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SAP Services

Increases usage of your EAP services
without increasing the front end costs.

Communicates your EAP services
quickly and clearly.

~~ Comes pre-loaded with preventive
educational articles, self assessments
and a database of local resources.

Provides cost-effective online training

Is totally customized to your EAP.

EAP Net""~f

Welcome To EAP Nat

Text Gam EAP Vendor... To return to this page, click on the EAP Net icon in the top left corner o! your screen
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Search
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Access

LifeCare° Services
DCC's leading LifeCare counseling, education and
referral services give employees the tools they need to
better manage their work and professional
responsibilities. DCC has over 15 years of experience
working with EAPs to deliver cost-effective, value added
services that address employees' prenatal, adoption,
child care, backup care, academic, special needs, adult
care and personal needs. LifeCare services are available
through a 24-hour call center or online via LifeCare Net°.

Our EAP Partnership Program:

Expands your service offerings—and revenue
opportunities.

Differentiates your EAP services in the marketplace.

Includes a dedicated EAP relations team to:
• ensure smooth implementations.
• provide account management assistance.
• provide work life sales training.
• facilitate service customization.

DC~
DCC~ Inc. • P.O. Box 2783 •Westport, CT 06880 • (800) 873-4636 • http://www.dcclifecare.com
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for EAPA's 28th Annual Conference
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Front Desk

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

APerson-to-Person Profession

Communications technologies such as the Internet and cellular phones are
bringing the world, or at least many parts of it, closer together. By pushing a few
buttons or clicking a few keys, we can trade stocks on Wall Street, send digital
images of our children to relatives far away, and participate inn conference calls
while driving our cars or lounging by the pool. There seems to be no aspect of
daily life—whether related to family, business, or personal pleasure—that cannot
be improved, simplified, or altered in some way by technology.

The employee assistance profession has benefited from many of these
advances. For example, telephone screening programs for depression and other
mental and physical ailments have enabled employees to self-diagnose problems
that may hinder their workplace performance, thereby increasing the likelihood
they will seek out and receive needed treatment.

But in some instances, there simply is no substitute for person-to-person
contact with a trained EA professional. Especially in times of grief.

As the shootings at Columbine High School in Colorado reminded us,
senseless violence and tragedy, while rare, can occur anywhere at any time. And
when they do, no computer, no telephone, no cybergadget can substitute for
personal contact with people whose lives are affected.

Unfortunately, many of those most directly involved in the Columbine affair
did not have access to EA services in the aftermath of the shootings. As Carol
Hacker explains on page 16, the Jefferson County School System, which includes
Columbine High, terminated its EAP for budgetary reasons two months before
the tragedy occurred, leaving teachers and support staff with no convenient place
to turn when the gunfire died down.

EA professionals from throughout the Denver metropolitan area moved quick-
ly to fill the void at Columbine High even as their own companies and clients
began to experience the effects of the tragedy. As the articles by Laurel Peterson
(page 12) and Nancy Bostain (page 14) describe, the shock waves from the shootings
soon reverberated through the halls of local businesses, hospitals and medical cen-
ters, and churches, not to mention homes and communities. The demands placed
on EAPs and EA professionals were extraordinary, their responses even more so.

The Columbine tragedy—like the Oklahoma City bombing in 1998—serves
as a reminder that while EAPs can and do benefit from advances in technology, we
are first and foremost aperson-to-person profession. The people who come to us
for help need to feel comfortable with us, to identify in us the compassion and
encouragement that are so necessary to recovery and rejuvenation. These are quali-
ties that simply cannot be conveyed through a screening program or an Internet site.

Sincerely,

John Maynard, Ph.D., CEAP
Chairman
EAPA Exchange Advisory Committee
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Su ndown M Ranch
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"
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Our costs are the most reasonable
in the nation. A 21-day inpatient
ADULT stay is $2730 or $130 per
day. A 28-day inpatient ADO-
LESCENfistay is $4760 or $170
per day. These prices include
psychiatric and medical consul-
tation, family counseling and
family room and board. Treatment
is covered by most insurances/
managed health care.

Our Experience

Sundown M Ranch has been in
operation since March 1968.Over
50,000 adults and adolescents
afflicted with the disease of
alcoholism and drug addiction
have been led back to sober,
productive lives by our dedicated,
well-trained professional staff.
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President's
Pa e
As~i~~ fov~ Held
~zv~~ E~~~~iv~~
by Gregory P. DeLapp, CEAP

~: j~~
Ave

he folks in Washington
recently released a study
indicating that more than 14
million adults between the

ages of 18 and 49 are current illicit
drug users and/or heavy alcohol users,
and 70 percent of that 14 million are
employed full-time. It is a simple truth
that our communities have a problem
with alcohol and drugs.

Our employers hire from these
communities and surely reflect these
community problems through their
employees. Just as communities
wrestle with an approach to their
problems, employers wrestle with
various human resource efforts to deal
with the same problems. One such
approach is employee assistance.

EA exists because employers need
options and tools in working with
employees who are not responding to
normal supervisory interventions, pos-
ing risks to themselves and others, and
surviving on the denial and manipula-
tion so common—so necessary—to
human tragedies such as addiction and
depression. In offering a structured pro-
gram of assistance, an employer brings
together business necessity with a com-
mitment to engage employees in the
resources needed to resolve the effects
of personal problems on the workplace.

Just how open and engaging are
we? At times, we are engaging through
the use of leverage as exerted by co-
workers, family members, and the
threat of job loss.

As someone who has worked for
an employer in the heavy manufactur-
ing sector for the past 18 years, I
know the enormous sum of dollars
lost to substance abuse and other
employee problems. I know the appre-
hension, fear, and anger of employees
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How Opev~
We?

who will no longer tolerate the behav-
ior of a co-worker who threatens their
safety and liveliho9d. I know the
incredible pain experienced by families
as they collect the belongings of their
loved one (our former employee).

And I was there when a 16-year-
old daughter told her alcohol- and
drug-addicted father to take the
assistance his company was offering
because "Dad, you stink. I don't want
you home drunk on Christmas again!"

EA tivill become ~z
piece of the basic
f~zbv~ic of ~zv~ ov~~zv~i-
2GZt2012 ~L1~LJeYI GZS~2Z12~'

fov~ Delp is both ivy tL~e
opev~ ~v~~' ~xccepte~ ~zs
tLJE Y'Z~'LJt tLJ212~' t0 G1~0.

The key to employee assistance is
that it uses resources—including family
members and co-workers—the employ-
er needs to address workplace problems
while holding the employee primarily
accountable for the outcome. EA exists
in support of organizational and human
resources goals as a reflection of how an
employer relates to its employees.

If you accept this basic position-
ing of EA you will see a role for EA in
various and broad HR issues: regulato-
ry compliance; wellness/emotional
health; conflict resolution; problem
mediation team building; benefits
design and access; work life issues;
change management; critical incident
responses; and the broad management

GREGORY DELAPP, CEAP
EAPA Presidae,t

of employment costs.
Clearly, I~~ylvocate a broad view

of EA as a component of the employ-
ment relationship versus a narrow
view of EA as counseling, treatment,
or managed care. If viewed as a "bene-
fit" only, EA will never fully be used or
valued. EA is a worksite-based pro-
ductivity strategy to deal with the
human side of an organization's busi-
ness. Icannot encourage you enough
to position EA as a resource for
employers and organizations in deal-
ing with employees and the various
issues they bring forth.

However, there is still much work
to be done. Are you reaching people
early enough so that you are not box-
ing yourselves into the corner of job
jeopardy as the only leverage to
engage? Is there enough common
ground between management and
labor for you to make it OK fora co-
worker to say, "Your right to drink
ends when my shift begins."? Is there
enough trust to allow for corrective
action to be exerted at the same time a
genuine offer of assistance is made?
Can you make the leap from a private,
one-to-one program of assistance to the
more generic work-team/ work-enviro-
ment problem resolution intervention?

The success of EA will continue
to be built on individual recoveries.
But the future value and utility of EA
are in the links between employers
and employees, in the atmosphere cre-
ated by allowing people to acknowl-
edge their problems and differences
and empowering them to reach out,
support, and assist each other. EA will
become a piece of the basic fabric of
an organization when asking for help
is both in the open and accepted as
the right thing to do. Q
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From the
~oO

Tecl~~olo~y Is Whev~eltls
by Sylvia Straub, Chief Operating Officer

ew organizations or individ-
uals can function effectively
in these times without mak-
ing extensive use of available

technology, and EAPA and its mem-
bers are no exceptions. That's in large
part the reason the EAPA Conference
Planning Committee (CPC) and the
EAPA Education and Training (E~ZT)
Committee have committed them-
selves and the staff to produce the
Association's first Tech-Know Expo
(TKE), to be held in Orlando on
October 20, the day before the full
conference begins there.

TKE will have a computer lab
complete with 20 stations, along with
an array of short courses designed for
members with differing levels of com-
puter savvy. The courses range from
learning how to do word processing to
designing a Web site, and they cover
major points in between. CPC Chair
Sally Davis and Ed~T Chair Tamara
Cagney, together with the EST
Technology Subcommittee, have spear-
headed the efforts to plan TKE and
bring in sponsors. Conference
Department Director Ellen Williams
and Manager Kathleen Rigden have
worked hard to make the plans a reali-
ty, secure exhibitors, and publicize
TKE. A member of the EAPA Host
Committee in Orlando secured an
agreement from Sun Atlantic to pro-
vide the computer lab at no cost to the
Association. What a superb example of
talented, determined, and farsighted
members and staff working together!

It's easy to attend TKE: just regis-
ter when you register for the confer-
ence and plan to arrive the day before
it starts—early in the day if possible so

• EAPA EXCHANGE •september-October 1999

you can pick up your conference reg-
istration packet as well. The cost is
low: $25 for members who register
early. I believe the return on invest-
ment for members who attend TKE
will be many times the cost.

Technologically Speaking:
We've Come A Long
Way In Five Years

Five years ago, EAPA staff were
using 286 and 386 computers, and
there weren't enough in working order
to go around. We had no voice mail,
no fax back system, and no e-mail. We
realized, also, that our database would
have to be updated or a new one
installed. In addition, our phone sys-
tem was antiquated. A Web site wasn't
even on our radar screen. In a word,
our technological capabilities were far
behind those of similar associations.
Now as we near the end of 1999, we
have acquired most of the systems
described above, and are about to add
a few more whistles and bells.

Today, we have Pentium comput-
ers, which we acquired four years ago;
they are now wearing out and breaking
down. We are replacing the worst of
them with new computers that have
larger screens and more up-to-date
capabilities. We're doing this in a mea-
sured way over two to three years rather
than all at once. Those of us who have
today's klunkers (yesterday's gems),
however, are working at a disadvantage.

While this is happening, we're
making headway on a number of tech-
nological fronts:

• Check out our Web site –
www.eap-association.org. Awealth

SVLUTA STRAUB
Chief Operating Officer

of information is available in an
easy-to-read format, thanks to our
Web master, George Figliozzi, who
is also director of Support Services.
You'll see our new Job Bank, bul-
letins from our Legislative and
Public Policy Department, and the
latest on the 28th Annual
Conference in Orlando.
Don't waste time and money trying
to reach a staff person (though we
love to talk with you and provide
assistance wherever possible) if the
information you want is in our fax-
back system. You can get a number
of documents simply by calling
(703) 387-1000, pressing 2, then 1
again for the fax-back library index.
Stay tuned for:

A members-only section on the
Web site, which will include
special services such as the Job
Bank, information you can use,
and eventually list serves, chat
rooms, and bulletin boards.
Unique-to-EAPA e-mail address-
es. We're grateful to AOL for
hosting us for the past few
years, but soon after this maga-
zine hits the stands, EAPA will
have its own e-mail addresses.
New database. Though not as
tangible as the Web and e-mail
addresses, members will never-
theless feel the effects of our
new database. It will allow us to
serve you better and faster and
will store information, such as
your e-mail addresses, that we
have not been able to store
before.

People: Still the Most
Important Ingredient

The Tech-Know Expo and the
technological progress the staff have
been making are reasons for celebra-
tion. Although this work is important,
the most important ingredient in an
association's success are its members
and the staff who serve them.

EAPA has necessarily concerned
itself with finances over the past five
years, but real progress has been made
on several other fronts, including
communications and outreach on
behalf of EAPA to other organizations,
new membership services, advances
for the CEAP credential through the
efforts of EAPA staff and the EACC,
legislation and public policy, and
improvements in the EAPA Exchange.
Volunteer leaders and staff working
together have made this progress pos-
sible. EAPAs terrific staff care about
EAPA and the employee assistance
profession. They're proud of what you
do, and they work very hard to make
you proud of them.

Finally, it's always difficult to say
goodbye to staff members who have
been with EAPA for a time and made
important contributions to the
Association. Joni Reed Cooley served
as director of the Certification
Department from spring 1995 until
August 1999. Under her direction, the
recertification rate for CEAPs doubled,
CEAP Matters was established as a
quarterly publication, and promotion
of the CEAP credential increased sig-
nificantly. Joni was responsible for
designing, writing, and producing
CEAP publications, and approved
more than 30,000 PDHs during her
tenure.

Kay Springer, who has been with
EAPA for more than five years, has
accepted a position with the
Association for the Advancement of
Medical Instrumentation as vice presi-
dent for Communicat~' ns. As editor
of the EAPA Exchange, she managed
the redesign of the magazine, which
won a prestigious award as "Most
Improved Publication" in the 1997
APEX Awards for Communications

Excellence, During her tenure,
Exchange advertising revenue increased
threefold. EAPAs exhibit program,
which Kay established, designed, and
managed, has brought EAPA and the
profession to the attention of thou-
sands of professionals in other organi-
zations. Kay has also made significant
contacts with numerous allied associa-
tions and groups that want to work
with EAPA to bring important mes-
sages to the workplace. We wish Joni
and Kay all the best. Q

See you in Orlando!

Exchan e
1999 EDITORIAL ~,
CALENDAR
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November/December
Highlights of the

1999 EAPA Annual Conference
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ithin three minutes of
sitting at the clinic's
computer, I had locat-
ed the psych/sub-

stance abuse records on the hard drive. ~jy
The clinic director sweated as I high-
lighted the database files, launched the
Web browser, and placed the mouse
pointer over the "send" button. I was
one click away from dumping the confi-
dential records onto the Internet.

