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Front
Desk

A Silver Lining to the Recession
by John Maynard, Ph.D., CEAP

or much of the past decade,

employee assistance profession-

als helped employers and work-

ers address the challenges posed by a

strong economy. With labor markets

tight and businesses operating at full

capacity, EA professionals provided

core services while also encouraging

employers to offer flexible work

schedules, support child care pro-

grams, and provide other benefits and

services to attract and retain needed

workers. Meanwhile, they taught

employees how to avoid being over-

whelmed by the many new processes

and technologies—e-mail, cell

phones, just-in-time delivery, and the

like—designed to make businesses

eves• more competitive.

Now, many EA professionals find

themselves helping employers and

workers confront a different set of

challenges—those posed by a weak

economy. With demand for products

and services waning and profits

plunging, many businesses are laying

off workers, while others are asking

employees to accept pay cuts.

Workers who lose their jobs are strug-

gling to find new employment, while

those who keep their jobs are under

pressure to perform additional duties

with fewer resources.

In some respects, the two situa-

tions are similar. Both strong and

weak economies can prove stressful

for workers (though in different

ways), and both underscore the need

for EAPs to continue to monitor the

health and well-being of employees,

assist management in predicting and

assessing the impact of organizational

strategies on the workforce, and teach

supervisors how to recognize symp-

coms of stress. Bolh situations also
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highlight the responsibility of EAPs to
become familiar with community
resources that can help workers and
family memUers address a wide variety
of needs.

But in many ways, strong and
weak economies present very different
challenges to EA professionals. During
growth periods, EAPs may be per-
ceived as a benefit to attract and, retain
employees; in recessions, they may act
as more of a safety net for workers
who are being cut. When an organiza-
cion has plenty of business, EAPs may
be viewed by management as perform-
ance and productivity tools; when
business falters, they are relied upon
to help maintain high performance by
stressed workers and to salve emotion-
al wounds. Performing these different
functions requires that EA profession-
als make use of different skills and tal-
ents and promote their programs in
different terms.

The skills and talents particular to
a recession are being tested as never
before in light of the events of Sept.
11, 2001, which not only exacerbated
the economic downturn but also
introduced a new element—fear—into
the workforce. EA professionals have
suddenly found themselves addressing

two somewhat contradictory emotions
among workers: the worry of coming
to work, and the worry of not having
a job ac all.

If there is a silver lining for EA
professionals in the current recession
and the aftermath of September 11, it
is that employers have become much

more aware of the value that EAPs
bring to the workplace. As Helene
King and Jim O'Hair point out in their
perspectives on the theme topic (see
pages 21-22), EAPs today are benefic-

ing everyone affected by our current
economy: workers who a.re being let
go as well as those who are being
retained, managers and supervisors,
and employers. Our challenge now is
to maintain the high profile and per-
ceived value of our profession as the
economy improves. Q

COMMUNICATIONS
ADVISORYCOMMITTEEVii,

~°~'` John Maynard, Chairman
Boulder, Colo,
(303) 444-6300

Katie Borkowski
EAPA Headquarters
(703) 387-1000, ext. 306

Tamara Cagney
Pleasanton, Calif.
(510) 513-4710

James M. Oher
Chappaqua, N.Y.
(914) 238-0607

Deanna Petersen
Coronado, Calif.
(619) 221-7340

Bruce Prevatt
Tallahassee, Fla.
(904) 644-2288

Robin Smith
Sytlney, Australia
011-61-2-9221-1166

The EAPAssociation Exchange (ISSN 1085-0856) is
published six times a year for $20 per year (from
the $115 membership fee) by the Employee
Assistance Professionals Association, 2101 Wilson
Boulevard, Suite 500, Arlington, Va. 22201-3062.
Postage for periodicals is paid at Arlington, VA and
other offices. POSTMASTER: Send address
changes to the EAP Association Exchange, 2101
Wilson Boulevard, Arlington, VR 22201-3062.

02002 by Employee Assistance Professionals
Association, Inc. Reproduction without written
permission is expressly prohibited. Publication of
signed articles does not constitute endorsement
of personal views of authors.

Editor: Stuart C. Hales
Advertising Manager: Marilyn Lowrance
Design: Thought Wortl &Deed

www.eap-association.org

`~

,.-,~'_ ~



Sundown M Ranch
Established 1968

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

Our Motto
"TH E

PATIENT
IS THE REASON
WE ARE HERE"
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Our Costs
Our costs are the most reason-
able in the nation. A 21-day
inpatientADLTLTstay is $3045
or $145 per day. A 28-day
inpatientADOLESCENTstay
is $5180 or $185 per day. These
prices include psychiatric and
medical consultation, 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 60,000 adults and
adolescents afflicted with the
disease of alcoholism and
drug addiction have been led
back to sober, productive
lives by our dedicated, well-
trained professional staff.



President's
Message

Redirecting the Flow
of Energy and Ideas
by Linda L. Sturdivant, CEAP

s I look back at the first year
of my two-year term as presi-
dent of EAPA, I can honestly

say that I no longer feel challenged—
if Iever did—by having to face hard-
ships and solve problems. The excite-
ment Ifelt at becoming president was
soon tempered by the decline of the
U.S. economy, which hindered mem-
bership recruitment efforts, and by the
sudden withdrawal of support from
the United Auto Workers and the ter-
rorist attacks of September 11. Any
one of these obstacles would have
been difficult to overcome; together,
they have buffeted our association as
never before.

Since I had no vested interest in
maintaining the status quo at EAPA
when I began my term as president, I
have tried to use these difficulties to
help redirect the flow of energy and
ideas within our membership toward
anew vision for EAPA: that of a
strategically-focused association with
high-impact leadership. Last year,
the EAPA Board of Directors put in
motion a process to review the current
leadership structure within the associ-
ation and recommend a new structure
that would make the Board and the
committees more accountable to our
members. This has been a complex
undertaking, but I have been pleased
by the Board's willingness to openly
discuss and resolve its differences and
reach agreement on a new structure.
I am equally pleased that the Board
reached out to EAPA members,
through the involvement of special
task forces, to include different voices
in this process.

4 • EAPA EXCHANGE •January/February 2002

v

The Board already has approved
various changes to certain systems and
processes that will underpin the new
leadership structure. I anticipate that
in April, EAPA members will begin to
receive information about the recom-
mended leadership structure and
asked to express their preference.' I
urge all of you to review the informa-
tion carefully and respond accordingly.

The goal of this process—indeed,
of everything we do within EAPA—is
to honor the diversity within our
membership while also making us
more responsive to changes in the
workplace and our profession. This
issue of the Exchange reflects that goal:
It includes comments on the theme
topic, "The Value of EAPs in a
Recession," from the perspective of
internal programs, external providers,
labor programs, and international pro-
grams. By providing a forum for mem-
bers who work in different settings to
share their views, we can find com-
mon ground on issues that affect
employee assistance professionals and
programs and provide inspiration for
the future growth of our profession.

Strengthening Our Voice

Our upcoming Annual Conference, to
be held in Boston in late October, will
provide another forum for sharing
diverse views and finding common
ground. The theme of the conference,
"Building Value from the Core,"
reflects the fact that the EAP Core
Technology remains the foundation of
our profession, notwithstanding the
many changes that have occurred in
the workplace. The application of the

Core Technology functions, on the
other hand, elicits spirited discussion
among our members and is sure to
provide the basis for several provoca-
tive presentations at the conference. I
encourage you to set aside October
22-26 on your calendar and make
your room and travel reservations
early, as Boston historically has been a
desirable site for EAPA meetings.

Last year, we held our Annual
Conference outside the United States
for the first time, in Vancouver,
Canada. Although the 2001 conEer-
ence was a success in many respects,
we did not meet our attendance tar-
gets and, thus, our revenue targets.
The terrorist attacks and economic
recession were the primary causes of
the low turnout, prompting many
employers to scale back their budgets
and impose travel restrictions. The
decision by the UAW to withdraw its
support of the conference had an
impact on attendance as well.

Because the Annual Conference
generates a significant percentage of
EAPAs annual revenues, the low atten-
dance in Vancouver had a dramatic
impact on the association's budget.
The Board of Directors was forced to
approve a withdrawal from our emer-
gency funds, which we had accumu-
lated precisely for such "rainy day"
contingencies. The Board also
approved a restructuring of EAPA staff,
though with the stipulation that no
cuts be made in essential programs
or services.

Through these trying times—the
recession, the terrorist attacks, the
UAW withdrawal, the low attendance

www, eap-associ ation, org



in Vancouver—my priority has been
[o keep Ll1PA on an even keel and

focused squarely on the objectives of
the strategic plan approved by the

Board in May 2000. I am convinced
that the events of last year ultimately
will bring us closer together and
strengthen our voice on issues that
affect the workplace and our profes-
sion. Iask your continued supparc as
we work to make EAPA a more viUrant
and responsive association for the 21st
century.

P.S. The deadline for nominations
for seats on the EAPA Board of

Directors is drawing near. During this
new era, participation at the Board
level will prove to be an exciting and
rewarding opportunity, and I encour-
age every EAPA member to consider
being a part of the strategic leadership
within the association and profession.
For information, contact Carlos
Bennett at the EAPA office. Q

INDEX TO ADVERTISERS

AdCare Hospital ...............17
Balance .....................13
Blair and Burke ....... . ........31
Crisis Care Network ............13
DFA Publishing &Consulting ......29
EAP Institute .. . ...............25
Evince Clinical Assessments .....,25
Family Credit Counseling Service ...23
Harper Collins ..................9

Law Phone ..................IFC
Medcomp Software ............IFC

Momentofrelapse.com ...........32

Motivision, Ltd . ................26

National SAP Network ...........31

Performance Resource Press ..23,IBC

Rogers Memorial Hospital ........31

SASSI ......................23

Stop Smoking Programs .........17

Sundown M Ranch ..............3

University of Maryland ............6

Valley Hope School of Social Work ..27
Van Wagner ..................13
XPression Products ..............9

BC: Back cover
IBC: Inside back cover
IFC: Inside front cover

I N T E R N A T I O N A 1.

