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

Finance 131 EAP Background Information

102 IRS form W-9 Request for Tanpayer ID No. 132 EAP CosUBenefit Study/Research

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

111 CEAP Examination Summary Information-2000 135 DOT/SAP Information

112 1999 Update to 1998 Recertification Guide Leg~laUoNPublic Policy
114 Advisement and Supervision—How They Relate and Differ
116 CEAP Advisement—Frequently Asked Questions 151 EAPA 1999 Federal/State Policy Issues

117 Lapsed CEAP Requirements
152 EAPA Federal/State Policy Networks Sign-Up Form

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

119 PDH Summary Log
Managed Care Laws"

120 Regaining Certification for Lapsed CEAPs by Exam
154 Key Definitions. EAP and EAP Core Technology
155 EAPA List of Employee Assistance Acronyms

121 Regaining Certification for Lapsed CEAPs by PDHs
122 Request for Additional Certification/Recertification Information Form Membership

123 Training Provider's Pre-approval Information and Forms 161 Membership Application—U.S. Resident
124 Procedures for Writing Potential CEAP Exam Questions 162 Membership Application—Canada and International
125 CEAP Application to Recertify by PDHs: Nov-Dec 1999 163 U.S. Resident Fact Sheet

Communications and Resource Center 164 Canadian/International Resident Fact Sheet

126 1999 EAPA Publications Catalog
165 EAPA Code of Ethics-1999
166 EAPA Chapter Order Form

127 1999 EAPA PDH-Approved Publications Catalog
167 EAPA/CEAP Mailing Labels Rental Policy

128 EAP Salary Information 168 EAPA Service Providers Enrollment Form
129 Cost of EAPs 170 EAPA ProfessionaVGeneral Liability Insurance
130 EAPA Standards/Professional Guidelines (Abridged)

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

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

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

• 60 PDHs (Professional Development Hours) with at least 36 of them in content areas 3 and/or 4 (see PDH
requirements below); AND

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

OPTION 2:
• Graduate degree in an EAP-related discipline (or equivalent outside the United States); AND

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

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

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

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

PDH Requirements for Both Options:

• At least 60 percent of total PDHs must be within content areas 3 and/or 4

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

from training occurring November 11, 1995, or later

For More Information, call (703) 387.1000, etrt. 319

EXAM FEES:
$295 for EAPA Members*

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

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

*U.S. Individual membership rate only.
For other categories, contact EAPA's

Membership Department.
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Front
Desk
A Se~z CL~~z~~e i~ the Wov~kpl~zce
by John Maynard, Ph.D., CEAP

udging from the numbers,
there's never been a better time
to be a worker. In the United
States alone, according to the

U.S. Bureau of Labor Statistics, 20 mil-
lion net new jobs have been created
since January 1993, more than 80 per-
cent of them in industries and occupa-
tions that pay above-median wages.
Unemployment, at 4.1 percent, is at its
lowest level since 1970, and a larger per-
centage of the population is employed
now than at any previous time.

Scratch the sheen off these glossy
statistics, however, and you'll discover
an intricate mosaic of workplace trends
that add tone and texture to the raw
data. For example, many companies, in
an effort to streamline operations, are
eliminating or selling business units
and hiring outside vendors to provide
services that once were performed in-
house. Other companies, ar~ious to
attract and retain workers in a tight job
market, are paying higher salaries,
offering more benefits, and even allow-
ing employees to work from home.
Still others, by taking advantage of new
communications and information tech-
nologies, are restructuring their work-
forces and making greater use of
part-time and temporary employees.

These and other developments
are prompting a sea change in the
relationship between employer and
employee. Gone are the days when

workers were seen as small, easily
replaceable cogs in a corporate

machine, as in the 1930s Charlie

Chaplin film, "Modern Times." Gone,

too, is much of the public veneration

of business that William Whyte

skewered in his 1956 classic "The
Organization Man," which argued that

"The fault is not in organization; it is
in our worship of it ... it is in the soft-
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minded denial that there is a conflict
between the individual and society."

What has replaced them? Accor-
ding to a recent Labor Department
report, "Futurework," the 21st century
will greet us with an information-based,
skills-intensive economy, a workforce
increasingly composed of women and
minorities, annual business losses of
$11 billion (and risings from workers
who must care for children and elderly
relatives, technological innovations that
are dramatically improving productivity
but eroding the human interactions that
help form the social networks of com-
panies, and a small but growing "alter-
native" labor force whose members
contract for work to provide ̀ just in
time" employment.

The corporate culture is chang-
ing, and the employee assistance field
is changing with it. Telephone and
Internet access services, nearly
unknown only a few years ago, are
now essential components of many
EAPs, as are work/life and work/family
initiatives such as child care and elder
care. Meanwhile, many internal EAPs
have given way to external programs,
and managed behavioral health care
firms are becoming dominant players
in the employee assistance market.

What's in store for the years to
come? This issue of the EAPA F~cchange
offers views from members of the busi-
ness community and the human
resources sector, and from two work-
place productivity consultants.
Together, they paint a picture of a work
environment that is becoming more
complex—and even more reliant on
employee assistance services—than it is
today. I hope you find that these articles
provide you with food for thought and
a fresh perspective on the challenges

and opportunities that lie ahead. Q
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Sundovorn M Ranch
Established 1968

The oldest residential alcohol and di°ug addictio~z ti°eatment center° in the state of Washington

Our Motto Our Costs

"TH E
PATIENT

IS THE REASON
WE ARE HERE"

`\ ', '`

Our costs are the most reasonable
in the nation. A 21-day inpatient
ADULT stay is $2730 oi~ $130 per
day. A 28-day inpatient ADO-
LESCENT stay is $4760 or $170
pei- 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
M~SS~ e~`

Back to tL~e Futuv~e
by Gregory P. DeLapp, CEAP

or the past few months, my
mind has been on the
future—the future of the
employee assistance field in

general and EAPA in particular. The
Board of Directors has been preparing
a strategic plan to help position both
our field and our Association for the
future, and we will be sharing the
details of that plan in an upcoming
issue of the. Exchange.

But for now, I'd like to tell you
about a journey I recently took into
my—and our—past. On January 11,
I visited the National Clearinghouse
for Alcohol and Drug Information
(NCADI), a division of the Substance
Abuse and Mental Health Services
Administration (SAMHSA), to talk
about employee assistance programs
and EAPA's role in strengthening and
promoting them.

The trip to the NCADI was not
my first. More than 25 years ago,
while a student at the University of
Connecticut, I traveled to Washington,
D.C., to. conduct some research on
alcoholism, specifically the pros and
cons of lowering the drinking age
from 21 to 18. I hitched a ride on a
shuttle bus for employees of the then-
U.S. Department of Health, Education,
and Welfare and soon found myself in
Rockville, Maryland, home of the

NCADI—then, and now, a great source

of information and an ally in the role of

"front door" to the resources available

on alcohol and drugs.
As most of you know, the

NCADI and the National Institute on
Alcoholism and Alcohol Abuse (NIAAA)
were established by the Comprehen-
sive Alcohol Abuse and Alcoholism
Prevention, Treatment and Rehabilita-
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tion Act of 1970, also called the
Hughes Act in recognition of its pri-
mary sponsor, Sen. Harold E. Hughes
of Iowa. I had the pleasure of meeting
Sen. Hughes and many other leaders
in the alcohol and drug treatment
field, including Lois W., the founder of
Al-Anon (and wife of Bill W., one of
the co-founders of Alcoholics
Anonymous), and Marty Mann of the
then-National Council on Alcoholism,
during my visit to Washington.

By creating the NCADI and the
NIAAA, the Hughes Act firmly estab-
lished alcoholism as a public health
concern rather than a criminal justice
issue. And the act did something even
more profound—it established pro-
grams to prevent and treat alcohol
abuse and alcoholism at the state level.

Under the Hughes Act, Congress
authorized grants totaling $300 mil-
lion over athree-year period to help
states develop and administer pro-
grams for the prevention and treat-
ment of alcoholism. These grants
enabled NIAAA staff to train two
"occupational alcoholism" consultants
in each state. Many of these consul-
tants, known as the "Thundering
Hundred," were among the first mem-
bers of EAPA (called ALMACA in its
early days). Thus, the seed money for
the formation of EAPA was part of the
same funding that brought about the
NIAAA and the NCADI.