"Lunch at any McDonald's in town?"
I asked in my most threatening voice,
taunting him with slow circular mouse
movements on the computer screen.

"Yes. Anything you want. Just don't
transmit those records," he pleaded.

I smiled in triumph. The Big Mac
would be mine. I then suggested that,
had I been a true cyber-terrorist, I could
have demanded much more—possibly a
few hundred thousand dollars, maybe a million if the database
coughed up an executive case. The clinic staff had no defense
against me or any hacker. They were sitting ducks.

These events actually happened at a major teaching hos-
pital within atwo-hour drive of Washington, D.C., where
secrets are a booming business. During a break from a training
program, I was asked by an EAP director to visit his office and
check out the department's cutting-edge computer system.
The EAP was housed almost a mile away from the medical
center, and the distance contributed to a sense of privacy for
the staff who sought help there.

Five months earlier, the medical center's Information
Services department (IS) had linked the EAP clinic computers
with the rest of the hospital. The staff could now enjoy the
convenience of e-mail, browse the hospital library from their
desks, surf the Internet, trade data, and experience that heady
feeling of power that often infects "newbies" on the network.

Fortunately, the EAP director was tenacious in his task of
guarding the confidential records. He had done a little research

■

Michael Freeny

CONFIDENTIAL

Reprinted with permission from Michael Freeny, who will be a
featured speaker at the 1999 EAPA Annual Conference.
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and had even read my medical thriller
about computers in healthcare. He was
appropriately paranoid, a marvelous
coping strategy for his assigned duty.
He didn't trust that the IS department
fully understood how essential privacy
and confidentiality are to his program.
He had explained to them that even
one publicized breach would sink the
credibility of the program, and none of
the staff would ever trust it again.

IS responded with gigabytes of
assurance. "Security is tight as a drum,"
he was told. "Passwords and gateways
prevent any unauthorized access," they
insisted. "Trust us, we know what we're
doing" was their ultimate appeal.

Still, the director had doubts. So
he asked me—an impartial, moderate-
ly sophisticated computer jockey and
clinician—to play hacker for a few min-
utes. Ibegan by asking the staff how

much training they had received regarding hardware, software,
and security. Sadly, very little, I learned. I asked where the
computer backup tapes were kept. Blank stares answered the
question. "Then your data is backed up by IS over the net-
work," Iinformed them.

I asked what administrative reports are sent out from the
clinic. I was shown a summary sheet with demographic data
that was distributed to a number of executive management
offices. I pointed out that it served somewhat as a newsletter
to alert interested people when the EAP had juicy data on file.

The staff then asked that I sit at the computer and do a lit-
tle investigative hacking. Now, I'm not a hacker, but as the
scene from the beginning of this story illustrates, I was able to
sit at an unfamiliar computer, locate the crucial data files, find
a link to the Internet, and prepare to launch the data in under
three minutes.

Feeling a little cocky, I then located about 20 printers in
the medical center almost a mile away and was ready to simul-
taneously transmit the data. I could have just as easily com-
pressed the data and loaded it onto a floppy disk to slip into
my pocket.

But what of the password protections? Yes, they can be a
slight annoyance, but fortunately we live in the age of cheap

yet powerful computers. I could easily take the database
home, load it onto a Pentium PC, and have the machine hurl
passwords at the database hour after hour, day after day, until
it cracked. That is, of course, assuming I didn't load a pass-
word capture program onto the clinic computer to save time,
a task that could have been accomplished in a nanosecond by
downloading a simple program from the Internet or from a
floppy disk. Then I'd just ask the director to log into the data-
base while I politely turned my back when he entered his
password. Then later I'd either peek at a hidden file or wait
until it secretly e-mailed the information to me the next time
this computer logged onto the Net. This is all too simple.

What was most distressing to the staff was how easily they
had been bamboozled into a delusional sense of security by
the IS department. I explained that IS is always three weeks
behind, underfunded, and committed to making systems suf-
ficiently easy so that users won't plague them with questions.
However, it is not solely the responsibility of IS to protect clin-
ical records—it is also the clinician's duty.

The point of this story is to ask that we health profes-
sionals, the keepers of some of the most vital personal secrets
of humanity, not ignore our duty to get wise about these issues.
We can't afford to throw our hands into the air and claim tech-
nological ignorance as a defense to poor security. I usually
advise clinicians that the burden of proof of protection is on
the IS department. They don't get access to this secret stuff
until they prove to us it can be kept secret.

I recently attended a presentation by a medical software
company that provides an integrated clinical system that man-
ages financial data, risk management, clinical records, and
patient tracking (frighteningly like MOM in my novel,
Terminal Consent). I asked the product manager which was the
hardest sell to his clinical customers: hardware, software, user
training, or security. He candidly noted, "Security is the
toughest sell. No one does it very well and it's burdensome."
Management would rather put their money into more software
bells and whistles.

A CEO once protested to me that security is very expen-
sive, particularly since there is no completely bulletproof
defense or benchmarks. I agreed, but suggested we establish a
simple standard. We'd create a clinical record of the boss, doc-
umenting ahistory of cocaine abuse and pedophilic practices.
Then he only needed to have IS design a system that made
sure no one could see his record. He suddenly became a big
advocate of security. It once again became clear that record
protection is not about glitzy technology, it's about fostering
administrative motivation. Hopefully, we mental health pro-
fessionals know a bit about that. Q

Michael Freeny, LCSW, is the author of Terminal Consent, the acclaimed
novel of murder, sex, and managed care. Continuing education credits
are available for health care professionals who read the book,• contact
fhe author at 800-638-0028 or HYPERLINK: http.//www. terminal
consent. com/ or www terminalconsent.com for more information.

~~-

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

ro/Itier Managed behavioral Healthcare
Health Care NOn Profit CounClls providing assessments, referrals, education &therapy

We are endorsed by: EAPA - NCADD - NADA

itiE

AN AGN~
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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1. The more complicated the needs
and the more resources that will
be required, the more likely it is
that the employee with the needs
will call in a crisis at 5:05 p.m. o
Friday evening.

2. The more dysfunctional the
employee's family system and
the more complicated the
dynamics, the more likely it is that the employee
works for a company that has purchased athree-session
model of external EAP, or that the employee lives in a
small town that is 100 miles from any town you have
ever heard of and has called you from a pay phone (that
doesn't accept incoming calls) because he or she does
not have a phone at his or her residence.

3. The greater the need for inpatient psychiatric or chemi-
cal dependency hospitalization, the more likely it is that
the employee is medically insured by an HMO.

4. The more violent and/or psychotic a person, the more
likely it is that the person is an extended family member
of an employee who is not covered by the employee's (or
anyone else's) medical insurance, and the greater the
probability that the county psychiatric hospital has a six-
week waiting list.

5. The more important the details of a new contract, the
more likely it is that nobody has them and the account
manager is on vacation.

6. The newer the clinician is to the organization, the more
likely it is that a client company will have a critical inci-
dent requiring debriefing services, and this will occur
when the clinician is on call for the first time.

7. The more solemn your surroundings while you are on
call, the more likely it is that the beeper will go off and
it will be someone calling a wrong number.

8. The more plans you have while on call (and the more
important those plans are to you), the more likely it is
that you will be called frequently for complicated
requests, and you will not be near a telephone so you
can effectively manage the situation.

11

12.

13.

14

15.

16.

). The greater the need fora partic-
zlar form, the more likely it is that
you will run out of copies at a criti-

cal time, and/or that the last copy
is on orange paper and won't

~ copy well.
10. The more times an
employee has relapsed on

alcohol or cocaine, the more
likely it is that he or she will be med-

ically insured by an HMO that refuses to hospitalize
unless the employee is experiencing withdrawal symp-
toms (and the employee never is),
The day you are summoned for jury duty will inevitably
be the first day of a two-day conference on CISD that
you planned to attend. You will, in addition, not be able
to pass on jury duty because you have done that two
times before. You will also not be able to pass on the
conference because you have waited until the last
minute to complete the last 16 hours of the 20-hour
continuing education that is expected of you each year.
The highest number of late cancellations and no-shows
will always occur during the same week that you have a
holiday, a conference, a general staff meeting, and your
yearly performance evaluation, so that you cannot pos-
sibly provide the amount of service that is asked of you.
For a mandatory supervisory referral, the more prob-
lems that exist in an employee's work performance, the
more likely it is that the employee will refuse to sign a
release of information to the supervisor/management.
The higher the level of a threat of violence, the greater
the probability that the client who comes to you is not
the potential perpetrator, so you have no way to accu-
rately assess the risk.
The chart on which you have spent hours documenting
facts is always the chart least likely to be pulled fora sur-
prise on-site chart audit.

The higher the level of the threat of violence, the more
likely it is that the employee will not show for his or her
follow-up appointment.

17. If a subpoena is issued for a chart, the sooner you need
to produce the chart, the greater the probability that it
will be lost, illegible, and/or the clinician will no longer
be employed by your organization.

18. The employee who has not shown for the greatest num-
ber of intakes will be the one most likely to end up being
an emergency intake on your paperwork or lunch time.

19. The larger the employee's family (and the higher their
collective acuity level for the presenting problem), the
more likely it is that they will be 25 minutes late for an
intake on a day that you have aback-to-work conference
scheduled out of the office and back-to-back appoint-
ments scheduled when you return to the office.

20. The more vital it is that you refer an employee to a
provider with particular experience, the more likely it is
that the provider/specialist will have only one
office...located 75 miles from where the employee lives.

21. The more work you have to do, the more likely it is that
the telephone call you are taking right now will turn into
a multi-problem, high-risk, threat-of-violence extrava-
ganza requiring special expertise and lots of time.

22. The more important it is that you get an employee into
a psychiatrist's office right away for afitness-to-work
evaluation, the more likely it is that it will be at a time of
the year when every psychiatrist you know will be at an
APA convention out of state.

23. The closer if is to the time of the month when the moon
is full, the more likely it is that you will have several sui-
cidal adolescents with parents who insist that the intake
appointment can wait until next week, an employee in a
safety-sensitive position who arrives at your office drunk
£or an intake and won't sign a release of information, and
a relapsing cocaine addict needing treatment who has
alienated and burned out every treatment program and
admitting psychiatrist on the PPO list. These events will
all take place in the space of three days.

24. The more serious the employee's clinical presentation is,
the more likely it is that he or she will: be a mandatory
management referral, be a newly hired employee, have
only two EAP sessions available to him/her, need inpa-
tient chemical dependency treatment, and not be eligi-
ble for insurance coverage yet.

25. The more serious the critical incident at the company,
the more likely it is that the branch of the company at
which the critical incident occurred is located in the
middle of nowhere. Therefore, the more likely it is that
it will be virtually impossible for you to locate EAP clin-
icians with CISD experience who can leave their practice
at a moment's notice to do the debriefing.

26. The more serious the employee's chemical dependency
history (and current use), the more likely it is that he is
employed in aDOT-covered position and he came to you
voluntarily (rather than as a result of a positive drug test.)

In short,if something can go wrong............ IT WILL!! Q

Copyright Judy K. Kaplan, 1997.

Judy Kaplan is a CEAP in private practice in Houston, Texas. 1'ou may
contact her at (713) 521-0540.

i
i,,

UPMC HEALTH SYSTEM
VICE PRESIDENT

EMPLOYEE ASSISTANCE PROGRAM
The UPMC Health System, ranked by U.S. News and World Report
as one of the "Best of the Best" hospitals in the United States, is
seeking an EAP vice presidentwith a proven track record to support
the growing demands of a rapidly expanding client base. Candi-
datewill be aninnovative individual with exemplary communica-
tionskills and the ability to work in a leadership capacity in a high
growth and results-oriented environment. Identified as a leader in
the field, responsible for regional strategic, business, and market-
ing ptanning efforts. Oversee collaborative case management,
product development, and account marketing for 24-hour service
in 150-mile radius. Lead a team of EAP professionals in the areas
of substance abuse, family, and work life services, and mental
health therapy. Experience in writing requests for proposal.

The successful candidate has Ph.D. or Master's degree in psychol-
ogy or social work with at least 7 years of employment assistance
management and 3 years of clinical supervision. Demonstrated
strong leadership, sales, and marketing experience, and commit-
ment to providing customer-focused, value-added services.

We offer excellent compensation and benefits packages. If you are
interested in becoming part of a dynamic and progressive organi-
zation, forward your resume with salary requirements to:

UPMC Health System
Attn: Human Resources (TM)

200 Lothrop Street
Pittsburgh, PA 15213-2582

EOE

~oMOT~oN
Ro~ucr

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
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by Laurel Peterson

t was 1130 a.m. (Mountain Time), on Apri120, 1999,
in Denver, Colorado. I was in my office, where I
worked for an external EAP, when I heard one of our
administrative assistants say, "There's something

going on at one of the schools....There is a gun-
man....We don't know any more...."

I had never heard of Columbine High School. I went
back to work without any thought that this incident
would have an impact on my work that day.

Approximately 15 minutes later, my phone rang. It
was a human resources manager from a clienborganiza-
tion. Her voice was tense and she spoke very fast. "I have
employees wanting to leave work to check on their chil-
dren at Columbine High School. What should I tell
them?" We weighed the severity of the situation together
and I got back to her with hotline numbers and locations
where parents could pick up their children.

That afternoon, we would learn that 15 people had
been killed during the shooting at Columbine High
School. In the following days we fielded many requests
for consultation, information, debriefings, and counsel-
ing. Columbine quickly became the major focus of our
work.

But we were not alone. EA professionals from across
the region moved into action in the wake of the shootings
at Columbine. Each EAP tailored its response to the
needs of its client population.

The Colorado Chapter of EAPA surveyed 10 internal
and external EAPs, about one-third of the total EAPs that
provided support in the region. The numbers collected
were estimates because hard data were difficult to tabu-
late for many reasons. Even the rough numbers are
impressive, however. These 10 EAPs alone provided
approximately—

• 163 debriefings;
• 83 educational sessions;
• 980 sessions in which Columbine was the major focus;
• 1,485 hours of EAP service; and
• 312 hours of pro Bono work.

11 • EAPA EXCHANGE • September~October 1999

~~

EAPs were called into service in a variety of ways;
here are some examples of the services that were provided:

• One EAP for a large health care organization in the
area conducted debriefings for emergency room staff,
pediatric staff, psych staff, social workers, and chap-
lains who were taking care of the injured and grieving.