• ASSOCIATION
LABOR • MANAGEMENT • CONSULTANTS

EAPA Mission Statement

To promote the highest
standards of practice and
the continuing development
of employee assistance
professionals and programs

EAPA Board of Directors

Executive Officers

Linda Sturdivant
Donald G. Jorgensen
Dotty Blum
David Worster
Jim Printup
Gregory P. DeLapp

Antoinette Samuel

Regional Directors

Margaret Hinton
Alice Ramsey
Richard H. Hopkins
Michael Cipressi
Eunice Reed
Tom Reynolds
Samuel Usher
Barbara Murdock
Richard Barrett
Don Ely

Special Directors

Carol Iron Rope Herrera
Helene King
James O'Hair
John "Mickey" McKay

EACC Representative

Paul Kowatch

President
President-Elect
Vice President
Secretary
Treasurer
Immediate Past
President
Ex Officio Member

Canadian Region
Eastern Region
International Region
Mid-Atlantic Region
Midwest Region
North Central Region
Pacific Region
Southern Region
Southwest Region
Western Region

Diversity
External Providers
Internal Programs
Labor

Chairman,
Employee Assistance
Certification
Commission

EAPA Staff

Administration
Chief Executive Officer: Antoinette Samuel

Ext. 316 or ceo@eap-association.org
Executive Administrator: Carlos Bennett

Ext, 317 or execadm@eap-association.org

Certification
Director: Richard Fischer

Ext. 311 or certdirQeap-association.org
Manager: Marpessa J. Heath

Ext. 318 or certmgr@eap-association.org

Conference Planning and Management
Director: Ellen Williams

Ext. 303 or convdir@eap-association.org
Manager: vacant

Ext. 304 or convmgrC~3eap-association.org
Assistant: Marissa Solis

Ext. 329 or convaa@eap-association.org

Education and Training
Director: Katie Borkowski

Ext. 306 or edudirQeap-association.org
Resource Center Manager: Cynthia Reitl

Ext. 307 or rescen@eap-association.org

External Relations
Director. Allyson O'Sullivan

Ext. 315 or mktgdir@eap-association.org

Finance
Director: Chris Drake

Ext. 305 or findir@eap-association.org
Accounts Payable Manager: Cynthia CypYess

Ext. 313 or paymgrQeap-association.org
Accounts Receivable Manager: Ruth Maupin

Ext. 312 or recmgrC~eap-association,org

Membership
Director; vacant

Ext. 333 or memdir@eap-association.org
Manager: Earl Solloway

Ext. 334 or memmgr@eap-association.org

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

Employee Assistance
Professionals Association
2101 Wilson Blvd., Suite 500
Arlington, VA 22201
Phone: (703) 387-1000
Fax: (703) 522-4585
www, eap-associ ation. org

www.eap-association.org January/February 2002 • EAPA EXCHANGE • 5



~ Inaugural

i

EAPAdvanced
Management &Practice

Video Conference
Sponsored &Funded by:

_ University of Maryland, School of Social Work
US Center for Mental Health Services—

SAMHSA
Ceridian LifeWorks Services

CURRENT ISSUES IN
EMPLOYEE ASSISTANCE PROGRAMS

June 5, 2002 - 8 a.m. to 5 p.m. EDT

Viewing Locations: Bermuda, Boston, Dublin, London, Miami, Minnesota
(Eagan), Plymouth Meeting (PA), Rockville (MD),
anti r riniaad

Da/e A, Masi, Professor, University of Maryland, Program Director

Facu/tv: Ronald Manderscheid, Chief, Survey/Analysis Branch, Center for Mental
Health Services, SAMHSA

Jesse Harris, Dean, University of Maryland School of Social Work
Sharon Stein, Senior VP, Ceridian LifeWorks Services
James J. O'Connell, Ceridian, Work Force 2020
James J. Kelley, Morgan, Lewis & Bockius, Legal Issues
Dale A. Masi, University of Maryland
Richard Klarberg, President/CEO, Council on Accreditation
Jeff Mitchell, University of Md, CISD, 9/11 Tragedy, (Invited)
Technology Panel, TBA
Corporate Panel, TBA
Other faculty, TBA

Moderators: Bernard Beidel, EAP, U.S. House of Representatives
Donald Jorgensen, PhD, EAPA President-Elect, (Invited)
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For registration application, contact Emily Boone at 410-706-5101
or eboone@ssw.umaryland.edu.



he article titled "Referrals and
Ownership Structures" in the
September/October 2001

issue of the Exchange addressed the
ethical issues raised by the fact that
certain organizations that own EAPs
may "expect them to generate treat-
ment revenue via a pattern of prefer-
ential referral to vested programs or
practitioners" (Sharrar and White,
2001). I would like to address another
ethical dilemma facing our profession:
the marketing of "unlimited" EAPs
(i.e., EAPs that offer an unlimited
number of counseling sessions).

In the past, most EAPs specified a
set number of counseling sessions per
eligible person per contract year. As
competition in the employee assis-
tance field began to heat up, more and
more EAP vendors began offering an
unlimited number of sessions, often
charging rates significantly below
what EAP firms historically charged
for a set number of visits.

My experience has been that EAP
firms marketing unlimited services
actually operate like traditional firms
and typically have similar utilization
rates. Therefore, the offering of
"unlimited" EAP sessions seems to be
primarily a marketing tool that, unfor-
tunately, misrepresents the product
and fails to disclose conflicts of inter-

est and other aspects.
There is nothing inherently

wrong with offering unlimited EAPs.
Conflicts of interest and other prob-
lematic issues may not necessarily be
unethical as long as there is full dis-
closure. Unfortunately, full disclosure
seems to be the exception in this area
rather than the rule.

EAP firms marketing unlimited

fetter

Primarily a Marketing Tool

services should follow ethical guide-
lines and properly disclose what is
really being sold to the client. In many
instances, disclosure can easily be
achieved with proper wording—for
example, stating that "unlimited" refers
to telephone case management and not
to counseling visits rendered by a
licensed professional. If an EAP firm
advertises a large, multidisciplinary
panel of licensed mental health profes-
sionals when in reality many services
are rendered by just a few individuals,
ethical guidelines mandate disclosing
whether the panel of providers is uti-
lized on an equal or rotating basis.

The central issue with unlimited
EAPs is whether clients with multiple
problems and those who need more
extensive counseling services are actu-
ally provided unlimited counseling vis-
its or simply referred to the health
plan or other funding resources. Close
scrutiny may reveal that firms offering
unlimited sessions refer clients after
just a few sessions to community agen-
cies or other providers or start billing
the health plan or employer for addi-
tional sessions beyond the first few IE
the unlimited EAP is defined as a "per
problem" or "per occurrence" arrange-
ment, aguideline needs to be estab-
lished regarding when a person with
multiple problems or symptoms need-
ing extensive counseling may be
referred out of the EAP and into the
health plan or other funding resource.

To avoid misleading advertising,
responsible EAP firms should disclose
all aspects of the unlimited EAP
model, including any conflicts of inter-
est, restrictions in choice of providers,
utilization of unlicensed or other pro-
fessionals not on the advertised panel,

and so on. There should be a state-
ment about the actuarial soundness of
the pricing arrangement and whether
the EAP is supplemented by other
sources of funding.

The manner in which EAP
providers are reimbursed may also be
a relevant disclosure item. For exam-
ple, some EAP firms pay "case rates,"
meaning providers are paid the same
amount irrespective of whether they
render one or 10 sessions.

In sum, a legally and clinically
sound definition of "unlimited" is
essential. I believe that what most
"unlimited" EAPs actually render is
unlimited case management, evalua-
tion, and referral, often telephonically.
Telephonic services may raise other
disclosure issues, such as whether
callers' problems are addressed with
information and referral, telephone
psychotherapy, or motivational coach-
ing (Stephenson and Bingaman, EAPA
Exchange, 2001).

EAPs are an integral part of today's
behavioral health system. They are
often the entity in closest contact with
the employee's family members,
employer representatives, and other
significant parties in the behavioral
health equation, and are often the first
to intervene when productivity and
performance issues arise. Adopting an
ethical policy of full disclosure can
enhance the status and credibility of
EAPs and members of the employee
assistance profession.

Leo H. Bradman, Psy.D.
President, UniPsych Corp.
unipsych@ix. netcom. tom
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The Im act of Overseas Assi nmentsp g
A study of U.S. repatriates shows that their

experiences abroad color their attitudes toward ~worh,
health, and daily life and influence the types of job

assignments they tahe.
by Nancy R. Lockwood

ur day-to-day experiences—our work, our social

and personal lives, our interactions wick family

and friends—influence how we see the world.
People who live overseas and later return to their

home countries often find that their international assignments
have altered their views on everything from the foods they eat
to the jobs they seek to the values they adopt.

These were the findings of the author's recent study of 33
U.S citizens who had worked in European and Pacific Rim
countries and lacer returned home. The study explored the
long-term impact of their international and re-entry experi-
ences, focusing on the resulting changes in their lives and espe-
cially the choices and decisions they make.

The 33 expatriates (16 men and 17 women) selected for

the study had lived at least 12 months in France, Germany, the
Netherlands, the United Kingdom, Japan, Hong Kong, or

Australia. They ranged in age from 32 to 61, and nearly all (97
percent) were married.

To ensure that participants would have had the opportu-

nicy to re-establish themselves in the United States and conse-
quenlly would have put some distance between the re-entry
process and their current lives, the study was limited to repa-

triates who had been back in the United States at least one year

(but not more than five years). This Cransition period would

allow repatriates co acquire the perspective necessary to give

valid, thoughtful responses to questions regarding their inter-
nacional and re-entry experiences and their current decision-

making processes and choices.

Simplicity and Moderation

The study found that, first and foremost, repatriates .view

work/Life balance not as a business fad or trend but as an essen-
tial component of a healthier lifestyle. To achieve a more posi-

Nancy Lockwood is a repatriation consultant
and human resources professional and recently
earned a masters degree in intercultural rela-
tions. She is the international human resources
director for the New York State SHRM Council
and co-founder of the International HR Special
Interest Group of the Westchester (N. Y.) Human
Resources ManagementAssociation. She can
be reached bye-mail at nrlockwoodC~aol. tom.

tive work life balance, many repatriates set new priorities—
they find ways to work smarter so they can spend more time
with family, and they consciously choose work environments
that allow them to maintain emotional and philosophical equi-
librium in their lives.

The study also found that the majority of U.S. repatriates
purposely change their eating and drinking habits as a result of
having lived overseas. Before their international assignments,
many repatriates ate mostly red meat; back in the United

States, they now eat more rice, fish, Fruits, and vegetables.
Both these findings illustrate Che influence that overseas

assignments can have on individual goals and belieFs. Once

back home, repatriates consciously compare the quality of life
in their home culture to the environments they knew overseas
and seek to establish a lifestyle that reflects their altered per-
sonal and professional values.

For example, nearly all repatriates in the study contrasted

the "extremes" of American culture with the moderation of
other countries in which they had lived. From large food por-

tions to the abundant choices of ̀junk food" to king-size boxes
of cereal to gyms filled with muscle-working equipment of

every kind, Americans tend co gravitate toward quantity rather

than quality. The European approach to eating and drinking,
on the other hand, is one of simplicity and moderation. A roll

with cheese and a cappuccino with friends in the evening give
the experience of dining a new meaning.

Many repatriates find that they—and their children as
well—prefer the simpler approach. They now go out of their
way to shop for fresh food and enjoy a greater variety of
cuisines. Some repatriates have even eliminated certain foods
from their diet, such as hot dogs and French fries.

Repatriate parents, meanwhile, noted that their children
who lived overseas now prefer healthier snacks than before.
One repatriate said his daughter does not crave sugar (as do
many American kids) and describes her as having "a natural
sense of moderation that took me 40 years to learn."

Many repatriates also developed an appreciation for walk-
ing, biking, and other forms of exercise (and the attendant
reduction in stress) during their overseas assignments and have
incorporated these activities into their daily lives. One repatri-
ate noted that having live-in help overseas made it easier for
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him to get out of the house and walls. Now he makes a con-

certed effort to exercise, since he drives everywhere in the

United States. Taking the stairs at work instead of the elevator
is another man's addition to daily exercise, while a woman who
lived in the Netherlands continues to ride her bike to work, as
she did overseas. Another repatriate is now training for his
third marathon, a goal he never would have considered prior
to his international assignment.

All in all, Che repatriates in the study are more conscious
of their health and how they spend their time than they were
before they worked overseas. One repatriate stated that, in
addition to exercising regularly, he/she no longer takes work
home on the weekends. Several repatriates who worked long
hours and traveled extensively on business now choose relax-
ing vacations to help reduce stress.

The workplace implications of these lifestyle and value.

changes are significlne: Employees who are healthier (bosh

physically and mentally) take fewer sick days and have more

energy to perform quality work. Healthy employees also bring

a positive attitude to their job and are more likely to be con-

tributing and valuable workers.

Value and Content

Another key benefit that repatriates bring to the workplace is a
greater appreciation of diverse cultures, religions, and perspec-
tives and a better understanding of how to channel these dif-

ferences toward a common goal. Living overseas required them

to be very flexible in their personal and professional relation-
ships, and many repatriates say they can now laugh at them-
selves more easily and better handle stress and ambiguity.

