD $462.367 $452.452

The overhead allocation based on salaries is as follows:
1999 1998

Overhead Overhead
Salary L Allocation Allocation

Annual conference $65,951 8.88 $41,047 $37,071
Certification 109,536 14.74 68,174 69,990
Educational services 11,563 1.56 7,197 12,456
Exchange 52,858 7.12 32,898 24,568
Headquarters 264,022 35.54 164,324 167,500
Memberships 112,119 15.09 69,782 51,884
Public policy/
legislative conference 77,381 10.41 48,161 57,997
Resource services 44,587 6.00 27,750 22,171
Eli Lilly 4.875 .66 3.034 8.815

TOTAL $742,892 100.00% $462.367 $452.452

NOTE 9 -RETIREMENT PLANS

The Association sponsors a money purchased defined contribution pen-
sion plan covering its eligible employees. The Association is contributing
7.5% of the employees' monthly compensation. The employees become
eligible under the plan upon attaining 12 months of continuous service with
the Association. Under the plan, an employee becomes twenty percent
vested after more than two years of service, increasing twenty percent
each year to 100 percent vesting after more than six years of service or
attainment of age 65. Pension expense, net of forfeitures, for the years
ended June 30, 1999 and 1998 was $42,543 and $38,097, respectively.

The Association also sponsors a 403(b) retirement plan covering all eligible
employees. Employees become eligible under the plan upon employment
with the Association. The plan currently provides for only employee volun-
tary salary deferral contributions.

NOTE 10 -OTHER CONTINGENCIES AND COMMITMENTS

The Association has entered into an employment contract with the chief
operating officer which expires December 31, 2000. The contract specifies
a minimum base salary with terms redetermined annually by the Board of
Directors. The contract also specifies that, in the event of termination, pay-
ments, including benefits under certain circumstances, may continue for
up to one full year.

The Association has committed to hotel space in order to hold future annu-
al conferences. These contracts specify that, if canceled, the Association
may be subject to substantial cancellation penalties based on the amount
of time remaining before the reservation date. The Association has com-
mitted to the following annual conference sites:

1999 Florida, Walt Disney Coronado Springs Resort
2000 New York, Hilton Hotel
2001 Vancouver, B.C., Hyatt Regency
2002 Detroit, Michigan, Westin Hotel

NOTE 11 -YEAR 2000

The impact of the unprecedented nature of the year 2000 issue will not be
fully determined until the year 2000 and thereafter. The Association relies
on outside vendors for materials and supplies and other services ,and it is
unknown as to their preparedness for the year. 2000. Management
believes that its internal computerized accounting program is year 2000
compliant, These financial statements do not include any adjustments or
accruals related to year 2000 issues.
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EAPA 7~reasu rer's Update
by Donald G. Jorgensen, Ph. D., CEAP

Following are three brief items of interest to EAPA members:

Strategic Budgeting—FY 2001

The EAPA Board of Directors, at the Orlando meeting,
approved a method of strategic budgeting that will expand the
opportunity for EAPA committees to seek support and suffi-
cient funding for future activities that further the goals of the
Association. The key to this process is that committee plans
must indicate how each project will meet the needs of EAPA
members and help to achieve EAPAs Strategic Plan priorities.

To guide committees in this process, the Finance
Committee is creating a simple set of guidelines and bud-
get request forms for use in preparing the fisca12001 EAPA
budget this spring. The packet will be provided to com-
mittee chairs early in the budget process (target: January-
February 2000.)

As EAPAs financial operations have stabilized during the
past several years (thanks in part to the leadership of Chief
Operating Officer Sylvia Straub and the work of Finance
Officer Sheree Thomas), the board has been able to adopt a
more reasonable approach to financial decision-making=
moving away from the crisis-response funding approach and
toward linking budget dollars to member needs and
Association priorities. No longer will committees have to
seek funds for important projects throughout the year on a
first-come, first-served basis. Note: Discretionary funds that
become available during the year will now be allocated for special
projects or one-time expenditures only within the fiscal year.

This new process is a natural step forward as EAPA
moves from the fiscal crisis of the early 1990s to a stable
financial position as we enter the next century and face new
challenges to our profession and Association, Fortunately,
we are facing the future from a position of fiscal strength.
In fact, EAPA has operated a balanced budget and generat-
ed asurplus each year during the past four years, and has
achieved its goal of placing one million dollars
($1,000,000) in its reserve fund!

Chapter Financial Reports

The Finance Committee asked itself this question:
How can we make the EAPA financial reporting process
easier for chapters to complete?

First of all, why bother? Here's why: EAPA chapters in the
United States are linked to the Association according to
Internal Revenue Service guidelines. To maintain the benefit of
this financial "shield," chapters must provide an annual finan-
cial report to EAPA for inclusion in the Association's IRS filings.

Since several of our chapters have received "requests"
for financial information from the IRS during the past year,
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the importance of submitting the data to EAPA in a timely
fashion cannot be overemphasized. Even chapters that are
already incorporated benefit from submitting their reports
to EAPA, yet only two-thirds of chapters routinely meet this
requirement each year. Chapters that engage in lobbying
activities and add their financial data to the EAPA tax return
also position themselves to receive additional benefits via a
501(h) election, described later in this report.

So, how is the reporting made easier?
First, the Finance Committee has simplified the report-

ing process by reducing the number of forms to be submit-
ted—and, we believe, made them easier to understand. The
new, updated "Financial and Administrative Guide for
Chapter Treasurers" explains the simplified process and
includes the new reporting forms. The guide provides easy-
to-follow advice for effective fiscal management of both
large and small chapters and offers advice on banking,
recordkeeping, chapter reporting, incorporation, timelines,
IRS requirements, and more. Call the EAPA office at (703)
387-1000 to get a copy for your chapter.

501(h) Election

U.S. chapters that engage in lobbying activities at the
state or local level are subject to IRS limits on the amount
of expenditures allowed for these activities. The 501(h)
election effectively allows chapters to increase lobbying
expenditures without jeopardizing their nonprofit
501 [c] (3) status. To be eligible for 501(h) election, chapters
must first obtain a federal I.D, number and incorporate as
a 501 [c] (3) organization in the United States. Note: Both
steps are easier than you might think. The EAPA Finance Office
can help you acquire either item.

Chapters that meet both criteria and engage in lobby-
ing activities can then make the SO1(h) election. This is a
supplement to, not a replacement of, 501 [c] (3) status.

The 501(h) election allows chapters to combine their
total revenues and expenditures with the Association's, and
raises the percentage of lobbying expenditures allowed from
the 5 percent limit to a much higher limit according to the
following formula: 20 percent of the first $500,000, 15 per-
cent of the next $500,000, and 5 percent of the rest. The
Association itself has already made the 501(h) election, and
interested chapter officers are encouraged to call the EAPA
Finance Office to learn how this rule can benefit them.