• One EAP set up a communications center to answer
phones, keep track of debriefers' locations, and sched-
ule debriefings.

• Another EAP did a debriefing for a pediatric clinic
that had had some of the Columbine students as
patients.

• One EAP fielded calls about managing copycat threats
that were occurring at businesses in the area.

• Another EAP provided counselors to a gathering of
Columbine students.

• An EAP for churches and pastors provided support to
those facilitating spiritual healing.

• An internal EAP helped facilitate activities, such as
raising funds and writing get-well cards.

• EA professionals quickly developed educational mate-
rials on trauma and grief and distributed them to their
client organizations as well as to the community.

• An internal EAP sent two letters of support to
employees' homes, provided counselors to Columbine
High School, made outreach calls to employees direct-
ly affected, consulted with managers on how to sup-
port employees, and sponsored follow-up educational
sessions.

• The EAPA Colorado Chapter called for volunteers to
help the crisis team managing the mental health
recovery effort. Some of our members went out into
the community to do debriefings, and some helped
answer crisis line calls.

One lesson we can learn from Columbine is that it's
important to be prepared to respond to a wide variety of
people who are affected by events. In this case, those
affected included—

• victims and their families;
• co-workers;
• neighbors;
• employees in businesses that serve the community;
• anyone with children in school;

• anyone with memories of being a bully or being bul-
lied;

• anyone who has ever lost a child; and
• anyone who has been a victim of a violent crime.

All of these people reached out to EAPs for assistance
after the shootings at Columbine.

We are well prepared as a profession to respond to
critical incidents like Columbine because of our training
in crisis management and the professional flexibility we
use every day to respond to a variety of situations. The
reality is that EA professionals cannot predict when and
where a crisis will strike. No one can. As EA profession-
als, we know that societal issues will eventually walk
through the doors of the companies we serve. Employees
in our client organizations are integrally connected to
current events in their community and society as a
whole.

Since the experience of Columbine, I have often pon-
dered my initial assumption that an incident in a school
would not have any effect on an EAP client organization
across town. I wonder how many of us would have
had the same assumption before our experiences with
Columbine.

The EAPA Colorado Chapter believes in the impor-
tance of communicating our experience to our peers so
they may prepare themselves to deal with similar events.
Our response to the events generated by the shooting at
Columbine High School in Colorado continues to this
day. The day before I wrote this article, the students
returned to Columbine High School for the first time
since the tragedy. EAPs have been helping prepare the
community for their return. We are continuing to gather
information and will continue to share that information
with EAPA members.

The EAPA Colorado Chapter would like to thank our

EAPA colleagues across the country for your messages,

phone calls, and support. We especially appreciated the

personal letter of support we received from EAPA

President Greg DeLapp.

You are invited to attend a very special forum at the Western

Regional meeting during the EAPA Annual Conference in

Lahe Buena Vista, Florida, on Wednesday, October 20, at

5:30 p.m. Members of the Colorado Chapter will speah about

their experiences as a result of the shootings in Columbine

and answer questions. Q

Laurel Peterson is secretary of the EAPA Colorado Chapter.

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

~~ ~ ~ . ~
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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- H E L P
You can earn thousands of dollars in Revenue
for your company per month. Call Now for free
books and pamphlets on financial problems to
give to your clients. Non-Profit Consumer Credit Counselor
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by Nancy s. Bostain, c~P

t was Tuesday, Apri12,0, 1999, and I had completed my
preparations for a training session scheduled for the
next day. The topic would be humor in the workplace
and I was looking forward to alight-hearted

session with the 18 human resource manager
on our staff. My clinical intern was out of the
office for violence in the workplace aware-
ness training at one of our facilities, and
it was looking like a good week.

While I was walking down the
hallway, a lawyer for Lockheed Martin
Astronautics (LMA) stopped me and
said there were several gunmen at
Columbine High School. He said six
other schools in the surrounding area
were in "lockdown," meaning no one
was allowed to leave or enter the schools.
I felt numb. Then I experienced an adrena-
line release that lasted until the following
Wednesday. Like most people in the United States,
I spent the rest of the afternoon and evening glued to the
television, watching the horror in disbelief.

LMA employs nearly 7,000 people and is located
approximately four miles from Columbine High School.
We soon learned that seven LMA employees were directly
affected by the Columbine tragedy, with relatives either
killed or wounded.

Instead of presenting the humor in the workplace train-
ing session, I completed a critical incident stress debriefing
and solicited our HR managers' support in identifying par-
ents and relatives of children at Columbine High School. In
the first week, our EAP office contacted approximately 100
employees who were related to children in the school dur-
ing the siege and offered them EAP services and support.

At 8:00 a.m. Wednesday, our EAP office sent out a
mass mailing through our e-mail system to all employees.
The mass mailing addressed reactions to trauma, reactions
to grief, secondary trauma, normalization of feelings,
effective communication techniques, ways to deal with

personal and others' reactions to grief and trauma, and
information about reaction/concern sessions being offered
during the next week.

Our internal EAP staff consists of two full-time
~~.inicians, one half-time clinician, one clinical

intern three days a week, and apart-time
administrative assistant. Five additional
internal EAP counselors from other
Lockheed offices around the country
came to LMA to assist our office.
During the next five business days, we
provided 40 reaction concern ses-
sions to our employees,

Our last formal reaction/con-
cern session was held on Tuesday, April
27. The EAP office sent an additional

mass mailing that day reminding employ-
ees that the healing process would take time

and vary for each individual; that their reaction
is normal, not crazy; that their feelings would vacil-

late; and that they should take care of themselves, support
each other, talk to people, use relaxation techniques, and
get plenty of rest because trauma and grieving are exhaust-
ing. We also told employees that although the formal ses-
sions were over, they could contact the EAP office for
additional sessions as well as handouts on trauma, grief,
trauma and children, talking to children about death, and
healthy and effective communication.

One week after the Columbine tragedy, I asked one of
the visiting internal EAP counselors to provide my staff
with athree-hour debriefing so that we could deal with our
emotions and reactions. Other EAP counselors who came
to assist were debriefed by their colleagues when they
returned home.

LMA provided the services of five additional internal
EAP staff members to Columbine High School for the last
three weeks of classes to assist and counsel students and
faculty. LMA EAP staff spent the subsequent weeks dealing
with employee issues of trauma, grief, secondary trauma,
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and safety issues for children. Several weeks before school
started this year, our EAP presented lunch-and-learn semi-
nars titled "Bully Proofing Your Child," "Keeping Your
Child Safe from Violence," and "Emotional Coaching for
Parents." Several hundred employees attended.

Implications for EAPs

Lockheed Martin Astronautics considers its EAP an

integral part of the organization, and our EAP's success in

responding effectively to this crisis resulted from relation-

ships and plans that were developed long before the

Columbine High School incident occurred. On April 21,

the first day after the Columbine tragedy, the vice president

of human resources sought the EAP's assistance in dealing

effectively with the tragedy on all levels. For several days

after the incident, EAP staff consulted with LMAs senior

executives and Lockheed Martin Corporation executives.

Our management is accustomed to depending on us to

respond to the needs of the executive staff, HR managers,

and employees. We are viewed as experts on trauma, men-

tal health issues, and workplace violence.

Our experience in supporting those affected by the

Columbine shootings verifies the need for preparation.

Whether you are an internal or external EAP, it is important

to get to know your clients before they need your services.

Preparation is the key to ensuring that the necessary con-

■ .

■

We Specialize In:

nections will occur and services will be provided.
Although Lockheed Martin Corporation serves its

many employees in multiple locations through an external

EAP provider, when the Columbine tragedy occurred they

asked their internal EA professionals to respond and coor-

dinate the support. I believe this is because we, like most
internal EAPs, know the organization well and are consid-

ered an integral part of their team.
Much of the teamwork lies ahead as we support our

employees who continue healing from the stress, grief, and

other emotions they experienced. As our EAP has said in

our mass mailings and in our many post-Columbine ses-

sions, "We will get through this...together." Q

♦ 24-Haar Crisis Call Management

♦ Crisis Management Team Education

♦ Critical Incident Stress Debriefing

♦ Leadership Crisis Orientation Series

Nancy S. Bostain, LPC, CACIII, CEAP, is director of the EAP for
Lockheed Martin in Denver, Colorado. For more information, contact
her at 303-971-5853.

The Customers You Want Read the
~~ P/~

To Advertise in the Next Issue of

EAPA Exchan e
Call Marilyn Lowrance at (703538-5557

♦ Mobile Outreach

♦S~A•F•E Schools ~

♦S-A-F-E Workplace

♦Staff Credentialing

24-Hour Crisis Hotline: 1-800-811-4760
Sales Inquiries: 314-469-4908 x1203
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The Stogy Behind the Stogy

by Carol L. Hacker, P11.D., CEAP

olumbine High School—the worst school shooting tragedy in this country. People all over
the world were touched by this disaster, and the name Columbine still evokes strong emo-
tions and reactions when it is spoken.

Unfortunately, employee assistance was not. available to Columbine employees and their fam-
ilies when this incident occurred. On February 17, 1999, the school district had cut their EAP
because of budget limitations. The district's EAP, which had been in charge of coordinating all cri-
sis responses, no longer existed.

The Jefferson County Schools' EAP was started in January 1983 and had been very successful.
From 1997 through 1998, they handled 1,600 cases and led 30 crisis responses. The internal EAP
grew from one part-time counselor to three full-time and one part-time counselor as well as a full-
time secretary. The EAP served 12,000 employees, plus their dependents, as well as all retirees and
their families.

The district cut the EAP four months before the end of the fiscal year, stating that they were
experiencing budget shortages. After the teachers' union filed a grievance, the district explained
that the EAP was cut because it was not a core service in the personnel department. Despite pleas
and letters from the employees, the district would not reconsider the decision and the school board
chose not to change the decision. As this article was going to press, the teachers' union was seek-
ing arbitration as one more way to try to reinstate the program.

The district had a strong crisis response plan that had been developed under the direction of
the EAP. When the Columbine tragedy occurred, 140 crisis responders from the district came to
help within one hour of the first media reports. There was no one in charge, but because the team
had been trained by the former EAP, they worked well in the midst of chaos. Former EAP counselors
volunteered and helped organize the response and support for schools other than Columbine.

Eventually, a health insurance company offered three free sessions until July 1 for any employee
who needed support. The Colorado Organization for Victim Assistance and the Jefferson Center for
Mental Health offered free debriefings and other support. EAPs in the Denver metropolitan area
offered, and still are offering, counseling, support, and education for their employees and dependents.

After all was said and done, we needed very few EAP resources from outside the Denver area
because the systems were already in place and personnel had already been trained. For example,
local mental health therapists, clergy, and victim advocates in critical incident management had been
trained to provide support in case it was needed during the Oklahoma City bombing trial, which
was held in Denver. In addition, some Denver-area EA professionals had provided support to
victims of the Oklahoma City bombing. We truly learned that there is no substitute in a crisis for
training and planning—especially when there's a possibility that the EAP services may not be avail-
able. Q

Carol Hacker, Ph.D„ CEAP, started the EAP at the Jefferson County (Co%.) School System in 1983 and served as its
director until retiring in 1996. She now works as a consultant and trainer specializing in responding to crises and trauma.
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T'he Essential Guide
to State of the Art
EAP Programming

Invaluable reading for any
professional interested in creating

and maintaining effective
Employee Assistance Services

The Employee Assistance Handbook
takes us behind the scenes at
leading organizations such as DuPont,
Mobil Oil, Champion International,.
L.L.Bean, The University of Michigan,
Bank One and Wells Fargo Bank.

Discover the best practices a~ these
and other successful companies.

~ _ ~ , , Learn how top leaders are managing
~ ~ ~ _ ~ _ _ and growing their EAP practices

_ ~ _ , . • in today's challenging business
0

... ■ .. environment.

OHER~ASSOCIATES, INC.
www.oherandassociates.com
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en years ago I published an article, "Superwomen
dt Alcohol: The Unrecognized Link," describing
how women's high-stress lifestyle is linked to
their use of alcohol and other drugs. When I

made my proposal for this presentation, I intended to
review the "progress" we've made in substance-abuse
assessment and treatment for women during the past
decade. But when I began my research, I was shocked—
since 1995, virtually nothing has been published by the
Employee Assistance Professionals Association. I'm fearful
that instead of progress we are stagnant at best, if not slip-
pingbackward, in our approach to treating addicted women.

Chemical dependency is an equal opportunity disease.
It doesn't discriminate on the basis of race, religion, nation-
al origin, sexual preference, or gender. But there are differ-
ences in the ways that alcohol and drugs affect women and
men. Although women drink less than men, they experi-
ence more severe physical consequences in a shorter peri-
od of time. Women metabolize alcohol more slowly than
men, and therefore experience higher blood alcohol levels
from the same amount of alcohol. And we know women
have much higher risks of cirrhosis of the liver.

The psychological differences between women and
men who abuse drugs and alcohol are well documented
also. Women experience more depression and arixiety, have
lower self-esteem, and tend to drink and use drugs to
escape and to self-medicate. And women are more apt to
start drinking in reaction to a specific stressful event, often
a relationship or role loss.

Substance-abusing women often suffered serious child-
hood disruptions and early parental deprivation. Appro~.i-
mately 80 percent of these women are victims of childhood
physical and/or sexual abuse. Socially, these women tend to be
isolated, often have substance-abusing partners, and are vic-
tims of sexual assault, rape, or battering by their partners.

Gender differences related to substance use and abuse
derive largely from the condition of being female in our
society. Different standards of acceptable behavior stigma-

tize women, which they internalized as low self-esteem and
shame. This becomes an obstacle to seeking help.

But the gender differences I've just described were doc-
umented in the 1980s and earlier. What has happened in
the past 10 years? Where do we stand today? Well, there's
good news and bad news, I'm afraid.

As we entered the decade, everyone was alarmed by
the so-called the "Crack Baby" epidemic. Even though the
National Institute on Drug Abuse subsequently produced a
monograph seriously questioning the research that caused
the panic, the damage had been done. While NIDA point-
ed out that environmental variables were at least as impor-
tant as exposure to cocaine in utero, the laws that were
passed quickly in response to the alleged epidemic are still
on the books. Mothers are being jailed instead of treated.