At the same time, the study revealed that while repatriates
maybe more patient than before, they are less inclined to waste
time on matters they perceive as unimportant. This means that

repatriates are no longer interested in "work for the sake of

working" but. in the value and consent of job assignments and

in opporttmicies to use their glol.~al expertise. Indeed, repatri-

ates are much more likely to be loyal to their employers if they

perceive that their international skills are valued.
Both male and female study participants stated that family

is now their number-one priority, and many of the women have
chosen to focus on their families rather than their careers. For

both ~11e men and the women, the decision to emphasize fam-
ily is now retlecCed in their choices of jobs and employers.

Understanding these and other values and concerns of

repatriates is essential if employers are to serve their needs and
retain their valuable talent. One option that employers may
wish to consider is to offer repatriates another overseas assign-

ment, as employees who feel they benefited from their first

deployment often are willing to consider a second.
Regardless of where they work and what they do, employ-

ees who have lived abroad can be expected to value work/life

balance and pursue a healthy lifestyle, both personally and pro-

fessionally. Employee assistance and human resources profes-

sionals must recognize and appreciate the workplace implica-

tions of overseas assignments if they are to help these employ-

ees and their employers matte the most of their abilities. Q
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The Inte ration of Employee Assistanceg
and Work/Life Programs

A study of employee assistance and worh/life
professionals assesses the current practices and future
directions of both fields and the integration of services.

by Patricia A. He~~lihy, Ph. D., Marh Attridge, Ph.1D., and Sandra P Turner, M.S. Vii

he Employee Assistance Professionals Association
has been tracking the development of the employ-
ee assistance and work/life (W/L) fields for rough-
ly 10 years. With the rise of the so-called "New

Economy" and the dramatic changes occurring in the work-
place, EAPA felt it was time to revisit the issue of whether some
form of collaboration or integraCion of EA and W/L programs
and services might be advantageous for both employers and
employees. The association thus began athree-phase project to
study the issue of integration. This article will focus on the lcey
findings of the first phase of this endeavor.

As the 2001 Employee Assistance and Work/Life
Professionals Survey evolved, it became clear that the concept
of integration is even more complex than initially thought. EA
and W/L programs may be part of the same corporate depart-

ment or report to the same manager, which is one form of inte-
gration. But there is a more subtle and perhaps more powerful

form of integration that involves true collaboration of effart, no
matter where the programs reside. Capturing the level and type
of integration proved to be a daunting task, as the study had to
rely on respondents' perceptions and understandings of the

concept of integration.
To obtain as clear and broad a view as possible of the level

of integration within the EA and W/L fields, EAPA asked the
Alliance for Work/Life Professionals (AWLP) and the Employee
Assistance Society of North America (EASNA) to invite their

members to participate in a survey. Both organizations agreed,
marking the first time the three associations have joined forces

on a project of this magnitude. It is imporcan~ to note that,

while professionals from all three organizations participated,

Mark Attridge is chair of the EAPA Research Committee and a principal in
the Research and Analysis Group at Optum, an employee assistance,
wellness, and health information company in Golden galley, Minn. He can
be reached bye-mail at mattridgQuhc, tom

Pat Herlihy is an independent research analyst and subject matter expert
on EAPA's WorWLife Committee. She served as principal investigator on
the 1994 National Survey of Employee Assistance and WorWFamily
Programs conducted by Boston University s Center on Work and Family,

Sandra Turner is director of EY/Assist, the integrated EAP and WorWLife
resource and referral service at Ernst &Young. She chairs EAPA's
Work/Life Committee and is a former president of the association.
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801 members of EAPA and 70 members of EASNA responded
to the survey questionnaire as opposed to 125 members of

AWLP. The survey results thus may be sleewed toward an
employee assistance perspective.

The study concentrated on the programmatic aspeccs~
the EA and.W/L fields, paying particular attention to the inte-
gracion of programs and services in the workplace. Integration
was defined in the survey questionnaire as "collaboration
among departments to achieve unity of effort."

Professional Identity

Two of the initial questions on the survey asked respondents
which professional organization they are associated with and
whether they identify themselves as primarily an EA profes-
sional, primarily a W/L professional, or both (or other).
Approximately one in six survey respondents consider them-
selves both an EA professional and a W/L professional, and this
finding was roughly consistent across members of all three
associations.

TABLE 1

Self-Identity °/a of Total Sample ;Results Within Each Professional Association

i °/a Of AWLP : % Of EAPA :' % of EASNA
:Members :Members :Members

-—
Work/Life ~ 10%-,

--
66 _ _ _ . 

1 ~ 0

EA _.. 62% _
,_
4_, _ . 70 70

Both X 17% X 16 €19 24

Other 11% 14 10 6

Provision of Services

The survey also included a list of 30 services that reflect
work/life initiatives (Friedman and Wald, 2000) and elements
of the EAP Core Technology. Participants were asked to indi-
cate which services are provided by the EAP, by the W2 pro-
gram, or by another business unit or are not provided in their
organizations.

For those who identified themselves as being primarily an
EA professional (n=575), each of the 30 services was coded as
being offered if "EAP" was part of the response selected (EAP,

www.eap-association.org



EAP and Worlc/Life, or EAP and Other). Similarly, Ior those
who identified themselves as being primarily a W/L profes-
sional (n = 92), each of the 30 services was coded as being
offered if "W/L" was part of the response selected. Finally, for
those who identified themselves as being both an EA and W/L
professional (n = 160), each of the 30 services was coded as
being offered if either "EAP" or "W2" was part of the response
selected.

A threshold of 50 percent was used co identify a service as
characteristic of the group. The "both EA and W/L profession-
al" group offered the most services (22), followed by the "EA"
group (17) and the "W2" group (12). In general, the "EA"
group and the "Uoth EA and W/L" group offer similar services,
although respondents who are both EA and W/L professionals
are more likely than EA professionals eo offer services that are
also offered by most W2 professionals (particularly elder care
and child care).

Figure 1 (below) helps visualize the above analysis. The
circle on the left lists the 17 services that are provided by the
EAP as reported by a majority of EA professionals; the circle on
the right lists the 12 services provided by the W/L program as
reported by a majority of W/L professionals. In the middle,
where the two circles overlap, are the siY services offered by a
majority of both professional groups. The services listed in bold
are provided by those who identify themselves. as boeh EA and
W/I. professionals.

Overall, the survey responses indicate that while EA pro-
fessionals and W2 professionals offer certain services that are
unique to their individual fields, a significant level of collabo-
ration/integration is taking place ac the service level. The over-
lap of services tends to be in the non-core areas of each profes-
sion, except among what may be called a "New Breed" of pro-

FIGURE 1

Left = Services offered by Center = Services offered by
most EA Professionals but not by most EA Professionals and by
most Work/Life Professionals most Work/Life Professionals

EAP
self defined as primarily EAP (n = 575)

Problem assessment &referral Training

Key Survey Findings
• Approximately one in six survey respondents con-

sider themselves both an EA professional and a
work/life professional, and this finding was consis-
tent across all three organizations.

There is a significant level of collaboration/integration

at the service level. The overlap of services tends to

be in the non-core areas of each profession, except

among what may be called a "new breed" of profes-
sional who seems to provide services across core
areas of both professions.

Respondents generally agreed that collaboration or
some form of integration is better for the employee
and employer than two separate, focused programs.
They expressed ambivalence, however, about the
impact of collaboration on professional identity and
the identity of each practice field.

fessionals who seem to provide services across core areas of
both professions.

Conceptual Model

The survey also asked five qualiCative questions regarding the
integration of EA and W/L programs. Respondents' comments
revealed a general. consensus that collaboration or some fornz
of integration is more beneficial to employees and employers
than two distinct programs ehaC operate independently of each
other. For employees, integration was perceived to provide the
benefits of one-stop shopping, a broader range of services,
greater ease of access, less confusion, and seamless continuity.

For employers, the advantages of
integration were seen' as adminis-
craCive simplicity, prevention and

Right= Services offered by treatment of more potenCial prob-
most WorWLife Professionals but lems, cost savings, and consistency

not by most EA Professionals oT programmatlC efforCs.

The respondents noted, how-

Work/Life ever, that integration might blur the
self defined as primarily WorWLife (n = 92) 

FOCUS of each program ariC~ t~l~

identity and integrity of each pro-
hiid care initiatives fession. These concerns were more

pronounced among work/life pro-
fessionals than EA professionals.
W/L professionals rarely depicted
their programs as integrated with
EAPs; instead, they indicaCed that

and wellness promotion the two programs are distinct or

e off policies that support report to differene leaders in the
worWlife balance workplace, but overlap to assist

employees who have needs in both
service areas. EA professionals, on
the other hand, were more likely to
describe the EA and W/L programs
as collaborators on behalf of
employees and to view- integration

Short-term problem resolution Program
evaluation

Crisis intervention CISD
Information and

Supervisor training counseling support

Drug free workplace Internet information

Substance abuse referral and resources

Violence prevention Consultation to
work organizations

Legal &financial referral

Retirement counseling
Management
consultation

Disability management

Diversity

C

Health

Tim

Elder care initiatives

Flexible work programs

Family participation

"mosP' defined as
50% or more

www.eap-association:org January/February 2002 • EAPA EXCHANGE • 11



as an expansion of EAPs to incorporate and deliver worlc/liFe
resource and referral services.

Interestingly, respondents that offer both EA and W/L
services more commonly described the programs as separate
and distinct. They seemed to use the term "integration" to
mean offering different services, such as employee assistance,
work life, and wellness, under the broader umbrella of corpo-
rate health services.

Another potential disadvantage of integration noted Uy
respondents is that employees mighC notice a decrease in serv-
ice quality if too many services are offered together.
Respondents also indicated that integration could muddle
communications about services and that programs would be
less effective if they were not staffed by cross-trained and
licensed professionals.

Next Steps

According Co economist Roger Cass, "The future is already wriC-
ten. All we need is the confidence to accept it." The results of
this survey indicate that integration of EA and W/L programs
has already arrived on some fronts.

First and foremost, there appears to be a new breed of
service provider who identifies him herself as bosh an EA and
W/L professional. Second, there is a considerable overlap of
services chat both EA and W/L professionals provide. And pro-
fessionals in both fields generally agree chat integration is bet-
ter for both the employee and the employer.

Ambivalence and confusion surface, however, when ques-
tions arise about the process of integration, whether integration

is an effective service delivery model for all organizations, and
the implications of integration for each of the separate profe~
sions. The accompanying sidebar offers two examples of com-
panies that have struggled wiCh these questions and found
answers that work in their corporate cultures. Clearly a range
of models would be valuable, as well as education between the
two professions on their core technologies and competencies.

The survey of EA and W/L professionals represents the
first of three phases in this research. endeavor. Please II will
explore current practices and future directions among the ven-
dor population, while phase III will survey corporate organiza-
tions and reveal their views on the issue of integration of serv-
ices. The third phase will replicate the 1994 National Survey of
Employee Assistance and Work/Family Programs conducted by
Boston University's Center on Worlc and Family. All three pro-
fessional organizations that participated in the survey are com-

mitted to further exploration of this topic. Q

Funding for the Employee Assistance and WorWLife Professionals Survey
was provided by Magellan Behavioral Health Care and Lifecare, Inc. The
authors wish to thank Sandy Burud, president of AWLP, for reviewing the
final drafts of this article.
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Two Employers,
Two Service Delivery IIllodels

The University of California at Berkeley is the largest

employer in the East Bay area of San Francisco, with

approximately 15,000 faculty and staff serving 35,000
students. At Berkeley, the EAP and worWlife program are
part of University Health Services, which is the primary
medical and mental health provider for students as well

as faculty and staff. Faculty/staff services provided by
University Health Services include wellness, ergonomics,
vocational rehabilitation, workers' compensation, and
occupational health in addition to employee assistance

and worWlife.
Each of these internal. programs is separate and

maintains its own identity, but the program managers all

report to the assistant vice chancellor, University Health
and Counseling Services. Program planning and devel-
opment are coordinated through a management team
structure. While intake for each program and its compo-

nents is separate, publicity for workshops, brown bag
presentations, and all other activities are integrated.