Thanks to Sheila Macdonald for translating the 501 (h)
information from "IRSspeah" into English, and thanks to
Finance Committee members, especially Elizabeth Pace
(Colorado) and Bob Lindsey (New Yorh), for developing the new
easy-to-use materials.

z.N,
Don Jorgensen is treasurer of EAPA.

overa e eon e cane.
New for EAPA Members and Spouses

Catastrophe Major Medical Insurance Plan
EAPA is proud to sponsor a new medical insurance plan designed to supplement basic hospitalization

insurance, major medical insurance, and Medicare in the event of a catastrophic illness or injury. ~ The

plan covers the costs of nursing and home health care, surgery, medications, doctors'services, and hospital

room and board. It provides up to $2 million of supplemental coverage, allows you (not the insurance company)

to choose the hospital, doctor, or clinic—and best of all, it's available to all EAPA members and spouses

regardless of age. ~ The plan is underwritten by The United States Life Insurance Company and

administered by Wohlers/Seabury &Smith. Both firms are leaders in the group insurance field and

specialize in designing and administering alumni group plans. ~ EAPA members will soon receive

complete information about this plan in the mail. Act now—the enrollment period for this new plan ends

March 1, 2000. ~ Questions about the plan should be directed to Wohlers/Seabury &Smith, Group

Insurance Plans,1440 N. Northwest Highway, Park Ridge; IL 60068.You may also call the Customer Service

Department at 1-800-503-9230 or send an e-mail to 'rnfo@ahw.eom,

~R~J
I~

•
~~~

,~-

~~~

Employee Assistance Programs
• Individual CEAPS - (EAPA Sponsored)
•Internal and External Corporate EAP's

/~o/I~t%er Managed Behavioral Healthcare
ealthCare Non Profit Councils providing assessments, referrals, education &therapy

We are endorsed by: EAPA - NCADD - NADA

lf~,

AN AGNE
GROUP

21 Maple Avenue P.O. Box 5710
Bay Shore, New York 11706-0503
800-735-1588 • 516-666-9072 fax
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N ws
Briefs
I~IIDA Publishes Sciev~ce B~se~ C~i~e to
A~~ictio~ Tv~e~zt~e~t

he National Institute on
Drug Abuse (NIDA) has
published ascience-based
guide that outlines the essen-

tial components of successful drug
addiction treatment based on three
decades of scientific research and clin-
ical practice.

"Principles of Drug Addiction
Treatment: AResearch-Based Guide"
lists 13 principles of effective drug
addiction treatment, describes the
conditions required for truly effective
drug abuse treatment, provides an
overview of drug addiction treatment
in the United States, and identifies
treatment approaches for which there
is strong scientific evidence of success.

The guide emphasizes that treat-
ment of addiction is as successful as
treatment of diabetes, hypertension,
asthma, and other chronic diseases,
but acknowledges that long-term drug
use causes significant changes in brain
function that persist long after drug
use stops. It also states that participa-
tion in treatment for fewer than 90
days is of little or no effectiveness for
those with severe addiction problems.

"Three decades of research and
clinical practice have revolutionized
our understanding of drug abuse," said
Dr. Alan I. Leshner, NIDAS director, in
announcing the publication of the
guide. "It is hoped that these treatment
principles will serve as a foundation for
replacing ideologies about drug addic-
tion with science-based treatment."

Free copies of "Principles of Drug
Addiction Treatment" and other recent
NIDA publications, including a manu-
al titled "Measuring and Improving
Cost, Cost-Effectiveness, and Cost-
Benefit for Substance Abuse Treatment
Programs," are available by calling the
National Clearinghouse for Alcohol
and Drug Information at 1-800-729-
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6686 or visiting NIDAs Web site at
www nida.nih, gov

Rhythm of Information Flow
is Key to Productivity

Advances in communications
technologies have enabled workers to
accommodate an ever-growing volume
of messages from co-workers and

co~t~~~y to popul~~
wis~o~n, the sheev~
voluvvice of ~ness~z~es
being sevtt ~zvc~
~eceive~ is not ~z key
f~zctov~ in c~zusin~
aZYLfOY~YYLG~tZOYL

ovev~lo~z~'" ~z~con~
wOV~ke~s.

superiors, but the incorrect use of
these technologies can disrupt work
routines and decrease productivity,
according to a study sponsored by
Pitney Bowes.

The study, "Messaging Practices in
the Knowledge Economy," found that
the average U.S. worker sends and
receives 201 messages per workday,
up 6 percent from last year and rough-
ly 15 percent more than their counter-
parts in the United Kingdom or
Germany. Thanks to tools such as e-
mail, voice mail, and fax machines,
employees are able to manage the flow
of these messages and share more
information with co-workers and cus-
tomers than ever before.

"In the Industrial Age, the flow of
messages or communications was seen
as a supplement to work [that] was
increasingly interfering with people's
ability to get their ̀ real' work done,"
says Meredith Fischer, vice president of
corporate marketing at Pitney Bowes.
"But as information becomes the
source of competitive advantage to
business, we find ourselves in an eco-
nomic system fueled, rather than
derailed, by the exchange of informa-
tion. For a growing number of workers
today, the conversion of information
into knowledge is the work."

Contrary to popular wisdom,
according to the study, the sheer vol-
ume of messages being sent and
received is not a key factor in causing
"information overload" among work-
ers; instead, disruptions in the flow of
messages are primarily to blame. Using
communications tools that are appro-
priate for the task at hand creates a
natural rhythm of messaging that helps
workers operate at peak efficiency.
Inappropriate messaging that alters this
rhythm causes workers to lose focus
and thus become less productive.

"Respondents report that overload
is mostly created by fragmentation in
their workday, such as unexpected
changes in the pace of messaging,
messages that are irrelevant to priori-
ties, the shortening of deadlines,
`emergency requests' from co-workers,
and the like," the study report states.

The study report recommends that
companies adopt the following busi-
ness practices to help workers manage
their communications effectively:
• Filter messages by name, time sen-

sitivity, scope of responsibility,
and/or impact on workflow;

• Layer knowledge to increase com-
prehension;

• Maintain project progress;

• Understand how the messaging
ecosystem operates;

• Regulate the pace of work; and
• Establish communications trust.

FDA Panel Recommends

Depression Medication

For Severe PMS

The U.S. Food and Drug
Administration's (FDA) Psychophar-
macologic Drugs Advisory Committee
unanimously recommended in early
November that fluoxetine hydrochlo-
ride be approved for the treatment of
premenstrual dysphoric disorder
(PMDD), a severe form of premenstru-
al syndrome (PMS).

If approved by the FDA, fluoxe-
tine hydrochloride—the popular anti-
depressant Prozac—will be the first
prescription medication indicated for
the treatment of PMDD, which affects
3 percent to 5 percent of menstruating
women in the United States. Doctors
already prescribe Prozac and other
antidepressants for PMDD, though the
FDA has not specifically approved
them as PMDD treatments.

PMDD differs from the broader
classification of PMS in the intensity
and multiplicity of symptoms and the
extent of functional impairment that
results. Symptoms of PMDD are severe
enough to interfere with social and
occupational functioning and affect
interpersonal relationships.

For a PMDD diagnosis, the patient
must have five or more of the following
symptoms during most menstrual
cycles in the past year: irritability, ten-
sion, depressed mood, mood swings,
decreased interest in usual activities, dif-
ficulty concentrating, lethargy, marked
change in appetite, insomnia or hyper-
somnia, sense of being overwhelmed,
and physical symptoms such as breast
tenderness and bloating. One or more
of these symptoms must be depressed
mood, tension, mood swings, or irri-
tability. The patient also must have a
disturbance that significantly interferes
with social or occupational functioning
as well as symptoms that are not an
exacerbation of another disorder, such
as major depressive disorder.

Studies have shown that women
treated with fluoxetine had a statisti-

University of Maryland School of Social Work
10th ANNUAL ADVANCED SCHOOL ON
EAP MANAGEMENT AND PRACTICE

EAPs IN THE NEW MILLENNIUM
Sunday, April 30 — Wednesday, May 3, 2000

Carnegie Endowment for International Peace, Washington, DC

Sponsored by
University of Maryland School of Social Work,

Ceridian Performance Partners, and Dallen, Inc.

Topics include: Workforce 2020; Workplace Integration of MBH, EAPs, and Work-Life
Programs; Licensure-Accreditation-Certification; Evaluation of EAP/MBH Programs; Legal
Aspects of EAP Practice; International Issues; Telephone Counseling; Technology
Demonstration including E-services and E-commerce; and more.