But while "Crack Babies" were headline news, there
has been much less attention to the impact of HIV and
AIDS on women. HIV is now the third-leading cause of
death among women aged 25 to 45 years. It is the leading
cause of death among African American women in the
same age group. Women are the fastest growing group with
AIDS, and women substance abusers dominate this group.

On the plus side of the ledger, a connection has been
established between women's early victimization experi-
ences and later substance abuse problems. There is a link
between the physical and sexual abuse and other develop-
mental traumas women experience and their addictions.

Research into women's substance abuse got a shot in the
arm in 1993 when the U.S. National Institutes of Health man-
dated that women and minorities be included in all NIH-
funded research in the same proportion that they occur in
the general population. Up until then women had been
excluded from most of the research on chemical dependency.

While there have been gains in the workplace, includ-
ing decreases in the wage gap and decreased occupational
segregation, the structure of the workplace is still directed
toward the needs of men. It is a male economy. As profes-
sionals addressing the connection between substance abuse
and workplace issues, we must be conscious of this fact.

Several studies have linked employment and drinking i
women and identified three key factors. First, women pla
multiple roles in society. Contrary to earlier theories, it is no
believed that multiple roles may benefit women; heavie
drinking has been associated with role deprivation and rol
losses. Second—and this may be the key link—the accessi
bility of alcohol and drugs is higher in the workplace. A thir
link between women and drinking is the gender compositio
of the workplace. Women in male-dominated jobs tend t
drink more. EAPs need to be cognizant of these connections

Gender-specific research on the Constructiv
Confrontation Model, often used to motivate male alco
holics, underscores the need to change our approaches
Confrontation does not work with
women and is, in fact, contraindicat-
ed. At least one study reports that, If tive ~zv~e
because of the high degree of self-
blame and shame in women, denial
may not be their primary defense
mechanism.

At the same time we are develop-
ing more gender-specific assessment
and treatment models, we must
become advocates for changes in the
workplace. In the research arena, we
must diligently eliminate gender bias
in our research methodology. When

n that contain the "male-as-norm" bias fail to diagnose sub-
y stance-abusing women.
w This is tragic in view of research confirming that brief
r interventions by primary-care physicians—such as asking
e questions about substance abuse or advising patients to cut
- back on drinking—can lead to decreased alcohol and drug
d abuse. We can only hope that more doctors will follow the
n suggestion of the American College of Obstetricians and
o Gynecologists that every patient be asked about substance

abuse on their first visit.
e Thus far, most of the gains we have made in the assess-
- ment and treatment of women substance abusers are in the

area of treating individual clients. By and large we have
ignored the larger system of which
women are a part. Data show that

~~2~~ t~ many of the gender differences are

ch~zv~~e outcomes fov~ a consequence of the social struc-
ture in which women live.

~~OY12e12~ ~we v~ee~' to look We need to modify the social,

~zt the setti~c~s tivhev~e political, and economic context of
women's lives. We must increase

they ~zv~e ~vcost likely to their opportunities in the work-yyc
be cliscovev~e~ t~Je 

place. We must redistribute the
responsibilities of home and family.

OffZCe Of t~eZY~ ~7Y~ZYYLG~~y- We must eliminate violence against
~" women and children, and we must

CGZY'E ~JvJySZCZG~12. eliminate poverty.
studying women, researchers should
use a developmental or life-span per-
spective. We need to look at the direct effects of alcohol and
drugs on women, as well as the indirect effects on their
roles as wives, children, and parents.

And we must conduct research that accounts for the
relationship between a woman's menstrual cycle and the
effects of alcohol and other drugs. In the past these fluctua-
tions have been a "reason" to exclude women from studies
because they interfered with the consistency and compara-
bility of results found in research with male subjects only.
This is, in fact, the very reason we need to include them!

We know that during the years of active menstruation,
women drink less and experience addiction less frequently
than men do. We also know that during proestrus, when
hormones are at their highest levels, there is decreased stress,
decreased arixiety, and decreased consumption of alcohol. Is
menstruation in fact a protective factor in women's process of
addiction? It is an issue that cannot be ignored.

But research alone is insufficient. We must make
reforms in the area of screening and assessment. All of the
screening and assessment tools used today were developed
for, and tested on, male populations. We must address gen-
der differences with respect to thresholds, symptoms, and
the settings in which assessment or intervention occurs.

If we are going to change outcomes for women, we
need to look at the settings where they are most likely to be
discovered—the office of their primary-care physician.
Despite research evidence that women are much more like-
ly to visit their doctor regarding health concerns, they are
not getting the advice they need. Screening instruments

Although the law requires
workplace equity, women's progress

is impeded by strong informal structures. We need to use
strategies such as mentoring, advocacy, and social activism
to change beliefs and attitudes. We must change. the system
so that all women and all men have equal access to oppor-
tunity and decision-making power.

Our efforts to change the system also must challenge a
history of blaming the victim. Whether it is heartless ratio-
nalization of domestic violence or codependency theory
that labels women's gender socialization as pathological,
these viewpoints are simply wrong and must be changed.

But changing attitudes will be futile if we lose sight of
some fundamental principles: addiction is a public health
issue, not a legal matter, and there is a public benefit to pro-
viding treatment for those most in need. Recent cuts in
Medicaid funding are both shortsighted and distressing.
Corresponding changes in private insurance coverage and
managed care systems are no better.

Sadly, the evidence indicates our progress toward
improved assessment and treatment of women substance
abusers is slowing down. I pray that if my daughter Debbie
comes to address this conference at the close of the next
decade she will not be discussing the same issues. I hope
that things will be truly different. Working together we can
make a change. Q

Patricia Pape is president of Pape & Associates, a counseling firm in
Illinois. This article is excerpted from a presentation before the Business
and Industry Section of the 38th International Congress on Alcohol,
Drugs, and Other Dependencies, held in Augustin Vienna, Austria.
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As we approach the new millennium, the Internet is increasingly being used to connect people and organizations worldwide.
In the 1999 EAPA Needs Assessment Survey, more than 80 percent of EAPA members who responded indicated that they
have access to the Internet. With this in mind, EAPA's Web site, in a continuing process, has been expanded and improved.

How Oo I Get There?

Easy! Once you have connected to the Internet through your Internet provider, simply enter www,eap-association.org. In
a few seconds you will see EAPA's Home Page.

What Will I Find There?

Lots! After you reach the Home Page you will have numerous options. Depending upon which one you choose, you will
find, among other items, the following;

• Why employees and employers need EAP programs as

well as the benefits of an EAP

• Membership enrollment forms

• A list of consultants/providers for EA programs and

services

• 1999 Annual Conference and Exhibition information.

• Access to EAPA's Resource Center publications,

catalogs, and document center

• EAPA's fax-back service that allows you to obtain

most EAPA documents 24 hours a day

• Details regarding EAPA's nationally recognized

certification program. This includes the 1999 CEAP

U' 'Nets ~~e Fn~ploy~~Af515tNiice Prof~SSl~iinl.s ASSnC ~tfaii j~B

~; 3 "1 n r'1 ~~t ~.s r~. ~~ ~~
Bn~.l: .....f Fe~..~a •~

Vyeko ~o ~x

►payee \sskstanee
E~afeasi~~~al~ ~~lss~eiat~~~

'Ihe C:lab't'aa;d'ury);~~: r.-.rm-.~

l lm g;AP A~socisiion (EAPA) is tM lu~gesl, oldest, znd most rc~pecad
profe;sionzl usociation Fw~ person, in tt~e aroployee azsisW~u:e program field.
EAPA rapro~en~s mnrx Uwn 7,ODD irviividtmJs ud orgareealiuns will~a~i.
in~z~a>I ~.n employee usis4vue in 103 chapters u~ou i llie Slobe.

Powul?d in 1471,, EAPA lu, b?en woFY,ing b Aevelnp Nt nwn~ -n Iho bcel
possible workplace rola4ionslu~ for people.~romd llw c~orl~A. EAPA marobersroim,, proresr~or~ smmvas ~,a o so-~~~ ~oae or eud~:, .,~u~n ~~iiwer a f~~ ~;,
c uni~ment t~ project zM uplrold coi~dantiN{iy.

~n+m~+we~u~~~o . ren u~~,~ ~, ~s~` v eu~

ro rwow wer ro.,mui~m~.~t:sx~~

Employaa Assistenco ProPessionWs Associaliou, Inc..-
2101' Wilson QoWavaid, Saito 500

Arlington, Virginia '12201
U.S.A

Phone: 703-387-1000
Fax:703-522-4585

Examination summary information, the Certification,

Advisement and Recertification Guides, the PDH Summary Log, EAPA's Code of Ethics, and other relevant materials
• Other information regarding EAPA's various departments, governance, and services

The EAPA Web Site
Another Member Service from the EAPAssociation
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Distribute an EAP/behavio►~al 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 ~ ~

~o~,,,,,~ ~ ~. ~.~_„~., ~
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Subscribe today and receive FREE advertising in the
EAP Digest and discounts on EAP posters and pamphlets!

*With a subscription o f 5, 000 copies or more

For your FREE SAMPLE

CALL 1-800-453-7733 or FAX 1-800-499-5718
Performance Resource Press • 1270 Rankin Drive, Suite F •Troy, Michigan 48083-4843
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EAP
• ASSOCIATION
Lgaoa • MnHna[mErvr • CoNSU~inHie

H e I Wanted:
Employee Assistance Professional

Does that describe an opening at your organization? Now you can reach thousands of
EA professionals using EAPA's new Job Bank. This database will quickly become your ~I

leading source of EA-related job openings around the country and the world.

c~~nr do 1 find the fob ~an~c~
Simple as 1-2-3!

1, Connect to EAPA's web page at www.eap-association.org

2. Click on the Members button

3. Click on "EAPA's Job Bank"

What sir ~ ~r~~~c ~o place an advertisement
~~ the EAPA Job Bank's

To place an ad in the Job Bank, mail, e-mail, fax or telephone the exact text of your ad to
George Figliozzi and it will be placed on our Job Bank for up to 6 months.

Listed below are the Job Bank introductory rates for placing ads.

Members Non-Members

Regular Ad $75 $100

Listed - CEAP preferred $50 $75

~ ~ ~

Regular Ad $100 $125

Listed - CEAP preferred $75 $100

Regular Ad $125 $150

Listed - CEAP preferred $100 $125

~+

~~ ~~~,.:~

INDEPENDENT
~. ~~;~ EAP,~:.

'~ CONSULTANCY

Spi~~i~~~~ir~g in :-

EAP strategy, implementation
EAP evaluation
All aspects of diversity
(including harassment, cross-cultural
teams, equality, disability)
Workplace mediation and conflict
C@SO) UtI0i1

. ~~ act:
Linda Hoskinson CEAP
Hoskinson Associates
Tel/Fax: +44 (0) 1908 563519
Email: linda@hoskinson-associates.com
WW W.hoskinson-associates.com

Coming Soon:
Electronic Transfer of
Chapter Dues
Attention chapter presidents and treasurers:
EAPA has found a more efficient way to transfer chapter
dues payments to chapters electronic transfer.

With electronic transfer, your chapter's dues will be trans-
ferred directly into the proper chapter bank account on
the 1 5th day of each month.You can say goodbye to
mailing checks to the bank, and your bank can say good-
bye to confusion about which funds should be credited
to which accounts. Plus, you'll receive your money more
quiddy.

In order for EAPA to complete this process, we need your
help immediately, Please fax a deposit slip or voided check
from the bank account for your chapters dues to (703)
522-4585 or mail it to:

Sheree Thomas I N'I' 1: li N A "1' I O N A ~.

Finance Director
EAPA ~ -
2101 Wilson BNd., Suite 500, p~ssoc~n,coo"...

Arlington,VA 22201

Questions about electronic transfer of chapter dues
should be directed to ShereeThomas at
(703) 522-6272 ext. 305.

S ~i
on iver~

by Rickie M. Banning, CEAP

Diversity Director, EAPA Board of Directors

The EAPA Board of Directors has been working hard
to creaee our Association's strategic plan for the next
five years. Thanks in part to discussions with our
Diversity Committee leadership, the Board is including
diversity issues in the strategic plan, and recognizes
that addressing cultural competence issues, both with-
in our Association and in otu~ marketing and recruit-
ment strategies, makes smart business sense.

• I recently spoke on EAPA diversity issues to our
South Carolina Chapter at their regional conference
on diversity. A wonderful Southern welcome was
received and appreciated! The presentation was part
of ongoing efforts by the Diversity CommitCee co
enhance partnering efforts with our chapters in areas
of mutual interest. Future talks are being planned for
the New Hampshire and Delaware chapters.

• The Education/Training Subcommittee of the Diversity
Committee is planning to invite notable speakers and
schedule a panel and workshops for the EAPA 2000
Annual Conference. These events will be pare of a
formal "Diversity Training Day" as our Association
moves into the next millennium.

• A survey was mailed to all EAPA members in January
to assess our members' current needs on diversity in
their workplaces. The EAPA office then compiled a
summary of the survey results, which will be presented
in an article in the next issue of EAPA Exchange. A
key finding of the survey is that a majority of respon-
dents cited "education training" as their primary
need in this area.

Diversity resource tips may be forwarded to Ricicie
Banning by e-mail ac www.advanceddevelopment.com
or by fax at (781) 596-9823.

The Customers You Want Read the
EAPA Exchange

To Advertise in the Next Issue of

EAPA Exchange
Call Marilyn Lowrance at (703) 538-5557
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'~ Conferences
& V~/orkshops
EACC-Approved
Conferences and
WoHcshops

EAPA Pyramid Chapter

November 19 in Memphis, "Motivational
Interviewing," 1 hr,; contact Brian Long, 901-
683-5658.

Unity-Hyland Training Institute
November 19 in St. Louis, "Treating the Effects
of Severe Trauma," 5 hrs.; December 3 in St.
Louis, "Resistant Adolescents," 5 hrs,; contact
Guyn Harvey, 314-569-6138.

EAPA Western Canada Chapter

The following workshops will take place in
Vancouver: November 20, "Effective EAP
Service for the Lesbian and Bisexual Clients," 2
hrs.; January 20, "More Effective EAP Service,"
2 hrs,; March 23-26, "Problem Gambling
Treatment," 24 hrs.; contact Gina Vantlerham,
604-660-6868.