Thanks to the Hughes Act, EAPA
shares a common history with the
NCADI and the NIAAA, two of the
leading sources of research and infor-
mation on alcoholism and alcohol
abuse. We are linked by the timing of
our geneses and by our early histories.
And we are still linked today in our

~~~ .
~~+~y

GREGORY DELAPP,t
EAPA Presi

common ability to share information
and expertise.

My trip to the NCADI afforded me
the opportunity to renew those links
and discuss the challenges facing our
Association and profession in the new
workplace and health care market of
the 21st century. These challenges
require that we strengthen our relation-
ships with allied agencies and organi-
zations and establish new ones that
will help us better serve workers, their
families, and their employers.

For example, two days after I vis-
ited NCADI, EAPA's chief operating
officer, Sylvia Straub, attended a pre-
liminary viewing of "On Our Own
Terms: Moyers on Dying in America,"
a four-part television documentary on
the movement to improve care at the
end of life. The documentary, which
will air this fall on public television, is
being produced by Bill and Judith
Davidson Moyers, who also created
the award-winning 1998 series, "Close
to Home: Moyers on Addiction." Many
EAPA chapters and members played a
prominent role in publicizing "Close
to Home" and encouraging discussions
about alcohol and drug addiction, and
I urge each of you to do likewise with
"On Our Own Terms." The death of a
loved one exacts a painful toll on fami-
lies and, increasingly, on workplaces,
and this series will serve as a catalyst
for promoting discussions about how
to alleviate it. (I know that burden
well—I've been there.)

In addition to working with allied
organizations, we also must play an
active role in promoting and protecting
our interests on Capitol Hill and in
state and local legislatures. To that end,
Sheila Macdonald, EAPA's director of



legislation and public policy, has been
meeting with representatives of the
National Association of Insurance
Commissioners, the American Managed
Behavioral Healthcare Association, and
other groups to familiarize these orga-

nizations with the employee assistance

profession and its practices, services,

and programs.
As members of LAPA, we all have

a responsibility co educate employers,
legislators, regulators, the media, and
the public about our role in the worlc-
place, our value to employers and
unions, and our services to employees
and families. We must step forward
and [ell the world who we are, what
we do, and why we matter—and will
continue to matter—in the workplaces
of the world. It is time for us to go
back to the future, to fulfill the vision
of Harold Hughes and demonstrate
that every dollar spent to address alco-
hol abuse (not to mention depression,
drug abuse, and a host of other ill-
nesses) will be returned to society sev-
eral times over.
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Nominations for EAPA's Board of Directors
The following positions on the EAPA Board of
Directors are open for nominations for 2000-2002:
President-Elect, Vice President, Secretary, Treasurer,
Diversity Director, Internal EA Programs Director,
and Eastern, Midwest, Southern, Western, antl
International Regional Directors.

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

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

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

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

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

To promote the highest standards
of practice and the continuing

development of employee assistance
professionals and programs.

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

siz times a year for S2D per year (from the $115 membership

fee) by the Employee Assistance Professionals Association,

2101 Wilson Boulevard, Suite 50Q Arlington, VA 22201-

3062. Postage for periodicals is pall at Arlington, VA and

other offices. POSTMASTER: Send address changes to the

EAP Assoc/ation Exchange, 2101 Wilson Boulevard, Adin~ton,

VA 22201-3062.

O 2000 by Employee Assistance Professionals Association,

htc. Reproduction without writlen permissian is expressly

prohibited. Publicatim~ of signed articles does not constitute

endorsement of personal views of authors.

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

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

Special Directors (Diversity Director and Internal
EA Programs Director) are voted for by all mem-
bers of the Association. The Internal EA Programs
Director must work in an internal employee assis-
tance setting.

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

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

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

The University of Pittsburgh
School of Social Work

Post-Master's EAP
Certificate Program

Courses &Institutes
open for credit or PDH

(Programs held in Pittsburgh,
PA unless noted otherv✓ise)

Courses
(8 weeks for 30 hrs.
or 2credits-evenings)

Tues. 5/3-6/21
EAP Overview Course

Thur. 5/4-6/22
Substance Abuse

Institutes
(2 days for 12 hours or 1 credit)

March 24-25
Legal Issues in the Workplace

With Sandra Nye, JD,
Author, EAP Law Handbook

June 23-24
Substance Abuse: Workplace Issues
at Univ. of Pittsburg at Johnstown, PA

For information on EAP Professional
Development Continuing Education

Program: (412) 624-3711 or

www. pitted u/-pittssw/ce.htm
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From the
COO
Wl~o C~~Assist row
Whew you C~zIIEAPA?
by Sylvia Straub, Chief Operating Officer

ood customer service is a
high priority for business-
es, but it's also crucial for
associations. Each day,

dozens of our members call the EAPA
office for answers to questions and
other_assistance. To help you get the
service you need, you may wish to
consult this brief guide before you
make your next call:
Q: I want to check on my membership
dues payment: With whom should I
speak?
A: You might, think you should speak
with someone in the Membership
Department, but instead you should
ask for the Finance Department and
specifically EAPA's accounts receivable
manager, Ruth Maupin (ext. 310).
Dues payments, and in fact all pay-
ments such as conference registrations
and certification fees, are handled by
the Finance Department.
Q: I lost my membership card. Whom
should I call?
Q: I need to change my address/phone
number/e-mail address? Who handles
these kinds of requests?
Q: I didn't receive my latest copy of the
Exchange. Who can send me a copy?
Q: I'd like to rent EAPA's mailing list.
With whom should I speak?
Q: Who can send me a membership
application?
A: All of these questions can be
answered by Juanita Padgett, EAPA's
membership manager (ext. 317). But if
all you need is a membership applica-
tion or a short EAPA publication, you
can save time and get immediate turn-

around by using EAPAs fax-back service.

Just dial EAPA's main number, (703)
387-1000, then press 2 and 2 again for
an index of publications available by fax.
Q: I would like to request a certifica-
tion packedtest application/Advise-
ment Guide. Whom should I call?

6 • EAPA EXCHANGE •January-February 1000

A: For Certification Department publi-
cations, contact EAPA's receptionist,
Katina Doulis (ext. 301), or our certifi-
cation assistant, Anthony Brown (ext.
319). Anthony can also help you if you
need to check your recertification date,
have a question about applying for the
certification exam, sent in pre-approval
forms for training you're conducting
and want to know when you can
expect to get your approval number, or
want to know the certification exam
dates. However, before you call in
about your training approval number,
you should check the Training
Providers Guide. Training pre-approval
forms must arrive at the EAPA office 30
days prior to the training for which pre-
approval is sought; if they arrive within
fewer than 30 days, the request must
be accompanied by a $25 late fee.
Exam dates can be found in the
Member Resource Directory or any
issue of the Exchange.
Q: I want to purchase a copy of the
"Employee Assistance Law Desk
Book." Who can take my order?
A: Resource Center Manager Janice
Dixon (ext. 307) can help you with
this or any other publication available
through the Resource Center. You can
also call Janice to request the
Publications Catalog or the PDH
Catalog.
Q: I want to hire a new employee
assistance staff person. How do I place
a j ob listing with EAPA?
A: If you wish to place the ad in
EAPA's Job Bank, send an e-mail to
Support Services Director George
Figliozzi (eapoffman@aol.com) and he
will list the ad on our Web site. If you
want to publish the ad in the Facchange,
call EAPA's advertising manager,
Marilyn Lowrance, at (703) 538-5557
or fax her at (703) 538-4071 (Marilyn

SVLVIA STRAUB
Chief Operating Officer

can also help you if you want to run
the ad in the Exchange and list it in our
Job Bank).

The preceding list of questions is
not exhaustive, but it does cover some
of the most common queries from
members. EAPA staff members strive
to assist you whether you call, write,
or e-mail us.

Welcome, Katie and Stuart!

Two new staff members have joined
the EAPA roster. Katie Borkowski is
EAPE1s new certification director. Katie
comes to EAPA from the American
Gastroenterological Association, where
she served as director of the Education
Department. She also has worked with
the National Board for Certified
Counselors and is herself a certified
counselor.

Stuart Hales is EAPA's new direc-
tor of communications and editor of
the Exchange. Stuart has more than 10
years' experience as a publications
manager (including four years at the
American Red Cross, where he worked
with Kay Springer, who later joined
EAPA as communications director!)
and most recently was a freelance
writer and editor.

Exhibits and Awards

For the third year in a row, EAPA
has received a generous grant from Eli
Lilly and Company to fund EAPA's
national exhibit' program and activities
associated with an ongoing national
depression awareness campaign, includ-
ing achapter awards program. As part of
the campaign, EAPA invites the
Employee Telephone Access Program
(ETAP), a powerful tool for detecting
depression, to share exhibit space at
national conferences to encourage aware-
ness of depression and ETAP services.



This year, the EAPA/ETAP exhibit
will travel to the following conferences:
* Risk and Insurance Management

Society, April 30-May S
* American Occupational Health

Conference, May 16-19
* Society for Human Resource

Management, June 25-28
* American Psychological Association,

August 4-8
* Benefits Management Forum bt

Exposition, September 24-27
* Employee Benefits Conference,

November 10-15
Last year EAPA sponsored a chap-

ter awards program in conjunction
with the national depression aware-
ness campaign, and we have received
very positive feedback from participat-
ing chapters. The chapters were par-
ticularly pleased to have this means
for recognizing companies in their
areas for outstanding depression pro-
grams. The program provides beautiful
plaques for chapters to give to their
respective award winners. Look for
announcements of the program in the
Exchange and the Chapter Officers
Newsletter. Q

Co~~sulling /%irm

North Amci•ice • Lnlin A~nerlca

EAP and Work/Life
implementation and integration

EAP training specializing in:

Life during Downsizing

Managing Change

Critical Stress Debriefing

Diversity Awareness

Wellness Programs

Work/Life Awareness Training
foi• 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

conra~c:
Celina Pagans Tousignant
Phone: 415.459-6747
I'a~c: 415.453-6105
E-mail: celina@sirius.com
Web page: www.normisur.com

EAPA Staff by Department
Administration Accounts Receivable Manager: Ruth Maupin

Chief Operating Officer: Sylvia Straub Exl• 312 or eaprecmanC~aol.com

Ext. 316 or eapcoo~aol.com Membership

Certiticaiion Director: Mary Craigie

Director: Katie Borkowski Ext. 315 or eapmemdirC~?aol.com

Ext. 311 or eapcerttlirC~?aol.com Manager: Juanita Padgett

Manager: Sharon Thomas Ext. 317 or eapmemmanC~2aol.com

Ext. 310 or eapcertmanC~aol,com
Assistant: Anthony Brown Public Policy

Ext. 319 or eapcertdepCalaol.com Director: Sheila Macdonald
Ext. 309 or eaplppdirC~3aol.com

Communications

Director: Stuart Hales Resource Center
Ext. 308 or eapcommtlirC~3aol.com

Manager: Janice Dixon

Conferences Ext. 307 or eaprescenC~aol.com

Director: Ellen Miller Williams
Ext. 303 or eapconvdirC~3aol.com

Support Services

Manager: Kathleen Rigden Director: George Figlioui

Ext. 304 or eapconvmanQaol.com Ext. 314 or eapoifman@aol.com
Receptionist: Katina Doulis

Finance Ext. 301 or eapamain~aol.com

Director: Sheree Thomas
Ext. 305 or eapfintlirQaol.com Web Site/Job Bank

Accounts Payable Manager: Cynthia Reetl Webmaster: George Figlioui
Ext. 313 or eapappmanC~?aol.com Ext. 314 or eapoffman~aol.com

All phone numbers are (703) 387-1000 unless otherwise nosed.

•Get definitive DSM-IV diagnoses

• Determine lifetime alcohol and drug history

•Identify relapse risk

• Document support for your clinical decisions

SV DDS-IV
Substance Use Disorder Diagnostic Schedule

The SUDDS-IV is the ideal tool for performing a thorough substance related diagnostic work-up

as part of the routine clinical intake. Its detailed substantiation of events and behaviors support

diagnoses making it unusually helpful in assessment where findings may be challenged. The

SUDDS-IV is also often used in motivation enhancement efforts for those resistant to treatment.

For information and a catalog contact

ev hce
clinical assessments PO Box~73os •Smithfield, RI • oz9i7

Tel Boo-755-6z99 • 90~-23~-z993
Fax qo~-z3~-zo55
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by Laurel Coppersmith, LSW, CEAP and Arlene Grubbs, LSW, ACSW

ritical incident stress debriefing (CISD) is
increasingly considered an essential skill for
employee assistance professionals. However, the
current model of CISD originated in a very dif-

ferent context than the one in which EA practitioners usu-
ally apply it. This article will discuss what the authors see
as the difference between CISD as originally formulated
and its application in the workplace and provide a concep-
tual framework for assessing critical incidents and formu-
lating intervention approaches in the context of an
organization's behavioral health risks.

The classic model of CISD is based on techniques for
helping rescue workers and fire and police departments
cope with the psychological fallout from community disas-
ters.' Although layoffs, closures, and the serious illness or
sudden death of a co-worker are often grouped in the liter-
ature with murders and natural disasters as criteria or jus-
tification for CISD~, it is our premise that workplace events
and community events occur in very different contexts.
This distinction has implications for how a CISD is con-
ducted.

It is crucial . to remember that so-called critical inci-
dents in the workplace do not occur in a vacuum—they are
organic to the organization and have antecedents as well as
sequelae. Risk factors are often inherent in an organization's
practices, structures, and procedures (see Figure 1). These
risk factors vary in the degree of their impact on the orga-
nization. Authoritarian management and supervisory

'styles, restructurings, and downsizings are factors that have

been identified as posing the highest risks of workplace

critical incidents.'
All organizations have risk factors, but what is most

important is a company's ability to recognize and address

them. We have identified three levels of organizational

"competence in this area.
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The first level places the organization minimally at risk
for critical incidents. In such organizations, risk factors are
infrequently present, but when they do occur they are
addressed quickly. The organization has systems, struc-
tures, and a culture that allow it to be proactive about its
own health.

At Level II there may be occasional evidence of risk
factors that are not addressed. The organization either fails
to identify the risk factor or, having acknowledged it, is
unprepared or unwilling to address the situation.

The most at-risk organizations have institutionalized
patterns of ignoring risk factors. In fact, support for sus-
taining some risk factors may be built into the culture of
the organization. For example, there are organizational cul-
tures that fail to address performance problems, particular-
ly those of an interpersonal nature, or address them by
moving dysfunctional personnel from one department to
another.

CISD interventions that are provided without at least
recognizing the workplace context in which the incident
occurred will be minimally effective and may even be dam-
aging. EA practitioners, however, are in a position to do
more than simply recognize organizational context—if
given the opportunity, they can help the organization man-
age its anxiety by looking at contributing factors and rec-
ommending how to prevent or at least minimize the risk of
future incidents.

A workplace CISD intervention offers EA professionals
the opportunity to engage in activities that enhance the
organization's health and decrease its risk level. EAPs are
involved in the continuum of events around possible/actu-
al incidents and thus are often the first to be aware of grow-
ing stresses and tensions in the organization. Information
available to the EAP includes:
• Supervisory consultations/mandatory referrals identify-



Structural:

Procedural:

Cultural:

Educational:

Figure 1

Critical Incident Antecedents:
Organizational Risk Factors

♦ Poor security systems in place
♦ Poor condition of equipment
♦ Safety measures not in place for preventing

accidents/exposures

departments or employee categories.

Using this infonnaCion, the LA
practitioner can begin to assess the
level of organizational risk. The
practitioner can also go a step fur-
ther and correlate the information
with behavioral risk data, such as
the following:
• Number of grievances filed
• Number of EEO claims and

harassment claims

♦ Poor hiring practices (e.g., no pre-employment drug testing, 
Number of lawsuits filed by

failure to screen out prospective troubled employees) 
employees or customers

♦ Failure to take appropriate disciplinary measures 
Number of workplace accidents

♦ Failure to provide EAP help for troubled employees Number of behavioral disability
claims

• Number of employees laid off or

♦ Authoritarian management/supervisory styles" reassigned in the past year

♦ "Fire at will" mentality vs. offering rehabilitation opportunities However, any information shared
with the organization's leadership
must be "trended" to conform with

♦ Failure to require employee training re: violence, accident the confidencialicy guidelines of the
prevention, depression, chemical dependency awareness. EAPA code of ethics.

In addition to identifying orga-
Organizational Life CVCIe: nizational risk factors that can serve

♦ Stress in workforce because of downsizing/restructuring* as a backdrop to critical incidents, it
is important to recognize that inci-

Historical: dents themselves vary greatly in the
♦ Recent (within past year) critical incidents that are widely severity of their impact. In some

known within the workforce h t t

*Highest risks for workplace critical incidents

ing troubled employees who are poCential perpetrators
of workplace violence
Similar concerns—about sexual harassment, difficulties
with managers, etc.—being raised by multiple employ-
ees from the same department
An increase in the occurrence of fitness for duty, acci-

dent, and short-term disability cases within particular

ways, ~ is variance is coun enn u-
itive—i.e., incidents that might be
judged as most traumatic, such as
murder or suicide, may actually be
more easily addressed since they are

self-contained and have a defined ending. In a healthy
organization, these incidents can be treated with classic
CISD interventions.

More difficult are those ongoing events that cause a
continuous level of anxiety or fear and erode an individual's
psychological resilience (see Figure 2). In fact, the impact
of organizational cataclysms such as layoffs, downsizings,

Figure 2

Severity Index for Workplace Incidents

SCALE FOR WORKPLACE CRITICAL INCIDENTS

Least Traumatic. ~ Most Traumatic

Level I Events Level II Events Level III Events

Employee unex- Murder/ suicide Multiple deaths Layoffs Ongoing Restructuring/

petted death Serious on-the-job sabotage Downsizing/

Child's death injuries threats Harrassment

Criteria:
Events that are time limited,
self contained, and have a
defined ending

Criteria.
Events that are of longer duration,
involve more than one person,
and have a defined ending.

Criteria:
Events that are ongoing,
cause a continuous level
of anxiety or fear, and
erode a person's psychological
resilience.
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Figure 3

Workplace CISD Models

CLASSIC CISD

Incident Characteristics:
Dramatic
Single event

Participant Characteristics:
Psychologically healthy

Practitioner involvement:
Immediately after incident

Intervention:
Time limited
Incident specific
Incident level specific

EXPAN

lions to an abnormal event. In contrast,
workplace incidents, even ehose that are
singular events, often are experienced by
chronically stressed employees.

DED CISD For example, [he potential for interper-
sonal conflict tends to increase in organi-
zations undergoing the constant changes
of today's business environment. As a
result, many workers are left wi[h a
residue of unfinished interpersonal busi-
ness. This interferes with their abilities [o
work through any stressful incident, no
matter how apparently trivial, in a healthy
way. After a series of restructurings or lay-
offs, there may be a large reaction even to
a very small event.
Compounding this is the frenzied

atmosphere of today's workplace, which
allows fewer opportunities for the nor-
mal, ritualized activities that help employ-

ees process- traumatic events. Situations like the severe
illness or death of a co-worker, which under normal cir-
cumstances would be handled by rituals such as gifts of
flowers, visitations to hospitals or funeral homes, and sup-
port and sharing at the water cooler, are now often
addressed by distancing and shutting down emotionally.
There is pressure in organizations to keep producing and
get Che work out. Grieving and loss must be set aside.

With these differences in mind, CISD can be modified
to better fit the realities of the workplace. A suggested mod-
ification might be to have athree-part program called
Expanded CISD. Part I would emphasize access to feelings
that, because of chronic stress in the system, may be less
accessible than in a typical CISD situation. Part II, provid-

Incident Characteristics:
May or may not be dramatic
Usually endures over time

Participant Characteristics:
Psychologically stressed

Practitioner involvement:
Before, during, and after
incident

Intervention:
Ongoing
Organization wide
Multi-level

or restructurings is often confusing. These upheavals can
serve both to put an organization more at risk for critical
incidents and as critical incidents in themselves.

There are three important differences that must be
acknowledged before applying the CISD model in a work-
place context (see Figure 3). First, the most dramatic inci-
dents may .not be the most traumatic in a workplace
situation. For example, restructuring, although dramatic in
its announcement phase, tends to become a nagging fact of
life rather than an intense, discrete incident.

Second, situations in the workplace that may endure
over time need an expanded CISD approach. The CISD
model is premised on the assumption that debriefing will
help individuals process the impact of one critical incident
so that psychological reac-
tions to it will not carry Figure 4
over and interfere with the Expanded CISD Model
ability to function when
the next crisis comes
along. In contrast, during
restructurings, downsiz-
ings, or layoffs, the critical
activity is ongoing and
often is experienced in
stages as plans unfold.
Employees often under-
stand that snore organiza-
tional change is coming,
but do not know when it
will come or what form it
will talee.

Even self-contained
events may require more
than the current CISD
model offers. A standard
debriefing assumes that
psychologically healthy
people experience reac-
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FOCUS QUESTIONS
PHASE