This model of separated but coordinated
services is designed to preserve the integrity of each
program, promote trust in the confidentiality of the
EAP, increase awareness and support of all programs,
and help prevent overlaps and/or gaps in services.

tegrated external model is provided by
uman ,one of the nation's largest publicly traded
alt enefits companies, with approximately 6.4 million

e oiled members. In the fall of 2001, Humana decided
to integrate its employee assistance and worWlife pro-
grams to help employees maximize their effectiveness,
both on and off the job.

To raise awareness and encourage use of the inte-
grated product, Ceridian's LifeWorks, Humana promoted
the program to two distinct audiences: employees seek-
ing EA services and those looking for assistance with the

everyday challenges of life. Prior to the launch date, pop-
ular songs about finance, child care, and home repair
were featured (along with traditional articles about the
EAP) on the company's Intranet. The week the program
debuted, the accompanying Web site went live and
recorded more than 1,200 hits.

By offering EA and W/L services in a single program,
the stigma attached to employee assistance has virtually
been eliminated at Humana. Employees' perceptions' of
the EAP shifted from "provides help for an emotional cri-

sis" to "is a resource for anything to help you make life
easier." Other benefits soon became apparent as well;
Combined on-line and telephonic access resulted in a
five-fold increase in utilization during the first two months,
and integration resulted in a 35 percent savings over the
cost of the two separate programs.

www.eap-association.org



THE

AN AGNE
GROUP

21. MAPLE AVENUE • PO Box 5710 • BAY SHORES NY 11706-0503

PHONE: (800) 735-1588 •Fax: (800) 525-9072

EMAIL: INSURANCE@ VANWAGNERGROUP.COM

WEBSITE: WWIN.VANWAGNERGROUP.COM

PI20I+ESSIONAL LIAI3ILI~I'Y & OTHTR INSURANCI: 1+OR INDIVIllUALS
AND SOCIAL SERVICE AGI.NCILS

Individual Coverage 1'or:

Grou~~/Corporate Cove►•age for:

We are endorsed and/or sponsored by NAADAC, EAPA, NCADD, NADA

~~ ~TI \TI'~T~-1 a~,
~ `

BCE 11~ ~1 \ tJl/ R ?~ pi.

financ~~l fitness progi:~uri ~ ,,` ~ -~ .' , ~I ,' .~ G~ ~.~ },
i;~ ~ ~~ ~` ~,~:,

~,~t~,,<,: ~ ~.

,, ,, ~1 ~ ,~.
m...~ ~; -- _ -- -

GY~. ,~ .~ ~ Guuraitteed O~i—Site,

~~ ~~ Ors—Time, F;uery Tirne.

creating healthy workforees takes 
■Largest Dedicated Private Sector CISM

B~~~~ Network in the World

■ A Single Point of Access to 24/7 Services

We help employees achieve financial fitness. • CISM Defusings and Debriefings, Grief
Toll-free InfoLine open 6 days a week and Loss Intervention, Corporate

Downsizing Support
Free, confidential counseling to ease their fears

■ Web-Based Referral, Case Tracking, and
Financial planning to reach. their goals Reporting Capability

Credit Report Review to know where they stand ■Response Protocols Tailored to Meet

Debt Management Plan to get them back on their feet the Needs of Your Client Companies

■ 2 Hours Maximum Total Travel Time to
On-site workshops &training helping you helj~ them 

Any Location in the Continental U.S.

800.8o8.gEAP balancepro.org

____.~`.

CKISIS CART NETWORK
Anp Crisis Arq~lirne. Any~nhere•.

w www.crisisc~re.com X888.736.0911

www.eap-association.ory January/February 2002 • EAPA EXCHANGE • 13



in a Recession

With the U.S. econo-
my in a slump, news-
papers and televi-
sions are filled with
stories discussing
when the recession
began, how long it
has lasted, how it
compares with previ-
ous downturns, and
when good times
can be expected to
return. These stories hinge primarily on
statistics—the number of workers who
have lost their jobs, the percentage of
companies reporting quarterly losses, the
amount of money companies have lost,
and so on.

EA professionals, on the other hand,
measure recessions in human terms: the
increasing dependence on alcohol and
drugs, the rise in stress levels, and the
worsening tales of family and marital
problems, to name a few These provide
a clearer picture of the impact of a reces-
sion and highlight one of the many valu-
able roles that EAPs can play within
organizations during difficult times.

Ironically, EAPs can be of particular
benefit during a recession to those who
know least about them: younger
employees. While the current downturn
is affecting workers of all ages in all

industries, it is hurt-
ing younger workers
more than most—
U.S. unemployment
was 5 percent in
October 2001, but 7
percent for workers
aged 20 to 29. The
strong economy of
the mid- and late
1990s lasted so long
and cut such a wide

swath that most workers 30 and younger
have never faced a recession until now
These workers have the least experience
and fewest skills and are especially vul-
nerable during a recession.

What can EAPs do to mitigate the
impact of the recession on these workers,
and on their older colleagues as well?
The following articles and perspectives
offer a look at some of the ways EA pro-
fessionals can serve employees (and
employers) as the economy continues to
stumble. But even as they prove their
value during a recession, EAPs must
keep a wary eye on the challenges that lie
ahead. Perhaps the biggest challenge of
all will be to anticipate and meet the
changing needs of organizations and
workers as the economy begins to
improve—which, according to statistics,
may already be happening.
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Promotin Resilientg Y
Encoura in Em to ees tog g p y
Thrive Under .~.dversi

by Al Siebert, Ph. D.

he past six months have witnessed three dramatic
assaults on the physical and emotional stability of
the American workforce. The first and most visual-
ly disturbing assault was the unexpected terrorist

attack on two workplaces, the World Trade Center and
Pentagon, on Sept. 11, 2001. The second assault, which was
expected but which nonetheless has inflicted psychological
wounds on thousands of workers and their families, was the
economic downturn in the U.S. economy. The third was the
sudden collapse of the Enron Corporation and with it the
retirement savings of its employees, many of whom had been
assured of the firm's vitality even ~s it was unraveling in a tidal
wave of accounting irregularities.

These three events have kept employee assistance profes-
sionals busy helping workers identify and confront the fear,
grief, uncertainty, and anger they are feeling and assessing the
impact of these and other emotions on workplace productivi-
ty. From critical incident stress debriefings to outplacement
and job search training assistance to grief counseling, EAPs are
providing employees a range of services co ensure they weath-
er the recession and recover from the psychological wounds
they suffered in the aftermath. of the terrorist attacks and the
Enron debacle.

Some of these services may, however, be unnecessary.
Events like the 1995 bombing of the Murrah Federal Building
in Oklahoma City, Okla., demonstrate that while emotional
issues continue to arise months and even years after the event
thaC triggered them, tnany people not only survive but thrive
under such adversity and emerge stronger than before. What is
not well understood is what enables these people to overcome
challenges that render others emotionally weak and in need of
assistance simply to cope with the uncertainties of daily life
and work.

My research has identified certain behaviors and charac-
teristics that define resiliency, the quality necessary for people

Al Siebert is host of The Resiliency Center, a Web site dedicated to helping
individuals and organizations adapt to unexpected changes and difficulties.
His book, The Survivor Personality, is now in its ninth printing. He received
his Ph.D. in psychology from the University of Michigan and taught
management psychology at Portland State University (Ore.) for more
than 30 years.

to continually profit from negative experiences. Employee
assistance professionals can nurture these behaviors and char-
acCeristics among workers, provided they are willing to reject
an assumption that is considered an article of faith in the mod-
ern workplace.

Five Levels of Resiliency

The process of developing a highly resilient workforce begins
with understanding that people can overcome adversity—they
can absorb blows to their emotional well-being and continue
functioning on a high level, in some cases performing better
than before. This flies in the face of conventional wisdom,
which holds that the slightest disruption in a person's person-
al or professional life can have severe immediate and long-term
consequences.

One need only look at studies of emergency room nurses
to see that some people not only perform well in difficult situ-
ations but seem to enjoy working in such environments. While
some of these nurses soon become overwhelmed by the unre-
lenting shock of treating victims of car accidents, gunfights,
drug overdoses, and the like, others say they find the work
rewarding and enjoyable even after years of service. Rather
than cringe at the sight of the next patient coming through the
emergency room doors, they look forward to the challenge of
treating people whose lives hang in the balance.

Granted, most workplaces are not nearly so hectic and
emotionally draining, but the underlying lesson of the emer-
gency room is universal. Simply put, employee assistance pro-
fessionals and others interested in workplace health must
break free from the mindset that our offices, factories, hotels
and restaurants, and other worksites are filled with wounded
people who need help coping with the stress and uncertainty
of change. Instead, they must accept—even better, they must
believe—that some people enjoy change and the challenges it
presents, and those who don't can be encouraged to become
more resilient.

How can employee assistance professionals nurture these
qualities? There are five levels of resiliency, and employee assis-
tance professionals must become familiar with the elements of
each level before attempting to implement a process of increas-
ing resiliency and proficiency in adapting to change.
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At their most basic level, people who are resilient con-
sciously and actively take care of their health ,.ind well-being.
They develop strong friendships and loving relationships and
express their emotions openly and honestly. They avoid attacks
but fight Uack when necessary, and [hey prevent attempts
to manipulate them or draw them into con games. In short,
they find and befriend allies, identify resources, and develop
support.

Second, resilient people, when faced with difficulty, quick-
ly assess their predicament and set about identifying a solution.
They do not waste time and emotional resources on playing the
role of victim, assigning blame, or lamenting their misfortune.
Instead, they focus on the challenge to be tackled; they are peo-
ple who, to coin the old adage, "rise to the occasion."

Third, people who are resilient have an almost unlimited
reserve of inner strength they can draw upon when trouble
arises. This strength derives from the three nervous systems
within the human body: the sensory or somatic nervous sys-
tem, the autonomous nervous system, and the General nervous
system. Each of these three nervous systems controls a dimen-
sion of "self': the sensory system controls self-confidence, the
autonomous system controls self-esteem, and the central sys-
tem controls self-concept.

Self-confidence is a measure of the regard you have for
yourself. It's the inner screngCh that enables you to take risks
without waiting for approval or reassurance, knowing that you
can expect to succeed because you have certain abilities that
have helped you succeed in the past.

Self-esteem is a measure of how you feel about yourself—
whac you like, what you dislike, what you see as your strengths
and weaknesses, and so on. A healthy self-esteem enables you
to put praise and blame in perspective, to keep the former from

How Resilient Are You?

ow do you react to unexpect-
ed difficulties? When hurt or
distressed, resilient people

expect to find a way to make things
turn out well. They feel self-reliant and
react in a learning/coping manner
rather than avictim/blaming manner.

To test your resiliency, rate yourself
from 1 to 5 (1 = strongly disagree,
5 = strongly agree) on the following
measures:
• I am very resilient, adapt quickly,

and bounce back well from
difficulties.

• I am optimistic. I see difficulties as
temporary and expect to overcome
them and have things turn out well.

• In a crisis, I calm myself and focus
on taking useful actions.

• I am good at solving problems
logically.
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going to your head and the latter fi-om going to your heart. It
acts as a buffer against hurcftil state~nencs while being open to
constructive criticism.