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

EAPA Los Angeles Chapter
December 8 in Los Angeles, "Biological Aspects
of Addiction/Dual Diagnosis," 2 hrs.; January 26
in Los Angeles, "Developing Effective Solutions to
Workplace Problems," 2 hrs,; contact Anne
Salzman, 310-829-4429.

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

EAPA Mid-America Chapter
January 11 in Wichita, KS, "Making Humor
Work," 1 hr.; contact Gordon Rogers, 3316-265-
9922.
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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 Masy, 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: Including 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. Dalian, Inc., 2549 Virginia Ave., NW,
Washington, DC 20037, Tel: (202) 965-3077 or (202) 223-2399; Fax: (202) 223-
2392; Email: masirsrch~aol.com

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

Hoda Chamoun, Resource Center Assistant • Ext. 306

Mary Craigie, Membership Director • Ext. 315 • EAPMEMDIRC~AOL.COM

Janice Laughlin Dixon, Resource Center Manager • Ext. 307 • EAPRESCENc~AOL.COM

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

George Figliozzi, Assistant to Board and COO • Ext. 314 • EAPOFFMANC~AOL.COM

Stuart Hales, Acting Communications Director • Ext. 308 • EAPCOMMDIR~AOL.COM

Sheila Macdonald, Legislative and Public Policy Director • Ext. 309 • EAPLPPDIRBAOL.COM

Ruth Maupin, Accounts Receivable Manager • Ext. 312 • EAPRECMANc~AOL.COM

Reggie Newell, Manager, Labor &Other Member Segments • Ext. 322 • EAPMEMSERC~AOL.COM

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

Megan Potter, Legislative and Public Policy Manager • Ext. 318 • EAPLPPINTC~AOL.COM

Kathleen Rigden, Convention Manager • Ext. 304 • EAPCONVMANBAOL.COM

Sylvia Straub, Chief Operating Officer • Ext. 316 • EAPCOOC~AOL.COM

Sheree Thomas, Finance Director • Ext. 305 • EAPFINDIRBAOL.COM

Nicole Whitlock, Accounts Payable Manager • Ext. 313 • EAPAPPMAN@AOL.COM

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

Find the Hght mental health
professionals for your EAP, PPO,
HMO or Managed Care Networks

Use the Internet.
No charge to you.

Comprehensive
background

information oa each
therapist —degrees,
licensing, areas of
specialization,
experience,

accreditations, EAP,
HMO & Managed Caze

affiliations, etc.

www,thera istnet,orp g
1.800-443-8766

1-800-435-7638 (from CA and FL)

ou re a
1
■

S~'10W/t~
CEAP
Pins
Show it by

wearing a CEAP
pin available
only from the

EAPA Resource
Center!

Cost: $10 each
us $3 for postage

and handling.
(Orders limited

~ current CEAPs;
one pin available

per person.)

University of Maryland School of Social Work

Employee Assistance Specialist

Applications are now being accepted for an additional 10-month tenure track faculty position
at the rank of Assistant, Associate, or Full Professor at the University of Maryland School of
Social Work with a specialty in Employee Assistance Programs. This School is located in down-
town Baltimore on a Health and Human Services campus with five other professional schools.
The only MSW-granting institution in Maryland, the school is nationally recognized and rich in
promise and opportunity. The EAP program is the largest in the United States, and is growing
annually. Applicants are being sought with EAP experience.

Candidates for this opening should have an MSW plus a Ph.D., DSW, J.D. (or ABD) in social
work or a closely related field, MSW required. Candidates must also have a minimum of two
years post-MSW EAP practice experience, promise of scholarly achievement, eligibility for a
Maryland Social Work license, antl the capacity to teach courses in EAP Administration and
Policy. Candidates will also lead EAP research groups as well as act as a field liaison.

Rank is open and salary is competitive and commensurate with qualifications and experience.
For best consideration, submit materials by December 6,1999. To apply, submit letter of interest,
curriculum vitae, and the names, with addresses and telephone numbers, of three references
to: Chair, Search Committee, University of Maryland, Baltimore, Louis Kaplan Hall, 525 W.
Redwood Street, Baltimore, MD 21201-1777 or contact Dr. Dale Masy.

Women and minorities are encouraged to apply, The University of Maryland, Baltimore is an
AA/EEO/ADA employer.

_.: ,;.:. ~•

Emplo}ree Assistance Program Coordinator
Mayo flinic, Rochester, Minnesota

PLEA8E REFER TO yea aosnwe ~a~as_EE
a

Mayo Clinic is an affirmative action and equal opportunity educator and employer.

Mayo Clinic is currently seeking an Employee Assistance Program Coordinator. T'he
successful candidate will provide consultation, assessment and referral for Mayo
Clinic employees and family members with personal and/or work related issues.
Works with Mayo leadership (administrators, supervisors and physicians) to
enhance the work environment and improve employee job performance. Provide
outreach for education of employees and their family members about the
availability of Employee Assistance Program services.

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

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

Mayo Clinic
Cara Hart, Human Beeourcea Staffing Centel, OE-i, 200 iat Street SW, Rochester, MN 55905

Mayo uses optical scanning technology. Please use a 12 point font in your resume with minimal use of bullets, Jtaltcs,
underlining and bolding.

fax 507-284-1445 a-mail hart.cara@mayo.edu www.mayo.edu
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nfotracks
ACLURepov~t Pv~~zises EAI's, Blasts D~u~ Testi~~

he American Civil Liberties
Union is calling on employ-
ers to reconsider drug-test-
ing programs and instead

make wider use of EAPs and train
supervisors to identify, confront, and
refer drug- and alcohol-impaired
workers to such programs.

In a report titled "Drug Testing: A
Bad Investment," the ACLU noted that
although a 1996 survey by the
American Management Association
showed that more than 80 percent of
major U.S. firms tested employees for
drugs, fewer than one in 10 had ever
conducted acost-benefit analysis. Most
companies, the ACLU asserts, simply
accept the drug-testing industry's
claims that drug and alcohol users are
less productive and reliable, cause more
accidents, file more workers compensa-
tion claims, and use more health care
benefits than other workers.

"The cost of finding a single drug
user (not necessarily an abuser)
through workplace drug testing is very
substantial," the report states. "In
1990, the federal government spent
$11.7 million to test selected workers
in 38 federal agencies. Out of nearly
29,000 tests given, only 1S3 (0.5 per-
cent) were positive. The cost of find-
ing asingle drug user was therefore
estimated to be $77,000."

The costs of drug testing, the
ACLU says, cannot be measured sim-
ply in dollars. Among drug testing's
many negative effects, the report
claims, are the following:
* Drug testing deters some highly-

qualified workers from applying
* Testing for drugs has a deleterious

effect on employee morale and
heightens workers' suspicions of
their employers

* Drug testing could actually reduce
productivity because it suggests a
lack of trust in employees
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* Some employees may resist drug-
testing programs, while others may
consider legal challenges

* Drug testing increases the cost of
drug treatment
Another drawback to drug-testing

programs, according to the report, is
that they are at odds with EAPs.
"Typically, EAPs offer rehabilitative
interventions to workers who have
already exhibited dysfunction or
impairment, hoping to prevent their
problems from escalating to the point

7~ev~e is~v~otivin~
evidence tl~~zt~oo~
EA ~v~o~v~~z~s pv~o-
~uce~oo~ outcomes
tivith v~e~~zv~~ t0 wOV~~
pevfov~~~zv~ce.
where termination is the only viable
option," the report notes. "Drug test-
ing does not fit well into this model of
therapeutic intervention because it
fails to distinguish between drug users
and drug abusers."

Rather than test workers for drug
use, the report asserts, employers
should check job applicants' refer-
ences to screen for performance fac-
tors that may indicate alcohol or drug
abuse. Employers also should address
alcohol and drug problems through
EAPs and train their supervisors to
identify cases of possible substance
abuse and refer them to EAPs.

"There is growing evidence that
good EA programs produce good out-
comes with regard to work perfor-
mance," the report concludes. "[And]
a 1989 study cited by the National
Academy of Sciences found that
supervisors and managers were eager
to spend time in training sessions

learning how best to refer cases to and
use the EAP.

To download a copy of "Drug
Testing: A Bad Investment," visit the
ACLU's Web site at wwwaclu.org.

Poll Finds People Who
Care for Parents Average
4 7 Hours Per Week

Adults who provide hands-on
care for their parents do so an average
of 41 hours per week, the equivalent
of working a second job, according to
a poll commissioned earlier this year
by the National Council on the Aging
and the John Hancock Mutual Life
Insurance Company.

The poll of roughly 1,000
Americans found that among respon-
dents who knew someone needing
long-term care, about half have pro-
vided it themselves and one-fourth
have provided financial assistance.
While the average time commitment
was 41 hours per week, 10 percent
provide 90 hours or more of care each
week. The median amount paid for
eldercare was $300 per month, up
from $200 per month in 1997.

One potential solution to these
burdens is employer-sponsored long-
term care insurance. Two-thirds of
employed respondents said they would
like to have long-term care insurance
offered at their workplaces, and more
than three-fourths said they would be
likely to purchase it if offered.

Of the age groups that responded
to the survey, older baby boomers—
those aged 44 to 52—feel most threat-
ened by the cost of long-term care.
Nearly 80 percent of them ranked
long-term care as the greatest risk
to their standard of living during
retirement.

For more information about the
poll, visit the NCOA Web site at
wwwncoa.org. Q
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GRAB A FRIEND AND GET ON BOARD!
Member-Get-A-Member Program

September 1 through December 31,1999

RECRUIT NEW MEMBERS AND WIN GREAT PRIZES!

GRAND PRIZE:
Four-night stay for one at the NEW YORK
HILTON HOTEL for the EAPA Annual

Conference Year 2000 in New York City.
ONE grand prize will be drawn (includes hotel and room taxes).

FIRST PRIZE:
Free conference registrations for EAPA Annual Conference Year 2000 in New York City.

TWO first prize drawings will be held.

SECOND PRIZE:
Employee Assistance Law Desk Book.
FIVE second prize drawings will be held.

THIRD PRIZE:
Handsome EAPA-logo Parker pen. FIVE third prize drawings will be held,

Recruit 1

Individual, Organizational, or Associate member and receive: Aging Parents and Common Sense, A Practical
Guide for You and Your Parents, and your name is entered for the prize drawings. EAPA becomes a larger, stronger
association.

Recruit 3

Individual, Organizational, or Associate members and receive: Aging Parents and Common Sense, A Practical
Guide for You and Your Parents, your name is entered for the prize drawings THREE times, and your next EAPA
membership renewal is reduced to $99. EAPA becomes a larger, stronger association.

Recruit 5

Individual, Organizational, or Associate members and receive: Aging Parents and Common Sense, A Practical
Guide for You and Your Parents, your name is entered for the prize drawings FIVE times, your next EAPA mem-
bership renewal is reduced to $99, and you receive a $50 gift certificate good for ANY EAPA event or publication.
EAPA becomes a larger, stronger association.

Everybody Benefits From A Strong Association

Recruiting a new member also helps you -and not just because you can earn some very nice rewards. As EAPA
membership increases, we can add exciting new programs and services while holding down the cost of provid-
ing existing programs and services. Recently we've added a Job Bank to our Web site (www.eap-association.org),
afax-on-demand service, a car rental discount program, and personal insurance programs. Coming soon is a
members-only section on our Web site.

The best way to get new members is for current members to help. Pass on the good word about EAPA, along
with the Member-Get-A-Member flyer and enrollment form (which you should have received in early September).

Everybody wins with this program. You win by earning a reward for the new members you bring in. Your colleagues
win by joining EAPA. And everybody benefits from a stronger association.

To obtain the enrollment form, contact the EAPA Membership Department at:
2101 Wilson Blvd., Suite 500 •Arlington, Virginia 22201

Phone: (703) 387-1000 •Fax: (703) 522-4585 •Email; eapmemdirQaol.com
Do a favor for a colleague and earn a reward for yourself. Act today!



Public
Poli~Y
EAPA P~zv~ticip~tes i~ I~~ztio~~l Reco~evy Mv~th
by Sheila Macdonald, Director of Legislation and Public Policy

he Substance Abuse and
Mental Health Services
Administration of the U.S.
Department of Health and

Human Services rolled out its 11th
annual National Recovery Month at a
Capitol Hill breakfast and press brief-
ing on September 8. The theme this
year was "Addiction Treatment:
Investing in People for Business
Success," marking the first time
SAMHSAs emphasis was on workplace
substance abuse and the importance of
returning recovering substance
abusers to the workforce.

EAPA worked closely with SAMH-
SA to promote the briefing, mailing
thousands of National Recovery Month
packets to members and notifying
chapters of related regional events.
EAPA President Gregory P. DeL.app
attended the briefing and spoke about
the workplace role of EA professionals
and EAPs in assisting employees who
are substance abusers, encouraging
treatment, and reintegrating recovering
individuals into the workforce.

DeLapp described EA profession-
als as the key to encouraging an
employee substance abuser to recog-
nize aproblem and voluntarily seek a
solution. When treatment occurs and
the employee is in recovery, it is the
EA professional who oversees and sup-
ports the recovering employee's return
to work. DeLapp reported that in the
United States, more than 53 million
workers have access to EA services.

SAMHSA Administrator Nelba
Chavez, Ph.D., released analyses from
the 1994 and 1997 National
Household Surveys on Drug Abuse
that indicate 70 percent of people aged
18 to 49 who abuse illicit drugs are
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full-time workers. The largest percent-
age of workers who abuse drugs and
alcohol are white males. The message
to employers is that no workplace is
immune from substance addiction.

Kickoff speaker Gen. Barry
McCaffrey, director of the White
House Office on National Drug
Control Policy (ONDCP), warned that
employers will need to be vigilant
about the next generation of workers.
There are signs that 12- to 17-year-
olds use "gateway" substances—which
predict future substance abuse—at
disturbingly high rates. ONDCP data
reveal that between 1992 and 1996,
drug use more than doubled among
eighth-graders, doubled among lOth-
graders, and increased by 50 percent
among 12th-graders, and alcohol use
remained unacceptably high.

Since then, McCaffrey noted,
ONDCP's efforts have begun to pay
off. Drug and alcohol abuse among
youth declined in 1997 and 1998, and
McCaffrey said he expects ONDCP's
1999 media campaign against youth
substance abuse will lower substance
abuse rates further still. He encour-
aged employers to maintain drug-free
workplace (DFWP) initiatives and
EAPs to ensure that downward trends
continue in the workplace.