48 - 72 HOURS DEFUSING/ What happened?

AFTER EVENT DEBRIEFING Where were you?
What was your relationship to
those affected?
What were you feeling?
How has this affected you?

2 -3 WEEKS LESSONS LEARNED What has your role been?

AFTER EVENT STEPS/SUPPORTS What other factors may have
contributed to the event?
What supports do you want to
help you now?

3 - 4 MONTHS FOLLOW-UP &REVIEW What impact have your efforts
had?III AFTER EVENT OF OUTCOMES 
yyhat has hindered your efforts?
What have you learned?
What other roles might you take
to improve the situationT
What do you need now?



INCIDENT LEVEL
Events that are time
limited, self contained, and
have a definite ending.

INCIDENT LEVEL II
Events that are of longer
duration, involve more than
one person, and have a
defined ending.

INCIDENT LEVEL III
Events that are ongoing,
cause a continuous level
of anxiety or fear, and
erode a person's
psychological resilience.

Figure 5

Incident/Risk Intervention Matrix

ORGANIZATIONAL RISK
LEVELI

Organizational risk factors
identified and quickly
addressed.

Recommended Approach
Crisis Management

Classic CISD

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

ed perhaps two to three weeks later, would focus on lessons
to be learned and channel employees' energies into person-
al and organizational problem-solving processes. In three to
six months, Part III would review outcomes and recom-
mend additional steps needed. See Figure 4 for examples of
questions appropriate to each phase. -

What are the differences between CISD as it is cur-
rently practiced (Classic CISD) and the expanded approach
we are suggesting? In Classic CISD, interventions are time-
limited and directed toward those who have experienced
the trauma. The involvement of top leadership, if it occurs,
is incident-specific. Expanded CISD interventions are
ongoing, organization-wide, and multi-level.

Like Classic CISD, Expanded CISD would provide for
workplace debriefings at the time of the critical incident.
But in contrast to Classic CISD—in which follow-up, if

provided, is incident-specific—workplace CISD applica-
tions need to include planned, ongoing follow-up to
uncover and manage underlying stressors to prevent future
incidents. Specific interventions, which are ongoing,

include the following:
• Supervisory training to encourage non-authoritarian

management styles
• Tightened management accountabilities, including

removal or replacement of ineffective managers
• Quarterly/biannual organizational behavior audits
• The introduction of an employee "hot line" for report-

ORGANIZATIONAL RISK
LEVEL II

Occasional evidence of
organizational risk factors,
usually not addressed.

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

ORGANIZATIONAL RISK
LEVEL III

Established and
systematic pattern of
inattention to
organizational risk factors.

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

Recommended Approach
Crisis Management
Expanded CISD
Risk Management

Remedial Management

ing situations that pose risks to individuals and/or the
organization
Unlike practitioners in Classic CISD applications who

have no historical/antecedent data, EA professionals have
access to data that may suggest a number of possible inter-
ventions tailored to the needs of the entire organization.
These might include such activities as the following:

• Mandatory, organization-wide training in stress man-
agement, change management, violence prevention, and
diversity appreciation

• Development or enhancement of safety programming
• Expansion of the EAP beyond the Core Technology
• Expansion of wellness programming
• Creation of incentives for employees to utilize skill-

building and training opportunities
• Creation of interpersonal behavior standards and a

requirement that employees sign contracts with
employers to adhere to them

Third, in contrast to focused CISD interventions with
incident-specific follow-ups, the continuum of EAP inter-
ventions in response to workplace incidents affords the all-
important opportunity for multi-level follow-up. The EA
practitioner is the "point person" between staff and middle
and top management. Since workplace incidents command
the attention of top management for (at a minimum) dam-
age control, the EAP has an opportunity to engage all lev-
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els in a review of what happened. This provides a way to
tease out the lessons learned and structure interventions
which may reduce future organizational risks. Such inter-
ventions could include the following:

* Establishment of a trauma response team within the
organization

* Establishment of "town meetings" offering employees
regular contact with top management to encourage dia-
logue and expose employee dissatisfaction

* Introduction of 360-degree reviews for middle man-
agers in order to include staff evaluations in manage-
ment performance reviews and salary increases.

* Appointment of a multi-level Wellness Committee

It is important for EAPs to have systematic approaches
for developing interventions designed to prevent and man-
age crises and their aftermaths. Faced with low-level inci-
dents and low-level organizational risk factors, EA
professionals need only concern themselves with managing
the crisis. Faced with mid- and upper-level incidents and
risks, EA practitioners need to implement not only crisis
management activities but also risk management and reme-
dial management activities (see Figure 5). Crisis interven-
tion in the form of Expanded CISD is designed not only to

Are their financial proble
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-~00-865-HELP
You can earn thousands of dollars in Revenue
for your company per month. Call Now for free
books and pamphlets on financial problems to
give to your clients. Non•Profit Consumer Credit Counselor
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minimize the effects of the incident and stabilize the imme-

diate situation, but also to begin tracking the organization's

ability to identify and assess any underlying causes of the

crisis.
Organizations whose behavioral stress level is in the

moderate range need to build on these preliminary identi-

fication and assessment processes and become even more

proactive. In order to manage a critical incident effectively,

they need to engage in an organization-wide risk manage-

ment initiative. This level of activity is information-focused,

indicating that the organization is gathering data about how

well its current systems are functioning to prevent a recur-

rence of the critical incident.

Finally, organizations at great risk during incidents

need to add activities aimed at remediation to their

response strategy. These actions focus on repairing long-

standing damage to the organization and begin the difficult

task of putting the organization on a new footing.

Organizations with high risk levels that initiate restructur-

ing or downsizing are not only most at risk for critical inci-

dents, but least capable of dealing with such incidents with
their existing structures and processes.

As a last word, we suggest replacing terms like "criti-
cal" and "debriefing" with terms like "incident response" or
some other less emotionally-loaded term. All too frequent-
ly, the efforts of EAPs to offer CISD services are resisted by
top management, who may react defensively to the terms
"trauma" and "critical" in an effort to deny or minimize the
events and/or the behavioral risks to the organization asso-
ciated with them. Q
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by Richie M. Banning, CEAP

iversity! It's a word, a concept, a process that
means many things to each of us. We bring our
stories, our memories, our hearts—indeed, our-
selves—to the forefront of its very consideration.

And as we move into this next millennium, we also
bring diversity into our workplaces. As the Internet fosters
global e-commerce and businesses expand internationally,
our workforce complexion is changing at a rapid pace.

The need to address diversity issues within our EAP
core practices, our client companies, and even ourselves
increases exponentially as the complexion of the workplace
changes. Not addressing these issues increases the risks of
lowered productivity, lower-quality output, and workplace
conflict, drives up human resources costs, and can even
lead to workplace violence. Smart companies thus are real-
izing the competitive edge and long-term business advan-
tage of addressing diversity through policies, procedures,
recruitment and retention strategies, ongoing management
and employee training, and performance systems linked to
diversity issues.

EAPAs 1998 Needs Assessment revealed considerable
member interest in diversity training. But what kind of
training is needed? As EAPAs Diversity Director, I decided
to ask our members for further input.

The 1999 Member Resource Directory, sent to all
EAPA members, contained aone-page survey asking for
input on seven questions. Nearly 250 EAPA members
returned the survey form, abetter-than-average response
rate. Respondents were 43 percent male and 57 percent
female.

Following is a summary of the survey responses and
an overview of how the Diversity Committee is planning to
integrate these replies into current and future Association
initiatives. All percentages in this article are rounded up to
the next whole number for ease of use.

1. What do you consider the "priority" diversity-
related issue/area needing EAPA attention in order
to meet your professional needs?

The range of replies covered almost the entire spec-
trum of possible answers, with the large majority of respon-
dents citing the need for further diversity attention either to
specific groups—including minority populations, older
workers, women, the disabled, and homosexuals—or
issues, such as understanding differences in work styles,
delivering services to and differentiating the needs of urban
and rural workers, and promoting cooperation between
labor and management.

With respect to treatment, the needs of those affected by
domestic violence were mentioned as needing further atten-
tion, as was the need to address special interests in alcohol
and drug treatment, including cocaine treatment programs
for young black males. Several members also identified gen-
der reassignment issues and their impact on the workplace
as a priority. Many members noted the conflicts within the
managed care industry and suggested that EAPA take a lead
role in working with managed care companies to increase
communication and cooperation. Finally, the need to help
companies with high immigrant populations was mentioned
as a priority requiring much more professional attention.

The bottom line is that the members taking this survey
saw the need for EAPA and the profession to do more for
our diverse members and workforces.

2. Which of these areas would you like to see given
more attention within EAPA?

Respondents were asked to rank the areas, and did so
as follows:

Diversity education and training (87 percent): The over-
whelming need cited by respondents was for more diver-
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sity education and training. Many called for more culture-
specific and historical criteria as a basis for our EAP work
and for EAPA initiatives. A second priority noted was
breaking through language barriers, both within our core
practitioner work and within EAPA. On the management
front, more diversity efforts are needed in succession
planning practices and management training. Other pri-
orities mentioned were the need for more focused diver-
sity resource networks and Web resources, and training in
international business protocols. Respondents also called
for more emphasis on diversity training at the local EAPA
chapter level and at the EAPA Board and leadership level.

Model for worhplace application (74 percent): Almost
two-thirds of the survey respondents noted the critical
need for a workplace diversity model for application to
their workplaces. The Organizational Development
Subcommittee is already hard at work on this, developing
a workplace diversity model that can be customized to fit
any workplace around the globe.

Research (67 percent): On the research front, survey
respondents called for more applied diversity research that
could help make the case for diversity to employees and
unions. Several members cited the need for the research
community to prove that diversity programs work.

OrganizQtional development initiatives (60 percent): This
category relates not only to the work of the Organizational
Development Subcommittee but also to a variety of EAPA
internal initiatives suggested by respondents. The following
were noted as initiatives that the Association leadership
needs to consider:
• Host a diversity reception, community-building semi-

nar, and men's breakfast (as a networking event for
EAPA men to explore work and family issues) at the
EAPA Annual Conference

• Communicate EAPA's position on diversity on its Web
page

• Create links on EAPA's Web site between the Diversity
Committee page. and the Women's Committee page

• Establish a "Diversity Council" within EAPA to help the
Association identify and discuss internal diversity
issues

• Provide diversity training for all EAPA leaders at the
national and chapter levels

• Take immediate, proactive strides to address internation-
al members' needs and priorities and include interna-
tional members on more Association leadership bodies

• Focus on getting the diverse constituencies in EAPA to
cooperate and work together toward common profes-
sional and Association goals
Focus groups on EAPA diversity issues/Recruitment initia-

tives to increase diversity (53 percent each)

3. Do you support moving away from emphasizing the

conceptual word "diversity" and toward a "cultural

competency workplace model and dialogue" that
focuses on diverse groups working together on mul-
tiple work tasks? In other words, do you favor less
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attention to individual differences and more on
steps and processes to help us work together with-
in diverse groups?

Five of every six respondents answered "yes" to this
question, indicating that our members seem to fully appre-
ciate the synergy that diverse workgroups and task forces
create and the high-quality ideas and products they pro-
duce. Our surveyed members sound diversity-aware and
diversity-savvy!

4. What type of diversity training are you currently
using in your workplace?

The good news is that many respondents' companies
are conducting some form of diversity training. The bad
news is that for every respondent who mentioned that his
or her company offers diversity training, another member
confessed to no such training.

The most common training topics are creating and
maintaining a respectful workplace, managing troubled
employees from a diversity perspective, sexual harassment,
assertiveness training, and implementing diversity using a
"teamwork umbrella." One training subject worth noting is
heightening sensitivity to cultural differences and needs in
patient care.

A few companies integrate diversity into all of their
workplace training. But very. few companies provide train-
ing on sexual orientation or gender issues, and few use out-
side speakers.

Some companies have formed "Diversity Councils" to
help guide their internal training efforts. Several offer inten-
sive staff workshops for advanced diversity work.

Training formats range from four-hour didactic lec-
tures to eight-hour sessions for management. One respon-
dent's company—evidently a leader in this area—provides
a four-day diversity training session, with ahalf-day for fol-
low-up and videos.

Many companies, especially smaller ones, depend on
local EAPA chapters to meet their training needs; others are
fortunate enough to have full-time internal diversity
experts. Some integrate the training into EAPA modules.

5. What type of training would you like to see occur
within your own workplace in the future?

Most respondents said they would like to see regular
diversity training followed by some in-depth awareness
work, specifically on cultural teamwork and workplace
competency, the impact of culture on job performance,
communications training, and respectful problem solving.
Keeping up with global developments and future trends
also were mentioned as important professional needs.

6. Would you like to see a "Diversity Training Day" as
part of the EAPA Annual Conference?
An overwhelming majority (79 percent) answered

"yes." The Diversity Committee's Education/Training



Subcommittee has already begun working to make this
happen at our 2000 Annual Conference in New York. We
are considering a variety of keynote and panel speakers and
formats ranging from storytelling to interactive sessions.
Stay tuned for more!

7. Please comment on your other needs in the diversity
area.

Responses to this question addressed a wide range of
topics. Several members suggested we look at our "micro"
problems to find solutions to "macro" issues. Many others
commented that EAPA's leadership needs to undertake
more initiatives to involve its international members and
take advantage of the global market for employee assis-
tance. The need to recruit college students into the EA field
was cited as critical to ensuring our profession's future.

The theme of "building community within us" kept
surfacing in replies to this and other questions. A focus on
teamwork, dignity and respect, unity, and integration—
rather than celebrating differences—was present in most
comments. Many U.S. respondents emphasized the need to
move beyond seeing diversity as a black/white issue to its
global and business implications.

The need for us as employee assistance practitioners
and EAPA members to assist and guide in the development
of an organizationally sensitive workplace culture surfaced
repeatedly. The need for us to move beyond special interest
groups in our Association to a unified, goals-oriented mode
also kept reappearing. Another trend in the survey replies
was a call to some members to move away from "quasi-mil-
itant" methods to a cooperative mode. An additional com-
mon theme was for EAPA to focus more efforts toward its
international members to make them feel more connected
to the Association and its programs.

Clearly, the need to further address diversity issues at
every level, and to promote inclusivity and cooperation,
were resounding themes from members' voices. Indeed, the
call for greater cooperation and finding common ground
was interwoven throughout the survey responses.

The Courage to Risk

As in nearly all surveys, the case "for" is balanced by
the case "against." Not all survey respondents favor
diversity efforts; some cited their distaste for diversity as
a buzzword. Several replies indicated that diversity is not
a part of the EAP core technology and as such does not
warrant attention. Although such replies were in the

minority, they are equally valuable to acknowledge and
consider.

The Diversity Committee has been working the past
year on a number of diversity initiatives. The committee
brought 20 diversity-related proposals, some with funding
requests, before EAPAs Board of Directors at the 1999
Annual Conference in Orlando. Special thanks go to

Marketing Subcommittee co-chair Linda Hoskinson,
Education/Training Subcommittee chair Gary Maltbia, and
Research Subcommittee member (and resident sage) Jim
Wrich for assisting me with our Board.presentation.

Much of the Diversity Committee's work stems from
ideas that were suggested through this survey and from
conversations and meetings with members. We are com-
mitted to serving you, the members, and delivering some of
the training and materials you need. We are open to your
suggestions and input. If you know of any good diversity
resources (videos, films, books, or Web sites) that you
would like to share with the committee or membership,
please forward them to me.

On behalf of the Diversity Committee, I ask for your
support for our efforts as we enter our second year. We can-

not become who we need to be by remaining who we are.
With your interest and support, we can help make our
Association more sensitive to diversity issues. Let us move
into this new millennium with hope and the courage to risk
some of the needed changes your survey input invites.
Respectfully, remember diversity.

Rickie Banning serves as diversity director on EAPA's Board of Directors.
Copies of the survey results can be obtained by contacting Rickie at
www.advanceddevelopment.com or by fax at (781) 596-9823.

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 ser-vices 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 O1C05

1-S00-ALCOHOL
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by Lee Mauh, CEAP and Sheila Macdonald

n Dec. 9, 1999, the U.S. Department of
Transportation (DOT) introduced long-expect-
ed proposals to consolidate and revise its alco-
hol and drug (A&D) testing rules, which

comprise Part 40 of Vol. 49 of the Code of Federal
Regulations (49 CFR Part 40). The proposals would make
substantive changes to the Ad~D testing provisions in gen-
eral and the substance abuse professional (SAP) sections
specifically.

Many of the proposed changes are expected to go into
effect when the rules are finalized, perhaps by the end of
the year. Once the revisions are finalized, SAPS can expect
to have clearer direction as to their function, new training
requirements, and expanded responsibilities.

A&D Testing Laws

After a series of transportation accidents in the 1980s
and early 1990s, Congress enacted ASYD testing laws to
protect the traveling public. These laws and subsequent
implementing rules apply to the nation's 8.3 million safety-
sensitive transportation employees and their employers.

After the first law was enacted, DOT published interim
drug testing procedures in the Federal Register on
November 21, 1988, followed by a final rule on December

1, 1989. Five years later, the agency published final rules

requiring alcohol testing for safety-sensitive employees and

creating the role of substance abuse professional for both

drug and alcohol testing. Since then, DOT has issued addi-

tional guidelines and more than 100 interpretive letters

related to the rules.
Under the 1994 rules, certified employee assistance

professionals (CEAPs), along with other specified profes-

sionals, were listed as eligible to provide SAP services if

otherwise qualified.
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Proposed Changes

The proposed revisions would incorporate previous
guidance and interpretations, reorganize and clarify existing
provisions, and include new sections that address changes in
technology, the testing industry, and DOT's program. The new
language also would remove complexities and ambiguities
that naturally arose when each of DOT's six operating admin-
istrations (OAs)—the Federal Aviation Administration,
Federal Railway Administration, Federal Transit Administra-
tion, Federal Highway Administration, U.S. Coast Guard, and
Research and Special Projects Administration—issued rules
that pertained to their individual agencies.

Major proposed changes to the rules include the fol-
lowing:
• The Office of the Transportation Secretary (OTS) would

be the coordinating entity for issuing rules and inter-
pretations, though any of DOT's six OAs could adapt
OTS rulings for its own particular modal needs.

• Only those rules issued after the composite rules are
finalized would be valid; earlier materials would no
longer be applicable. For ease of use, future Part 40 rul-
ings, interpretations, and guides would be posted on
DOT's Web site.

• "Service agents," including medical review officers
(MROs), SAPS, collectors, laboratories, and all others
who provide services under the rules, would be
required to sign contracts mandating compliance with
Part 40 provisions.

• A "firewall" would be erected between DOT-required
ASzD tests and Ad~D tests that might be required under
an employer's independent authority. DOT service agents
would be prohibited from dealing with A~'D tests not
required by DOT.

• New training requirements would be established for
urine collectors (currently, the only training required is
for screening test technicians and breath alcohol tech-
nicians).

• Procedures for collecting specimens and handling split
samples would be revised, and new processes and
requirements would be set for drug testing laboratories,
laboratory reports, and submission of blind specimens.

• MROs and SAPS would be assigned new responsibilities