Instructors Include: Dr. Dale Masi, Program Director (Univ. of MD); Bernard Beidel (US
House of Rep.); Dale Kaplan (EHP); James Kelley (Morgan, Lewis & Bockius); Ronald
Manderscheid (SAMHSA); Cristina Thompson (Magellan); Richard Wall (Mobil Corp.); Linda
Hall Whitman (Ceridian); and others.

Tuition: Inpluding all presentations and workshops, two luncheons, gala banquet, reception,
and more—$799.00 (U.S.). Doyle Hotel rooms are available at a special rate.

For Further information please contact. Dallen, Inc., 2549 Virginia Ave., NW,
Washington, DC 20037, Tel: (202) 965-3077 or (202) 223-2399; Fax: (202) 223-
2392; Email: masirsrch@aol.com

cally significant reduction in mood
and physical symptoms and functional
impairment compared with women
taking a placebo. These improvements
were demonstrated within the first
menstrual cycle.

The disease course of PMDD,
which research suggests could be
caused by an abnormal biochemical
response to normal hormonal changes,
is different from both major depres-
sion and PMS. Major depression is
episodic and its symptoms can persist
for weeks, months, or years. Also,
major depression is not linked to the
menstrual cycle.

Obesity Rates Up, CDC Says

The incidence of obesity grew by
half in the United States between 1991
and 1998, a trend that worries health
experts since weight gain is associated
with several chronic diseases.

A survey of more than 100,000
adults by the Centers for Disease
Control and Prevention and state health
departments found that the rate of obe-
sity, defined as a body mass index

(weight in kilograms divided by the
square of height in meters) equal to or
greater than 30 kg/m~, rose from 12
percent in 1991 to 17.9 percent in
1998. The greatest magnitude of
increase was recorded among those of
Hispanic ethnicity (a rise of 79 percent)
and residents of the South Atlantic
states (an increase of 672 percent).

Alarming though these findings
are, they may well understate the
extent of the problem, according to a
synopsis of the study published in the
October 27 issue of the Journal of the
American Medical Association.

"Since overweight participants in
self-reported studies tend to underesti-
mate their weight and all participants
tend to overestimate their height, true
rates of obesity are likely underestimat-
ed," the article states. "Moreover, people
without telephones are not surveyed,
and such individuals are likely to be of
lower socioeconomic status, a factor
that is associated with obesity. The net
effect of these limitations is that the
prevalence of obesity reported herein is
likely a conservative estimate." Q
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Constructive
Confrontation
Ave EAPs Obsolete ?
by I<en Collins, LCSW, CEAP

t may seem ridiculous to ask
whether EAPs are obsolete, given
that Monica Oss of Open Minds
recently reported that EAP enroll-

ment in both stand-alone programs
and those integrated with managed
care totaled 56 million lives in 1999.
But the question is not so outrageous if
you take another look at the definition
of an employee assistance program.

EAPA defines an EAP as "a work-
site-based program" designed to help
employers address "productivity
issues" and assist "employee clients" in
"identifying and resolving personal
concerns ... that may affect job perfor-
mance." There is no question that the
vast majority of programs known as
EAPs meet the standard of helping
employees with a variety of personal
issues that may affect job performance.
There also is no question that the mar-
ketplace currently is trending away
from "worksite-based programs" and
"addressing productivity issues."

Why are worksite-based EAPs dis-
appearing? Because they cost more
than offsite programs. To reduce the
cost of employee assistance service
delivery, national vendors long ago dis-
covered that they could provide cen-
tralized triage through an 800 number
and refer employees to community-
based "EAP affiliates." Using this
model, the vendor need not be physi-
cally present at the worksite except for
supervisory training, employee orienta-
tion and brown-bag sessions, critical
incident debriefings, and periodic visits
by the account manager.

The EAP affiliate typically is not
involved with any onsite training or
service delivery. Hourly reimburse-
ment for EAP affiliates has declined in
recent years and typically is now 25
percent lower than an hour of therapy

from the same provider to the same
client for the same amount of time.
The drop in reimbursement rates for
EAP affiliates enables national vendors
to offer this model in most national
markets for less than $1.00 per
employee per month.

Concurrently, large numbers of
companies have heeded the advice
proffered by consultants—and
applauded by Wall Street—to pare
employee numbers to the level neces-
sary to "run the core business." This
trend has reduced the ranks of work-
site-based SAPS, which, for a variety
of reasons, have always placed a high-
er priority on direct service delivery
than on producing cost benefit analy-
ses that would at least give manage-
ment some reason to pause before
deciding to outsource such programs
and replace them with offsite models.

Employee Referral Rates

Does it matter that worksite-based
EAPs are disappearing? This is an
empirical question that deserves an
empirical answer. To determine the
answer, I conducted a survey of more
than 50 Fortune 500 companies with
both onsite and offsite EAPs. The sur-
vey addressed the following issues:
• Program model being used (onsite

or offsite)
• Overall utilization rate of the EAP

and how the rate was calculated
• Percentage of employees referred

to the EAP by management, both
formally and informally

• Percentage of employees identified
as having their own chemical
dependency problems (apart from
employees seeking help with sub-
stance-abusing dependents)

• The extent to which random test-
ing influenced the preceding
answer

The following chart reveals the
difference in supervisory referrals and
substance abuse cases as an absolute
percentage of the employee population.
The absolute percentage was calculated
by multiplying both the supervisory
referral rate and the employee sub-
stance abuse case rate by the company's
overall utilization rate. This calculation
is necessary to avoid the statistical dis-
tortion that would result from simply
comparing supervisory referral rates
without considering that one company's
EAP may have an overall utilization
rate of 12 percent and another a utiliza-
tion rate of 2 percent.

The survey reflects the experiences
of 51 companies, 16 with offsite pro-
grams and 45 with onsite programs
(some companies had both models oper-
ating, while some had switched from one
model to the other and had data on
both). In spite of the popular myth that
onsite programs have lower utilization
rates due to employee concerns about
confidentiality, the onsite programs aver-
aged one-third greater overall utilization.
Without exception, when companies
converted from an onsite program to an
offsite model, overall utilization dropped
and both the supervisory referral rate
and the incidence of substance abuse
identification plummeted.

Utilization Rates

The point here is not whether the
EAP counselor is a company employee
or works for a vendor organization;
the point is whether the EAP coun-
selor is able to establish a bond of
trust with company supervisors and
human resources staff and acquire a
sound understanding of the company's
policies, procedures, and culture. An
onsite presence does not mean that
the EAP counselor has to be at the

Aggregate Utilization Rate Comparison

Onsite ~ Offsite

0.33%

Supervisory Referrals Substance Abuse Cases

worksite 40 hours per week. Some
programs attained excellent manage-
ment participation rates without being
onsite regularly but by having the
same EAP staff visit the site to deliver
training, respond to requests for tele-
phonic consultation, and call selected
managers on a quarterly basis to dis-
cuss pertinent issues.

How are utilization rates and pro-
gram outcomes related? It's hard to
measure something that doesn't change
very much. When supervisory referral
rates are low and few substance abuse
cases are seen, the EAP probably is not
serving the 15 percent of the employee
population with the most serious per-
sonal problems and the lowest rates of
productivity. These cases represent
employees with chronic problems who
require significant case management to
achieve and sustain real improve-
ments. They don't fit neatly into a
three-, five-, or eight-session model.

On the other hand, these cases
represent an opportunity not only to
provide help to individuals whose
problems are acute, but also to docu-
ment significant improvements in job
performance—improvements unlikely
to be matched by employees already
functioning at a high level. These
cases were the basis for the cost/bene-
fit study I described a year ago in the
EAPA Exchange that showed a 14-to-1
return on EAP dollars.