The third inner strength is self-concept, which is a meas-

ure of the extent to which you see yourself in control of your

life as opposed to being controlled by outside forces and
events. People with a healthy self-concept are focused on inter-
nal forces rather than external forces, meaning they look wich-
in for strength as opposed to looking outside.

In my research, I consistently have found chat people who
are weak in any of these three areas are not highly resilient.
Inner strength is critical to enabling people to thrive on adver-

sity and misfortune, and those who have low self-esteem, self-
confidence, or self-concept simply do not perform as well in

difficult situations as chose who have higher levels of these
measures.

A Lifelong Process

The Fourth level of resiliency is flexibility, both mentally and
emotionally. People who are strongly resiliene have an open
brain for new information; they are curious about the world
around them and actively seek to learn more about it. What
really sets them apart, however, is that they are comfortable
processing disparate and seemingly contradictory pieces of
informaCion and using them to their advantage. "I`he same is
true of their personalities: they are both optimistic and pes-
simistic, playful and somber, selfish and giving, as circum-
stances require.

This complexity of thought and emotion enables resilient
people to prosper from situations that would distress and upset
others. Because their personalities are not fixed in place and
because they are open to new ideas, they are able to adjust their

• I trust my intuition and can think up
creative solutions to challenges.

• I feel self-confident, enjoy a healthy
level of self-esteem, and have an
attitude of professionalism about
work.

• I am playful, find the humor in
things, and laugh easily at myself.

• I am curious, ask questions, am not
afraid to experiment, and want to
know how things work.

• I constantly learn from experience
and from the experiences of others.

• I am very flexible and feel comfort-
able with inner complexities and
contradictions (trusting and
cautious, selfish and generous,
optimistic and pessimistic, etc.).

• I anticipate problems and expect
the unexpected.

• I am very durable, have an inde-
pendent spirit, and keep moving
forward during difficult times.

• I am able to tolerate ambiguity and
uncertainty about situations.

• I am a good listener, possess strong
empathy skills, "read" people well,
can adapt to various personality
styles, and am not judgmental
(even with difficult people).

• I am able to recover emotionally
from losses and setbacks. I can
express my feelings to others, let go
of anger, overcome discouragement,
and ask for help.

• I have been made stronger and
better by difficult experiences.

• I convert misfortune into good
fortune and discover the
unexpected benefit.

Scoring:
75 or higher: Very resilient
65-75: Better than most
55-65: Slow, but adequate
45-55: You're struggling
45 or lower: Seek help!
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response patterns to facilitate positive outcomes. This attribute,
by the way, is not confined to humans-wildlife biologists tell
me that the most complex response systems are found in the
most resilient animals.

Finally, people who are strongly resilient have a talent for
learning from bad experiences. They noC only overcome set-
backs, they recover faster and emerge stronger. In so doing,
they become transformed by the very process of surviving.

Lance Armstrong is perhaps an extreme example of this
level of resiliency. He did not simply recover from cancer; he
was transformed by it. He changed his goals, his lifestyle, his
attitudes, his priorities—in essence, his entire life—as a result
of the experience, and he has become a stronger person both
emotionally and physically as a result.

Should EAPs try to foster a workplace full of Lance
Armscrongs? Of course noC. But EA professionals can take some
steps to nurture resiliency among employees. Fundamentally,
people who are resilient are exceptionally mentally healthy.
EAPs can try to educate workers about mental health and
encourage them to take an active approach toward improving
their mental health.

The current recession offers an excellent opportunity to
put this plan into action. Much has been said and written about
"survivor guilt," the regret that employees feel if they retain
their jobs during layoffs. 1 have found that people typically
experience survivor guilt only if they have a close friend or co-
workerwho doesn't cope well after losing a job. Thus, it would

AdCare Hospital
is a comprehensive medical facility

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

problems, and to the prevention of the

disease through education.

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

Support Groups and

Comn2unity Service Programs.

AdCare Hospital
of Worcester, Inc.

107 Lincoln St., Worcester, MA 01605

1-800-ALCOHOL
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be counterproductive to treat all remaining employees as
though they are experiencing survivor guilt when in fact only a
few are feeling regret.

To encourage resiliency among retained employees, EA
professionals should take a much different approach: encour-
aging workers to choose to stay. Your message, both in work-
shops and in one-on-one conversations, should be, "To become
a more efficient, competent employee, choose to be where you
are. If you can't, choose to be somewhere else."

If a particular worker is having difficulty handling the
stress of layoffs, you should take great care to have empathy for
that person rather than sympathy. Your goal is to help workers
become resilient, not to become them. You need to ask yourself
whether this person is badly floundering or just needs some-
one to listen to his/her concerns.

Some EA professionals are well-suited to nurturing
resiliency because they have become transformed themselves
by surviving alcohol abuse or another life-threatening illness.
But even those who have not overcome such hardships can

learn to model resilient behaviors. The important thing to
understand is that becoming resilient is a lifelong process—
there are five levels, and most people never reach the fifth level
(many never encounter a crisis of such magnitude as to trans-
form them). Through this process, however, EA professionals
and the workers they serve can become increasingly "life-com-
petent," grow more durable and playful, and derive more satis-
faction from their personal and professional lives. ~

Inpatient
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David C. Jones

Nicotine Addiction Specialist
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P.O. Box 16656
West Palm Beach, FL 33416
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Cor r ulturepo ate C
EAPs Can Serve as
Leadin Indicatorsg

by Kelly S. Petroch

ost among the reports of layoffs and financial losses
that have accompanied the latest recession was the
announcemenC thaC SouthwesC Airlines, Che fourth
largest carrier in the United States, had posted a

profit in the fourth nuarter of 2001. No doubt much of
Southwest's success stems from its no-frills operating tactics,
including not serving meals on flights, thereUy cuCting costs
and also reducing turnaround times at gates, which keeps
more planes in the air for more hours. But Southwest also
boasts a corporate culture that helps it endure economic down-
turns better than its competitors, even those Chat claim to be
equally if not more committed to eliminating waste and. keep-
ing expenses down.

In fact, corporate culture greatly influences how organiza-
tions respond to recessions and other threats to their viability,
just as it affects how they respond to opportunities. And reces-
sions, though they can be painful, can actually present an
opportunity—a learning platform, if you will—for organiza-

tions to better align their cultures with their long-term strate-

gies and goals.
This article will discuss [he role that corporate culture

plays within organizations and the need to align culture with

strategies and goals. I[ also will address how employee assis-
tance programs can help organizations understand how corpo-
rate culture influences their approach to recessions and other
threats to a company's survival.

Patterns of Behavior

Tv understand the role that corporate culture plays in an
organization, we must understand what it is, and what it isn't.
To many people, corporate culture is simply a fancy term for
employee morale. Corporate culture certainly affects morale,
but it is much more complex than that.

Kelly Petrock is president of the General
Systems Consulting Group and works with
organizations to design and implement large-
scale organizational change. His clients include
Motorola, American Express, Ford Motor
Company, and Lockheed Martin. He can be
reached at ksprockC~3aol.com.
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At the observable level, culture is a set of behavior paeeerns
that are predictable, that we tend to engage in over and over
again. These behaviors also become ingrained in the language
of the organization—how and when we communicate with
each other, what we communicate about, and what the com-
munication means. But, at bottom, corporate culture compris-
es predictable and direct patterns of organizational behavior.

Underpinning these predictable and enduring behaviors
are beliefs and values thaC the organization has formed about
work and people. These basic beliefs and values influence
many dillerent aspects of the organization that ultimately end
up affecting and directing how people behave, in both pra-
ductive and unproductive ways.

The role that corporate culture plays
is particularly evident during a
recession, when the very existence of
an organization may be at stake.

There's no "good" corporate culture or "bad" corporate
culture. There are strengths and liabilities in all corporate cul-
tures. The real question is whether they can support the goals
an organization is trying to accomplish and the strategy it is
attempting to follow

For example, some organizations believe that the more
people you involve in a change process, the more convoluted
the process becomes, the longer it takes to complete, and the
more difficult it is to manage. Other organizations believe that
the more people you involve in a change process, the less time
it .takes for implementation to occur and the more Focused and
enduring the change becomes. Neither attitude is right or
wrong—each simply reflects the basic beliefs and values of
these organizations, and each will influence how they
approach opportunities, confront challenges, and implement
change processes.

The role that corporate culture plays is particularly evident
during a recession, when the very existence of an organization

www.eap-association.org
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may be at stake. To dramatize this role, consider two compa-
nies: Ben ~' Jerry's Ice Cream and U.S. Steel. If the bottom fell
out of the economy, the reaction at Ben &Jerry's would proba-
bly be much different than at U.S. Steel. The types of things
they would focus on, the issues that would be urgent to them,
what they would see as problems and solutions—in effect, their
entire approach to the situation—would be vastly different.

Or, to use my first example, look a[ the airline industry,
one of the most cutthroat, hard-nosed, bottom-line-oriented
industries in the worlcL Southwest Airlines has adopted a very
different culture than its competitors, one that has made it
more "recession-proof' than other airlines. Because Southwest
involves and engages its employees in all levels of the business,
they feel a greater sense of ownership and more."invested" in
continuous improvement and cost reduction activities.

Southwest is just one example—Toyota is another—of an
organization that strives to create a competitive advantage not
in its programs, but in its culture. The business literature sup-
ports this approach: Much has been written co justify the argu-
ment chat culture is one of the bigger competitive advantages
in organizations and a huge modifier of performance.

A Matter of "Fit"

Perhaps because economic downturns often force organiza-
tions to make significant structural and strategic changes to
maintain a competitive advantage, many of them can and do
use recessions to make some serious attempts at changing their
corporate culture. A recession does provide a good learning
platform for change, and because of ghat i~ presents an oppor-
~unity ca look of how business can be conducted differently.

For example, some organizations have used downturns to
actively try to turn their business over to their employees.
They've started to implement programs such as open-book
management, where they begin co totally disclose financial
information so that employees understand what's hap~~ening to
the organization. This type of change has some tremendous
benefits: It reduces uncertainty and helps people feel more in
control. When there's low uncertainty and high control, people
are more willing to act; when there's high uncertainly and low
control, people lend to remain frozen.

One thing organizations have to be careful about is that a
change in strategy not last only through the recession. During
a downturn, if businesses start using new techniques like open-
book management or involving employees in initiatives like
waste elimination and cost savings, is can be very invigorating.
But before embarking on a new approach, organizations should
ask themselves a question: Is this a strategy or a way of operat-
ing that we think would make us a better company? If it is, a
recession can be a great time to pull the trigger and implement
the approach.

For some organizations, pursuing such a new strategy will
require a complete transformation of corporate culture. For
others, a minor transition will be all that's necessary. Either way,
organizations will need co underseand the culture they have

and determine how well chat ctil~ure will support the strategy
they want to pursue. It's really a matter of "fit."

For example, when Jack Welch took over at General

Levers for Changing
Corporate Culture
The following influence systems should be reviewed
before undertaking a change in corporate culture:

Goals and Measures
The organization's measures reinforce and support the
desired direction and behaviors. Measures are in place
to ensure the right things are being done in 'the proper
fashion.

Rewards, Awards, and Recognition
Employee pay/compensation and awards reinforce the
desired direction, behaviors, and expectations.

Communications
Communications convey the organization's new direction.
and meaning through the most effective mediums and
channels.

Training and Competency Development
Training plans and competency development support
the organization's strategy, direction, priorities, and
expectations.

Organization Structure
How the organization is organized—where resources and
autPiority reside—facilitate its new direction, strategies,
priorities, and expectations.

Senior Leadership
Senior leaders model, demonstrate, and reinforce—
both formally and informally—the behavioral prescriptions
of the organiza'tion's new direction, strategies, priorities,
and expectations.