and required to take new training.

• New protections would be implemented for employees
regarding split specimens, what constitutes a refusal to
be tested, and other issues raised by unions.

• Rules pertaining to records, confidentiality, and releas-
es of information would be refined.

• Service agents would not be able to impose require-
ments that are not specifically mandated by DOT rules.

• Service agents (including SAPS) who fail or refuse to
comply with Part 40 requirements would be subject to
civil fines and/or "public interest exclusions" (PIES).
DOT would be able to impose PIES on service agents
for a period of one to five years, and employers would
be directed not to use a service agent until the PIE was
removed by DOT.



PROPOSED CHANGES TO SAP PART 40 PROVISIONS

CURRENT RULE PROPOSED RULE FEDERAL REGISTER PAGE

None SAPs, MROs, labs, collectors, etc. are designated "service agents." Each ser- 69077
vice agent must sign a contract with each employer stating compliance with Part 69099
40 provisions and knowledge and understanding of the rules of the agency for
which they are providing service.

No requirement for SAP involvement if DOT would prohibit job applicants with positive results from performing safety- 69084
job applicant tests positive; applicant sensitive duties for OAs until and unless they complete an SAP assessment,
can simply retest until a negative result. referral, and treatment process.

Employer is liable for any part of A&D
testing process not in compliance
with the law and is subject to fine or
penalty. Other parties are immune
from sanction by DOT.

SAP only expected to know SAP
guidelines.

Any "service agent' (including a SAP) who provides non-compliant services is 69086
subject to a public interest exclusion (PIE), which would bar him/her from provid- 69132
ing DOT-related services for 1-5 years. An SAP who is non-compliant could also
be subject to penalties and fines.

Definition of SAP expanded to include having a working knowledge of Part 40 69098
regulations and specific DOT model regulations that specifically apply to the 69126
employers) for which he/she evaluates employees.

No initial SAP training required. Current SAPs must receive training on A&D testing rules within 6 months of final 69126
rule; new SAPs must first receive A&D training. Alternatively, current and new
SAPs may self-certify that they have knowledge of the rules, obtained through
self-study.

No ongoing SAP training required. SAPs and MROs must attend and document a training session every 2 years to 69093
keep current, or self-certify they have reviewed and understand the regulations 69126
in lieu of training.

SAP guidelines issued in 1995 are 1995 SAP guidelines would be incorporated into Part 40 by reference and there- 69126
guidelines only, not part of the rules. fore would become part of the rules.

None SAPs are prohibited from asking employers and employees to waive SAP liability 69126
for SAP functions.

None Neither employees nor employers can seek a second opinion from a different 69127
SAP or an SAP who replaces a previous SAP.

None No person or entity (including managed care) can downgrade or change an 69128
SAP's assessment or treatment recommendation.

None SAPS must maintain a signed statement that they will not make treatment refer- 69127
rals to themselves or to persons and programs with which they are financially
associated.

None When an employee returns to work before the full range of recommended treat- 69128
ment is completed, SAP can specify ongoing recommendations and employer
must make those recommendations part of a return-to-work agreement.

Unclear SAPs may not determine "fitness for duty"; only the employer may make a deci- 69128
sion to return an employee to asafety-sensitive function.

None SAPs must send reports directly to the designated employer representative 69128
(DER), not to a third party for forwarding to the employer.

EAPA to File Comments

EAPA expects to file extensive comments on the pro-

posed revisions by the April 7 deadline. To assist in this

effort, the EAPA Board of Directors has appointed a task

force to advise the Legislative and Public Policy

Department. CEAPs and EA professionals who have com-

ments about the proposals should fax them to EAPA head-

quarters at (703) 522-4585 and direct them to the

attention of the Advisory Group on DOT/SAP Rules.

To obtain a copy of the 61-page proposed rule,

"Procedures for Transportation Workplace Drug and

v

Alcohol Testing Programs," visit the Government Printing

Office online at www.access.gpo.gov and click on the

Federal Register listing under "Quick Links." Copies are also
available through EAPA's Resource Center by calling (703)
387-1000 ext 307.

Lee Mauk heads a consulting firm in Minneapolis and is a provider of
comprehensive training programs on DOT alcohol and drug testing rules
and SAP procedures.

Sheila Macdonald, EAPAs director of legislation and public policy, has
written extensively about the DOT testing rules, published three DOT
information packets, and developed EAPA Training Institute presentations
on the subject.
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and the New Employer/Employee contract
"The impact of the disease affects perhaps
50 million persons, directly or indirectly,
and causes economic waste of perhaps

$7 billion annually."

U.S. Sen. Harold Hughes, D-Iowa
Speech on Senate floor, 1970

He was speaking of alcoholism, but eyeing the work-
place. By describing alcohol abuse in terms of its effect
on business—what he called "economic waste'—Sen.
Harold Hughes recognized that although the workplace
may be physically separate from the arena of daily life,
it nonetheless is susceptible to the ills that afflict society.

Three decades later, work and daily life have
become so intertwined that they are common strands
of the fabric of society. The aging and diversification
of the population, the development and application
of technological advances, the demands of caring for
children and elderly parents—all are reflected in the
workplace, in ways that dramatically affect the
relationship between employers and employees.

As the linchpin of that relationship, employee assis-
tance professionals—who can trace their roots to the
legislation that Sen. Hughes was promoting in his 1970
floor speech—must anticipate the ever-changing needs
of both employers and workers. The following pages
offer three perspectives on coming changes, plus a look
at how multinational firms are affecting the employee
assistance field in other countries. Together, these arti-
cles depict a workplace that will offer more opportuni-
ties for employees—and present more challenges to
employee assistance professionals—than ever before.
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ThreeBi tr ndsofChanSa eg g
by Phyllis Eisen

e are all being buffeted by three big
strands of change. One is the fact that we
live in a global environment, which is still
a mystery to some people. We talk a lot

about it, but not many people really understand the impli-
cations of instant communication or world markets, or
being affected by something that happens in East Timor the
same way we used to be affected by something that hap-
pened in a part of our own country.

I think that's what we saw a lot of in Seattle—anger,
anxiety, "Stop the world I want to get off," "We're the
United States, take care of us." But we just
can't do that anymore—forget about it. We
live in a different environment now, and
there is anxiety about that.

The second big strand of change that
everyone is facing is technological change.
Technology is changing every part of our
lives—not just the way we shop and the
way we communicate, but the way we
think. And again, there are a lot of people
who are angry about this, and there's a lot of
anxiety. And again I say, forget about it.
Technology is going to change our lives in
ways we never expected, and those who
can't deal with it are going to be on the side-
lines.

The third big strand is demographic
change. We're getting older, and in this
country we have not been replacing our-
selves. That's true for most of the industrial-
ized world as well. The only parts of the world that have
been replacing themselves are the Third World countries.
We've had below-population replacement rates in this
country since 1978, and the only growth we've had has
been through immigration. And although we talk a lot
about "Give me your tired, your poor," we're a fairly xeno-
phobic country. We're not outwardly that way like some
other countries, but mostly our attitude is, "Well, we're
here now, so shut the door." And there's a lot of fear over
this, too, but again I say, forget about it.

This is the way it is: We're not replacing ourselves, and
the next "baby boomlet" won't hit the job market for anoth-
er 20 years at least. This changes the whole paradigm in the
labor market. We're not going to have a cyclical tight labor
market, but a fairly systemic one for another couple of
decades. And that's going to affect everything we do, like

dealing with discrimination in the workplace. Very soon it
won't matter whether you're pink or purple or have polka
dots or four arms—if you can work and you can produce
and you're a skilled person, you're going to have a good
life.

What this means is that the barriers to employment for
minorities and other populations are slowly going to break
down. And they'll break down for immigrants, too, because
we need them. We're probably going to have a new immi-
gration policy in the next five to seven years that's going to
let in a lot more people. We do this all the time—there's
always a huge debate, but in the end we do it because we

need the new people,
All these new workers means that we

have to deal with diversity in the most
proactive way possible, not just with half-
a-day programs like some companies do
now We have to recognize that we are
buying and selling to the rest of the world,
and we are using the world's workers to
run our companies and our manufacturing
plants. So we need to understand these
different cultures and what their needs and
interests are, or we're going to miss the
business boat. I challenge businesses to
look at diversity as one of their most

We have to ~e~zl
with ~ivev~sity
in the most

pv~o~zctive w~zy
possible, not just
tivith half-~z-~~zy
pv~o~v~~z~s like
some co~cp~vcies

G~0 ?201~1~

v

important issues, as important as new cap-
ital equipment. We need to think about
how to treat, and work with, a diverse
workforce.

So we've got three changes that are
dominating everything we do—technolo-

gy, globalization, and demographics. And as a result, every-
thing is going to be rewritten, although not everyone's sure
exactly how it's going to come about. But you can see how
these three trends are going to affect the contract between
employers and employees: Employees are going to become
more valuable all the time. To give an example, engineers
used to need about five or six technicians to produce the
work they created; now they need about 15 or 16 skilled
technical people, because every engineer is producing
about three times as much as they used to thanks to
advances in technology.

So the relationship between employers and employees
is going to become more valuable, and companies are going
to look for ways to retain workers. It's not going to be with
salary. It can't be with salary—salary increases are inflation-
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Businesses ~zv~e~oin~ to be offe~in~ people chances to build
rxssets that ~zv~e f~zv~ beyond ~wh~t any wov~kin~ ~~n ov~ wo~~zn

sew in this county in the last 100 ye~z~s.

ary, and besides, no one benefits much from just a few
bucks more per hour. It's going to come from companies
allowing employees to build assets: 401(k) plans, savings
plans, stock options, pieces of the business. Businesses are
going to be offering people chances to build assets that are
far beyond what any working man or woman saw in this
country in the last 100 years. Companies that want to keep
"knowledge workers"—which increasingly is what every-
one is becoming, because if they're not they'll be on the
outside of the candy store looking in—are going to have to
keep giving them more and more and more.

As this trend continues over the next 10 years, I pre-
dict that we're going to see partnerships developing
between employers and employees. It's not going to be,
"We're going to give you these extra four benefits." Instead,
it's going to be, "How would you like a piece of the action?"
Otherwise, people aren't going to stay.

I think this is going to be particularly true in the man-
ufacturing world because of our need for skilled employ-
ees. Everybody has the same machines now—everybody. If
you go down to a street corner in Bangladesh, you'll find
five people in a room working with the same machines that
Kodak or Motorola is using. But you need smart people to
run those machines, and we don't have enough of them
here. So we're going to see companies not just outsourcing
certain operations, but moving out anywhere in the world
they can find clever people to run their machines.

One of the greatest retention tools for employers is
training and educating their workers and investing in them
as human beings. I don't mean just teaching them how to
do their jobs; I mean life skills, like how to balance a check-
book or invest in the stock market or run the newest com-
puter program. Employees stay longer when companies
invest in them—there's a direct link between education and
training and loyalty and retention. The more we educate
and train our people, the more we create a loyal relation-
ship between employees and employers.

So I think we're going to see more training and educa-

tion, and I think we're also going to see a movement of

older workers back into the workplace. The return-to-work

movement will be huge, and people will be staying in the

workplace longer and retiring later in life. That's going to

take a lot of adjusting on the part of employers—making

workplaces friendly for older workers and making sure that

older workers are technologically skilled.
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I think we're also going to see a different kind of men-
toring in the workplace, like the kind they have in Europe.
In Europe, many companies—and they're very proud of
this—use older workers to mentor younger workers, and
use younger workers to keep older workers technological-
ly up to date.

Meeting the needs of an older, more diverse workforce
will be particularly difficult for smaller employers. Small
companies have a much harder time adjusting to the flexible
needs that increasingly are being demanded by employees in
the new work relationships they are building with employ-
ers. All the groups that represent small employers—NAM,
the other national trade associations, the chambers of com-
merce—are going to have to sit down and work this through.

It all sounds like. the right thing to do—letting
employees come to work when they want, and take time off
because their father is sick—and the majority of work-
places I visit are fairly benevolent about these things. But
this has to be handled very carefully and thoughtfully:
Barreling ahead could hurt the productivity that has helped
us rise to the crest of this unbelievable wave of affluence.
Anything could turn the tide at this point. So we need to be
careful, as we offer employees more flexibility, to make sure
that we can continue to be productive.

I think meeting these flexibility needs will happen in
due time, but not as a mandate. I don't see the government
coming down and saying, "Thou shalt." I see this as a pub-
lic-private partnership set of decisions. Business is already
working more and more at the state level with government
and schools and other partners, and I see this continuing to
happen. I think a real trend in the next decade or two is
going to be partnerships and alliances that give people the
strength to work together, because nobody can do it alone.
So maybe a group of businesses will join together in a cer-
tain area and share aday-care center. There are all kinds of
ways to skin this cat that are better than using mandates.

Phyllis Eisen is executive director of the Center
for Workforce Success, the education and
training arm of the National Association of
Manufacturers (NAM). To learn more about
NAM, visit the organization's Web site at
www.nam.org.



~~la n a i n Peo I eg g p ..
A Core Busi Hess Act~v~

by Raylana Anderson

think it's pretty clear that the contract between
employers and employees favors skilled workers right
now I say "skilled workers" on purpose—I'm not sure
the market is terrific for folks who barely scraped by

with a high school education and don't have any addition-
al skills. And I think this will continue into the foreseeable
future; I think more and more jobs will require as least
some sort of additional technical or vocational training.

As far as specific skills are concerned, a lot of work-
place consultants like to talk about the fact that everybody
needs to have computer skills, no matter
what kind of job you have. But I think
there's another part of the skills package— I ~
the ability to learn and to change, which ~ ̂ n
are skills that are also needed no matter 171

what kind of job you land. Everybody's to hel e keep
going to need to adjust to a faster pace of
change and be able to do things a new way the huyn~zn
more often. 

element Zn
As I look at the workplace today as a

human resources professional, Isee a cou- tO~G~y~S YLOYL f~Ce-
ple of things happening. One is that the 

t~ f~Ce ,~~y,~relationship between a worker and an
employer may not necessarily be one of envi~on~ent.
employee and employer—in other words,
there are a lot of folks who see the concept
of "contract work" really becoming a big deal. And it may
be the job of the human resources person in the not-too-
distant future to keep track of who in the labor market—
whether the market is local or regional or national—has the
skills to do a job that needs to be done, and then to con-
tract with that person on mutually agreeable terms and
define the results that are expected and define the com-
pensation and/or benefits that attach to the work so it
meets everybody's needs.

That worker may not be a full-time employee—it may
be someone who only works when I need him or her to
work, and there may be several of them. I'm not sure that
a lot of folks are really going to want to be full-time
employees of XYZ Company anymore. People with com-
puter skills, or with other skills and the computer training
to support them, may well say, "I'm going to work when I
want to work, and I'll let myself be available to ABC
Company or XYZ Company whenever I feel like it because
I know my skills are valuable. They can use me when they
need me, and I'll get work when I want work." As a human
resources person, it will be my responsibility to see that the

~xnt
con

p~

work is being done and that I'm finding the right set of

skills, whatever and wherever they may be.
So when I look at this scenario, or at the current situa-

tion where there are a lot of full-time employees who are
working from home or from a satellite office, I want my EAP
to start thinking that this is my core business—managing
the workforce. I honestly think that a lot of companies are
going to get hit right between. the eyes on this real soon.
They're going to wake up and realize, "You know what? We
have a core business here of managing our people."

We've kind of neglected this issue for
the last 10 to 20 years, for a lot of rea-

~1/ sons—we had to downsize to get profits
J up, and we had to focus on computers and

t~~Ct~~ other technological issues to increase pro-
ductivity. But if you look at human
resources journals and periodicals that
have been published since about 1997,
you'll see that they've been hitting hard on
"What happens if the boss gets hit by a
train?" scenarios. There are not a lot of
middle managers in companies anymore
that have been taken through the ranks and
led through different departments to
acquire different business skills and man-
agerial skills, so there are not many people

ready to take on new leadership roles. And what we're
starting to see is that companies are raiding other compa-
nies to acc{uire people with this expertise.

So we have a core business of managing people.
Companies are starting to focus on this again, because it's a
core business for everyone. And as a human resources pro-
fessional, Iwant my EAP contractor—who is available to
me in multiple locations, because that's where my employ-
ees are—to help me do that. I want my EAP contractor to
help me keep the human element in today's non-face-to-
face work environment.

I don't know that a lot of EAPs are jumping up to do
this. I think some are. But that's what I hope I can get
from my EAP, so that I can extend my human resources
function to those workers who are not located in my pri-
mary facility. That's going to be one of the challenges of
managing people, and it's certainly one that I think EAPs
can help us with, because most EAPs today can provide
counseling or drug testing or other services at multiple
sites. So I'm really hoping that EAPs will be an avenue for
human resources to keep human contact with that por-
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lion of the workforce that doesn't show up at the same
place every day.

One thing that has started to appear recently—it sur-
faced first in the high-tech arena—is a new position or role
called director of retention. It's that individual's role to use
the old-fashioned telephone to put a human voice on the
other end for people who aren't working on-site each week.
These people make sure that when something happens
within the company, an e-mail or call goes out in the morn-
ing to the off-site workers that says, "I'm from your com-
pany, and I want you to know that we're paying attention
to you, and I want you to know what's going on."

The high-tech companies have led in this area because
they've needed to, but I think more of us are going to need
to do these kinds of things to maintain contact with our
workers. Because if you look at surveys that ask the top five
things that an employee wants from an employer, pension
benefits and continuous learning are way up there—and
human resources folks need to make sure that we have
opportunities for people to continue to learn if in fact we're
going to need skilled people to keep us in business—but so
is humanity. People want to work at places where they feel
like they're a part of the organization, where they feel like
they're treated well.

Being treated well includes, I think, having something
to take with me for my retirement and being made to feel
like I'm contributing something to the organization. And it

~oMoT~oN.
Roauc~
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Logo and Message

ARE YOU
KEEPING
THEM a
AWARE a
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

12 • EAPA EXCHANGE • January-February 1000

includes work life benefits—flexible workplace hours,
child care, and the opportunity to take an extra class, both
of us knowing that it may help me get my next job. So.
when I say that people want to feel like they're a part of the
organization, I mean it in this way—not as a time commit-

ment, but a feeling that while they're with XYZ Company
or ABC Company, everyone gets what they need out of the
relationship.

I could argue that this favors either big companies or
small companies. Yes, small companies may lose something
to the money that big companies can put on the table, but
it's the small ones that are close-knit enough to provide
some of that human element that workers want. So even
though a small company may not be able to offer telework
or flextime, it can provide an atmosphere where workers
can feel that they really make a difference. And in that way,
I think small companies are going to continue to thrive.

Another thing I see happening in the workplace is an
increase in diversity, in all its many forms. Diversity is going
to inundate human resources, and we will want help. The
idea of what today is called executive coaching, where an
individual helps an executive understand that it's okay that
not everybody wants to be treated like a white guy over
50—to really learn this and practice it every single day in
small groups and one-on-one situations is going to require
an awful lot of time and energy. And we've got to do it. But
I don't think any organization is equipped to do it in their