The EAP Core Technology

The EAP Core Technology, devel-
oped by EAPA, describes the essential
functions and implies the underlying
purpose of an EAP. The Core
Technology places considerable
emphasis on consultation between the

EAP counselor and "work organization
leadership," defined as managers,
supervisors and union stewards.

This exchange of information
about employee performance in the
workplace is the basis for constructive
confrontation. Without prior supervi-
sory consultation, the EAP counselor
has no context for confronting the
employee about his or her declining
job performance.

The survey results presented
above, however, show that supervi-
sors, by a 5-to-1 ratio, are reticent
about referring problematic employees
to an unknown counselor who has
never set foot in the worksite. Another
finding of the survey is that offsite
programs underserve employees
whose declining job performance and
substance abuse problems place them
at greatest risk.

For employers, the implications of
these findings are ominous indeed.
According to the National Institute on
Drug Abuse, 5.6 percent of full-time
workers report using an illicit drug in
the previous month, 6.3 percent
report heavy alcohol consumption
(five or more drinks on five or more
occasions), and 2 percent report both
illicit drug use and heavy drinking.

NIDA acknowledges that these
figures probably are conservative,
since people tend to underreport drug
and alcohol use. NIDA also reports
that substance abuse rates vary consid-
erably by occupation. What does not
vary is the fact that substance abuse is
both defined and characterized by the
inability of the substance abuser to
acknowledge the problem.

The chart presented earlier shows
a line cutting across the columns rep-

resenting the absolute substance abuse
identification rates for onsite and off-
site programs. The line represents the
one-third of one percent of employees
who, according to MEDSTAT Systems,
Inc. are treated for substance abuse on
an annual basis.

Onsite EAPs identify well over
twice this national average, while off-
site EAPs identify about 25 percent less
than the national average. Employers
need to understand that onsite pro-
grams generate far more supervisory
referrals to EAPs and that supervisory
referral remains the best available
means of early identification and treat-
ment of employee substance abuse.
The irony is that many EAPs today are
increasingly ineffective at performing
the one function that is at the heart of
the employee assistance profession and
which has led to the widespread
implementation of such programs over
the past four decades. Q

Ken Collins is an independent behavioral health
consultant and former manager of the EAP at
Chevron.

JOB ANNOUNCEMENT

Kaiser Permanente Employee

Assistance Program is recruiting

for EAP Coordinator positions to

provide internal EAP services to all

eligible employees and physicians.

Duties include providing behavioral

health assessment, short term

problem solving, crisis intervention,

trauma response, consultation and

training to managers and supervi-

sors, and management of projects

based on department and organi-

zational needs.

Significant EAP experience,

licensed or license-eligible in behav-

ioral sciences, and 4-6 years post

master's degree required. CEAP

preferred.

Submit CV or resume to Tony

Devencenzi at 1814 Franklin Street,

Suite 1000, Oakland, CA 94612 or

fax to (510) 873-5016.
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Certification
U datep
A Co~~zt~e~t to O~v~Pv~ofessio~
by Steve Haught, CEAP

ince its establishment in
1986, the Certified Employee
Assistance Professional
(CEAP) credential has been

and remains the recognized measure
of excellence for employee assistance
professionals. Much of the credit for
the credential's durability and value is
due the Employee Assistance
Certification Commission (EACC),
whose 12 members are responsible for
managing the credentialing process.

At the commission's meeting Oct.
19 prior to the EAPA Annual
Conference, four members—Bernie
Dyme, Will Jones, Doug McKibbon,
and Dixie Wilson—concluded their
three-year terms on the EACC. I can-
not thank these four enough for their
contributions, especially Doug
McKibbon, who served as chairman of
the commission the last two years.

To fill the vacancies, the commis-
sion is fortunate to have four dedicated
CEAPS—Doris De Costa, Sheila Hagan-
Bloxham, Paul Kowatch, and Mark
Strickland. Dons De Costa and Sheila
Hagan-Bloxham are from Bermuda and
Canada, respectively, thereby providing
the commission with a welcome inter-
national perspective.

Underpinning much of the com-
mission's work are six committees,
which oversee everything from deter-
mining who is eligible to sit for the
CEAP exam to publicizing the creden-
tial and promoting its value.These
committees are as follows:

Candidacy Committee Jon
Christensen, chair
Code of Professional Conduct
Committee—Marilyn Rumsey,
chair
Examination Committee Jan
Paul, chair

International Committee—
Doris De Costa, chair
Marketing Committee—
Bob Belaire, chair
Recertification Committee—
Jeff Christie, chair

Since icy
~zppoint~ent to
the coyn~nission in
I~Tove~bev~ 1997,
I hive le~z~ne~ that
est~zblishin~ ~n~
Y12G~ZYLt~2~2ZY1~' G~

pv~ofession~xl
c~e~evcti~zl is ~
~vcuch ~ov~e complex
pv~ocess th~zv~ it
~i~ht ~ppe~zv:

Another key role for the EACC,
that of treasurer, is managed by Eloise
Eller. In addition, the Role Delineation
Subcommittee, chaired by Betty
Hosokawa, plays a significant role in
the commission's work. The subcom-
mittee is sponsoring a survey of 1,000
CEAPs to determine the knowledge
and skills they need to perform their
jobs in a professional manner. The
data from the survey will be used to
determine whether any of the content
areas of the CEAP exam need to be
modified or new content needs to be
added. The results of the survey will
be communicated in future issues of
the Exchange.

Since my appointment to the com-
mission in November 1997, I have
learned that establishing and maintain-
ing aprofessional credential is a much
more complex process than it might
appear. Ensuring the security of the
exam, maintaining the exam's validity,
maintaining appropriate eligibility
requirements, and administering the
entire system in a just and equitable
manner that ensures the public safety
are just a few of the many challenging
issues confronting the EACC. Tackling
these issues requires a profound sense
of commitment to, and enthusiasm for,
our profession, and I am grateful to my
11 fellow commissioners for participat-
ing in this endeavor. As you can see,
with six standing committees and 12
commissioners, everyone has multiple
responsibilities!

In August, Joni Reed Cooley, the
former certification director, left EAPA
to pursue other ventures; the position of
certification manager also became
vacant. In Joni's absence, Sylvia Straub,
EAPAS chief operating officer, has been
working overtime as acting certification
director and interviewing candidates for
the permanent position. Anthony
Brown, certification assistant at EAPA
headquarters, also has put in many
extra hours and has done an extraordi-
nary job of reviewing and processing
certification applications. We're all look-
ing forward to soon having the
Certification Department fully staffed.
Together, commissioners and staff will
continue the important work of protect-
ing the public and the profession. Q

Steve Haught is chairman of the Employee
Assistance Certification Commission.

As the areas primary acute-care facility,
Montgomery General Hospital has always
provided innovations to meet our patients'
medical demands. We are currently seeking
individuals (or the following position:

Evaluation Therapist (PRN)
Conduct initial evaluation/assessment of
patients and families in crisis calls in the
Emergency Dep2rtrnent and Evaluation Center,
determine treatment plans and respond to
crisis calls from the community. This is a 24-hour
service, so you will be working 8, 12 or 16-hour
shills. Requires LCSW-C (MD) or LPC, related
experience and effective communications skills.

For immediate consideration, please forward
your resume to: Montgomery General Hospital,
HR Dept.NH, 18101 Prince Philip Drive,
Olney, MD 20832; FAX: (301) 774-7389;
e-mail: vhsia@montgomerygeneral.com.