Rules, Policies, and Protocols
Rules and policies provide effective guidance and bound-
aries for the behaviors we expect.

Physical Environment and Layout
The physical environment promotes and facilitates the
desired behaviors and expectations.

Staffing and Selection
Selection criteria and succession plans ensure positions
are filled with people capable of working effectively in
accordance with the desired direction, strategies,
behaviors, and expectations.

Information Systems and Knowledge Management
The current information and knowledge infrastructure
ensures that employees have access to information and
knowledge required to implement the desired behaviors
and expectations.

Operational and Process Changes
Operational and process development efforts permit and
facilitate employee behaviors that are in line with the
desired strategies and expectations.

Ceremonies and Events
The themes that underlie the organization's ceremonies
and events reinforce, promote, and model the desired
behaviors and expectations.
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Electric several years ago, he embarked on a strategy to turn GE
into ahigh-performance company, one that was a leader in
each market it served. As part of that strategy, he implemented
a process whereby employees who received the worsC annual
performance reviews in each division were fired. Those who
earned the highest ratings, meanwhile, received handsome
raises and bonuses.

There's nothing inherently wrong with a culture that keeps
raising the bar for its employees, and certainly this culture fit
Jack Welch's strategy and his aggressive leadership style.
Organizations that adopt ahigh-performance strategy have to
understand, however, that there are some negative implications
attached to this kind of culture that they need to be prepared
to manage. If you're a CEO and you have any aspirations for
collaboration in your organization, a continual raising of the
bar may inadvertently reinforce individualistic and self-pro-
moting.~preserving behavior versus collaborative behavior. It
may also start to foster a higher degree of uncoordinated deci-
sion-making, particularly if the organization is decentralized.

Influence Systems

Given that every culture has its advantages and disadvantages,
an organization considering changing its culture needs to
define what the desired culture would look like. The question
to ask is, "What specifically would we like to see happening, as
opposed to what's going on now?" There are a lot of tools and
methodologies that can be used to answer this question, but
first and foremost, a gap analysis needs to be conducted. After
that, there are three steps the organization should take.

One step is to look at the organization's infrastructure and
determine what about it has to change in order to make the
desired culture more achievable. By infrastructure, Imean the
organization's structure, its reward and performance systems,
its physical layout, its facilities, its information and communi-
cation systems, and its leadership systems. There are 11 influ-
ence systems (see page 19) that the organization has to look at
and ask, "To what degree do these influence systems support
the current culture and how must they change to support the
desired culture?" The answers lead to a whole host of changes
that should all be focused on creating a new environment.

So, for example, if you want to go from a very family-ori-
ented culture to abusiness-minded culture, one of the things
on your radar screen should be your performance appraisal
system. It will probably need to change, and it will need to be
redesigned to be consistent with your desired culture. Your
goal deployment system—how goals are identified, what goals
are identified, how they are cascaded, and how people are held
accountable for them—also will probably need to be changed.
The objective is to make the 11 influence systems more con-
gruent with your desired behaviors and culture.

The second step involves leadership—getting leaders to
model, reinforce, and express new behaviors that are consistent
with the desired culture. The third step is making the culture
change. A lot of times, when organizations change, they do it
in a manner that is consistent with their current culture. But in
order to achieve a culture change, they have to undergo the
change process in a manner that is more consistent with the

culture they are trying to create. By making the actual process
of change an approximation of what the culture is going to be
like in the future, people can learn skills and behaviors while
they're actually changing the culture.

Listening Post

How can employee assistance professionals become involved in
the culture change process and in culture issues in general? EA
professionals have a grew deal of information at their disposal
and are leading indicators for certain aspects of organizational
life. This information is critical to organizations at any point,

EA professionals should beep in mind
that most organizations say the right
things about corporate culture and
have all the right programs in place.

but especially so during difficult times such as recessions and
when changes in culture or strategy are being considered.

For example, if stress levels increase during a recession,
employees will begin to rely more on their EAPs. Trend lines
will begin to appear that provide a picture or snapshot of an
organization under stress, such as greater usage of drugs or
alcohol or more need for counseling or therapy. EAPs thus can
function as a listening post for a lot of issues that help demon-
strate how well the organization's culture supports its mission
or strategy and whether changes are needed.

What an EAP will bring to the culture discussion may be
different for different clients. As an EA professional, the role
that your counsel would play, the role that your data would
play, and the type of data you would want to emphasize might
vary depending on the organization. With an organization that
is contemplating pursuing ahigh-performance strategy and
adopting a culture of continually raising the bar, you would
want the client to understand any scressor repercussions of that
culture. You should present these repercussions as the cost of
the corporate strategy, because that organization is considering
becoming very performance-minded and cost-focused and
very top- and bottom-line focused. If the organization's leaders
think it's an acceptable cost, that's fine. But you want them to
know there's a cost, and you want them to understand what
that cost is.

Above all, EA professionals should keep in mind that most
organizations say the right things about corporate culture and
have all the right programs in place. But some organizations
view the programs as the end in themselves, rather than as the
means to reinforce certain behaviors. These organizations have
a culture of installing programs versus influencing behaviors,
and difficult times like recessions point out these flaws. EA pro-
fessionals can help organizations better understand the role
that corporate culture plays and the value of using their EAP to
help monitor the impact that corporate culture has on employ-
ees during good times and bad. ~
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Perspective: Internal Programs

Addressing the Human
Fallout From Layoffs
by Jim O'Hair

As a result of the economic downturn in the United States
and the terrorist attacks of Sept. 11, 2001, many firms—

including my employer, Northrop Grumman—have had to lay
off large numbers of employees. This has had a dramatic
impact on the operations of these companies and on the col-
lective psyche of their employees, both those who were lec go
and those who were retained.

Internal employee assistance programs can play a vital role
in helping employers address the human fallout from layoffs
and other traumatic workplace events. At the very least, they
should partner with human resources staff to help develop
plans for mitigating the effects of employee layoffs. They also
should make their services available 24 hours a day, seven days
a week, and if possible they should secure office space that is
easily accessible to the firm's outplacement center.

In preparation for notifying employees of layoffs, the EAP
director should review the list of workers who are being let go
to determine whether any are at high risk of dangerous or
unhealthy behaviors. If any employees on the list have signed
releases, it is a good idea to inform their health care practition-
ers of the change they are about to undergo.

The experience at my company may offer additional
insights on how to respond to employee layoffs. We first pro-
vided guidance and training to human resources and outplace-
ment staff to alert them to employee behaviors that might indi-
cate underlying risk factors associated with depression, family
issues, and possibly suicide. We also emphasized the need to
report threatening conduct but to tolerate appropriate displays
of anger and frustration and to instruct employees about out-
placement and other resources available within the company
and the community.

Another internal audience we targeted was the Security
Office, which is responsible for ensuring the safety of employ-
ees and the integrity of the physical plant. Like the human
resources and outplacement staff, security personnel were
informed about risk factors and threatening behaviors and
urged to be sensitive to the emotions of laid-off employees
while remaining vigilant in their security duties.

Stress Management Tool

Dealing with downsizing is similar to confronting any other
loss. Laid-off employees will experience a grief reaction, some
worse than others. For most workers the layoff will come as a
shock, even if they had anticipated it.

Our experience at Northrop Grumman showed an
increase in depression and alcohol consumption and a greater
risk of relapse among recovering individuals. Family crises
were more common, employees ;reported greater difficulty
meeting financial obligations, and those who were inexperi-
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enced at, or uncomfortable with, job hunting needed help with
self-confidence and assertiveness.

When we met with employees who were being laid off, we
made sure that food and refreshments were available. We dis-
cussed grief, family, and planning issues, avoiding more emo-
tional subjects until group members were familiar with each
other. Issues that were personal or private in nature were
addressed in one-on-one sessions.

When layoffs are announced, employees who are retaining
their jobs often experience "survivor guilt" and worry about
further job cuts. EAPs can help address these feelings by
encouraging employers and supervisors to communicate regu-
larly with workers to reassure them. The goal is to be honest
and open with employees but not provide a false sense of secu-
rity. Managers should be instructed to avoid definitive state-
ments or words (e.g., "never" and "always") and not try to
answer questions for which they don't have answers.

Clearly, the loss of one's livelihood is a stressful time in a
person's life, one in which EAPs can play a critical role. By posi-
tioning themselves as a stress management tool for employers,
employees, and unions, EAPs can help reduce the potential dis-
ruption oflayoffs, plant closings, mergers and acquisitions, crit-
ical incidents, and other traumatic events.

Jim O'Hair is director of Northrop Grumman's EAP and the internal
programs director on the EAPA Board of Directors.

Perspective: International EAPs

Targeting a
Rise in Suicides
by Satoru Shima, M.D., Ph.D.

apan has been suffering from a severe recession, its worst
since World War II. It is thought that this recession has

affected the mental health of employees in Japan, since
Japanese clinicians are seeing many employees with mental
disorders they believe were precipitated by the economy.

The number of suicides has increased roughly 35 percent
over the past three years, to more than 30,000 cases. Most sui-
cides are the result of depression, mainly due to undesirable
conditions caused by the recession, including restructuring,
downsizing, and an end to the traditional lifetime employment
and seniority systems.

As a result of the increase in suicides, a new word,
Karojisatsu (meaning "suicidal death due to overwork") entered
the language several years ago. A typical example of a
Karojisatsu is the "Dentsu case," in which a young man work-
ing for Dentsu, the leading advertising agency in Japan, com-
mitted suicide, probably due to depression. The employee had
worked hard, day and night, and the Supreme Court ruled that
Dentsu was liable for his death because the company did not
pay enough attention to his health and safety in light of his
excessive work patterns.

Employers in Japan now recognize that mental health in
the workplace is a very important and urgent issue, with sev-
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eral implications. One is risk management, particularly in rela-
tion to the Dentsu case. Another aspect is the n7ental health
workplace guidelines published Uy the Ministry of Health,
Labor and Welfare in 2000. The guidelines consist of four com-
ponents: self-care, care by line managers, care by occupational
health professionals in the workplace, and care by mental
health professionals outside the workplace.

EAPs have a 10-year history in Japan, and Chere are now a
dozen vendors of EAPs in the country. Employers in Japan have
become more interested in EAPs as a result of the Dentsu case
and the rise in suicides. The current economic situation has
actually given EAPs a good opportunity to grow and receive
their proper recognition.

Satoru Shima is a professor in the Division of Mental Science at Tokyo
Keizai University in Japan.

Perspective: External Providers

Tailoring Advice
to Fit the Situation
by Helene King

n the early 1990s, business leaders were slow to prepare
employees for business realities, and EAPs were called upon

co stand by as the pink slips rolled in. Now EAPs are on alert
again as the U.S. economy undergoes another downturn.

This time around, however, EA professionals are proac-
tively coaching managers and human resources staff on better
ways to deliver bad news and encouraging employers [o treat
employees—both those who are being cut and chose who
aren't—with more respect. One-on-one discussions with
employees are being urged so company representatives can
explain Che need for cutbacks. Management is being encour-

aged to underscore its reluctance to release valued employees
and to take Lime to explain the business reasons for doing so.

These efforts seem to be bearing fruit: Four in five termi-

nated employees are receiving some form of severance package,
and many employers are offering job search skills training.

Some employees are being given the opportunity to continue
serving their employers as consultants or part-lime workers.
But because the level and type of severance benefits vary from
company to company, external EAP providers must be pre-
pared to tailor their advice to fit each organization's situation.

On an individual basis, EAPs can help employees face the
economic pain of job loss though the offer of financial adviso-
iy and credit counseling services. They also can encourage laid-
off employees to develop a plan of action and a structure for
using their free time wisely and profitably. These and other

forms of assistance can help employees though their feelings of

anger and demoralization so they can refocus their energy on
the job ahead.