human resources area alone, and I don't know for sure
whether there are any EAPs out there that are geared up to
take this on. I hope there are.

It's not just diversity of race and gender and nationali-
ty that we have to handle, but also opinions and work
styles and generations and skills. All of these must be
blended together in such a way as to make your workforce
cohesive, whether cohesive means for the next 30 years or
just the next nine months so that you can finish a project.
There needs to be a feeling that we are all in this together,
that we are all a piece of a whole, to make any of these sce-
narios work.

All of us who went to business school and all of us who
read the popular press are doing this "either/or" thing—
you're left brain or you're right brain, you're a type A per-
sonality or a type B personality. We have to get away from
that. We have to have our human resources people and our
EAP people help us get over this "righdwrong, either/or"
stuff and realize that we need everyone to be willing and
able to learn new skills and work in all of the roles that we
need them to work in. That's the only way we're going to
get things done.

,,: ,

Raylana Anderson, president of Anderson
Consulting in Peoria, Illinois, chairs the
Compensation and Benefits Committee of the
Society for Human Resource Management.



by Joel and Michelle Levy

n recent years we have had the privilege of intensively
researching the vital and profound relationship
between organizational culture, business results, and
the health and productivity of employees. This work,

funded by the Institute for Health and Productivity
Management, was supported by a council of respected
advisors representing a broad spectrum of industries. In
this brief essay, we'd like to offer a glimpse of some of the
most significant findings of this research and some insights
regarding the profound implications and challenges for EA
professionals in these times of cost-cutting, outsourcing,
and fierce competition.

As former clinicians, anc~ consultants
to business for more than 20 years, we are ,~,~w
acutely aware of the enormous costs associ- 1 f'J
ated with the preventable personal and
interpersonal distress of people in the
workplace. EAPs have traditionally pe
responded to many of these factors, but
usually .only after they reach a critical level,
i.e., when the "canaries" have already fall-
en, or are about to fall, out of the "cage."

Yet potentially far greater costs are
incurred due to unrealized opportunities.
These opportunities include promoting the
health and vitality of people in their short but precious
lives, attracting and retaining remarkable people who
thrive through the synergy of their work together, and
ennobling the creative spirit of people capable of tapping
the intuitive intelligence necessary for breakthroughs in
innovation that not only advance our bottom-line business
agendas, but create a better world for all stakeholders.

In the old economy it was a buyer's market, and com-

panies had their pick of the best talent. But in our new
economy it is a seller's market in which companies compete

to find, attract, and retain the best people.
In a recent survey of large U.S. companies by the

American Management Association, more than half of

respondents said they had recently lost so many talented
people that their ability to compete in the marketplace had
been severely compromised. Especially in the high-tech
industry, employee turnover due to fierce talent wars is
running as high as 30 percent each year in some companies
(Fisher, 1998). Given that the costs of replacing highly
skilled workers can run as high as 200 percent of the

employee's salary, and considering the incalculable costs of
losing valued employees—especially to competitors—the
incentive for attracting, satisfying, and retaining, valued
employees is, or should be, of enormous importance to
employers.

By the year 2010, the population of workers aged 35
to 44 is expected to decrease by 15 percent. As a result,
many companies are beginning to take a more serious and
disciplined look at the principles and science of retention
and talent management. As demand for managers and
experienced employees increases even as the supply

shrinks, organizational leaders are wrestling
with critical questions like, "How can we
develop our cultures to attract, evaluate,
reward, and retain the best people?"

Dennis Zeleny, vice president for
human resources at Allied Signal, reminds

e us that, "While things like job satisfaction, a
sense of connectedness to the group, the
ability to balance life and work, and the
opportunity for growth may sound hokey,
the art and science of retention shows us
that these factors, as intangible as they may
seem, are critical to business success"
(Branch, 1998). Pfeffer echoes this senti-

ment in his masterful work The Human Equation, writing,
"The implementation of high performance or high commit-
ment work systems requires ... a serious commitment to
doing things differently... It is almost impossible to suc-
cessfully implement high performance or high commitment
work practices in the absence of mutual trust and respect.
But trust is missing in many employment relationships—
and ...the atmosphere in the workplace is crucial. All work-
place practices and changes should be evaluated by a simple
criterion: Do they convey and create trust, or do they signi-
fy distrust and destroy trust and respect among people?"

Bottom-line evidence and anecdotes abound to sup-
port these statements. Fortune's "100 Best" companies to
work for are more likely to have cultures in which trust
flourishes and have half the turnover rate (12.6 percent vs.
26 percent) and nearly twice as many applications for
employment as companies not on the list (Worh fy Family
Newsbrief, 1999).

A recent Gallup poll of 55,000 workers matched
employee attitudes with business results. The study con-

e cove values
~n~ needs of
ogle who ~o th
~o~k v~e~c~zin
univev~s~zlly
consistent.

~~

~ '
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cluded that the following four attitudes, when considered
together, showed a strong correlation with higher business
profits:

• Workers feel they are given the opportunity to do what
they do best every day.

• Workers believe their opinions count.
• Workers sense that their fellow workers are committed

to quality.
• Workers discern a direct connection between their work

and the company mission.

These findings are supported by a poll of 10,300 employ-
ees in the United States, Europe, Russia, and Japan that
identified the five qualities most desired by employees:

• The ability to balance work and personal life (which
ranked as either the most or second most important
attribute)

• Work that is truly enjoyable
• Security for the future
• Good pay or salary
• Enjoyable co-workers

More than two-thirds of respondents indicated they'd
be willing to leave their current employer for such opportu-
nities (Worh £y Family Newsbrief Managers quarterly, 1999).

Considerable evidence suggests that leaders and busi-
nesses that understand and respond to both the complexi-
ties of the business environment and the basic needs of their
people consistently outperform their less perceptive com-
petitors by 30 percent to 40 percent (Pfeffer, 1998). This
holds true for all industries, regardless of type, size, or age.

As leaders, our task is to develop organizational cul-
kures with the strong foundation of trust and mutual
respect necessary for almost super-fluid communication.
We must maintain an emphasis on promoting synergy,
high-performance teamwork, and organizational learning
by building a sense of community and developing individ-
uals with the emotional intelligence (EQ) necessary to sus-
tain the quality working relationships that are so vital to
both personal and organizational success.
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Inspired Leadership—
Tf~e Leader's New Work

Leadership and human relationships play a key role in
organizational success. An excellent summary of 14 studies
on the relationship between employee satisfaction and
business performance concluded that the single largest
contributor to the feelings of employee fulfillment, empow-
erment, and satisfaction is the day-to-day relationship
workers have with their organization's leaders. Depending
on the industry, employee satisfaction accounted for
between 10 percent and 88 percent of the variability in job
productivity and performance. Managers who demonstrate
a sincere concern for their employees' well-being, who
make a personal investment in developing their people,
and who value the connection between individual work
activities and the greater good will have happier, healthier,
and more productive employees.

John Seely at Xerox reminded us that, "The job of lead-
ership today is not just to make money, it's to make meaning.
This is especially true when it comes to attracting, keeping,
and creating teams of talented people. Money alone will not
suffice in this task. In today's market, intelligent and talented
people are looking for organizations that offer not only
money, but an opportunity. Talented people want spiritual
goals that energize an organization by resonating with the
personal values of the people who work there, the kind of
mission that offers people a chance to do work that makes a
difference. Along with the traditional bottom line, great
enterprises have a second bottom line: a return on invest-
ment that advances a larger purpose" (Reich, 1998).

There is a quality of wisdom, initiative, compassion,
inner work, and personal discipline modeled by leaders we've
met who are capable of stewarding an organization in which
these noble ideals and wise business practices can flourish in
a sustainable way. Each of these inspiring men and women
has demonstrated an understanding of, and commitment to,
modeling and promoting the synergy of deep change at the
personal level and deep change at the organizational level.
These leaders embody the spirit of this integration, as reflect-
ed in Dee Hock's oft-quoted challenge to leaders:

Joel Levey, Ph,D„ and Michelle Levey, M.A.,
are co-chairs of the Center for Corporate
Culture and Organizational Health at the
Institute for Health and Productivity
Management (IHPM, org), They are founders
of InnerWork Technologies, Inc., a Seattle-
and Hawaii-based firm dedicated to devel-
oping and renewing organizational cultures
in which team spirit, community, creative

intelligence, life-work balance, and inspired leadership can thrive (wisdo-
matwork. com). They also are co-authors of numerous books, including
Living in Balance, Wisdom at Work, Community Building in Business, The
New Bottom Line, and Learning Organizations. They can be reached by
e-mail at IeveyC~wisdomatworkcom or by phone at (206) 632-3551.



"Here is the very heart and soul of the matter of
leadership: If you seek to lead, invest 50 percent of
your time (attention) leading yourself—your own
purpose, ethics, principles, motivation, conduct.
Invest at least 20 p~tcent leading those with author-
ity over you, and 15 percent leading your peers...
Use the remainder to induce those you "work for" to
understand and practice the theory... If you don't
understand that you should be working for your
mislabeled "subordinates," then you know nothing
of leadership. You know only tyranny... Lead your-
self, lead your superiors, lead your peers, and free
your people to do the same. All else is trivial."

As we lead our organizations into a new millennium, we
are certain to encounter the challenges of fierce competition,

increasing stress, cost cutting, outsourcing, and a myriad of

complex changes and challenges in global business. Yet amidst
it all, the core values and needs of people who do the work
remain universally consistent. Millennia'of experimentation in
social architecture and organizational design, medicine, and
peak performance remind us that only by honoring our basic
human needs for safety, security, trust, respect, quality com-
munication, supportive relationships, meaningful challenge,
and the creative influence of our work will we ever optimize
the ability of our organizations to promote health, satisfaction,
passion, and bottom-line success through our work.

Employee assistance professionals have a key role to
play as stewards of both the human frailties and the
untapped human potential present in our people and orga-
nizations. The far-reaching benefits to be realized are wor-
thy of our investment. Q

The Globalisation of EAPs by TonyBuon,~~P
As I sit here in Australia typing this article, I am listening

to a Sony CD of my favorite rock band. I am playing it on a
Sony CD player that is resting on top of my Sony lV. The rock
band recorded it on Sony studio equipment, then sold it to
the Sony record company, which also used it on the sound-
track of a Sony-owned movie.

In the year 2000, transnational corporations (TNCs)
dominate the world economy. The 300 largest TNCs own or
control more than one quarter of the whole world's produc-
tive assets.

This concentration of capital is giving TNCs huge eco-
nomic and political power, much more than that of many
national governments. For example, the two top multination-
als, General Motors and Ford, have financial turnover greater
than Australia's gross domestic product of $550 billion. In
1999, half of the world's top 100 economies are companies,
mostly American companies.

The change to the international business environment
can be compared with the difference between a jungle and a
maze of spider webs. Multinational companies used to
resemble elephants trampling through ajungle—large entities
cutting a swath through often-chaotic overseas markets.
Now, global companies are becoming more like spiders in the
middle of webs that span the globe.

This shift to TNC control has caused some significant
impacts on companies and EAPs outside the United States.
These include:

Increased privatisation. This is sometimes called the
"restructuring of state assets." The state sells some, or parts,
of its enterprises through privatisation programs, which can
result in increased unemployment. In China, for example, the
restructurings, mergers, and bankruptcies of many state-
owned enterprises have resulted in millions of unemployed
workers. These "laidoffs," as they have become known, are
finding re-employment very difficult. Once dependent on the
state (the old "iron rice bowl") for their job, millions of workers
are now confronting the competition of the modern Chinese
workplace. Estimates of unemployment vary widely, but
respected economists believe the jobless rate in this country
of 1.3 billion has now reached 20 percent or more.

Cuts in government spending. Less money is avail-
ablefor welfare programs, health education, and social secu-
rity, which also means job losses in these sectors. In many
countries outside the United States, an EAP may be the only
counseling service available to the average worker. Recently,
the Australian prime minister publicly chastised big business
because it was not giving enough to charities and welfare
programs.

Flexibility. The workplace is organized flexibly to suit
the needs of the market. Restructuring, rationalisation, down-
sizing, and "rightsizing" are words associated with flexibility.
These are often new words for retrenchments. Doris Fong
from EDS in Hong Kong reported at the 3rd Asia-Pacific EAP
Conference in Singapore last year that much of the sense of
success and self-worth of workers in Hong Kong is connect-
ed with their careers and work roles. The reactions to
retrenchments brought on by the Asian financial crash varied
from shock, denial, and anger toward employers to self-
blame and sadness.

In recent times, the term "globalisation" has been a cen-
tral theme of Western politics. It is generally accepted that
globalisation is the sensible and/or the inevitable direction to
follow given the emerging global village. In his book, "The
Lexus and the Olive Tree," Thomas Friedman warns that
given the force and speed of globalisation today, those cul-
tures that are not robust enough to "go global" will be wiped
out like any species that cannot adapt to changes in the
environment.

On a more positive note, EAPs are also being globilised.
The emergence of EAP markets in Asia and Europe has been
a direct result of U.S. corporations wanting their American
EAPs to be made available to their workforces in Europe,
South America, and Asia. This has prompted a growth in
EAPs in markets that previously offered little or no corporate
health and welfare programs. It has also had the occasional
negative impact—for example, TNCs wanting (unrealistically)
to have one EAP that fits all people.

Tony Buon is president of IPS Employee Assistance in Sydney, Australia.
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Tell us about it!
It's time to submit nominations for EAPA awards. You may submit nominations in writing to the
EAPA Awards Committee, zioi Wilson Boulevard, Suite 500, Arlington, Va. zz2oi-3o6z or by fax
to (703) 522-4585 by close of business June 30, z000. All members and chapters are eligible to
submit nominations. Submissions should be in writing and include as much detail as possible
about the recipient and his/her qualifications for the award. (A list of past recipients is published
in the Member Resource Directory.) ;~~ ~~~~

Member of the Year Award `'
This award is presented for outstanding service to the EA field throughout the recipient's career. The nomi-
neemust be a current member of EAPA for at least five years. Nomination submissions should include: con-
tributions to EAPA at the local, regional, and international levels; contributions to the EA field; years in the
EA field; years as an EAPA member; current employment; and the background of the nominee.

Ross Von Weigand Award
This award is a tribute to Ross Von Weigand, one of the founders of ALMACA (now EAPA), who supervised
the development of many early occupational alcoholism programs. The award recognizes excellence in a joint
labor/management EA program. Names of management and union recipients, along with a detailed descrip-
tion of the program, should be submitted. The Labor Committee's endorsement is required for this award.

EAPA Humanitarian Award
Presented to members, chapters, or EA programs, this award recognizes service to the community outside
the course of normal EA business. Nomination submissions should include service contributions, the
impact of these contributions, and background information on the member, chapter, or program.

EAPA Special Recognition Awards/Certificates
These awards and certificates are presented to members or companies or for programs or special events
(e.g., promoting detection and treatment of depression in the workplace) that EAPA wishes to recognize for
special contributions to EAPA or the EA field during the past year. Nominations of members should include
the member's name, a description of his or her contribution and its impact, the nominee's length of service
in the EA field, the number of years he/she has been an EAPA member, and the nominee's current employ-
ment status. When nominating a company or special event, provide detailed information on who will receive
the award and why the individual or company deserves to receive the award.

John J. Hennessy Award
Named in honor of John J. Hennessy, a past EAPA president, this award recognizes an EAPA member who
has made extraordinary contributions to the advancement of organized labor assistance programs.

Quality Award for EAP Excellence
New forms for this award are being developed and will be available from Performance Resource Press, pub-
lishers of the EAP Digest, in April.

EAPA Emeritus Membership

Emeritus members receive free EAPA membership for life. Contact the Membership Department at (703)
387-i000, extension 3~5~ 3~7, or 322, for detailed information.
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New for EAPA Members and Spouses
Catastrophe Major Medical Insurance Plan

EAPA is proud to sponsor a new medical insurance plan designed to supplement basic hospitalization

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

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

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

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

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

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

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

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

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

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

Department at 1-800-503-9230 or send an e-mail to info@ahw.com,

~1►`Iii•~~:1~=~1►`~`'i~1:~~1►`[~-l~~•]:

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

metier Managed Behavioral Healthcare
eatthcare Non Profit Councils providing assessments, referrals, education &therapy

We are endorsed by: NCADD - NADA

a

n~

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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Onthe
Labor- Front
Covpov~~te Cultuv~e Must Go Fuv~tl~ev~ Still
by Linda Turner, CEAP

hen we talk about cor-
porate culture, we
have to be careful not
to lump everyone

together. Some industries have their
own unique culture that goes all the
way from the bottom to the top.

I want to add a little disclaimer to
my article on corporate culture: My
opinions are not necessarily those of
my union or my _company. The follow-
ing is my interpretation of the differ-
ences between the "old" corporate
culture and the ~"new" My opinions
are based on my years in industry and
the labor movement. My interpreta-
tion is also colored by growing up
with two parents whose families were
very poor during the Depression.
People of different backgrounds will
likely have different interpretations.
World views are, after all, subjective.

First, I want to discuss the old
contract between employers and
employees and why it has led to the
new contract. These contracts are not
in black and white, but are "socially
understood."

Implicit in the old contract was
the understanding that employees
would be paid enough to be able to
return to work the next day. That
meant enough money to cover basics
like food, clothing, shelter, heat, and
other necessities. Employees or their
spouses were to take care of anything
concerning the family, such as alcohol

or drug addiction or child care.

In the last 20 to 30 years,
employers have begun to address
workforce alcohol and drug problems.
But because real wages have dropped
so much over the last 50 years, most
households today must have two
incomes to survive, leaving no one at
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home to care for children or elderly
parents. Meanwhile, the number of
hours that employees must work has
increased. So employers now are
beginning to add benefits to help with
child care and elder care referrals.
These benefits are part of the new
contract, as are employee assistance
programs.

Under the old contract, the
employer provided the factories and

Aftev~ clec~z~es of
fi~l~tiv~~ fov~ e~u~zl
v~i~hts ~zncl e~u~zl
p~zy~ wo~2ev~ ~zv~~'
~iv~ov~ities still ~zv~e
f~zci~~ pv~oble~s ivy

these ~zv~e~zs.

mines, (places of production), the
fuel—such as coal or electricity—and
the raw materials. Employees provided
the labor in exchange for a wage. The
resulting profit from the combination
of labor power applied to raw materi-
als went to the employer.

The new contract is that the
employer is never satisfied with the
current level of profit and continues to
increase profits by sometimes reducing
the quality of raw materials and always
reducing the cost of labor. Employers
will now pay endless overtime to their
existing employees because it is
cheaper to do that than pay insurance
costs for additional workers.

To this end—ever-higher profits—
employers will relocate and relocate

again to reduce the cost of labor. The
corporate culture too often is devoid
of concern for the environment, the
health and safety of employees, and
the community. Companies leave their
used and unwanted factories standing
in ruins, then move to worse locations
where the workers will accept low
wages because they're better than no
wages at all. The more we try to enact
worker safety laws and environmental
protections, the more attractive is the
lure of Third World countries where
no labor laws and environmental prop
tections exist.

Job security has never been a
guarantee, especially during the early