For more information about additional career
opportunities and to apply online, please visit
us at; www.montgomerygeneral.com.
EOE, M/F/DN.

Montgomery General

Index to Advertisers
Adcare Hospital .............................. 44
Cook Consolidation .......................... 17
Cottonwood of Tucson .................... 42
Evince Clinical Assessment .............. 42
Kaiser Permanente EAP .................. 33
Medcomp Software ,,,,,,,,,,,,,,,,,,,,,,,, 39
Montgomery General Hospital .,,,.,.... 35
Motivision .......................................... 5
Norvmisur International ,,,,,,,,,,,,,,,,,,,, 37
Office Automation Group .................. 22
Performance Resource Press ..,..,,, 17, IBC
Pride Institute .................................... 7
Self-Help Website ,,,,,,,,,,,,,,,,,,,,,,,,,, 22
Sundown M Ranch ............................ 3
Therapist Network/Helpnet .............. 25
University of Maryland ...................... 31
Van Wagner Group ,,,,,,,,,,,,,,,,,,,,,,,,,, 29
Xpression Products .......................... 44

Conferences
& V~/ork~sho sp

EACC-Approved Conferences
and Workshops

Sponsor: Family and Addiction
Conferences &Educational Seminars
Contact: Deborah Jerome, (425) 868-7253
Site. Las Vegas, Nev,

March 30, 2000

Traumatic Origins of Intimate Rage (2 hrs,)
Complex PTSD; When Short-Term Treatment Isn't
Enough (1.5 hrs,)

March 31, 2000

Psychological Profiles of Intimate Abusers (1.5 hrs.)

Child Abuse, Domestic Violence, and Teen
Homicide. The Links (2 hrs,)

Beyond PTSD: Working with Clients with
Challenging Trauma Adaptations (1.5 hrs.)

Self Injury in Trauma Survivors: Theory, Research,
and Practice (1,5 hrs.)

Teens Who Kill (1 ,5 hrs,)

Strengthening the Self: The Role of Attachment in
Emotional Self-Regulation (1.5 hrs.)

Creating Safe Schools: Waging Peace in Our
Schools (1.5 hrs.)

What We Can Learn About Trauma and Healing;
Post-Genocide Rwanda (1.5 hrs,)

EMDR: A Research-Validated treatment for
Resolving (1.5 hrs,)

Apri11, 2000

Guided Imagery as a Tool for Healing PTSD (1.5 hrs.)

Effective Treatment for PTSD (1.5 hrs.)

Critical Incidence Stress: The Power of
Work-Related Trauma (1.5 hrs.)

The Healing Power of Guided Imagery (1.5 hrs.)

Intuition, Imagery, and Healing: Putting the
Wisdom of the Heart to Work (1,5 hrs.)

PTSD: Diagnosis and Psychopathology
Sex Addiction in Women. Power Veiled by
Seduction (1.5 hrs.)

The Impact of Vicarious Traumatization on the
Helping Professional (1.5 hrs,)

How to Conduct Exposure Therapy for PTSD
(1.5 hrs.)

Sifting for Gold; Solution-Centered Approaches to
Trauma Resolution (1.5 hrs.)

Sponsor: Illowa Chapter EAPA
BC. Back cover, 

Contact. Catherine Metsch, (319) 362-7071
IBC: Inside back cover
IFC: Inside front cover Site: Bettentlorf, IOwa

Feb. 8, 2000
Labor's Role in EAPs (2 hrs,)

Sponsor: Institute for the Advancement
of Human Behavior
Contact: Nikki Crawford, (650) 851-8411

Site. San Francisco, Calif,
Feb. 4-5, 2000
Advances in the Diagnosis and Treatment of
Anxiety and Panic Disorders (12 hrs.)

Site: Atlanta, Ga.
March 24-25, 2000
Advances in the Diagnosis and Treatment of
Anxiety and Panic Disorders (12 hrs.)

Site. Los Angeles, Calif,
April 7-8, 2000
Advances in the Diagnosis and Treatment of
Anxiety and Panic Disorders (12 hrs.)

Sponsor: Ridgeview Institute
Contact: Dianne Gay, (770) 434-4568
Site: Smyrna, Ga.
Feb. 25, 2000
Threat Assessment and Workplace Violence:
Working With Employees, Managers, and
Organizations (3 hrs,)

Sponsor: Unity-Hyland Training Institute
Contact: Gwyn Harvey, (314) 569-6138
Site: St. Louis, Mo.

Feb. 4, 2000
Healing in the 21st Century (5 hrs.)

Feb, 11, 2000
Treatment of the Self'Injurer (5 hrs,)

Feb. 25, 2000
Fear of Intimacy (5 hrs.)

March 10, 2000
What Every Counselor Needs to Know About
Drugs (3.5 hrs,)

Miscellaneous Conferences
and Workshops

4th Asia-Pacific Conference on EAPs
Waikiki, Hawaii
April 27-29, 2000
Call Tony Buon, IPS Employee Assistance,
Sydney, Australia, at 61-9221-1166 or visit the
IPS Web site at www.eap.com.au.

EAPs in the New Millenium
Washington, D.C.
April 30-May 3, 2000
Call Dallen, Inc. at (202) 965-3077 or e-mail
masirsrchQaol.com,
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Onthe
Labor Front
G ov~y ~zt ~z Pv~zce ?
L~zbov~ T~z~es ~z St~z~~ O~ Stev~oi~s
by Kenneth R. Serviss, Jr., CEAP

his article brings a silene but
deadly addiction—to perfor-

mance-enhancing steroids—
out of the locker room and

into the EA professional's office.
Why address steroids? Because a

recent study by the U.S. Food and
Drug Administration found that ana-
bolic steroid use has risen more than
9,000 percent in the 1990s, making
steroids the hottest drug of abuse in
society today.

Time was when the proverbial 97-
pound weakling lifted weights to
improve his physique, but today he
turns to steroids. While the "Rambo"
look might represent the ideal healthy
body to some, it comes with some
not-so-healthy side effects that should
not be ignored.

Anabolic-androgenic steroids
(AAS), also known as "roids" or
"juice," are synthetic derivatives of
testosterone. They are prescription
products that were developed for legit-
imate medical purposes, such as treat-
ing certain types of anemias and as
part of growth hormone therapy.

Steroids first came into use in the
late 1940s, when they were adminis-
tered to survivors of concentration
camps to stimulate weight gain. They
began to attract public attention in the
1970s when female athletes, notably
those from some European nations,
began dominating certain Olympic
sports. In the United States, steroid
use became more common in the
1980s, primarily within the ranks of
professional football players and
wrestlers.

In the late 1980s, steroid use
began to explode among top athletes
and spread into health clubs and
gyms. People of all ages began buying
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large quantities of the drugs, mostly
from illegal venders. When the federal
government reclassified steroids as a
controlled substance (like cocaine or
heroin), it unwittingly created a large
black market.

In the 1990s, the non-medical use
of anabolic steroids has become a
growing concern because the worst
abusers are not competitive athletes

Stev~oi~ ~zbusev~s
usu~xlly suffer fv~o~n
sovvice ~~~v~ee of
pev~son~zlity ch~zn~e,
Y'GLYI~'Z?2~j' fY'0?~2 ?~2000L~

stivin~s to sevev~e
psychosis v~e~uiv~in~
LJOS~JZtGLl2~G~t20?2.

but youths who take them for cosmet-
ic reasons—to develop a muscular
physique. This is dangerous because,
while a competitive athlete might well
find it convenient to stop using
steroids after the competition ends,
the young body builder is likely to
continue using them indefinitely to
maintain the cosmetic effects. The
abuse of steroids by young men is
becoming as prevalent as eating disor-
ders are in young women.