Others participants at the briefing
included Aida Alvarez, administrator
of the U.S. Small Business Adminis-
tration, who announced the release of
her agency's DFWP demonstration
programs grants (see below); Sen. Paul
Wellstone, D-Minn., who described
his legislative proposal to provide
insurance parity for substance abuse
treatment; and Leslie Hortum, senior
vice president of the U.S. Chamber of

Commerce (and a keynote speaker at
EAPAs 1999 Annual Conference), who
spoke about the interests of employers
in a tight labor market in keeping
trained workers on the job through
the use of DFWP programs and EAPs.

To further underscore the business
theme of National Recovery Month, a
consortium of addiction treatment cen-
ters joined with EAPA at the briefing to
honor a corporate EAP for excellence.
The award was presented to American
Airlines and recognized the company as
"truly a leader in showing the way to
invest in its human resources with
enlightened substance abuse policies."
John S. Saylor, an EAPA member and
manager of American's EAP, was on
hand to accept the award.

Three EAPA Members

Receive DFWP Grants

From Federal Agency

The U.S. Small Business

Administration has announced DFWP

demonstration grants to 16 organiza-
tions, including three EAPA members:
Carey Brown of the Straub Clinic and
Hospital, Honolulu; Elizabeth Edwards,
Arizonans for a Drug Free Workplace,
Tucson, Ariz.; and Dan Talley, Council
on Alcoholism and Drug Abuse of
Northwest Louisiana, Shreveport, La.
Two grants are designated for compa-
nies that have EAPA members:
Presbyterian EAP, Charlotte, N.C.
(Miriam Bundy, grantee), and Centura
Health – Profile EAP, Colorado Springs,
Colo. (Gene Henderson, grantee).
EAPA congratulates these five winners.

For a complete list of grantees,
visit the SBA Web site at
http://wwwsba.gov/news/drugfree. Q

Hi hli htsg g
of National
Recoverv
Month
briefin ong
Ca ito l H i l l ;ep

Gen. Barry McCaffrey, director of the White House Office on National Drug Control

Policy, warns of future drug abuse among next generation of workers.

Nelba Chavez, administrator of the
Substance Abuse and Mental Health
Services Administration, discusses sur-
vey results indicating that 70 percent of
current illegal drug users aged 18-49
are employed. EAPA member John Saylor, manager of

the EAP at American Airlines, receives
an award for excellence from Doug
Tiernan, chief executive officer of the
Caron Fowidation.

Leslie Hortum and Gregory DeLapp lay
plans for bringing local chambers of
commerce, EAF4s, small businesses,
lawyers, accountants, and insurers
together to deliver DFWP services to
small companies.

Leslie Hortum, senior vice president of
the U.S. Chamber of Commerce,
emphasizes the business community's
support for EAPs and drug-free work-
place programs. Hortum will be a
keynote speaker at the EAPA 1999
Annual Conference in Orlando.

EAPA President Gregory
DeLapp describes criti-
cal EAP services that
encourage substance
abusers to accept treat-
inent, enter recovery,
and return to work.
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Constructive
Confrontation
Aftev~ 20 (Well-Desev~ve~) yew's i~ tl~e Wil~ev~~ess,
BeL~~zviov~~zl Psycl~olo~~ Becomes Relev~z~t fov~
Subst~zv~ce Abuse Policy Uiol~tov~s
by I<en Collins, LCSW, CEAP

ome of us in the EA and
substance abuse treatment
field have been around long
enough to recall the failed

application of behavioral psychology
to controlled drinking experiments, as
well as the other infamous application
alternately known as aversive condi-
tioning or "barf therapy." These notori-
ous failures demonstrate the
misunderstanding of behavioral psy-
chology more than its lack of applica-
bility to substance abuse treatment. In
fact, as part of an integrated strategy
to manage employees in safety-sensi-
tive jobs who have been identified
through random or for-cause testing,
behavioral psychology, properly
understood, can make a significant
contribution.

Behavioral psychology emphasizes
the principle that consequences exert
a powerful influence on behavior if
they occur soon after an event and
happen a high percentage of the time.
The certainty of a particular conse-
quence occurring is more important
than its severity. Drivers are not
deterred from exceeding the speed
limit, even though the penalties may
be steep, if they believe their chances
of getting caught are remote.
Conversely, virtually everyone slows
down when they see a police cruiser
by the side of the road.

Employees who are in a post-
treatment monitoring program are far
less likely—by a factor of 50 percent—
to return to drug use if they know for
certain that they will be tested on at
least a weekly basis, compared with
employees subject to a less frequent

schedule of random follow-up tests.
Research has documented the para-
doxical fact that employees who are
referred to the EAP by managers
collectively have better outcomes
than individuals who self-refer, even
though their substance abuse prob-
lems are apparently more severe,
having progressed to the point that
work performance has deteriorated.

Behavioral psychology suggests
that the tighter follow-up structure
provided for formal referrals and the
much greater likelihood of a negative
impact on job security account for the
higher recovery rate. Even though
early recovery is fraught with chal-
lenges, employees faced with an
absolute choice of having their jobs or
the drug of their choice opt for
employment by a very wide margin.
This principle has been demonstrated
at several companies, including
Chevron, Shell, Texaco, and American
Airlines.

Ten years ago, when I stepped
into the role of EAP manager at
Chevron, we were losing more than
half of the drug users within the initial
months following treatment. When we
took a close look at the random test-
ing protocols, we found that they were
very random indeed. Employees
returning from treatment would typi-
cally be tested two or three times in
the first month and then not tested for
a number of weeks. When testing
resumed after the hiatus, the employee
more often than not came up positive
and, in keeping with company policy,
was terminated.

The insight we gleaned from
behavioral psychology was that if we

tested often enough and made
employees aware of the frequency of
testing from the beginning, it might
just serve as an effective deterrent to
relapse. This, if fact, was the outcome
not only for the drug cases but also for
the alcohol cases, who experienced a
20 percent increase in recovery rates.
The differential in recovery rates for
employees whose primary problem
was alcohol rather than cocaine, mari-
juana, or amphetamines is accounted
for by the fact that alcoholic employ-
ees tended to be about ten years older
than the drug users and had twice as
much time with the company. Again,
from a behavioral perspective, the
alcoholic employees had much more
invested and were already successful
70 percent of the time, compared with
the drug-using employees who were
unsuccessful 55 percent of the time
prior to the increase in testing frequency.

At Chevron, we tested employees
on a weekly basis for the first year and
on a biweekly basis for the second
year of required follow-up. It's not
inexpensive to do this kind of post-
treatment monitoring—the cost of the
drug screening alone is about $2,500
per employee per year. On the other
hand, if the employee is not followed
as rigorously, comes up positive in a
random test, and is fired, the cost of
replacing a refinery worker or other
individual who has completed three
years of company training to become
technically qualified is about $50,000.
For other industries, such as public
utilities, the cost of replacing a highly
skilled technical worker can be twice
as much.

Obviously, this equation only con-

siders readily measurable costs.
Accidents and ecological catastrophes
can ratchet up the cost to the compa-
ny not just 100-fold or 1,000-fold,
but even 100,000 times the price of
replacing a single highly trained indi-
vidual if that person is responsible for
safely steering an oil tanker. It takes a
modicum of ingenuity to design a
tight follow-up structure for a ship's
captain, such as allowing a number of
months of shoreside monitoring before
returning the captain to full command
and using on-board breathalyzers to
ensure compliance. Still, it makes
more sense to offer the prospect of
rehabilitation than to punish self-iden-
tification. That practice tends, for the
same valid behavioral principles, to
drive the problem underground. Q

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

Consulting Firm

North A~ncrica • Lstln America

EAP and Work/Life
implementation and integration

EAP training specializing in:

Life duringDownsizing

1Vranaging Change

Critical Stress Debriefing

Diversity Awareness

Wellness Piogiams

Work/Life Awareness Training
for Managers

• Train the Trainer in EAP and
Work/Life topics

• In depth experience with needs
of Spanish speaking workforce

• Linkages to EAP providers in
Chile, South America

~'~ Contact:

Celina Pagani Tousignant
Phone:415-459.674.7

- Fax: 415453-6105
&mail: Celina@sirius.com

Web page: www.normisur.com

J
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An International Conference for Alcohol
and Drug Addiction Professionals

DECEMBER ~-11,1999
DOWNTOWN ATLANTA HILTON &TOWERS, ATLANTA, GA

21.0 CMEs awarded for SECAD (Wed. -Sat.)
6.0 CMEs awarded for Ethics Workshop (Tues.)

Credits for other disciplines will be available. (Contact our once for details)

FoR 24 Y~ntts SECAD has been an international leader in the field of addiction with the foremost

speakers, the most up-to-the-minute topics and extensive exhibit and networking areas. Plan to

attend SECAD/99 this December 8-11 for 3'/z days of seminars, meetings and workshops that make

up one of the finest educational and networking opportunities available anywhere.

$EGAD/99 PRELIMINARY SUBJECT AREAS

• Ethics — A full-day,
pre-conference meeting

• Relapse
Moving Towards Recovery

• Nuvition and the
Addicted Patient

• Attitude of Gratitude
• Spirituality &Recovery

• Hepatitis "C" Epidemic

• Heroin

• Older Adults with
Substance Use Disorders

• Pain Management &
Addiction

• Stimulant Addiction

• Gambling
• Back to Basics in'Ii~eatment

Peer Assistance Teams

• Neurobiology of Addiction
• Counseling the Mentally Ill

E,~ Substance Abuser
The SECAD Experience

• and much more.

FOR A COMPLETE AGENDA AND REGISTRATION INPORMATION CONTACT US AT.

1-800-845-1567 • b~s~a9~-4850
OR VISIT OUR WEB SITE AT. www secad99.com

SECAD/99 -CONFERENCE INFORMATION ~~,~~~ X?
i i
i ~
~ Name: Prof Discipline ~
i i
i i
~ Organiration: ~

i ~
1 Address.

1 ~
City: State: Zip:

~ MAII. TO: SECAD/99, Chaner Behavioral Health Systems,1105 Sanctuary Parkway, Suite 400, ~

~ Alpharetta, GA 30004 •Telephone: 800.845-1567 • 678-297-4850 • (FAX 678-297-4940) ~
L__________________~~_—_~_~~_—............................1

~~ ~ PRESENTED BY CHARTER BEHAVIORAL HEALTH SYSTEMS, LLC
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EAPA Around
the Worid

The University of Minnesota selected Davld W.
Johnson, EAP director for the University of
Minnesota, for an Outstanding Service Award.
Johnson was cited for his efforts in building the
EAP, developing employee health and well-being
workshops, building diversity awareness, and
"serving as the conscience" of those with whom
he works.

Longtime EAPA member Ann Clark, Ph.D.,
has won the Social Service Award for San
Diego's "Women Who Mean Business." Clark,
president and CEO of Ann Clark Associates,
was cited for business development with such
clients as Sizzler International as well as her
volunteer efforts in community service with
women recovering from substance abuse.

R. Paul Maiden, Ph.D., has been appointed
associate professor of social work in the College
of Health and Public Affairs at the University
of Central Florida in Orlando, where he is
developing an EAP curriculum and internships.
Maiden directed the EAP curriculum for the
University of Illinois in Chicago from 1986 to
1999. His phone number is (407) 823-6167;
his email is pmaiden~mail,ucf,edu.

In May, the EAPA Western New England Chapter held its 13th annual
symposium. "Workplace Violence and Hostility" was the focus of the symposium,
which featured nationally recognized presenters EAPA Member Gerry Lewis,
Ph.D., and Alan Bisiewicz, LICSW, CEAP, More than 70 attendees participated
in the event, including EAPA Eastern Regional Director Dave Worster, who
presented a report on national/regional EAPA issues. Pictured (left to right) are
Meg Hogan, conference co-chair; Lewis, the keynote presenter; Deb Hewitt,
chapter president; and Bisiewicz, a workshop presenter. Also participating but
not pictured here was Rich Fleming, conference co-chair.
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In May, EAPA Chapter Presidents Jack Maxwell (Virginia Blue
Ridge) and Kristi Davis (Virginia) presented Dotty Blum, Mid-
Atlantic Regional Director, with an Appreciation Award during their
annual retreat at Wintergreen. The award was presented for "outstand-
ing service to the Mid-Atlantic Region."