years of this century. During the 1950s
and 1960s, when the United States
was in a period of relative prosperity,
there was a general belief or under-
standing that when you went to work
for a company you would stay there
until you retired, That hasn't been true
since the 1970s and 1980s and the oil
crises. Today, to the extent there is job
security, it usually is achieved at the
bargaining table. There is no federal
legislation to prevent employers from
relocating to lower-wage areas.

Two areas where there are definite
differences between the old and new
employer/employee contracts are dis-
crimination and sexual harassment,
There have been changes in the corpo-
rate culture as far as sexual harassment
and racial slurs are concerned—the
new corporate culture is one that
keeps its hands to itself and does not
tell dirty jokes or make racial slurs.
Thank goodness (and all the women
and racial and ethnic minorities whose
struggles for equality have led us this
far) for the policies of zero tolerance
toward sexual harassment and name



calling. Many of us are hoping that
this trend does not turn around and
that it becomes entrenched in corpo-
rate life.

But after decades of fighting for
equal rights and equal pay, women
and minorities still are facing prob-
lems in these areas. Corporate culture
needs to go further still—there are
many dinosaurs among us. As they
retire or die off, they unfortunately
leave behind a legacy of disdain for
the common man, the worker who
sells his or her labor for wages.

Many in corporate culture believe
the working class to be uneducated
and uneducatable. When policies that
are designed to bring out the best in
everyone in a company are truly
enforced, we will see some real
changes in corporate culture. I have to
admit that there are many corporate
cultures that have progressed far
beyond the automobile industry and
have implemented employee involve-
ment programs that are designed to
elicit ideas from workers, rather than

just giving those programs lip service.
As my sister—who works on the

assembly line—reminded me, you
can't have progress without change,
but change doesn't always mean
progress. While there have been
improvements, such as in the area of
sexual harassment, my dream is to see
a corporate culture that embraces
diversity, accepts that the people who
do jobs are the people with the best
ideas for improving them, and has a
conscience. I also hope to see real
involvement of workers in every facet
of production, and an end to child
labor and sweatshops worldwide.

One barrier to these visions is that
corporations don't have physical bod-
ies and can't be harmed by pollution.
But the people who run corporations
have, and can. Let's hope they learn
before it's too late that our planet is
forgiving only up to a point. Q

Linda Turner is an employee support services
representative at the UAW-Ford St Louis
Assembly Plant in Hazelwood, Missouri.

AddValueToYour EAP Services
Give Employees A Choice By OfferingYour EAP Services Online!

EAP Net'm•
• 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 for your EAP professionals

• Can be totally customized to your EAP

Enhance Your Service Offerings For more information

With LifeCare Nets' about EAP Nets"' or
LifeCare Nets call

LlfeCare Net~~ 800-873-4636 or visit
Offers comer ve workllife services yyyyyy,dctllfeCaPe.COm.

• "Pushes" personalized news and information
based on a user's unique needs

~ Contains over 10,000 educational articles
• Has a searchable provider database of over four million providers

Differentiates your EAP services in the marketplace
Expands your revenue potential

DCC~ Inc.
PO Box 2783 •Westport, CT 06880

800-873-4636
www.dcclifecare.com
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EAP CASE MANAGEMENT SYSTEMS

EAP CASEWARE 20-20
Visionary EAP software for 2000 and beyond

Client Record management designed "the way EAPs work"
• Workplace Consultation record management
• Auxiliary Services tracking for Workshops, Orientations,

Trauma Debriefings, Training Programs, etc.
• Customizable field values and Definable Field Names to

help you meet the unique requirements of your organization
• Multiple Contacts/Sessions and Clinical Notes per Client
• Multiple Referrals per Client
• Detailed Resource Provider database
• Outcome Records and Survey Questionnaires for which

you design the questions and the responses
• Comprehensive Reports rather than scores of small reports

Follow-uplTickler file
• Multi-level User IDIPasswording

TopDrawer
for Windows

Medcomp'sTopDrawer for Windows is a very popular, inexpensive,
easy-to-learn record-keeping solution for the small to medium size
Internal and External EAPs. TopDrawer provides client, intake, job,
referral and contact screens. It also tracks non-client activities such
as training, orientations, interventions, etc. A powerful search feature
is available for accessing Clients, plus an e~ensive criteria selection
feature for generating ad-hoc reports.

20-20 XPRESS

Coming soon, 20-20 XPRESS
the condensed version of EAP Caseware 20-20

Developed and Supported by In-house Software Professtanals ~~~ ' ~ ~ ~ ~~ ~~` ~ ~ ~~
Providing autstanding servfce and support to Hundreds of EAP arganiratlans In aver 40 states and around the world

MEDCOMP SOIFTWARE. INC. (719} 575-9662 Fax (7~9) 575-0272 email: medcompeap~aol.co

Aw 
w .

~AnE' A

NAA

24th Annual Conference on Addiction Treatment

June 28-,1uly 1
Denver Marriott Tech Center
Sponsorships for general sessions, coffee breaks,

luncheons and other events available)

Call 800/548-0497
Updates on the Web at WWW.11l1Qf~QGOrg

National Association of Alcoholism and Drug Abuse Counselors

1911 N. Fort Myer Drive, Suite 900, Arlington, VA 22209

800/548-0497 or 703/741-7686 1F0/EAPA
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To Advertise in
the Next Issue of
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Call
Marilyn Lowrance

(703) 538-5557
Deadline for May/June issue: Apri120



f the roughly 4,500 certi-
fied employee assistance
professionals (CEAPs),
approximately 139 live and

work outside the United States, in 11
other countries. That's a tiny share—
about 3 percent—but one the
Employee Assistance Certification
Commission (EAC) values.

Last October, at the EAPA Annual
Conference in Orlando, Florida, the
EACC sponsored a roundtable for inter-
national employee assistance profession-
als. EA providers from seven nations
joined EACC members to discuss the
CEAP credential and related issues of
relevance to international practitioners.
Currently, the CEAP is a U.S.-based
credential that has meaning to
employers, the profession, and the
public because it demonstrates that
the person who earned it has met
standards linked to minimum compe-
tence. The EACC must adhere to U.S.
standards in administering the creden-
tial and ensure that its actions are
legally defensible under U.S. law.

To help EACC members and inter-
national EA professionals better under-

stand the challenges of developing a
certification program relevant to coun-
tries outside the United States, the
roundtable featured a presentation by
Jim Henderson, executive vice presi-
dent of Columbia Assessment Services
and project manager for the EACC role

delineation survey. Jim currently serves

as chair of the National Commission

for Certifying Agencies, in which posi-

tion he has the opportunity to work

with other organizations that are trying
to develop international credentials.

Jim first addressed issues of exam
validity. Currently, the exam is embed-
ded in U.S. culture—i.e., it is based on

,:~

Cer~if~catior~
U datep

Cv~e~zti~~ ~z Relev~z~t
I~tev~~~ztio~~zl Cv~e~e~ti~zl

certain assumptions about the way
employee assistance services are pro-

vided in the United States. Candidates
from outside the United States can take
a version of the exam from which items
dealing specifically with U.S. law or

health care have been removed. Even

with these changes, however, it cannot
be said that the exam is valid for EA

practices specific to other countries.
Jim then addressed some of the

legal issues surrounding certification,
noting in particular the need to docu-
ment the fairness of the exam (so it
can withstand a court challenge),
determine which nation's laws shall be
followed if a CEAP in another country

violates ethical standards, and monitor
the use and/or abuse of the CEAP
acronym in other countries. He also
emphasized that if the CEAP creden-
tial is to become international in
scope, it must be portable—that is, a
CEAP in one country should be able
to move to another country, work as a
qualified employee assistance profes-
sional, and provide services under a
different model of practice, funding,

and health care.
Translation is another obstacle to

developing exams for use in foreign

countries. Even if the CEAP exam
were to be translated into Spanish, for
example, regional and national differ-

ences—between Europe and South
America, say, or between Chile and
Guatemala—might cause similarly

qualified applicants to achieve differ-
ent results. The EACC would need to
sponsor a concurrent validity study, in
which people would take the exam
both in English and in Spanish to see
if their scores compare. If not, the
translation would not be considered

by Steve Haught, CEAP

valid. (As a historical footnote, the
exam used to be available in a French
translation, but it was dropped for
lack of use.)

Yet another challenge is to ensure
the security of the exam. In the United
States, the identities of all people who
take the exam are checked, no copies of
the exam are distributed prior to the
start of the testing period, and all copies
of the exam and other materials are col-

lected after the testing period ends. If
any copies of the exam are removed
from the testing room, the questions on
the exam are not used again.

Jim speculated that a single exam
question could be worth as much as
$2,000 to the EACC. With 250 ques-
tions on the exam, that adds up to a
half-million-dollar loss'f a copy of the
exam is lost or stolen. Shipping the
exam to other countries and adminis-
tering it adds to these costs and
increases security concerns.

Finally, Jim addressed economic
challenges facing both the EACC and
exam applicants. There are huge varia-
tions internationally in income levels,
and if the cost of taking the exam rises
so high that people in a certain coun-
try cannot afford to take it, the cre-
dential will lose its relevance in that
country.

The EACC is struggling with these
issues and is planning to establish a
task force to study them and suggest
solutions. The commission also plans
to obtain additional legal counsel on
matters related to international certifi-
cation. These issues will be addressed
at the EACC's strategic planning meet-
ing at the end of January 2000. Q

Steve Haught is chairman of the Employee
Assistance Certification Commission.
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by Sheila Macdonald

he U.S. Department of Health
and Human Services (HHS)
has proposed a rule aimed at
protecting the privacy of indi-

vidually identifiable health informa-
tion that is transmitted electronically.

Health care service providers,
such as managed care companies,
health maintenance organizations, and
insurance companies, use electronic
communications technology to handle
large quantities of information effi-
ciently and keep health care costs
down. Health care consumers and
civil libertarians have raised concerns
about the security of electronic data-
bases and have called for minimizing
access to identifiable health records
and prohibiting the disclosure of data
by those with access to such records.

Under the Health Insurance
Portability and Accountability Act
(HIPAA) of 1996, which provides
access to comparable health insurance
coverage when employees change or
lose jobs, Congress was required to
enact a records privacy law no later
than Aug. 21, 1999. Failing that, HHS
was required to promulgate final pri-
vacy rules by Feb. 21, 2000.

Congress was unable to strike a
balance between those two contending
interests before th'e August deadline,
so HHS published a proposed privacy
rule in the Federal Register on Nov 3,
1999. Public comments on the pro-

posed rule must be filed by Feb. 17.

EAPA has been tracking the devel-

opment of this rule, anticipating that it

will have an indirect but important

impact on the ways employee assis-

tance professionals write, store, pro-

tect, and transfer their confidential

workplace records. EAPA has a long-
standing position in support of
records confidentiality and therefore
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expects to file comments on the pro-
posed rule. EAPA also will continue to
seek specific legal protections for EAP
records because: (1) EAPs are not
specifically included in HHS defini-
tions of covered entities; (2) EAPs are
not health care providers; and (3) EAP
records (both health-related and other-
wise) contain confidential information.

The proposed rule would estab-
lish individual rights to privacy and

7~e pv~oposec~ v~ule
ivoulc~ pv~ohibit the
v~ele~se of ~et~zils of
psychothev~~zpeutic ov~
clinical counseling
sessions by employee
~zssist~nce pv~ofession-
~zls who pv~ovide
clinical sev~vices.
procedures to protect them, encourage
minimum exposure of name-linked
health information, and provide that
protected health information be used
or disclosed only as permitted. The
rule would apply to "all health plans
[entities that pay for health care], all
health care clearinghouses [entities
that process health care information] ,
and all health care providers [entities
that provide medical or other health
services] that transmit health informa-
tion in an electronic form in connec-
tion with a standard transaction."

The entities covered by the rule
could, in specified situations, release
identifiable information without a
patient's authorization, but strict pro-
hibitions would govern how the data

are handled. The covered entities also
would be required to inform patients
of when and where information would
be released and allow them to autho-
rize the release.

While EAPA maintains that
employee assistance programs general-
ly do not provide health care services
as defined by HIPAA and other health
laws, some EAPs do provide health
care services. These EAPs would be
covered by the proposed rule and
would have to follow standards for
creating electronic data and protecting
its confidentiality. Covered EAPs
would be able to release individually
identified health care information
without employee-client authorization,
but only for treatment and payment
purposes—not for hiring and firing,
placement, and promotions.

The proposed rule would prohibit
the release of details of psychothera-
peutic or clinical counseling sessions
by employee assistance professionals
who provide clinical services. Such
information would have to be main-
tained separately from the medical
health documentation necessary for
health care treatment and payment
operations. The proposed rule thus
recognizes the privilege granted to
such records by the Jaffee a Redmond
Supreme Court case.

EAPA members can access the
167-page proposed rule, "Standards
for Privacy of Individually Identifiable
Health Information," through the
Government Printing Office Web site
at www.access.gpo.gov The rule also
can be ordered from the EAPA
Resource Center at (703) 387-1000
ext 307.

EAPA has appointed an advisory
group to help prepare comments on
the proposed rule. Members are



encouraged to fax their comments to
(703) 522-4585 and refer them to the
attention of the Advisory Committee
on DHHS Records Privacy Proposal.

Ergonomics Standard

On Nov 22, 1999, the U.S.
Occupational Safety and Health
Administration (OSHA) published a
proposal in the Federal Register that
aims to prevent 300,000 injuries and
save $9 billion annually by decreasing
the risk of musculoskeletal disorders.

The proposed rule, which would
affect 1.9 million employers and more
than 27 million employees in general
industry workplaces, addresses
ergonomics—the physical "fit"
between worker and work. EAPA will
track the progress of the standard and
report on it through the Exchange and
the Association's Web site, but does
not plan to file comments on it.

The proposed rule can be down-
loaded at wwwosha.gov or ordered
through EAPA's Resource Center at
(703) 387-1000 ext 307.

Home Worksite Safety

The U.S. Department of Labor has
withdrawn an opinion letter published
on Nov 15, 1999, advising that OSHA
health and safety regulations apply to
employees who work at home as well as
those who work in company facilities.

The letter was drafted in response
to a Texas company's 1997 inquiry
about the application of health and
safety rules to telecommuters. After

the letter fueled a storm of protest
from business groups, Labor Secretary

Alexis Hermann withdrew it on Jan. 5,

2000, and called for a national dia-
logue with business and labor leaders
on rules and policies for protecting
Americans who work at home.

EAPA will track the progress of
this dialogue and the central issue
raised by the letter—namely, the
employer's role in ensuring the safety
and health of at-home employees—on
its Web site (wwweap-association.org)
in the public policy section. Q

Sheila Macdonald is director of legislation and
public policy at EAPA.

Blair 
=Burke

Spring 2000 Training Events
Atlanta, Georgia

Fundamentals of EAP April 12-13
Substance Abuse Professionals Training April 14

EAP Marketing &Sales Strategies April 14

Fundamentals of EAP - International Locations
Johannesberg, South Africa February 28-29

London, England June 7-8
Dublin, Ireland June 12-13

(PDHs approved far all Blair &Burke classes at all locations)

Blair &Burke is a consulting firm specializing in areas where employee personal
concerns and employer productivity concerns overlap. We offer workplace focused
consultation, nationally and inrernationally:

• For employers - program design, service integration, and evaluation
• For vendors - product development, growth planning, operations review

r registration information, contact Blair &Burke training at (910)328-3348 or register online at
r website http://www.blairandburke.com. For information about Blair &Burke consulting
rvices, call Brenda Blair at (409)693-7268, e-mail bblair@blairandburke.com or John Burke at
10)328-0978, e-mail jburke@blairandburke.com.
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EAPA'S 9th ANNUAL
POLITICAL

PRELIMINARY P1aOGR14M

PUBLIC POLICY CONFERENCE
UNITY: ACHIEVING PROFESSIONAL GOALS

JUNE 10-13, 2000 •HILTON

Saturday, June 10
Pre-Conference
Training Institute

8:30 am - 5:30 pm
Registration

8:30 - 9:00 am
Continental breakfast (tentative)

9:00 am - 5:00 pm
"The Changing Nature of Workplace
Violence"

John Nicoletti, Ph.D., a nationally-
known airline industry trainer and
consultant and an expert on work-
place crisis prevention, management,
and resolution, will build EA profes-
sionals' skills in conflict resolution,
violence at work, crisis management,
and fitness-for-duty evaluations.
Joining Nicoletti will be a lawyer who
will discuss liability issues and the lat-
est case law on workplace violence as
it relates to EAPs. Training to include a
continental breakfast, two breaks,
lunch, training materials, and a docu-
ment of course completion. (PDH esti-
mate: 6.0 to 7.0)

Saturday, June 10

8:30 am -5:30 pm
Registration

8:30 am-3:OOpm
Bookstore open

7:30 - 9:00 pm
Dessert reception (tentative)

Sunday, June 11

8:30 am - 5:45 pm
Registration

8:30 am - 3:00 pm
Bookstore open
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CRYSTAL CITY AT NATIONAL AIRPORT •ARLINGTON, VA

9:00 -9:30 am
Continental breakfast

9:30 -10:30 am
Opening Session/Keynote Address

Program Overview
Pam Ruster, CEAP
Chair, PPC 2000 Program Committee

Welcome/Introductions
Dodie Gill, CEAP, and Mickey McKay,
LEAP
Co-chairs, National Ld~PP Committee

Keynote Address: "Public Policy and the
EAP Future"
John Hooks, former vice president of
EAPA, will gaze into the EA profession's
crystal ball and discuss the future of
policy initiatives to protect EA records,
avoid coverage of EAPs by state HMO
laws, and credential employee assis-
tance programs.

10:30 am -Noon
Panel Discussion: "Swimming With
the Political Sharks: Tales From the
Swimmers"

Jim Truloch
UAW lobbyist, Indiana (invited)
Michey McKay, CEAP
Former firefighters' union lobbyist,
Massachusetts
Gary Alger, CEAP
Chair, LAPP Committee, Connecticut
Chapter
Pam Ruster, CEAP
Chair, LAPP Committee, Indiana Chapter

Panelists will talk about their personal
roles in efforts to pass EA definition
and records protection legislation in
their states. Participants will learn
there are many ways to skin a cat from
those who have hands-on experience.

Noon — 1:30 pm
Lunch

12:30 - 1:30 pm
Update: "EA Policy Issues in the States"

Dodie Gill and Mickey McKay will
report on an L6zPP Department survey
of policy issues in each state. State
representatives will provide a brief
overview of key issues and actions in
their locales.

1:30 -2:30 pm
Issues-to-Action Breakouts: "Four
Issues That Affect Your EAP Every Day"

Learn about issues critical to your EAP
and how to take action in your state.
(Sections repeated at 2:45 pm)

Section (a) - Internet Records
Confidentiality
Are you sending and/or receiving con-
fidential records over the Internet?
What actions can you take to enhance
electronic mail privacy in your state?
Speaker: Internet privacy legal expert,
Washington, D.C. (invited)

Section (b) - Protecting EA Records From

Third Parties and State Courts
Have third parties or the courts sought
unauthorized release of your EAP's

records? Learn how to keep your EA
records confidential by passing laws in
your state.
Speaker: Sandra Turner, CEAP, Ernst
6~e Young EAP, Cleveland, Ohio

Section (c) — Improving Access to
Appropriate Treatment for Employee
Clients
Do your employee clients need more
MH/SA treatment benefits? Leam about
joining state coalitions to improve treat-
ment options by passing insurance parity
laws. Learn how to mount publicity cam-
paigns to increase benefit accessibility.
Speaker: Mary Graham, vice president
of health reform, National Mental
Health Association, Alexandzia, Va.



SecCion (d) - Protecting Consumers by
Enacting EA Definitions Into Law
How do consumers know that EAPs
are providing EAP core technology and
related services? Explore strategies for
enacting EA language into state law to
protect the CEAP credential, EA defini-
tions, and EA records confidentiality.
Speakers: Jim Trulock, Indiana UAW
lobbyist (invited); Steve Haught,
CEAP, chair, Employee Assistance
Certification Commission (invited).

2:30 - 2:45 pm
Break

2:45 - 3:45 pm
Issues-to-Action Breakouts: "Four
Issues That Affect Your EAP Every Day"

(See 1:30 - 2:30 pm for section
descriptions and speakers)

Section (a) - Internet Records
Confidentiality
Section (b) - Protecting EA Records
From Third Parties and State Courts
Section (c) - Improving Access to
Appropriate Treatment for Employee
Clients
Section (d) - Protecting Consumers by
Enacting EA Definitions Into Law

3:45 - 5:15 pm
Plenary Session: HMO Issues

History of state HMO laws and EAPs
Speaker: Tamara Cagney, CEAP

Reports from states where HMO issues are
active
Speakers: Cliff Melton, CEAP, chair,
Texas statewide legislative committee
on HMO issues (invited); Patrick Boyle,
CEAP, chair, Ohio statewide legislative
committee on HMO issues (invited)

7:00 - 10:00 pm
L&PP Committee Meeting

Monday, June 12

9:00 -10:30 am
General Session: "EAP Issues on

Capitol Hill"

Issue I: ConfidenCiality of EA Records
Speaker: Bern Beidel, LEAP, EAP
director, U.S. House of Representatives

Issue II: Insurance Parity for MH/SA
Treatment

Speaker: Al Guida, senior loUbyist,
National Mental Health Association,
Alexandria, Va.

10:30 am -Noon

Breakout sessions: "Honing Your Skills
on Confidentiality and Parity Issues"

(Issues I and II)

Session 1 (for attendees who have never

met with legislators/staff
Moderator: Dave Worster, CLAP, plus
subject experts

Session 2 (for attendees who have met
one to five times with legislators/staff
Moderator: LAPA member (invited)

plus subject experts

Session 3 (for attendees who have met

five to 20 times with legislators/staff

Moderator: Greg Wilkerson, CEAP
(invited), plus subject experts

Session 4 (for attendees who have met
20+ times with legislators/staff
Moderator: Patrice Alexander, CEAP

(invited), plus subject experts

Noon - 1:30 pm

Lunch on your own

1:30 - 3:00 pm
General Session: "EAP Issues on

Capitol Hill"