Bodybuilders and other "physique
enthusiasts" who train with weights
and use steroids tend to develop a
task-oriented addiction. This addiction
can give rise to narcissistic behavior
and a syndrome that has been termed
"megorexia."

Megorexia is asteroid-induced

desire to obtain and maintain a mus-
cularly imposing body and is charac-
terized by a voracious appetite and a
distorted body image with both cogni-
tive and affective parameters.
Regardless of their actual physique,
megorexics see themselves as wimps
and therefore continue to train with
weights and use large doses of steroids
to rectify this condition.

Steroid research is still in its
infancy, so the long-term health conse-
quences of steroid use are largely
unknown. But some short-term effects
have been reported: changes in libido,
testicular atrophy, major psychiatric
symptoms, liver tumors, and heart
disease. There have also been reports
of dependency symptoms, including
withdrawal-related fatigue, depressed
mood, restlessness, anorexia, and
insomnia.

Steroid abusers usually suffer
from some degree of personality
change, ranging from mood swings to
severe psychosis requiring hospitaliza-
tion. AJekyll-and-Hyde personality,
marked by exaggerated and often vio-
lent and uncontrolled responses
(known as "roid rage") to even the
slightest provocations, is common.
Athletes in particular have been
informed of these side effects, but
many still continue to use steroids.
The myth that steroid use provides
"gain without pain" dies hard.

With the increasing prevalence of
steroid use, we will begin to see more
abusers in our chemical dependency
and psychiatric units. Specific detoxifi-
cation and treatment strategies should
be developed to address steroid
dependency and the concurrent issues
of low self-esteem and body image
distortion. Substance abuse treatment

providers need to accommodate and
target their programs toward the spe-
cific needs of steroid users as they
become better understood.

Addicted steroid users may possi-
bly benefit from gradual removal of
medically prescribed steroids, since
abrupt discontinuation may precipitate
severe depression and even suicide. It
must be stressed, however, that the
detoxification of anabolic steroid
abusers is an unstudied area, and the
prescription of an abused substance to
a substance abuser can be problematic
unless close supervision is available.

Steroid abuse is a silent epidemic.
Without tighter regulations and con-
trols along with educational programs,
the risks of abuse will continue to pale
beside the promises of wealth, fame,
and a beautiful body. Q

Ken Serviss, a certified personal trainer, serves
as the employee assistance professional for the
Philadelphia Building and Construction Trades
Council. He is vice president of the Laborers
Assistance Professionals in Philadelphia.

x.
Consnlling firm
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• EAP and Worlc/Life s
implementation and integration

• EAP training specializing in:

Life duringDownsizing

Managing Change

Critical Stress Debriefing

Diversity Awareness

Wellness Programs

Woik/Life Awareness Training
for Managers

• Train the Trainer in EAP and
Worlc/Life topics

• In depth experience with needs
of Spanish speaking workforce

• Linkages to EAP providers in
Chile, South America

Contact:

- Celina Pagani Tousignant
'~ Phone: 415-459-6747

Fa~c: 415.453-6105
E-mail: Celina@sirius.com
Web page: www.normisur.com
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International
News
TheAsi~v~ Tiy2e BoY2b of Inv~ev~ Tuv~y2oil
A Repov~t ova the 3~~ Asia P~ci~c EAP Confev~ence
by Richard Hopkins, International Regional Director, EAPA Board of Directors

ccording to modern wis-
dom, success in Singapore
is determined by how
quickly the five C's can be

acquired: credit cards; cash (to pay off
the credit cards!); a car (a very expen-
sive commodity in Singapore and ide-
ally aMercedes with a highly ornate
tissue holder on the back shelfl; a con-
dominium, and a country club mem-
bership. Some sages add a sixth C for
children, not because of the enjoyment
they bring but because they reflect
well on their parents.

These six C's add up to one huge
P—the tremendous pressure felt by
many Singaporeans as they continue
to pursue material success even
beyond the $33,000 per capita income
they already enjoy.

Delegates to the 3rd Asia-Pacific
EAP Conference, held in July, had
ample opportunity to experience the
lure of Singapore's shopping malls and
hear the siren call of cash registers at
upscale boutiques. But these secular
temptations proved unable to keep
them away too long from the intellec-
tual pleasures of the many workshops
at the conference.

The keynote speaker, Dr. Cheye of
the Centre for Effective Living in
Singapore, told delegates that
Singapore's relentless pursuit of even
more material possessions was leading
to an increased demand for psychiatric
and other mental health services,
despite the perceived problem of los-
ing face should anyone find out. He
said psychiatric consultants share
rooms in medical centers with other
branches of medicine so that if some-
one encounters a friend in the waiting
room, a quick conversation about vis-
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iting the dermatologist would avoid
the need to admit to a psychiatric
appointment!

Dr. Cheye painted a picture of a
people experiencing insecurity and
paranoia, stoically suffering in silence
with nowhere to turn. He called it "the
Asian time bomb of inner turmoil"
and said that never has there been a
greater need for EAPs.

A v~ecuv~v~in~ theme
th~ou~hout the
conference ~w~s
hoiv ~~zny ~co~e
si~il~zv~ities thev~e
~v~e than ~iffev~ences.

7 4 Nations Represented

The conference was hosted by
International Psychological Services
(IPS), a leading international external
EAP provider headquartered in
Sydney, Australia. More than 70 dele-
gates from 14 countries—Australia,
China/Hong Kong, Denmark, India,
Ireland, Japan, Malaysia, Mauritius,
New Zealand, the Philippines,
Singapore, Thailand, the United
Kingdom, and the United States—
attended the program, which covered
a range of issues.
• Tony Buon of IPS described how

counseling had successfully re-
emerged in mainland China after
being banned for 20 years, to the
point that the Chinese government

is now engaging in joint ventures
with private enterprise to provide
counseling training.
Ashwani Kumar, a psychiatrist in
New Delhi, India, noted that there
are only 2,000 psychiatrists in
India and no trained clinical psy-
chologists to meet the needs of a
population of 846 million.
Jewell Weatherly, vice president of
human resources in Asia for
Northern Telecom, described how
flooding in Venezuela had led to
an increase in EAP utilization in
Florida by Miami-based relatives of
flood victims.
Kim Sosted of DMC in Denmark
discussed how his company pro-
vides services in Greenland and
the Faroe Islands.

More Similarities Than
Differences

A recurring theme throughout the
conference was how many more simi-
larities there are than differences. For
example, the need for multinationals
to consider local conditions to create
effective programs for host nationals is
common throughout the world, as is
the need to educate management on
the benefits of EAPs. Other similarities
include the need for EAP training
(especially for counselors) and EAPAs
role in this; the need to seek govern-
ment support for mental health issues
in the workplace; how to make EAPs
more relevant to both employees and
employers; how to overcome issues of
confidentiality; how to achieve regular
supervisor referral training; and how
to decide between internal and exter-
nal provision of services.

Differences among EAPs amount
to little more than how to take into
account local conditions rather than
undertake a fundamental re-evaluation
of core technologies.

EAPs Around the Worid

In almost every country repre-

sented at the conference, some

employee assistance work is being

performed. For example, Australia has
an established EAP marketplace with

more than 30 percent penetration.

EAPA's expanding Australian Chapter

has branches in Melbourne and

Sydney and two more being formed in

Brisbane and Perth.

China, through Hong Kong, has

long had an EAP marketplace. Now

the employee assistance field is being

developed on the mainland, particu-

larly in Shanghai.

Government policy in Malaysia is

to become another Singapore within

20 years. Motorola is rolling out its

EAP to cover all its Malaysian employ-

ees, and the Malaysian government

has designated 2000 as the year of

mental health.