Because layoffs also take a toll on remaining employees,
external EAPs should make their services available co help
these workers air their grievances in a positive manner.
Persuading employers co offer perks to remaining workers—

such as recognizing employees for contributing ideas that

improve efficiency, providing dine and money eo attend semi-

nars and workshops, and arranging flexible work schedules—

can boost morale during layoffs and restructurings. The goal of

these benefits is to promote a sense of "company" and avoid an

"us versus them" atmosphere.
EAPs should advise management to communicate fre-

quently and with reliable information to increase worker
morale and decrease gossip. Even better, they should encour-
age employers to adopt along-range view by giving employees
a credible role in goal setting and problem solving so the com-
pany can become more competitive. Greater job security and
job satisfaction result from such participation.

Helene King is president of COPE, Inc„ in Washington, D.C., and the
external providers director on the EAPA Board of Directors.

Perspective: Labor Programs

Promoting EAPs as
a Productivity Tool
by John "Mickey" McKay

hat is the value of EAPs in a recession? There are two

issues to be considered in answering this question: the

value of EAPs in the workplace and the value of EAPs to EAPA.
Labor EAPs and MAPS, as well as labor-management EAPs,

are usually established through negotiations, so the EAPs are
embedded in labor contracts. The result is that labor members
are not likely to lose EAP services during a recession.

But nothing—not even acontract—can protect an EAP
when the company goes bankrupt. When this happens, the
primary focus of the EAP is the soon-to-be-former employee
and his/her transition issues, including job counseling and
stress reduction. Thanks to labor's inroads in the workplace,
more meaningful assistance can Ue provided, which makes the
transition easier for the employee.

NoC all workers are safe during a recession, but some are:
employees of utility companies and government agencies pro-
tected by civil service regulations. These companies and agen-
cies have also incorporated EAPs into their contracts, which
leads us to the value of EAPs to EAPA.

How did labor establish EAPs in their labor contracts? The
answer is simple: They stayed with the original concept that
EAPs are not a health benefit, but a workplace productivity
tool. For this reason, management saw labor's point of view and
also saw that EAPs are beneficial to them ac the same time,

.The result is that as long as a company is running, there
will be an EAP, regardless of who is running the company. This
is especially true in the case of government agencies and utili-

ties, since the likelihood of bankruptcy is almost nonexistent.
This presents EAPA with a stable base of employees with access
to EAPs, which presents the best possibility for EAPAs growth

in a recession.

Mickey McKay is president of McKay Associates in Quincy, Mass., and
serves as labor director on the EAPA Board of Directors. ~
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EAP Today: Orientation

THREE-VIDEO LIBRARY
EAP Today is a training, orientation
and prevention package all in one.

Three-video library $359
All three videos with video album (pictured)

Item #2479E Union •Item #2580E Non-Union

Any two videos $269 -Any one video $1.49

Item #2430E Union
Item #2848E Non-Union

Orientation gives viewers the basics of
employee assistance —who it's for, how it works
and its purpose. Actual client success stories
inspire viewers to use the EAP. 12 minutes.

EAP Today:
Supervisor Training
Item #2431 E

Supervisor Training helps educate
supervisors on ways to overcome their

five biggest objections to referring an

employee to the EAP. 1,3 minutes.

EAP Today: Self Referral
Item #2478E
Self Referral features real-life
intervention techniques and dem-
onstrates the effectiveness of early
self referrals to the EAP. 15 minutes.

Performance Resource Press 1270 Rankin, Suite F Troy, Michigan 48083

IDENTIFYING SUBSTANCE USE DISORDERS
z: y

£`

x The SASSI—brief, accurate &
cost-effective screening tools

Since 1988 the SASSI (Substance Abuse Subtle Screening

Inventory) has been used to identify substance use disorders

objectively and quickly.

Now you may benefit from our highly accurate, empirically

validated instruments for adults and adolescents.

♦ Easy to administer and interpret

♦ Effective even if clients do not acknowledge their
substance use

"~ ♦ Select paper and pencil, computer or web-based
administrations

~' ; ♦ Early identification of substance use disorders
saves lives

www. eap-association.org

Financeal Stress ?