Issue III: Appropriations, Grants, and

DFWP Programs

Speakers: Sue Thau, chief lobbyist,

Community Anti-Drug Coalition of

America; Elena Carr, U.S. Department

of Labor (DFWP programs support);

Bernie McCann, White House Office of

National Drug Control Policy (ONDCP)

Breakout sessions: "Honing Your Skills

on Appropriations and Grants Issues"

(Issue III)

Session 1 (for attendees who have never

met with legislators/staff

Moderator: Dave. Worster, CEAP;

plus subject expert

Session Z (for attendees who have met

one to five times with legislators/staff

Moderator: EAPA member (invited)

plus subject expert

Session 3 (for attendees who have met

five to 20 times with legislators/staffl

Moderator: Greg Wilkerson, CEAP

(invited), plus subject expert

Session 4 (for attendees who have met

20+ times with legislators/staff

Moderator: Patrice Alexander, CEAP

(invited), plus subject expert

3:00 - 3:15 pm
Break

3:15 - 5:00 prr~
Training: "Meeting With Elected
Officials"
Presenter: Victoria Calvert Chapman,
Revenue Solutions Forum

Schedule for Capitol Hill Meetings
Presenters: Pam Ruster, CEAP, chain,

PPC 2000 Program Committee; Sheila
Macdonald, director, EAPA L&PP

Department

Tuesday, June 13

7:15 am
Depart for Capitol Hill (via Metro)

8:00 - 9:00 am
Capitol Hill Breakfast
Rayburn House Office Building
U.S. House of Representatives

Introduction
Gregory P. DeLapp, President, EAPA

Address: "DFWP and the Workplace of

the Future"
Speaker: U.S. Rep. Mark Souder, R-

In., House Committee on Government
Reform, Subcommiteee on Drug Policy
and Human Resources

Rep. Souder, a primary sponsor of the

Drug-Free Workplace Program Act of

1998, will speak about the DFWP and

other issues affecting the workplace of

the future.

9:15 - 11:30 am
Visits co Congressional offices

11:30 am -Noon
Return to Hilton Crystal City (via Metro)

Noon — 1:00 pm
Reports on Capitol Hill meetings

1:00 pm
PPC 2000 adjourns

1:00 - 3:00 pm
National LAPP Committee meeting

(For PPC2000: estimated from 14 to

15 PDHs)

January-February 1000 • EAPA EXCHANGE • 35



&PRE-CONFERENCE

TRAINING INSTITUTE
REGISTRATION FORM

EAPA'S 9th ANNUAL PUBLIC POLICY CONFERENCE
POLITICAL UNITY: ACHIEVING PROFESSIONAL GOALS

JUNE 10-13, 2000 •HILTON CRYSTAL CITY AT NATIONAL AIRPORT •ARLINGTON, VA

Pre-Conference Training —June 10, 2000
"The Changing Nature of Workplace Violence"

Please print:

LAST NAME FIRST NAME MI CREDENTIALS

TITLE MEMBER ID

COMPANY AFFILIATION MEMBER ID

ADDRESS

CITY STATE/PROVINCE ZIP/POSTAL COUNTRY

PHONE

NAME PREFERENCE

Conference Registration Fees (June 1 1-13) (Includes materials, refreshment breaks, Sunday lunch, and Monday continental breakfast.)
Category Through 5/22/00 5/23/00-6/14/00
Member (Conference only) $224.00 $249.00
Non-Member (Conference only) $274.00 $299.00

Pre-Conference Training Course Registration Fees (June 10) (Includes training course materials, attendance document, continental
breakfast, lunch, and refreshment breaks.)

Category Through 5/22/00
Member (Course only) $225.00
Non-Member (Course only) $275.00

5/23/00-6/10/00
$250.00
$300.00

Package: Pre-Conference Training Course &Conference Registration &Fees (June 10-13)

Category Through 5/22/00 5/23/00-6/10/00
Member (Package only) $424.00 $474.00
Non-Member (Package only) $524.00 $574.00

Amount Due: $

PAYMENT INFORMATION
Payment is due with the registration form. Make checks payable to: "EAPA PPC2000 Conference." (Please include the name of
the registrant on the check.) Or charge to the following credit card: O VISA O MasterCard O AMEX

CARD NUMBER EXPIRATION DATE CARDHOLDER SIGNATURE CARDHOLDER NAME (PLEASE PRINT)

(I agree to pay the above total amount according to card issuer agreement.)

O Yes, I will make my appointments with members of my
Congressional delegation.

O No, I will not make my appointments with members of my
Congressional delegation. Have EAPA make these appointments for
me.

O I require special services as briefly explained:

O I do not want my name distributed in mailing lists.

Complete this form and either

Mail to: EAPA, Attn: PPC2000 Registration, 2101 Wilson Blvd.,

Suite 500, Arlington, VA 22201 OR Fax to: (703) 522-4585

Cancellations must be in writing and received no later than May 22,
2000. All cancellations are subject to a $50.00 administrative fee. EAPA
reserves the right to cancel training courses due to lack of attendance.
For more information call (703) 387-7000: Ext. 312
(registration) or Ext. 304 (conference/training)

Hilton Crystal City at National Airport
2399 Jefferson Davis Highway, Arlington, Virginia 22202*
Telephone: (703) 418-6800 or 1-800-HILTONS Fax: (703) 418-3763
Rates*: $119.00 Single $139.00 Double
* The above rates are subject to a sales tax, which is currently 9.75% per room per night,
and is subject to change without notice. The charge for an extra person is $20.00 per night.

Hotel Registration Deadline: May 2, 2000

Office Use Only
Date Recd: ID Code:

Total: $ Amount Recd: $
Check No. Balance Due: $

Reg. No. Entered By:
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obyn Smith, managing
director of IPS Employee
Assistance in Sydney,
Australia, received the

International Business Award at the
1999 Global Business Summit in
Washington, D.C., in October 1999.
The award was given in recognition of
her outstanding contributions to
Australian and international business.

The summit, hosted by the
Business Women's Network, attracted
more than 1,500 women business
leaders, entrepreneurs, and govern-
ment officials. The summit featured
speakers, educational sessions, net-
working events, and a variety of other
opportunities for women from around
the world to make business contacts.

Indiana Member Honored
for DFWP Efforts

Community Anti-Drug Coalitions

of America (CADCA), an umbrella orga-
nization of local groups that works to
combat substance abuse and violence in
neighborhoods across the United States,
presented its 1999 Outstanding
Coalition Award to Drug-Free Noble
County (Ind.).

Among the members of Drug-Free
Noble County who traveled to
Washington, D.C., to receive the award
Dec. 3 at CADCA's annual National
Leadership Forum was EAPA member
Judy Strock, EAP coordinator at
Northeastern Associates in
Kendallville, Ind. Strock chairs Noble
Partners for aDrug-Free Workplace, a
committee within Drug-Free Noble
County that teaches employers how to
develop anti-drug policies, trains
employees about drug awareness, and
encourages both employers and fami-
lies to provide assistance to employees
with drug problems.

,;v

Thomas Named Tennessee
EA Professional of the Year

Joy Thomas (above center), direc-
tor of behavioral and EAP services for
Cariten Healthcare in Knoxville, Tenn.,
received the John P. Mulloy, Jr. Award
as Tennessee EA Professional of the
Year. The award recognizes an EA pro-
fessional for "generous, dedicated ser-
vice advancing professionalism in
employee assistance programs."
Presenting the award are last year's
winners, Jack Freckman (left) and
Anne Doak (right).

Chapters Eligible for
Depression Awards

All EAPA chapters are invited to

participate in the awards competition
for the 2000 National Public
Education Campaign on Clinical
Depression.

The campaign recognizes employ-
ers that demonstrate outstanding leader-
ship in promoting good mental health.
Each chapter may nominate one
employer to receive achapter-level
award. The EAPA Awards Committee
will select one chapter-level winner to
receive the national award at the EAPA
Annual Conference in New York.

Guidelines and nomination forms
for the competition are included in the
Winter 1999-2000 issue of the EAPA

Chapter Officers News. For more infor-
mation, contact Mary Craigie, director
of membership services, at (703) 387-
1000 ext. 315.

Membership Program Nets
84 New EAPA Members

EAPA's Member-Get-A-Member

program ended Dec. 31, 1999, with

84 new members for the Association

and prizes for many current members.
David Bingaman and Audrey

Rosenfeld each recruited three new
members and were rewarded for their

efforts with reduced membership
renewal rates. They and other current
members who participated in the pro-
gram were eligible for prizes assigned

by random drawing. Prize winners are

as follows:

Grand prize: Complimentary 4-night

stay at New York City Hilton during

EAPA 2000 Annual Conference

John L. "Mickey" McKay

First prize: Complimentary registra-
tion for EAPA 2000 Annual

Conference
Doris De Costa
Don Jorgensen

Second prize: EAPA Law Desk Book

Edie Bernstein

Karen Fulton

Ronald Key

Sharon McKnight

Andrew Seebold

Third prize: EAPA logo pen

Sarah Gainey

Glenn Garamella

Sandra Kohn

Ginger Phillips

Audrey Rosenfeld.

Thanks to all EAPA members who
participated in this program. Q
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International
News
Tl~e Develop~ev~t of ~~11's i~ J~zp~~
by I<aoru Ichikawa

he employee assistance (EA)
field has been developing
rapidly in Japan for the past
several years. There are

increasing numbers of mental health
practitioners in the community as well
as internal medicaUmental health pro-
fessionals in large corporations who
are trying to adopt the EAP Core
Technology.

The Japanese government is sup-
porting some research into EAPs. The
Ministrq of Labor funded athree-year
study on work-related stress from
1995-1998. One focus of the study
was the applicability of employee assis-
tance programs to Japanese society.

The primary cause of this EAP
movement is the social phenomenon
of the Japanese businessman, who
tends to be very loyal to his company
and works very hard, to the point that
sometimes he becomes physically and
psychologically ill and his family falls
apart. Some businessmen become so
stressed they commit suicide. In fact,
1998—a year that witnessed the Asian
economic crisis and the bankruptcy of
many small companies—also saw the
highest number of suicides among
Japanese workers since the end of
World War II.

Japan is probably the only coun-
try in the world where suicide is rec-
ognized as an official work-related
injury: In 1984, awork-related suicide
case was granted workers' compensa-
tion. Eleven years later, in the first
civil lawsuit regarding awork-related

suicide, the courts ruled that a busi-

nessman committed suicide due to
depression caused by overwork. The
company was held negligent of safety

considerations for the employee,
resulting in damages of close to $1
million U.S. at the initial ruling.
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Large corporations in Japan have
been quite active in conducting occu-
pational mental health activities with
the guidance of the Ministry of Labor.
Under an initiative called Total Health
Promotion (THP), introduced in 1988,
employers are to ensure both the physi-
cal and psychological well-being of
their employees. As a result, many large
corporations have a group of mental
health staff, such as psychiatrists and
psychologists, who usually report to the
company's medical director.

As for the 90 percent of business-
es in Japan that are small and mid-
sized companies, their resources are
limited. To assist them, the Ministry of
Labor in 1993 began to create occupa-
tional mental health promotion centers
in each prefecture in Japan under the
auspices of the Labor Welfare
Foundation. The centers provide edu-
cational materials about mental health
and offer consultations to employers
regarding the mental health of their
employees. They also work closely
with local medical association offices
as well as corporations' medical and
human resources staff. Although the
staff members at these centers tend
not to be strong in clinical and psy-
chosocial issues, the setting is ideal for
an EAP practice.

EAPA's Japan Chapter began to
form in 1996 around a group of occu-
pational health physicians, occupa-
tional psychiatrists, clinical
psychologists, and clinical social
workers. The core members were part
of the Ministry of Labor's EAP study
team, headed by Dr. Satoru Shima.
The group met monthly to study the
theory and practice of EAPs and
examine the employee assistance and
occupational mental health movement

in Japan.

t \~

Today, about 70 employee assis-
tance professionals belong to the Japan
Chapter, although it is still in its early
stages. Asa "forming" chapter, it has
been hosting informal meetings to
educate EA professionals. Following
are some of the highlights of the chap-
ter's first few years:

••~

EAP and its Adaptation in Japan
A presentation featuring Japanese speah-
ers from internal and external EAPs
EAP Practice in a Large
Corporation—Individual and
Management Consultation
A presentation by Kathy D'Amato,
Merrill Lynch Securities EAP

1999

EAP Fundamentals
A 2-day workshop by Brenda Blair of
Blair Fr Burke

Sexual Harassment Prevention
A presentation by Masaho Sugiguchi,
Motorola Japan, Human Resources

2000 (planned)

EAP Fundamentals
A 2-day workshop for employee assis-

tance beginners

EAP Assessments and Consultations

An advanced course for employee assis-

tance professionals

The Japan Chapter is still in its

early stages and we are all eager to
learn from other EAPA members and
chapters. Please contact us if you plan
a trip to Japan. We welcome visitors
and volunteer speakers! Q

Kaoru Ichikawa is Asia Pacific regional manager
of the Motorola Employee Assistance Program.



EACC-Approved Conferences
and Workshops

Sponsor: EAPA Northern Ohio Chapter
Contact: Margie Roop, (330) 670-9650

Anger Management and Conflict Resolution
Techniques (2 hrs.)

March 17, Cleveland, Ohio
Duty to Control (2 hrs.)

April 21, Cleveland, Ohio

Sponsor: EAPA Washington, D.C.,
Area Chapter
Contact: Jeffrey Mintzer, (202) 690-5629

Drug and Alcohol Treatment Resources for
Gay/Lesbian/Bisexual/Transgendered Clients
(1.5 hrs.)

March 16, Alexandria, Va.

Sponsor: Family and Addiction
Conferences &Educational Seminars
Contact: Deborah Jerome, (425) 868-7253

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

March 30, Las Vegas, Nev.
Psychological Profiles of Intimate Abusers
(1.5 hrs.)
Child Abuse, Domestic Violence, and Teen
Homicide: The Links (2 hrs.)
Beyond PTSD; Working with Clients with
Challenging Trauma Adaptations (1.5 hrs,)
Self Injury in Trauma Survivors (1.5 hrs,)
Teens Who Kill (1.5 hrs,)
Strengthening the Self: The Role of Attachment
in Emotional Self-Regulation (1.5 hrs.)
Creating Safe Schools (1.5 hrs.)
What We Can Learn About Trauma and Healing:
Post-Genocide Rwanda (1.5 hrs,)
EMDR: AResearch-Validated Treatment (1.5 hrs,)

March 31, Las Vegas, Nev.
Guided Imagery as a Tool for Healing PTSD (1.5 hrs.)
Effective Treatment for PTSD (1.5 hrs.)
Critical Incidence Stress: The Power of Work-
Relatetl Trauma (1.5 hrs.)
The Healing Power of Guided Imagery (1.5 hrs.)
Intuition, Imagery, and Healing (1.5 hrs.)
Sex Addiction in Women (1.5 hrs,)
The Impact of Vicarious Traumatization on the
Helping Professional (1.5 hrs.)
How to Conduct Exposure Therapy for PTSD (1.5 hrs.)
Sifting for Gold: Solution-Centered Approaches to
Trauma Resolution (1.5 hrs.)

April 1, Las Vegas, Nev.

0

Conferences
&V~/orksho sp

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

Advances in the Diagnosis and Treatment of
Anxiety and Panic Disorders (12 hrs.)

March 24-25, Atlanta, Ga.
Advances in the Diagnosis and Treatment of
Eating Disorders (12 hrs.)

March 30-31, Napa Valley, Calif,
Advances in the Diagnosis and Treatment of
Anxiety and Panic Disorders (12 hrs,)

April 7-8, Los Angeles, Calif.

Sponsor: Problems of Addiction in
Labor and Management (PALM)
Contact: Douglas Maguire, (213) 738-8864

Addiction in the Workplace (2.5 hrs.)
March 17, San Fernando Valley, Calif.

EAP Policy and Administration. History and
Principles (2.5 hrs,)

March 21, Orange County, Calif,
From Jails to Jobs: Working With the Criminal
(2.5 hrs.)

March 28, Martinez, Calif.
Police Officer Stress Training (2.5 hrs.)

April 18, Orange County, Calif.
EAP Problems; Labor and Management (2.5 hrs.)

April 21, San Fernando Valley, Calif,
Treatment 2000. Continuum of Care (2.5 hrs.)

April 25, Martinez, Calif,

Sponsor: Program Services
Contact.• Karen Smith, (305) 223-9612

Treatment Planning and Progress Notation (7 hrs.)
April 5, West Palm Beach, Fla.
April 7, Sarasota, Fla.

Issues in Supervision (16 hrs,)
April 10-11, Melbourne, Fla.
April 24-25, Jacksonville, Fla,

Addictions and ADHD (6 hrs.)
April 14, Orlando, Fla.

Clinical Psycopharmacology (6 hrs.)
April 21, Miami, Fla,

Sponsor: U.S. Journal training
Confact: Lorrie Keip, (954) 360-0909

Eroticized Rage (1.5 hrs.)
Multiculturalism: How Cultural Issues Can Breed
Misunderstanding and Anger (1.5 hrs.)

April 13, Las Vegas, Nev,
Anger, Forgiveness, and. Spirituality (3 hrs,)
Substance Abuse and Violence; Partners in
Crime (3 hrs.)
Trauma and Addiction: Breaking the Cycle of
Self-Medicating (3 hrs,)
Treating the Impulsive, Emotionally Labile
Borderline Personality Disordered Client (3 hrs.)
Cognitive Behavioral Therapy for Anger (3 hrs.)
Growing Up Angry (3 hrs,)
Gender Issues and Anger (1.5 hrs,)

April 14, Las Vegas, Nev.
Nightmare to Vision. Experiential Approaches (3
hrs.)
Teaching Emotional Competence as Therapeutic
Solution to Anger Problems (3 hrs.)
Keeping the Circle Strong: Isolation,
Disconnection, and Anger (1.5 hrs.)
Using an Active, Experiential Approach to Difficult
Issues (3 hrs.)
How the Self Esteem Movement and Other Fads
Are Ruining Our Children (1.5 hrs.)

April 15, Las Vegas, Nev.

Miscellaneous Conferences
and WorksF~ops

"Workplace Discrimination: Managing the Risk"
April 12. Limerick, Ireland
April 13. Kilkenny, Ireland

Sponsored by the EAP Institute. Contact Mary
Lenihan by calling 353-51-855733 or write to
143 Barrack Street, Waterford, Ireland.

Professional Development Day
April 13, 2000, Bethesda, Maryland

Sponsored by EAPA's Chesapeake Chapter and
Washington, D.C., Area Chapter. Call Bob Norton
at (202) 707-7330 for more information.

4th Asia-Pacific Conference on EAPs
April 27-29, Waikiki, Hawaii

Call Tony Buon, IPS Employee Assistance,
Sydney, Australia, at 61-9221-1166 or visit the
IPS Web site at www,eap.com.au,

Treatment of Domestic Anger and Violence; The EAPs in the New Millennium

Barb Technique (1.5 hrs,) April 30-May 3, Washington, D.C.

Are Psychopaths Treatable? (1.5 hrs.) Call Dallen, Inc. at (202) 965-3077

Parenting When Your Child is Difficult (1.5 hrs.)
The Management of Stress-Disordered Affect
(1.5 hrs.)
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r~ s
Most Dov~'t Seed Tv~e~zt~e~t
fov~ Me~t~zl Illness

early three in 10 adults in
the United States have a
diagnosable mental or sub-
stance abuse disorder, but

only about one-third of them receive
treatment in any given year, according
to a landmark report commissioned by
the U.S. Department of Health and
Human Services and released in
December 1999.

Mental Health: A Report of the
Surgeon General notes that a range of
effective, well-documented treatments
exist for most mental disorders, but
lists several barriers, including patient
attitudes toward the mental health ser-
vice system and demographic and cul-
tural factors, that discourage or
prevent people from seeking help. The
report also states that the mental
health service system in the United
States is both complex and fragment-
ed, further dissuading those who need
services from seeking them.

The need for effective, accessible
mental health treatment is under-
scored by data collected by the Global
Burden of Disease study, conducted in
1996 by the World Health
Organization, the World Bank, and
Harvard University. That study found
that mental illness, including suicide,
imposes the second-greatest burden—
measured by years lost of healthy life
through death or .disability—on
advanced economies.

"Mental health is fundamental to

a person's overall health, indispensable

to personal well being, and instrumen-

tal to leading a balanced and healthy

life," said Dr. David Satcher, the U.S.

surgeon general. "While there is no

single solution to any mental disorder,

most people with mental disorders
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have treatment options, including
medications and short-term psy-
chotherapy and community-based
supportive services."

These treatment options often go
unused, according to the report,
because patients fear being hospital-
ized, are too embarrassed to discuss
their problems, are inclined to seek
support from family members or reli-
gious figures to help resolve personal
difficulties, or may consider some
mental health problems to be "natural"
or "inevitable." The most frequent
deterrent is the cost of treatment,
which dissuades even those with
insurance because coverage of mental
health services often is inferior to that
of health care in general.

The report concludes that improv-
ing awareness of treatment options and
reducing the stigma of mental illness
are two key challenges facing the men-
tal health services community. Further
research also is needed to better under-
stand the impact of mental health
issues on special populations.

Researchers Find New
Cause of Hearing Loss

The inability to discriminate
words and voices from background
noise, a leading complaint among peo-
ple aged 55 and older, is linked to
chemical reactions in the brain that
change with age, according to studies
conducted at the National Technical
Institute for the Deaf (NTID) in
Rochester, New York.

The studies, funded largely by a
grant from the National Institute on
Aging, found that age-related hearing
loss is caused not only by the inner
ear but also by miscommunication in

the brain that results in the produc-
tion of too many or too few specific
chemicals. Hearing aids can help com-
pensate for hearing loss caused by
noise or illness, but medication may
be needed—and could be available
within 20 years, researchers say—to
regulate the chemical imbalance.

Age-related hearing loss can cause
serious communication problems at
home and in the workplace, resulting
in strained relationships with family
members and co-workers and
increased costs to employers. This toll
will only increase in coming years as
an aging population, longer life
expectancies, and tight labor market
result in greater numbers of workers
delaying retirement or working part-
time during their retirement years.

In addition to the chemical imbal-
ance, scientists at NTID have identi-
fied several factors that contribute to
hearing loss in older people, including
a loss in temporal acuity that reduces
detection of rapid changes in speech
perception, a decline in the number of
neurons that encode short-duration
hearing information, and slower
recovery rates of auditory neurons.

NTID is the oldest and largest
technical college for deaf students,
with more than 1,100 deaf students
from around the world. The college is
housed on the campus of the
Rochester Institute of Technology.

Medication Lessens Risk
of Relapse in Alcoholics

Researchers at the University of
Miami (Fla.) School of Medicine have
found that nalmefene, an opioid
antagonist that is not now commer-
cially available in the oral form stud-



ied, is effective in preventing relapse
[o heavy drinking in alcohol-depen-
dent individuals.

Ina 12-weele, double-blind clini-
cal trial, pa[ients who received nalme-

fene were 2.4 times less likely to
relapse to heavy drinking than those
who received a placebo. Although
one-[bird of nalmefene pa[iencs
relapsed to heavy drinking at least
once during the 12 weeks, those who

did engaged in fewer such episodes
than patients receiving placebos. The
researchers found no significant differ-
ences between groups using 20 mg
nalmefene and those using 80 mg.

Nalmefene is not currently
approved by the U.S. Food and Drug
Administration, but several pharma-
ceu[ical companies have approached
the University of Miami to obtain the
study data for use in a new drug
application, researchers say.

Results of the study were pub-
lished in the August 1999 issue of the
Archives of General Psychiatry (pages
719-724), a publication of the
American Medical Association. Q

PENN-OHIO MOBILE
EAP SERVICE

We are afull-service Employee
Assistance provider, working
with numerous local agencies.
Our focus includes a complete
continuum of services for issues
including job performance
problems, conflict resolution,
substance abuse, depression,
family stress, and anxiety.

Look to us for providing the best
in clinical care to your clients and
for thoroughness in coordinating
case management activities.

For more information about how
we can help you, please contact:

Jodie Moroco, MS. Ed., EAP
Penn-Ohio Mobile EAP Service
P.O. Box 565
Wheatland, PA 16161
(724) 699-4587
PENN_OHIO@HOTMAIL.COM