The growth of EAPs in Singapore

has been slower than anticipated and

has been led mainly by U.S. multina-

tionals and international EAP providers

in association with local affiliates.

In the Philippines, Unocal is

rolling out its EAP for host nationals,

believed to be one of the first in the

country. In Vietnam, Taiwan, and

Korea, international providers are

linking up with local affiliates to meet

and develop demand.
In New Zealand, the shift in

financial responsibility for health

insurance away from the government

to a shared cost with individuals and
increasingly with employers is expect-

ed to lead to more widespread devel-

opment of EAPs.
EAPA also has a chapter in Japan,

where the economic downturn has led
to growing pressures in the workplace,

Here's a case management system
that frees you from the drudgery
and repetition of paperwork.

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

suicide rate increases associated with
redundancies, and the beginnings of a
breakdown in the paternalistic role
traditionally played by employers.
These and other factors have all led to
an emerging role for EAPs, despite the
perceived loss of face—common
throughout much of Asia—involved in
seeking outside support.

In Mauritius, that jewel in the
Indian Ocean, substance abuse pro-
gram providers are expressing an
interest in expanding their services to
include more broadly-based employee
assistance services.

Clearly, EAPs are alive and well in
the world, and EAPA conferences are
accepted as the natural places for
employee assistance professionals to
gather, exchange news, network, and
seek professional development.
Nothing happens by chance, however.
We all need to keep working together
to ensure that EAPA remains at the
forefront of developments—no matter
where in the world those develop-
ments might be taking place. Q

,. .

Medcomp's new and enhanced TopDrawer for Windows is now
available for Internal EAP's and External EAP's. TopDrawer for
Windows is designed to meet the needs of smaller External EAP's
and smaller or distributed Internal EAP's.

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

Medcomp's EAP Caseware systems, Caseware and Caseware TopDrawer is inexpensive, easy to learn, and easy to use.
Plus, are designed for mid to large internal and external EAP's.
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POII

B~il~i~~ Co~se~s~s o~ EA Policy Issues
by Dodie Gill, CEAP, and Mickey Mcl<ay, CEAP

or the past five years, two pol-
icy issues that are critical to
the future of employee assis-
tance professionals and pro-

grams have been confronting the
employee assistance profession: pas-
sage of state laws to provide for the
licensure of EA professionals, and the
creation of a process for the accredita-
tion or regulation of EAPs. The EAPA
Board of Directors has taken positions
on both issues.

In November 1995, the Board
approved a position that encourages
EAPA chapters to explore the issue of
licensure and to seek passage of a law
in their state legislature if members
and all chapters in a state agree to
support licensure. The Board also
approved a model EA professional
licensure act to be used as a template
for drafting legislation so that state
licensure laws, if enacted, will be reci-
procal.

The Board's position does not
require chapters to seek licensure or
use the model law but does direct
EAPA to provide information and
organizational support if chapters
decide to seek licensure. The model
act was created to help the EA profes-
sion avoid the problems experienced
by other professional groups that have
different licensure requirements in
various states.

The model state licensure law was
based on the Certified Employee
Assistance Professional (CEAP) cre-
dential. To ensure that the credential
would work as the basic element in
state licensure initiatives, the EA pro-
fession's certification body—the
Employee Assistance Certification
Commission (EACC)—met and agreed
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to what is known as the July 1995
compromise.

The July 1995 compromise pro-
vided that there would continue to be
one professional credential, but two
ways to meet the eligibility require-
ments. For EA professionals without
advanced degrees, more hours of
experience and professional training
would be required, while fewer hours
of both would be required for those
with degrees. With this compromise in
place, the profession was able to move
forward and create a model licensure
bill as a guide for chapter action in the
states.

That same year, the EAPA Board
established a task force to study
accreditation of employee assistance
programs. At the time, anyone could
set up an employee assistance firm
and proclaim that EA services were
being offered, regardless of whether
the individual had any experience in
the field or the company offered the
profession's core technology services.
The task force prepared a comprehen-
sive report, but after review and
debate the Board voted against seeking
a system for accreditation of EAPs, a
position that remains unchanged
today.

Licensure in the States

After Tennessee (1993) and North
Carolina (1996) became the first two
states to adopt EA professional licen-
sure laws, other states formed commit-
tees to explore the possibility of
seeking licensure in their states. EA
licensure bills were introduced in
seven states, and EAPA chapters draft-
ed proposals in six others. EAPA
members found the experience excit-

ing and positive. They also found it
full of compromises and unexpected
expenses. Within their own ranks they
discovered controversy, and in state
legislatures they encountered opposi-
tion.

EA professionals soon learned—
as had social workers, licensed profes-
sional counselors, and other health
professionals before them—that the
road to licensure would be long, cost-
ly, and fraught with internal contro-
versy and external opposition. Over
the next three years, as chapters came
face to face with these realities, state
committees, chapter leaders, and indi-
vidual members began raising ques-
tions.

In November 1998, the Greater
Detroit EAPA Chapter expressed its
concern by holding a debate on the
pros and cons of licensure. After all
sides were aired, the chapter decided
it was not in the best interest of the
profession to seek licensure, and took
a neutral position. Subsequently, the
United Auto Workers union, after
learning of members' concerns, issued
a document opposing EA licensure in
all states. This meant that the consen-
sus on seeking licensure was no longer
as strong as it had been in the past
and would have to be revisited
through the EAPA policy process.

EAPA's Board of Directors and its
National Legislative and Public Policy
Committee (NL~PPC), recognizing
the extent of concern about licensure,
agreed to revisit the issue. The
NLd~tPPC proposed a meeting of inter-
ested parties at which issues would be
placed on the table and new resolu-
tions sought. To that end, committee
co-chairs Dodie Gill and Mickey
McKay made arrangements to hold a

"Consensus Building Forum" on
October 20 at EAPAs 28th Annual
Conference in Orlando. Following is
their joint report on the event:

Consensus Building Forum

From the outset, we, as co-chairs

of the NLbzPPC, along with other

forum organizers, agreed that a new
consensus would have to be built if
the EA profession is to move forward
on policy issues related to professional
and program regulation. We knew that
in order to do this, the effort would
have to be member driven and repre-
sent awide spectrum of views. Since
all EAPs fall into one of three primary
groups—internal, external, and
labor—it was decided that representa-
tives from each of these groups should
lead the discussion.

To identify the primary stakehold-
ers, we contacted the labor, internal,
and external directors on the EAPA
Board and asked them to submit
names. We were looking for members
with differing views who are familiar
with the issues and willing to partici-
pate in an open, honest discussion.
After recommendations were received,
20 stakeholders were invited—six or
seven from each of the three groups.

The forum room was set up to
facilitate an exchange of ideas in a fair
and even-handed manner. The 20 dis-
cussion participants were seated in a
central circle of chairs. Observers, who
numbered more than 110 at times,
were seated around the circle. We, as
co-chairs, moderated the discussion
while four NLd~PPC members took
notes, listing key points and ideas for
new resolution or consensus. The
notes were to be used by the NL~PPC
to identify issues on which there was
forum consensus for a report to the
Association's annual Business Meeting.

In the circle of participants, repre-
sentatives of the three sectors wore
different-colored nametags. To ensure
that all views were heard, rules were
established stipulating that only the
person holding a small rubber ball—
brought to the forum specifically for
this purpose—could speak at a time.
After speaking, the person holding the
ball would toss it to someone wearing

a different-colored nametag.
Discussion participants were

asked to take an hour to address each

of the following questions:
• Hour 1: What is your EAP philoso-

phy and what do the definitions of
EAP and EAP core technology
mean in terms of your philosophy?