EAPA Around
the Worid ~ ~ ~ ~ ~
continued from page 32 

else at thi s
Mark Attridge, Ph.D., and Rick Csiernik, treatmentPh.D., have been appointed EAPA Research
Committee co-chairs by EAPA President Greg

~~~DeLapp. Attridge is research specialist for the center •
Optum Division of United Healthcare in Golden ~~n ~~

Drugs and alwhol areValley, Minn. Csiernik is on the faculty of Kings
College in London, Ontario, Canada. ~'"{,}: " the first problem....Thenext

~ r
problem is finding a treatment

In May 1999, the EAPA Colorado Cha ter re-p p
• ~~
' ~ center where your clients can

sented its Daetwiler Award to Richard T. safely be themselves and talk
Lindsey, Ph.D., CEAP, for "distinguished service ~~ about the things they need to.
in the field of employee assistance.' Dr. Lindsey is
C00 and clinical director of Mines and Associates, `s~ ~.^ Fortunately, Pride Institute,
P.C. The award is named for Dr. Richard the nation's leader in provicling
Daeiwiler, founder of the Colorado Chapter. addiction treatment for the gay,

The Colorado Chapter also presented its lesbian, bisextaal and h~ansgender

outstanding EAP award to Carpenters' and communities, now has

Millwrights' (CMVI~ Health Benefit Trust a programs nationally.
Fund Member Assistance Program, The ~ ; °;,:,, ~
award was presented "for excellence in an employee ~~ ~ ~ ~' ~ ~ p~E
assistance program exemplifying longevity, stabili~,
program innovation, scope of services, and contri- y 

~
, ~ .

~
~~'• ~ ' INSTITUTE

butions to the EAPA Colorado Chapter." The firm ~ ~
of Mines and Associates, P.C., has provided services
for CMW since the inception of the

~
"`

$ Q 0'j 4- P RI D E
program.

~' Most insurance plans cover our programs.

Former EAPA Board member Madeleine L.
Tramm, Ph.D., has joined Blair &Burke as a
senior consultant, with primary responsibilities
in the Northeast while assisting with projects
throughout the U.S. She can be reached at
(212) 662-1107; (e-mail) mtramm~blairand
burke.com Q
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IDENTIFXING SUBSTANCE DEPENDENCE
~,

..

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

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

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

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

♦ Computerized

S-A• -S•Is versions
are available
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International
News
Vic~zv~ious Liability Spec ~c~lly Iv~clu~e~ i~ Z~Te~,
Fxp~v~~e~ E~ploy~ev~t E~u~zlzty Act —P~v~t Tivo
by Clare Rowell

Dublin Corporation's
Equality Audit

In late 1994, Dublin Corporation
pre-empted the Act and voluntarily
agreed to an EEA request to conduct
an equality audit with IMPACT, the
main union in the corporation.
Geraldine Gorman and Fiona Tiernan,
equality officers with the corporation
and involved in the audit, told the
conference that if the company really
wants to make progress in the equality
areas, then "commitment is needed
from top management and also from
staff on the ground." A steering com-
mittee made up of senior staff in the
corporation and staff from the EEA
and IMPACT had oversight for the
corporation equality audit.

Dublin Corporation employs
6,500 people, with a gender break-
down of 80 percent male and 20 per-
cent female. A survey found that up to
1996, 32 percent of men were pro-
moted twice while just 8 percent of
women received two pt~omotions.

The audit also included an attitu-
dinal survey among all corporation
staff on equality. Audit findings result-
ed in a best practice model being put
forward; the model included 121

recommendations for ways to ensure
equality for all.

The steering committee decided
that some positive action should be
taken in relation to female grades 5s
and 6s, such as organizing single sex
training sessions to encourage women
to go forward for promotion. Perhaps
flagging hurdles for such programs
elsewhere, they said that "this part of
the project proved to be very con-
tentious as the male grade 5s and 6s
felt that females were being given spe-
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cial treatment and that this training
was unfair."

The study also examined the pro-
fessional engineering grade. It showed
that of the 104 permanent engineers,
just one was female; this had been the
situation for the previous 10 years.
Since then, they said, three assistant
engineers, one executive engineer, and
four senior executive engineers who
are female have been promoted to
their positions.

The most ev~~'uv~i~~
benefit ~~~zs cv~e~tiv~~
~zv~ E~u~zlity Liaison
Co~~cittee to
sust~ziv~ the ~o~ev~-
tZIYYL t01~GZY'GL~S tLJE2Y'

~o~zl of "~u~lity
thv~ou~l~ e~u~zlity."

Another positive aspect arising
out of the audit, they said, was the
publication of a sexual harassment
policy, part of which involved the
appointment of trained designated
contact persons to provide confidential
advice.

The most enduring benefit, how-
ever, was creating an Equality Liaison
Committee to sustain the momentum
towards their goal of "quality through
equality." Among its achievements to
date, they said, were creating an equal
opportunities policy and positive
action program, an anti-bullying and
harassment policy, an annual report,

training programs, and afull-time
position for an equality officer.

"The whole issue of equality has
now been put on a business footing,"
they said.

Trade Unions Move
Beyond °iAspirational
Equality"

Rosheen Callender, national
equality officer of the trade union
SIPTU, spoke of the union's deep
involvement over the years in the
ec{uality agenda. "We have moved
beyond ̀aspirational equality' to the
goal of formal, legal equality; and then
beyond that first goal, although we
know we have not yet fully achieved
it," she said, "This has meant moving
into a complex web of issues that have
taken us well beyond equal pay and
equal treatment in the workplace.

Callender said she hoped that in
the next Century the "equality .goal-
post" will have shifted again. She
believed that the trade union move-
ment's long-term goal should be a
society that sees equality as part of the
natural order of things, with a real cul-
ture or ethos of equality that doesn't
have to be worked at all the time.

The key methods by which trade
unions seek to advance the equality
agenda is by networking with other
community and voluntary groups, EU
institutions, the political arena, and
also the collective bargaining process.
Callender said that the unions were
not doing enough within the collective
bargaining process to advance the
cause of equality. She did note, howev-
er, the considerable advancements
made in equality under the four
national agreements to date and said

this remained the best forum to
improve on such advancements.

The union's task, she said, is first
to carry out gender equality audits in
every employment where it appears
women are languishing at the lower
grades and then seek to put in place
equal opportunity policies and posi-
tive action programs. She said that it is
critical for SIPTU to push forward the
equality agenda, not only to benefit
those involved, but also for the trade
movement itself "if it demonstrates the
value of trade union membership and
the fact that we are serious about
fighting discrimination. It is also
important to get across the point to all
employers and to the general public
that unlawful discrimination, in what-
ever shape or -form, is utterly unac-
ceptable," she said.

"I see the role of trade unions in
relation to gender equality as being a
significant, defining, active, campaign-
ing, researching, negotiating, and bar-
gaining one and perhaps a pivotal one,
focusing on the key issues of our time.
Currently, these issues are related to
changing women's position in the
workforce, changing the workforce to
suit women (and men) better, fighting
discrimination of all kinds, addressing
both wage and non-wage issues, elimi-
nating rules and practices that trap
women (and men) into poverty,
reforming the tax and welfare systems,
using collective bargaining to better
effect both at the national and local
levels, and using legal remedies both
wisely and well—not forgetting the
help that Europe can give us and
reforming our own organizations so
that we can do all these things."

"The famous glass ceiling is still
firmly in place at the end of the 20th
century. So is its ugly sister, the sticky
floor. The difference is that we know
them both very well, too well to want

to take them with us into the 21st
century. Let's leave them behind and
move on. We have the wherewithal to

do so." Q

For more information or to obtain confer-

ence papers, contact Claire Rowell, EAP

Institute, 143 Barrach Street, Waterford,
Ireland; (phone) +051-855-733; (fax)
+051-879-626.

ROAD T O

Quality, Affordable
'treatment

i

12-Step, Spiritual
Emphasis

Inclividual
Treatment Plans

At Valley Hope, we've helped thousands of individuals start down

the road to recovery. We know treatment works. People can and

people do recover from their addiction to alcohol or other drugs when

given the opportunity to participate in a professional treatment setting.

OUR TREATMENT SERVICES

• Residential •Intensive Outpatient

• Day Treatment •Group, Individual Sessions

• Sub-Acute Detox •Continuing Care

VALLEY HOPE
ASSOCIATION

Alcohol, Drug and Related Treatment Services

Treatment facilities located in Arizona, Colorado, Kansas,
Missouri, Nebraska and Oklahoma

www. valleyhope. com

Admissions: 800-544-5101
Information: 800-654-0486
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12:OdPM
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$~~~ O enin Session/Ke note Address10:OOAM p g Y

10:15AM - Workshop 101 Workshop 102 Workshop 103 Workshop 104
11:45AM Integrated Health Advocacy: A Role of EAP in Strategic Who's Turf Is It? Introduction of EAP Services

New Paradigm Planning/Implementation of Successful Integration of EAP & HR Partnerships in the
Massive Plant Closures & Work/Life programs Middle East

1:OOPM
S:OOPM ~'A Traininglnstitutepresent~—Inside the Courtroom: The Employee Assistance Professional and the Legal System.

I:OOPM - Workshop 105 Workshop 106 Workshop 107
2:30PM A Unique Collaboration: The Becoming Indispensable: EAP Working With the

Integrated Model for Employee as a Strategic Partner Occupational Psychiatrist
Relations Service Delivery

3:OOPM - Workshop 109 i[!orkshop 110 Workshop 111
4:30PM "At Risk" (Fitness for Duty) Becoming Full Partners in the Is what Yodre Doing Working?

Evaluations and the EAP Disability Workers' Designing an Outcome
Compensation Process Evaluation for an EA Program

Workshop 108
A Results Oriented Strategic
Partnership: EAP's and
Research

Workshop 112
Collaborative Opportunities
for Prevention and
Intervention: EAP's and
Occupational Medicine

8:OOAM - Workshop 201 Workshop 202 Workshop 203 Workshop 204
9:30AM Making It All Fit Together: The Managing Change in a How AFA EAP Makes a The Role of Labor in the

Creation of aMulti-Location, Unionized Workplace: A Difference and How You Can Prevention of Substance Abuse
Multi-Union, Joint Collaborative Effort Too!
Union/Management EAP
program

8:30AM -
5:OOPM ~'A Training Institute Presents—Train the Trainer: Sharpening Your Skills

10:OOAM - Workshop 205 Workshop 206 •Workshop 207
11:30AM Trade Unions in Australia: 20 Member Assistance programs Women and Unions: A Vital

Years of EAP Involvement and Managed Behavioral Alliance
Health Care: It Does Work!

1:OOPM - Workshop 209
2:30PM Labor Forum—Challenges of

Union EAPs

Workshop 210
External EAP Providers
Committee Forum:
"Shared Vision"—Part I

Workshop 211
Internal Forum

Workshop 208
Welfare to Work: New
Opportunities for EAP's—
Increased Risk for Employers

Workshop 212
Integrated EAP Forum

3:OOPM - Workshop 213 Workshop 214 Workshop 215 Workshop 216
4:30PM A Collaborative Pilot program External EAP Providers CEAP Certification and Our DOT Regulations and Bus

Between EAP/CDR and Committee Forum: Evolving EA Profession Companies in America
HMO/Managed Care "Shared Vision"—Part II

$'~~ Plenary Session 301 An SST Communications Theater Presentation: "Synergy from Others": Cultural Diversity in the Workplace
9:30AM

9:30AM - Workshop 302 Workshop 303 Workshop 304 Workshop 305
11:OOAM The Conflict Continuum: When Tragedy Strikes Challenging Racism in the A New Option for Heroin

The Role of the Employee Children: CISD Protocols for Organization Withdrawal—Ultra Rapid

Assistance Professional Children and Adolescents Opiate Detoxification

i :OOPM - Workshop 306 Workshop 307 Workshop 308 EAPA Training Institute Presents

2:30PM Plenary Session—The Financial Wellness and The Team Approach to EAPA Self Care Training—

EAPA/Business Connection for Productivity: The Role of EA Telephone Screening for Your Financial Future: Are You

DFWP Professionals Alcoholism and Depression Ready?

3:OOPM - Workshop 309 Workshop 310 Workshop 311 Workshop 312 EAPA Training Institute
4:30PM What Makes a Man or a Help, My Spouse Has Sabotaging Success: Hepatitis Does It Presents

Woman? Workplace Kidnapped My Kids! Helping Workers Break Affect the Workplace? EAPA Self Care Training

Gender Change Family Abduction: Free of Personal Traps —Your Financial

What to do If a Child is Future: Are You Ready?

Abducted (a repeat session)

8:30AM - 
Closin Breakfast Guest S esker: Humorist Loretta LaRoche10:30AM g p

r
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Discover the Latest EAP Materials in the 1999 EAPA
Annual Conference Bookstore and Resource Center!

• EAPA resources (to earn professional development hours)

~ • EAP-related titles published nationally

• ~ ~ ~ • Baoks published by EAPA members and friends

Come Explore the EAPA Bookstore and Resource Center!

Catch Up onYour Favorite Reading! Plan to Stay Awhile!

~ October 21-24,1999/ DISNEY'S CORONADO SPRINGS Resort



Certification
U datep

C~'~1P fov~ the Mille~~i~~
by Doug Mcl<ibbon, CEAP

s has been discussed in
the last few columns, the
EACC is committed to
ensuring that the CEAP

credential remains relevant, current,
and defensible. Two main tasks cur-
rently form this initiative for the
EACC: the Role Delineation Survey
and the EACC Strategic Plan.

The Role Delineation Survey has
been going on since the spring of
1999. After selecting Columbia
Assessment Services (CAS) of North
Carolina to provide the testing leader-
ship and administration of the test,
the EACC Subject Matter Panel met
in early June 1999 to determine the
content of the survey. Eleven people
donated their weekend to outlining
the major responsibilities and work
activities of a CEAP. These statements
were reviewed and compiled into the
Role Delineation Survey, which was
approved by the EACC at its July
1999 meeting.

The survey was sent to 1,000
CEAPs throughout the United States
in mid-September, with all responses
due early in October 1999. CAS con-
tinues to compile the data, and will be
presenting the analysis to the EACC in
January 2000. After reviewing this
report, the EACC will review the
EACC Content Areas and ensure that
they reflect the current knowledge,
skills, and abilities required fora com-
petent CEAP. Any changes to the con-
tent areas (which would also affect the
composition of the CEAP examina-
tion) will be carefully considered and
well-publicized, with lots of advance
notice of any changes.

What did the survey ask? After
gathering the basic EA demographic
information (internal, external, job
title, number of years as a CEAP, etc.),
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the survey asked respondents to rate
various EA tasks according to impor-
tance, amount of harm potentially
caused if performed incorrectly (criti-
cality), and percentage of time
required (frequency). These rating
scales were applied to questions
around EAP design/administration/

Tl~e EACC ~~ill
build upov~ its l~isto-
1~y GZ?2GL~ f0?~L12GL~G~tZ072

to ~~z~e cev~t~zin
that tl~e CEAP
cv~e~ev~ti~zl cov~tivcues
iv~to the ~illev~v~iu~
~s ~z st~ov~~
st~zte~ev~t ~zv~~
v~eco~v~itiov~ of EA
pv~ofessiov~~zlis~.

management, EA services to the orga-
nization, and EA services to employ-
ees/family members. Finally, survey
respondents were asked to review the
importance, criticality, and frequency