~~~

University of Maryland School of Social Work
y0th ANNUAL ADVANCED SCHOOL ON
EAP MANAGEMENT AND PRACTICE

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

Carnegie Endowment for international Peace, Washington, DC

Sponsored by
University of Maryland School of Social Work,

Ceridian Performance Partners, and Dallen, Inc.

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

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

Tuition: 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. Dallen, Inc., 2549 Virg9nia Ave., NW,
Washington, DC 20037, Tel: (202) 965-3077 or (202) 223-2399; Fax: (202) 223-
2392; Email: masirsrch@aol.com

Advanced training in

Critical Incident Stress, Trauma and Crisis
(Two day program)

Workplace Hostility: l~yth &Reality
(One day program-suggested prerequisite for "At Risk" Assessment Protocol)

The "At Risk" Assessment Protocol:
A Systemic Approach to Fitness For Duty Evaluations

(One day program)

Programs may be taken individually or as a
comprehensive package. CEUs and PDHs available.

San FranciscaApril 3-6, 00 Boston- May 9-12, 00

Presented by

Gerald Lewis, Ph.D.

1290 Worcester Rd., Framingham, MA 01702
(S00) 649-6228 email: compass 1 @gis. net
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Constructive
Confron~tion
A Diffev~ent Wo~kpl~ce ~v~~ ~z Diffev~ev~t Wov~kfov~ce
by Ken Collins, LCSW, CEAP

hen I left employee
assistance consulting
to take a job as
regional EAP advisor

with the Chevron Corporation, a
friend I had known since graduate
school told me, "You're going to retire
from there." That was in 1985, the
year Chevron merged with Gulf Oil—
at the time, the biggest corporate
merger in history. As it turned out, I
didn't quite retire from Chevron,
though I did have the privilege of
managing their EAP for eight years.

In the first four years of my tenure
as EAP manager, I was able to assemble
an EAP that was, according to the com-
pany's chief financial officer, "universal-
ly respected" within the organization.
During the second four years of my
tenure, the focus shifted to competing
for resources and fending off efforts
from within the company, the Human
Resources Department, and the Medical
Department to dismantle the "univer-
sally respected" program. After the
third round of attenuated study, recon-
figuration, and reductions in budget
and staff, I became thoroughly exasper-
ated and cashed in my chips.

I was fortunate enough to walk
directly out of one job and into another,
becoming vice president for product
development at Ualue Behavioral Health.
The first thing that struck me about the
difference between working fora centu-
ry-old oil company and a 12-year-old
managed behavioral health care compa-
ny was the lack of structure. In some
ways, this was truly exhilarating. Being
part of the marketing unit meant work-
ing long days and occasional weekends
to meet proposal deadlines and learn the
discipline required for an effective sales
presentation. It surprised me to find my
middle-aged body and psyche respond-
ing with renewed stamina to the oppor-
tunities to be creative and develop
services to address customer needs.

41 • EAPA EXCHANGE •January-February 2000

I also observed how the marketplace
drove employee assistance and behav-
ioral healthcare toward being commodity
products competing on the basis of price
and cost efficiency. In the two years that I
worked for VBH, the company was sold
first to Columbia/ HCA and then a sec-
ond time to Options Healthcare. While
no one told me that I had better update
my resume, I was astute enough to
notice that my position had disappeared
from the revised organizational chart. I
requested and received a severance pack-
age and embarked at the start of this year
on an independent consulting practice.

I tivonc~ev~ if eve
~voul~ be ~zt this
junctuv~e to~~zy if
co~p~znies h~z~
~eco~ni,~e~ e~zv~liev~
that eyvcployees ~zv~e
in fact si~ni~c~nt
st~zkehol~ev~s in the
co~por~zte ente~p~ise.

There are a couple of reasons for
using my own experience as a preface
to writing about the "new employee
contract." One is that I personally wit-
nessed the disappearance of lifetime
employment expectations. If you are
old enough to have had parents who
experienced the Great Depression, you
grew up believing that career success
was equivalent to landing a good job
with awell-established company. In
fact, Chevron did not lay people off
during the Great Depression, and I got
to know a number of second- and
third-generation employees.

I also had the opportunity to
watch the accelerating pace of corpo-

rate mergers, acquisitions, re-engineer-
ing, and downsizing shape the attitudes
and expectations of a new generation of
employees. In the mid-1970s, when I
first started working with alcoholics, I
occasionally heard the expression,
"What goes around, comes around."
Twenty years later I took the time to
read "The Fifth Discipline," in which
author Peter Senge, a proponent of sys-
tems theory, describes how the linear
thinking of corporate managers leads to
a variety of unanticipated and unin-
tended consequences.

These consequences have not
gone unremarked. The December 6,
1999, issue of Business Weeh heralded
"The Wild New Workforce" on its
cover and discussed what is required
to attract and retain the modern work-
er. The November 1999 issue of
Worhforce magazine described what it
takes to motivate Generation X
employees. And the latest issue of
Employee Benefits Journal features dis-
cussions of how benefits plan designs
will have to address a different constel-
lation of needs in the new millennium.

All of these publications ascribe
the lack of corporate loyalty felt by
Generation X employees (and quite a
few baby boomers) to their having
observed the downsizings of the past
decade and a half. Today the unem-
ployment rate is at a 30-year low and
companies are struggling to attract a
much smaller pool of talented individu-
als to fill both new positions as well as
jobs vacated by middle-aged employees
who have left to serve other values,
pursue more personal objectives, and
realize dreams that are new, vibrant,
and pregnant with possibilities. The
cover of the October issue of Worhforce
featuring a monster over the caption
"Who's Left in the Labor Pool?" clearly
is not designed to draw the attention of
HR professionals to the celebration of
Halloween!



I wonder if we would be at this
juncture today if companies had recog-
nized earlier Chat employees are in fact
significant stakeholders in the corpo-
rate enterprise. Belatedly, many compa-
nies now are attempting to foster a
sense of identification and ownership
among employees by providing stock
options to line workers as well as exec-
utives. Corporations also are providing
a wide array of work life benefits and
even concierge services to compensate
employees for longer hours and expec-
tations of ever-increasing productivity.

But I suspect that the changes of
the past 15 years are irreversible and
that companies will not achieve signif-
icant competitive advantage in attract-
ing and retaining the best and
brightest employees through depen-
dent care enhancements or stock
options. The problem is much more
fundamental than that. Even some of
us middle-aged folk have come to the
realization [hat "I own my own career
and I'm not about to give it back!"

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

The University of Maryland,
Magellan Behavioral Systems
and Dallen, Inc. proudly
announce publication of the
All New Second Edition

International
Employee

Assistance Program
Anthology

Current information from national
leaders in more than 60
countries. Status of EAPs and
Occupational Health Programs.
Key EAP and Behavioral
Healthcare Providers.
CONTACTS... RESOU RCES...
Discover the International EAP
Marketplace!
Available soon from Dallen, Inc.,
2549 Virginia Ave., NW,
Washington, DC 20037
Telephone (202) 965-3077
$34.95 plus $4.00 postage (U.S.)

WINDOWS BASED ~~ N; ANAGEMENT1J

N~ ...the easy way::
' V ERS

►ON

~ 4.0~ Now you can...
~.~ •Organize Client Records

NETWORK CiOMPATIBLE ~ Maintain Resource Lists
Match Providers to Clients Needs

• Evaluate Program Effectiveness
• Prepare Reports and Summaries

IN EAp ~

V 
ERS~~N~ • • •ALL FROM YOUR DESKTOP COMI'UTERST

And, you'll...

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

cA" CaseManagerFOR A
FpEE 

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

LABOR SAVING OFFICE AUTOMATION GROUP

(949) 831-6680

IDENTIFYING SUBSTANCE DEPENDENCE

SASSI-3, a brief, accurate ~z.
COSti~e~~eCti1Ve SCreerilrig t001

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 -
versions C ~ e ~ ~ C ~T
are available V .Cl V 1
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S otl i htp . ~'
on Diverse
by Rickie M. Banning, CEAP, LCSW, ACSW

One in four gay men experience
domestic violence, according co
the Boston Gay Mens Domestic
Violence Project (www.gmdvp.org).
Employee assistance practitioners
are in a unique position in the
workplace to reach out, educate,
and influence positive change. We
can matte ehe difference between a
safe harbor and empowered knowl-
edge, and the darkness of isolation.
Workplace intervention is our tool.
Domestic violence and physical
abuse are often considered taboo
subjects, yet [he reality is that in
America a woman is beaten every
five seconds. It is estimated that at
least 3.3 million U.S. children wit-
ness domestic violence each year.
Companies like Polaroid, the
Whirlpool Foundation, and the

U.S. Pos[al Service in Boson have
initiated employee awareness
domestic violence initiatives. Get
involved—start one in your work-
place! It could save a life.
The Bureau of Labor Statistics
reports that the fastesC-growing job
sector in 1996-2006 will be data-
base administrators, computer
suppore specialists, and "all other
computer scientists" (see
www.bls.gov). Part of diversity
effectiveness is knowledge empow-
erment. Are you Internet-savvy?
The list of Cop companies in
Fortune magazine's annual corpo-
rate diversity rankings (7/19/99)
includes Union Banlc of California
(Asians), Fannie Mae (blacks),
Public Service Company of New
Mexico (Hispanics), and Fannie

Mae (Native Americans). Union
Banlc of California ranked first in
diversity efforts in surveys of the
Fortune 1,000 and the 200 largest
privately held U.S. companies. If
your company has not launched
any diversity initiatives, help out
and start one! (Contact me for
start-up information tips.)
The "director's diversity tip" for
this issue is a wonderful film
about the people of the island of
Mauritius and how their commu-
nity diversity-building efforts paid
off. Copies of the film (including
an accompanying diversity guide-
book) can be ordered from The
Training Edge by calling 1-800-
292-4375. Cost: $695. Q

Rickie Banning serves as the diversity director
on EAPA's Board of Directors.

12TH ANNUAL

National Student Assistance Conference
March 6-9, 2000 • Opryland Hotel, Nashville, TN

1 ~
•

•

General Sessions by: Father Leo Booth, Jane Bluestein and William White ;
Topics Include: violence prevention, drug trends and "Kids Without a Conscience"

For a FREE conference program,

Ca I 11-800-453 -773 3
Don't miss this important event

for professionals who work with youth.
Great rates at the world-renowned Opryland Hotel

.......................o...................~..................
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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

■ reduces health care costs

Each issue can be
personalized with
■ your company or

program name/logo
on the front

■ your contact name
and phone number
on the back

Your Company
or Program ~~
Name/Logo
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