• Hour 2: What is your view of
licensure or other regulation for EA
professionals?

• Hour 3: What is your view of
accreditation or other credentialing
for EA programs?

• Hour 4: After listening to the dis-
cussion, what consensus positions
would you support?
After discussing these questions, a

fifth hour was allowed for questions
from the audience.

As NLdzPPC co-chairs, we want
to thank forum participants for their
ability to articulate ideas, agreeably
disagree, and work together to find
resolution. We also appreciated the
skill of the four recorders in listing
key points and the stamina of an audi-
ence that stayed with us for five-and-
a-half hours.

Throughout the discussion, no
voices were raised in anger and stake-
holders stuck to the subject at hand.
The audience showed high interest in
the issues and offered additional
points of view and information.
Feedback over the next few days sug-
gested that the forum format was a
good way to address policy issues, that
stakeholder groups felt enfranchised,
and that such a process should be
used in the future when critical policy
issues are on the table.

After the forum, the NL~PPC
met to distill the notes and prepare a
report. The following is a summary of
the comments that we, as NL&'PPC
co-chairs, made at EAPAs Annual
Business Meeting on October 22:

Report to Business
Meeting

The subjects addressed during the
"Consensus Building Forum" are our
profession's primary policy issues: EA
philosophy; EA definitions; regulation
of EA professionals; and regulation of
employee assistance programs. Twenty

stakeholders representing the three
sectors of the profession—internal,
external, and labor=addressed these
issues for more than five hours.
Members of the audience joined the
discussion during the final hour.

It was a heartwarming and exciting
experience. Despite the diversity, we
believe the 20 stakeholders represent-
ing the three sectors were able to iden-
tify areas of common interest through
the forum process. The group's areas of
consensus were as follows:

1. The professional association, EAPA,
should be member driven.

2. The association's governing struc-
ture impedes the profession's abili-
ty to reach consensus-based policy
positions and should be changed.

3. Policy areas of major concern are
the enactment of EA and CEAP
definitions into laws and rules and
passage of laws to provide for con-
fidentiality of EAP records.

4. EAPA should look at developing a
credentialing process for employee
assistance programs (EAPs).

5. EAPA needs to deliver a consistent
professional message by developing
education and training programs
and materials based on the core
technology, EAPA Standards, and
EA definitions.

6. EAPA Board members should be
encouraged to participate in annual
conference activities and mingle
with attendees; Board meetings
should be held at other times.

As NLSzPPC co-chairs, we are
pleased to report on the usefulness of
a forum format in eliciting points of
consensus among diverse EA groups.
In the future, we plan to use this
approach for establishing consensus
on the profession's policy issues
among the broad spectrum of EAPA
members. The NLd~PPC will review
the resolutions and ideas generated by
such forums before developing and
sending policy recommendations to
the Board. Q

Dodie Gill and Mickey McKay are co-chairs of
EAPAs National Legislative and Public Policy
Committee. Sheila Macdonald, director of legis-
lation and public policy, contributed background
information for this column.
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HAve ou he~~d?y
We have a new home!

SUDDS-IV
THE CLINICALTOOLS used by many of you for

RAATE
screening, diagnosing, placement and treatment planning

CARES
are now available from Evince Clinical Assessments.

LOCI
This means we will be on our way toyou within two business days and our

TAAD
technical support is provided by clinicians who are assessment experts.

TAPD

EWE

HMI We look forward to new arrivals in our instrument family nextyear.

•

ev~hce
clinical assessments
PO Box ~~3os •Smith field, RI • oz9~7
Tel 800-755-6zgg • qo~-z3~-2993 •Fax 40~-23~-2055

~S ~I~r/1~ ICI IJ'/1\LI ~~

http://www.eap-association.org

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 Wortl 7.0 for Windows, 10 pt.
Times Roman.

In most cases, published articles will include a
photograph of the author; whenever possible,
please submit a photograph with the manu-
script. For more information, or to discuss your
topic before submitting it for publication, please
call the editor at 703-522-6272, ext. 308.

www.eap-association.org

N T G R N A T 1 O N A L

• ASSOCIATION
Lneaa • MANno[hi[rvi • Co NSU~TnNrs

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.

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.

Nave You 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

~ New Address: ~

1 1
1
1 1
1 1

L-------------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.
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QRoMOT~oN
Ro~uc1~p S

Imprinted With Your Company Name,
Logo and Message

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

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

XPRESSION PRODUCTS, INC.
1-800-881-5880

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

EAPA Information Available By Fax
Frequently requested information is available from EAPA by fax. To access the fax-back system, dial (703) 387-1000 and press 2 when you get the main
message.To receive a list of all available documents, press 1; to receive a specific document, press 2 followed by any of the numbers listed below.

Finance 130 EAPA Standards/Professional Guidelines (Abridged)

102 IRS Form W-9 Request for Taxpayer ID No. 131 EAP Background Information
132 EAP CosUBenefit Study/Research

Certification 133 EAP Pricing Services

111 CEAP Examination Summary Information-2000
134 EAP Models (EAP Services—A Menu of Choices)

112 1999 Update to 1998 Recertification Guide
135 DOT/SAP Information

114 Advisement and Supervision—How They Relate antl Differ Conferences
116 CEAP Advisement—Frequently Asked Questions

151 EAPA 1999 Federal/State Policy Issues117 Lapsed CEAP Requirements
152 EAPA Federal/State Policy Networks Sign-Up Form

118 PDH Review Form
153 Chart: "How EAP Functions/Services Relate to Health Care and119 PDH Summary Log

Managed Care Laws"
120 Regaining Certification for Lapsed CEAPs by Exam 154 Key Definitions: EAP and EAP Core Technology
121 Regaining Certification for Lapsetl CEAPs by PDHs 155 EAPA List of Employee Assistance Acronyms
122 Request for Additional Certification/Recertification Information Form
123 Training Provider's Pre-approval Information and Forms Membership

124 Procedures for Writing Potential CEAP Exam Questions 161 Membership Application—U.S. Resident
125 CEAP Application to Recertify by PDHs: Nov-Dec 1999 162 Membership Application—Canada and International

Communications and Resource Center 163 U.S. Resident Fact Sheet
164 Canadian/International Resident Fact Sheet

126 1999 EAPA Publications Catalog 165 EAPA Code of Ethics-1999
127 1999 EAPA PDH-Approved Publications Catalog 166 EAPA Chapter Order Form
128 EAP Salary Information 167 EAPA/CEAP Mailing Labels Rental Policy
129 Cost of EAPs 168 EAPA Service Providers Enrollment Farm
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Distribute an EAP/behavioral health newsletter
for a fraction o f the cost o f doing your own!

Ideal for health programs, hospitals, outpatient clinics, screening and
referral centers, employee assistance programs and substance abuse centers.

Each four-page issue is packed
with information on
■violence prevention
■ relationship skills
■ alcohol, tobacco and other drug problems

■ behavioral health and well-being
■ stress management
■ problems of daily living

Health Sentry
■ creates program awareness
■ prevents problems
■ generates referrals
■ red~~es health care costs

Each issue can be
personalized with
■ your company or

program name/logo
on the front

■ your contact name
and phone number
on the back

Your Company
or Program
Name/Logo ~
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forEAPA'sAnnual Public Polic Conferencey
Political Unity: Achieving Professional Goals
In the Nation's Capital Dates: June 10-13, 2000

Place: Hilton Crystal City at National Airport, Arlington,VA

Training: Saturday, June 1 O, 9:OOam-5:OOpm

PPC2000: Sunday, June 1 1, 7:30pm-Tuesday, June 13, 1:OOpm
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