needed for each of the main job
responsibility areas.

To those CEAPs who took the
time to complete the survey, the EACC
is most grateful for your support and
participation. We anticipate that over
the next year, EACC columns in EAPA
Exchange and CEAP Matters will out-
line the findings of the survey.

A second initiative, which was
started by the EACC in early 2000, will
be the development of a strategic plan.
To date, much of the efforts and direc-

tion of the CEAP credential, and particu-
larly the EACC itself, has been to over-
see and ensure that the CEAP is offered
to all EA professionals. As the CEAP
credential matures, the EACC believes it
is important to develop and strengthen
our role as a credentialing commission,
whose mandate is to ensure that the
credential protects the public.

With this in mind, the EACC and
the CEAP credential itself will contin-
ue to show that they are dedicated to
clear, defensible, and duly diligent
principles and practices. The EACC
has never had a mission statement or a
strategic plan to date, except to get a
credential up and running. For the
past 14 years, we have dedicated
countless hours of volunteer time and
commitment to help establish and
promote a viable credential for EA
professionals. Through this January
2000 strategic plan process, the EACC
will build upon its history and foun-
dation to make certain that the cre-
dential continues into the millennium
as a strong statement and recognition
of EA professionalism.

What does the future hold for the
CEAP? It will continue to remain the
premier credential for EA profession-
als. It will continue to remain strong
in its ability to distinguish an EA pro-
fessional from a human resources offi-
cer and a mental health worker. It will
be a credential that acknowledges
experience, education, past and ongo-
ing training, and mentoring. It will be
a credential that will stand up to the
rigors of the public defense of compe-
tent EA service provision throughout
the next millennium! ! Q

Doug McKibbon, CEAP, is outgoing chairman
of the Employee Assistance Certification
Commission.

Drug use? Your answer is right

on the tip of her tongue .

Introducing ORAL•screen'M

The world's first oral fluids based point
of contact test for drugs of abuse

ORALscreen is self-contained and ready to use—anywhere,

anytime. Highly accurate results are provided in minutes,

not days, all without handling urine. Finally, drug

testing that removes embarrassment for both the test

giver and the test taker.

Call 1-800-255-0511 for more information.

For other dignified options in drug testing, please ask

about HAIRscreen;°' the test for 90-day drug use



Onthe
Labor Front
The Beat Goes Ova
by Ted Mapes, CEAP

he voice at the other end of
the phone was Kay Springer,
our gifted editor of the EAPA
Exchange, and I immediately

remembered it was time to come up
with another column for the maga-
zine.

I had just finished a very success-
ful Labor Assistance Professionals
Annual Conference, it was contract
time for my union here in New York,
and our office had just moved. Like
everyone else, I had 1,001 things to
catch up on. Still, I thought it was
appropriate and timely to write this
column and say thank you to the
labor community and to all the mem-
bers of EAPA who have supported
labor over the years. From the heart of
this humble bus driver, please accept
my thanks and gratitude.

The Board position as Labor
Director has put me in touch with so
many people in all areas of the EAP
field. Without this opportunity to
serve as your Labor Director, I would
not have met them. I am truly
enriched and nourished for having
met so many wonderful colleagues.

One of my goals in this column
will be to summarize the last five years
and not rekindle old situations that
have already been settled. I believe
that the past is just that and moving
forward best serves us all. It would
not be advisable to name all who have
given their experience and knowledge
to making this Labor Director look
smart. I would probably forget some-
one and regret that deeply. But surely
the Labor Committee has had the
heart and vigor that has made all
things happen. They deserve to be rec-
ognized.

I come from the old school,
where I was taught to be diligent and

faithful to the people I represent.
Throughout my years of elected posi-
tions in the labor field I have tried my
best to do that. Knowing who you
represent and the direction and ideas
of the group is your charge as an elect-
ed official, whatever your position
may be. Sometimes carrying out that
charge will heat up the seat you are
sitting in. I have tried my best to han-
dle the heat.

No one ~z~~s ~ov~e
l~e~zv~t ~zv~~ h~zv~~
1~1~OY'~2 t0 tLJ2S

pv~ofessiov~ th~zv~ the
bv~othev~s ~z~~ sistev~s
fv~o~ ov~~zv~i~ecl
l~zbov:

The committee process has been a
successful experience for labor mem-
bers, and recently there has been some
dialogue about how large EAPA com-
mittees should be. I found that having
a large cross-section of our labor
members helps to share the ideas and
the responsibilities within our diverse
membership.

In addition, many hands help
make the task easier. My sincere
thanks to the following members of
the EAPA Labor Committee: Skip
Bradford, UAW Bell Helicopter,
Euless, TX; John Cavanaugh,
Carpenters' Union, Boston, MA; Gary
Cranker, IUE, Rochester, NY; Jack
Dempsey, Allied Trades, Philadelphia;
Jim Eddy, UAW-GM, Buffalo; Mike
Erickson, Detroit Edison Utility

Workers; Craig Eyster, IBEW, Florida;
Jack Hennessey, International
Longshoremen's Association, New
York City; Donald Manning, Chicago
Firefighters; Tony Mascroft, UAW
Chrysler, Georgia; Faye McAfee, UAW
International Staff, Royal Oak, MI; Joe
Murray, Sandhogs, New York City; Bill
Ostiguy, Boston Fire Department,
Local #718; Tiny Sue Payne, UAW-
GM, Arlington, TX; Ruby Richardson,
Texas Workers' Assistance Program;
Betty Risher, UAW Local #160,
Warren, MI; William Wales, UAW
International Ford, Detroit.

Without a working committee,
there will be little or no action,
Thanks to all of these folks for taking
time from their busy lives to make
things happen within EAPA. And we
can be proud of the many things that
did happen during the past five years.
We settled many issues that had a lot
of feelings around them:

We were successful in developing
an alternative to a master's degree
to qualify as a candidate for the
CEAP exam.
The open Labor Forum at the
EAPA Annual Conference now
earns PDHs, and attendance has
been outstanding.
In an effort to let the general EAPA
membership experience a labor
gathering, the labor luncheon at
the annual conference is now
included in the conference registra-
tion fee. Attendance at the lun-
cheon has increased from 500 to
1,500.
Representation of labor members
on almost all standing committees
was established.
The long-awaited labor position on
the EAPA staff was filled and sub-

sequently expanded to cover other

areas.
• Labor members have written the

EAPA Exchange column on labor in
almost every issue.

There have been many more
changes that involved not just labor

but all the board, and their work also
deserves a round of applause. You just
can't list all that has happened. My
thanks to all those who made things
happen for labor.

Each special interest group with-
in EAPA feels that they should be rec-
ognized for their special contributions
to the EAP field, and they should. But
given that this is the labor page and
because I am a trade unionist, I will

take the liberty of being biased. No
one adds more heart and hard work

to this profession than the brothers

and sisters from organized labor. I
salute you.

The future still leaves us facing
many challenges, all of which are not
insurmountable as long as we tackle
them together. As of this writing, Jack
Dempsey will be the new labor direc-
tor. He certainly dresses better than I

do-but will still need all your support
and help.

Rest assured that I will continue

to work with you in the years to
come.

Fraternally yours,

Ted Mapes
Transport Workers Union Local #100
New York City Q

:Have you
ordered

your free

. PDH
Approved

Catalog?

WINDOWS BASED ASE ANAGEMENT
W ... the~easy wayii

► VE~ ~N ~
4•°• Now you can...r

•Organize Client Records

NETWORK COMPATIBLE ~ Maintain Resource Lists
Match Providers to C1ienYs Needs

• Evaluate Program Effectiveness
• Prepare Reports and Summaries

IN 
EAp ̀
V ERS►~N~ • • • ~ FROM YOUR DESKTOP COMI'UTEItS Z

And, you'll...

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

C,pLL

F°~EM~ CaseManager
FPROGRaM

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

LABOR SAVING OFFICE AUTOMATION GROUP

(949) S3 l -66~~0
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MAKE A C HAN G E

MAKEA DIFFERENCE
Become an EAP SPECIALIST with United Behavioral Health

We are a recognized leader in managed care. Our EAP teams are made up of people just like you — mental health
professionals who want to use their years of experience in a new way and recent graduates looking for an exciting career
beginning. We offer a casual business atmosphere with predictable hours and on-going professional challenge. At UBH,
you'll enjoy the company of highly trained professionals, growth opportunities and the stability of a health care leader.

You'll bring your interest and experience in EAP to bear on a variety of member issues from traditional family and
personal matters to financial, legal, and workplace issues. You'll respond to crisis calls, determine eligibility and benefit cov-
erage for our members, and initiate counseling referrals to our provider network —all as part of a team in a professional
Call Center setting. Candidates for this position should have an MA in a mental health discipline and at least 2 years' EAP
experience with telephone intake or direct service in mental health. PC proficiency is a must. A background in chemical
dependency and crisis intervention is preferred, as is a CEAP.

For more UBH opportunities visit www.ubhnet.com
We currently have positions available in Philadelphia Qob Code IOEAPAE-EAPS-ME) and San Francisco Qob Code
IOEAPAE-EAPS-MP). UBH offers a competitive salary and complete benefits package. Please forward your resume and
cover letter, including salary history, location of interest and Job Code, to: United Behavioral Health, 425 Market Street,
27th Floor, San Francisco, CA 94105-2426; fax: 415/547-5200; email: cliu@uhc.com. EOE/M/F/D/V

United Behavioral Health
A UnitedHealth Group Company

Father Martin's Ashley
The Bec~ut is Just c~ Bonus!y

We provide the finest treatment available for the disease of alcoholism and chemical addiction.

Here dignity, respect, and hope are restored.

We have a Primary Program for those new to recovery.

Our world renown Relapse Program is designed to overcome and resolve the unique core issues of relapse.

JCAHO Accredited •Most Insurance Plans Accepted

Father Martin's Ashley
1-800-799-HOPE

Please visit us in Lake Buena Vista at Booth 218 for the 28th Annual EAPA Conference



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,l0 pt.
Times Roman.

EAPA HOMEPAGE

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

www.eap-association.org

I N7' L RNATI ONA L

• ASSOCIATION
LABOR ~ MANAGEMENT ~ CUNBLILTANTS

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 tlo
not necessarily reflect EAPA's philosophy or
policy but would be of interest to EAPA mem-
bers. Expressions of professional opinions,
informed personal viewpoints, critical analy-
ses, and new ideas and paradigms are wel-
come as feature articles. Thinly disguised
personal attacks or promotions and endorse-
ments of specific commercial services,
however, will not be published. This policy
does not restrict articles describing new
paradigms that may be offered by a limited
number of commercial enterprises. Offerings
will be published in keeping with the
scheduled calendar of editorial topics.
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Standing Columns: The Exchange prints
standing columns, such as the "President's
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.

HaueYouChanged
Your Address?

~ If you have moved and have not yet ~
~ informed EAPA Headquarters, please ~
~ contact Juanita Padgett, c% EAPA ~

Headquarters, 2101 Wilson Boulevard, 1
~ Suite 500, Arlington, Virginia 22201; ~
~ (fax) 703-522-4585; (e-mail) ~
~ EAPMEMMAN~aol.com ~

~ Former Address: ~

1
1 1

1

~ New Address: ~

~ ~
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
far information on sizes and prices available.

FINALLY! 1i~vo new videos 1~o Introduce employees and supervisors i~o EAPI

EAP Today: ORIENTATION • EAP Today: SUPERVISOR TRAINING
Our EAP customers spoke, and we Ifstened. Working with one of the leading producers of EAP videos,

Pertormance Resource Press is pleased to introduce two videos that you'll want to make a standard

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

it works and why li's available. Actual client success stories (using actors to protect confidentiatlly)

inspire viewers to use the EAP, EAP Today. SupeMsor Training helps supervisors overcome their five

biggest fears In referring an employee to the EAP, Both videos can be used regardless of the program

model—internal, external or Integrated. They can also be used In marketing EAP services.

$149.00 EACH—TWO VIDEOS FOR ONLY $249.00 SAVE $49.00
EAP Today: Odentatlon, Item #VF430D • EAP Today: Supervisor ll~alnlnp, Item #V~-431 D •1Vvo-video set, Item #V~-432D

ITEM
NUMBER 9UANTIN

ITEM
PRICE

TOTAL
PRICE

ORDER SUBTOTAL
TAX. Michigan orders. Add 6% sales tax
Canadian orders. Add 7% GST or 15% HST

SHIPPING AND HANDLING
Orders up to $499.99 .,.,,...,,, 7%0Over 500 ............................ 5 0

Canada, Hcrnall, Alaslcn: Add 15% of order total (a
minhwm charge of $5.00 cppYes). Olher counMes
please call a FAX fa shpping charges.

ORDER TOTAL (PAY IN U.S. FUNDS)

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

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

Visa MasterCard (circle one)

Card Number Expiration Date

Name on Cary

Signature

Organlzatldn

Clay State/Prov, ZIP/Postal Code

FAX

EAPA Information Now Available By Fax
Frequently requested information is now available to you by fan. When you dial Q03) 387-1000, press 2 after you get the main message; to receive a list of all documents

available, press 1; to receive a specific document, press 2 followed by any of the numbers listed below:

Finance

102 IRS Form W-9 Request for Taxpayer ID No.

Certification

111 CEAP Examination Summary Information---1999

112 1999 Update to 1998 Recertification Guide

113 1999 Update to 1998 Certification Guide

114 Advisement and Supervision—How They Relate and Differ

115 CEAP Application to Recertify Form. March-May 1999

116 CEAP Advisement—Frequently Asked Questions

117 Lapsed CEAP Requirements

118 PDH Review Form

119 PDH Summary Log

120 Regaining Certification for Lapsed CEAPs by Fxam

121 Regaining Certification for Lapsed CEAPs by PDHs

122 Request for Additional Certification-Recertification Information Form

123 Training Provider's Pre-Approval Information and Forms

124 Procedures for Writing Potential CEAP Exam Questions

Communications and Resource Center

126 1999 EAPA Publications Catalog

127 1999 EAPA PDH-Approved Publications Catalog

128 EAP Salary Information

129 Cast of EAPs

130 EAPA Standartls/Professional Guidelines (Abridged

131 EAP Background Information

132 EAP Cost/Benefit Study/Research

133 EAP Pricing Services
134 EAP Models (EAP Services—A Menu of Choices)

135 DOT/SAP Information

Conferences

141 1999 Annual Conferenc~Attentlee Fact Sheet

142 1999 Tech-Know Expo Attendee Fact Sheet

143 1999 Mnual Conference–Exhibitor Fact Sheet

144 1999 Tech-Know Expo-Exhibitor Fact Sheet

145 1999 Annual Conference–Travel Information

146 1999 Annual Conferenc~Hotel Information

147 1999 Annual Conference–Entertainment &Activities

Membership

161 Membership Application~l.S. Resident

162 Membership Application—Canada and International

163 U.S. Resident Fact Sheet
164 Canadian-International Fact Sheet

165 EAPA Code of Ethics-1999
166 EAPA Chapter Order Form
167 EAPA/CEAP Mailing Labels Rental Policy

168 EAPA's Service Providers Enrollment Form