• Reduce monthly payments

• Reduce interest rates

• Stop late and over limit fees

~ Creditors stop calling

• Past due accounts brought
current

• Debts repaid years earlier

The OAP's Partner

~~~~' FAMILY
1-800-994-3328 www.familycredit.org
Recorded Message, 800-483-7893

Contact: Michael McA~~liffe
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Psychotropic Medicines Fuel
Rise in Depression Treatment

he percentage of Americans
receiving outpatient treatment
for depression tripled from

1987 to 1997 even as the average

number of patient treatment visits to

health care professionals declined by

roughly a third, according to an analy-

sis of data from two medical expendi-

ture surveys.
The analysis found that the rate of

outpatient treatment for depression

rose from 0.73 per 100 persons in

1987 to 2.33 in 1997, though the

mean number of treatment visits per

patient declined from 12.6 to 8.7 per
year. The analysis also found chat

more patients were receiving treat-

ment for depression from physicians

(87.3 percent in 1997, up from 68.9

percent 10 years earlier) and that psy-

chotropic medications were supplant-

ing psychotherapy as the treatment of

choice. The proportion of individuals

using antidepressant medications

doubled, from 37.3 percent to

74.5 percent, while the propor-

tion using psychotherapy
declined, from 71.1 percent to

60.2 percent.
The study authors attribute

the rise in treatment levels to the
growing destigmatization of
depression and the advent of

better-tolerated antidepressants

such as Prozac, which entered

the market at the beginning of

the 10-year study period.

Surveys suggest, however, that

many people still suffer in

silence: Nearly three in 10 adults

in the United States have a diag-

nosable mental or substance

abuse disorder, and as many as

5 to 10 percent of Americans are

afflicted each year by major depres-

sion, which makes it difficult for

patients to conduct ordinary day-to-

day activities and may make them
feel suicidal.

The study, "National Trends in the
Outpatient Treatment of Depression,"

was published in the Jan. 9, 2002,

issue of the Journal of the American

Medical Association.

Human Resources Practices
Linked to Financial Success

A study by Watson Wyatt, a consul[-

ing firm specializing in human capital

and financial management, shows that

certain human resources. practices cor-

relate with improved financial returns

and are a leading indicator of

increased shareholder value.

The study, part of Watson Wyatt's

annual Human Capital Index (HCI)

survey, compared data for 51 compa-

nies that participated in both the 1999

and 2001 HCI polls. I[ identified 43

Figure 1

Correlation Between Human Resources
Practices and Financial Success

HCI Dimension Expected %Rise in
Market Value if HCI

Dimension Significantly
Improves

Total Rewards
and Accountability 16.5

Collegial, Flexible
Workplace 9.0

Recruiting and
Retention Excellence 7.9

Communications
Integrity 7.1

Focused HR Service
Technologies 6.5

SOURCE: WaCSOn Wyatt, 2001

specific human resources pracCices

that play the greatest role in creaCing

shareholder value, and determined

that a significant improvement in all

practices is associated with a 47 per-

cent increase in market value. Figure

1 groups the 43 key practices into five

categories and quantifies the amount

by which an improvement in each

area is expected to increase a firm's

market value.
Among the study's many specific

findings are the following:

• Making a stronger effort to link pay

to performance (e.g., through stock

programs, profit sharing plans, or

higher pay for lop performers) is

associated with a 6.3 percent
increase in overall market value.

• Making communications technolo-

gies readily accessible to employees

boosCs companies' market value by
4.2 percent.

• Companies that support flexible

work arrangements, including

telecommuting and job sharing,

enjoy a rise in market value of 3.5

percent.
For more information about the

sCudy, visiC www.watsonwyaCt.com.

Supreme Court Limits
Scope of Disability Act

An inability to perform manual tasks

associated with one's job does not by

itself qualify a person as "disabled"

under the Americans With Disabilities

Act of 1990 (ADA), ehe U.S. Supreme

Court ruled unanimously in January.

The ruling, in Toyota Motor

Manufacturing a Williams, is expected

to make it more difficult for workers

to show they are disabled and thus

entitled to accommodation from their
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employers.
The ADA requires employers to

j provide "reasonaUle accommodations"
to otherwise qualified individuals with
disabilities unless the employer can
demonstrate that the accommodation
would impose an undue hardship. A
disability is defined as a physical or
mental impairment that substantially
limits one or more major life activities.

Ella Williams, an assembly line
worker at Toyota's plant in George-
town, Ky., claimed that carpal tunnel

I syndrome prevented her from per-
forming her duties and thus rendered
her "disabled" and eligible for accom-
modation. Toyota refused her request
and later fired her, saying she had
missed loo much work.

A district courC sided with Toyota,
ruling Williams' impairment did not
qualify as a disability because it did
not substantially limit any major life

activity. A circuit court reversed that
decision, finding that the impairment
substantially limited Williams From
performing a "class" of manual activi-
ties associated with her work. In
reaching this decision, [he circuit
court disregarded the fact that
Williams could tend to her personal

hygiene and perform household
chores, arguing that these activities
were irrelevant co her inability to per-

form her work.

The Supreme Court ruled that an

impairment must prevent or severely

restrict an individual from conducting

activities [hat are of "central impor-

tance" to most people's daily lives to

qualify as a disability under the ADA.

It also asserted that even if work is
considered a major life activity, a
claimant would have to show that s/he

is unable to perform a "broad range"
of jobs rather than a specific job.

The full opinion in Toyota Motor

Manufacturing v. Williams is available

on the Web site of the U.S. Supreme

Court; www.supremecourtus.gov.

Federal Government Lags in
Implementing Telework

The number of U.S. government

employees participating in telecom-

muting programs increased nearly 40

EAPCo~~e~nce ANNOUNCEMENT l ~
R 23rd Annual EAP Conference &Training Institute

r~~~~n9/nstitafe Wednesday &Thursday, 18th & 19th September 2002, INSTITUTE__

Dublin, Ireland.

"CREATING A DRUG FREE WORKPLACE"
Design of Conference
The conference is divided into two parallel sessions, A & B. Parallel session A will focus on the
main theme "Creating a Drug Free Workplace" and Parallel Session B will focus on EAP
Training which will assist in EAP Professional Development.

PDH's
Professional Development Hours (PDH's) will be applied for to the Employee Assistance
Certification Commission (EACC) for the full conference. IOSH members will be able to allocate
CPD points to the course at a rate of 2 points per course day.

Speaker Panel:
Atop class panel of speakers will be invited to present Information and examples to delegates on
best practice in developing a drug free workplace.

Airline Information:
Delegates from outside Ireland who wish to travel to Dublin should contact any of the following
airlines.

United Kingdom and Europe: Aer Lingus, Ryanait, British Midland, British Airways,
Aer Arann Express, Air France, Air Portugal, Sabena, KLM,
Finnair, Maersk Air, S.A.S.

United States: Aer Lingus, Continental Airlines, Delta Airlines.

Outside Europe: Many long haul airlines connect to Dublin via United Kingdom and
European hubs, such as Frankfurt and London.

For further information contact:

Melissa Barry, Conference Administrator,
EAP Institute, 143, Barrack Street, Waterford, Ireland.

Tel: 353+51 855733, Fax: 353+51 879626, E-mail: eapinstitute~eircom.net

•Get definitive DSM-IV diagnoses

•Determine lifetime alcohol and drug history

•Identify relapse risk

• Document support foryour 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 in formation and a catalog contact

•

ev~hce
CIIYIICAI ASS2SSrY12i1tS PO Box~73o5 • SmithFeld, RI • o29p

TelBoo-755-6299 ' 401-23~-z993
Fax goy-s3~-toss
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percent between April 2001 and
November 2001, to nearly 75,000
workers, according to the Office of
Personnel Management, the govern-
ment's main human resources agency.

Notwithstanding the dramatic
increase in telework rates, the federal
government lags private industry in
implementing such programs. The
74,487 federal workers participating in
celecommuting schemes represent only
4.2 percent of total employees at the
63 agencies that participated in the
study. A poll in October 2001 by the
International Telework Association and
Council found that one in five U.S.
workers [elecommutes to some extent.

Among Che barriers to telework
identified by federal agencies are man-
agement concerns, security of classi-
fied information, employee concerns
about isolation, and electronic connec-
tivity co the office. Training was creed
by most as the bese tool for overcom-
ing these barriers and expanding tele-
work participation.

To review the OPM reporC on tele-
work, visit www.opm.gov/telework.

More Americans Pleased
With Their Health Care

Nearly half of Americans surveyed are
happy with the health care they have
received during the past two years, but
only one in three are optimistic they'll
be able to get the treatments they need
during the next 10 years, according to
the 2001 Health Confidence Survey.

The survey, conducted annually by
the Employee Benefit Research
Institute, the Consumer Health
Education Council, and Matthew
Greenwald bi Associates, found that
46 percenC of Americans are extremely
or very satisfied with the. health care
they have received in the last two
years, up from 39 percent in 2000.
More than half of respondents are
extremely (11 percent) or very (41
percent) satisfied with their current
health plan, and 47 percent are
extremely or very confident that their
employer has selected the best health
plan available for its workers.

The long-term view, however, is
much less rosy. Only 34 percent of

Americans are confident they'll be able
to get the treatments they need in the
next 10 years, and fewer (21 percent)
feel likewise about getting needed
treatments once they qualify for
Medicare. Nearly two in five respon-
dents are unsure they'll be able to
afford either health care or prescrip-
tion drugs in the next 10 years with-
out financial hardship.

Overall, two in 10 respondents
named health care the most critical
issue facing the United States today,
behind education (23 percent) and
slightly ahead of crime (19 percent).

Information about the survey can
be found at www.ebri.org.

WHO Dedicates 2001 Report
to Mental Health Issues

The World Health Organization devo[-
ed its 2001 World Health Report to
mental healCh in an effort to raise pub-
lic and professional awareness of the
social, human, and economic costs of
menCal illness and help erase some of
the stigma and discrimination associat-
ed with these disorders.

"Mental illness is not a personal
failure," said WHO Director-General
Gro Harlem Brundtland in releasing
the report. "If there is a failure, it is in
the way we have responded to people
with mental and neurological disor-
ders."

According to the WHO, neuropsy-
chiaCric disorders account for 31 per-
cent of disabilities in the world. More
than 120 million people suffer from
depression, and every year 1 million
people commit suicide. Although treat-
ment is available for many mental ill-
nesses, fewer than one in four individ-
uals who need care receive it.

The report concludes with 10 rec-
ommendations for action, including
the following:
• Provide treatment in primary care.
• Make psychotropic drugs available.
• Involve communities, families, and

consumers.
• Support snore research.

The text of the report, Mental
Health: New Understanding, New Hope,
can be viewed and downloaded at
www.who.int/whr. Q
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At Valley Hope, we've helped thousands of individuals start down the road to recovery. We
know treatment works. People can and people do recover from their addiction to alcohol or other
drugs when given the opportunity to participate in a professional treatment setting.

OUR TREATIVIENT SERVICES
• Residential •Day Treatment •Sub-Acute Detox

• Intensive Outpatient •Group, Individual Sessions •Continuing Care

VALLEY HOPE
~ ASSOCIATION

PARTNERSHIP ~
FOR RECOVERY Alcohol, Drug and Related Treatment Services

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

www. valleyhope. com

Admissions: 800-544-5101

Member o~

~; /

wtippl assodatim of aEEitlion uWnml pmiEeis

Information: 800-654-0486



Info
Sources

Surgeon General's
"Epidemic" of U.S

urgeon General David Satcher
has issued a report calling on
individuals and organizations

to work together to combat obesity
and help reverse the trend toward
unhealthy weight gain among adults
and adolescents, which costs the U.S.
economy nearly $120 billion annually
and contributes to more than 300,000
deaths each year.

The report notes that while many
indicators of human health improved
during the 20th century—infant mor-
tality rates and deaths from infectious
diseases declined dramatically, while
average life expectancy increased by
30 years—the incidence of obesity
worsened. In 1991, four U.S. states
reported that 15-19 percent of resi-
dents were obese (30 pounds or more
overweight) and none reported a rate
of 20 percent or higher; in 2000, 27
states reported incidence levels of 15-
19 percent, while 22 reported inci-
dence rates of 20 percent or higher.
Today there are almost twice as many
overweight children and three times as
many overweight adolescents as in
1980, and two in five adults engage in
no leisure-time physical activity.

As part of the process of prepar-
ing the report, the Surgeon General
hosted a meeting of health care
experts who discussed interventions
and activities in five key settings,
including the worksite. Among the
communication needs, actions, and
research priorities identified for work-
sites are the following:

• Change work flow patterns,
including offering flexible work
hours, to create opportunities for
regular physical activity during
the workday.

Report Targets
. Obesity

• Establish worksite exercise facili-
ties or create incentives for
employees to join local fitness
centers.

• Create incentives for workers to
achieve and maintain a healthy
body weight.

• Encourage employers to require
weight management and physical
activity counseling as a member
benefit in health insurance con-
tracts.

• Conduct controlled worksite
studies on the impact of obesity
management programs on worker
productivity and absenteeism.
The repore, The Surgeon General's

Call to Action to Prevent and Decrease
Overweight and Obesity 2001, can be
downloaded from the Internet at
www.surgeongeneral.gov. Copies also
can be ordered for $5.50 apiece from
the U.S. Government Printing Office
by visiting http://boolcstore.gpo.gov or
calling 1-866-512-1800.

Guide Offers Tips for Care
of Alzheimer's Patients

The National Institute on Aging and
the Alzheimer's Disease Education ~
Referral Center have developed a
booklet that contains practical advice
for people who are caring for
Alzheimer's patients in home settings.

The 28-page guide offers tips on
helping Alzheimer's patients with daily
activities such as bathing, dressing,

and eating, which can be difficult for
both parties. It also addresses inconci-

nence, sleep problems, hallucinations
and delusions, wandering, home safe-
ty, and other issues that often arise
when caring for people with
Alzheimer's disease.

As many as 4 million Americans
suffer from Alzheimer's, which is the
most common form of dementia
among older people. Because
Alzheimer's affects the parts of the
brain that control thought, memory,
and language, it can greatly affect a
person's ability to conduct daily activi-
ties. The causes of Alzheimer's are still
unknown, and there is no cure.

Copies of the Caregiver Guide: Tips
for Caregivers of People With Alzheimer's
Disease can be ordered free by calling
1-800-438-4380. The booklet also can
be downloaded from the Internet by
visiting www.alzheimers.org/pubs.

Web Site Lists Answers
to DOT Testing Questions

The U.S. Department of Transportation
has posted new questions and answers
pertaining to its drug- and alcohol-
testing regulations on its Web site.

The questions and answers, post-
ed in January, are available in both
PDF and Word forina[s. They comple-
ment another set of questions and
answers posted in September 2001.

DOT published revisions to its
drug- and alcohol-testing regulations
(originally issued in 1994) in the
Federal Register on Dec. 19, 2000. The
regulations, listed in the Code of
Federal Regulations under 49 CFR Part
40, describe required procedures for
conducting workplace drug- and alco-
hol-testing of certain transportation
workers. They apply to roughly 8.5
million employees in safety-sensitive
positions and more than 675,000
employers in the aviation, trucking,
shipping,. and railroad industries.

The questions posted in January
include the following:
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• Because Part 40 requires collec-

tors, medical review officers

(MROs), and substance abuse

professionals (SAPS) to maintain

their own training records, can

employers or training entities

refuse to provide these service

agents their training records?

• May an employer conduct follow-

up testing under company

authority that goes beyond the

follow-up testing which the SAP

determines necessary?

• If an employee requests his/her

records from the MRO, do these

records include the MRO's notes

and comments or only copies of

the CCF and laboratory result?

To access the questions and

answers, visit www.doC.gov/ost/dapc.

Call Center to Address
Inquiries About Employment

The U.S. Department of Labor has

established a National Call Center to

answer questions about a range of

employment issues, including job loss,

workplace safety and. health, and pen-

sion and health benefits.

The toll-free service offers live

operator assistance in both English

and Spanish. The phone lines are

open 12 hours each weekday, from

8 a.m, to 8 p.m. Eastern time.

The call center numbers are as

follows:

• General inquiries: 1-866-4-USA-

DOL

• Job loss, layoffs, business clo-

sures, unemployment benefits,

and job training: 1-877-US-2JOBS

• Pay, overtime, leave, and child

labor: 1-866-4US-WAGE

• Workplace safety and health: 1-

800-321-OSHA

• Hearing impaired (TTY): 1-877-

889-5627

Guide Available for
TV Series on Caregiving

A guide that offers tips for organizing

community coalitions and suggests

activities and events to help support

people who care for others is now

available from the sponsors of And

Thou Shalt Honor, atwo-hour docu-

mentary that will air on public televi-
sion this fall.

And Thou Shalt Honor will exam-

ine the various aspects of caring for

the elderly, with particular emphasis

on the growing number of people who

provide care. The medical technology

that has allowed more and more indi-

viduals to survive diseases and condi-

tions that would have resulted in

death a generation or two earlier has

also created a new population of peo-

ple who need help conducting day-to-

day activities—as well as a new popu-

la[ion of people to care for them.

Research shows [hat the "typical"

caregiver is a woman in her mid-for-

ties who is caring for one or both par-

ents about 15 hours each week. She

has a job, and she is also caring for

one or more children.

The producers of And Thou Shalt

Honvr have developed an Action

Guide that lists resources for develop-

ing and maintaining a strong commu-

nicy coalition to call attention to the

special needs of caregivers. The guide

is available on the Internet at

www.pbscaregiving.org in the

"Grassroots" section.

Web Site Helps Workers
Make Best of Unemployment

The AFL-CIO has developed a

Web page that offers resources and

advice for workers who have been

laid off or have lost their jobs,due to

illness, injury, plant closure, or other

means beyond their control.

"When the Paycheck Stops"

provides tips on a variety of topics,

including the following:

• Dealing with creditors

• Staying insured

• Where to go for Help

• Getting a job

• Managing utility payments

The page notes that resources

vary from county to county and state

to state, and that eligibility for some

programs may depend on the cause

of unemployment. It also emphasizes

that a positive attitude is perhaps the

most important resource an unem-

ployed worker has at his or her dis-

posal.

"When the Paycheck Stops" is

posted at www.aflcio.org/paycheck/

index.htm. ~

Pro~'es~~on~l ~AP~ '~aals
~r~:~ us ,~~~l:~ck ~v~r~y

r•`~ ~~~~~
1_~-',,_~l1 ~ ~-,

~~ t

•Training

•Free Downloads
r,~..

• Intervention•Taols

• Supervisor~Education
~~~° •Reproducible Handouts

• Free Utilization Tips

•Workplace Subst~nte Abuse

•Much More

EAPTools.com is a service of Behovioralrisk.com and DFA Publishing &Consulting
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Terrorist Attacks, Enron Bankruptcy
Hel S read News About EAPsp p

he attacks on the World Trade
Center and Pentagon and the
scandal surrounding the

Enron bankrupCCy are fueling interest
in employee assistance programs and
related workplace issues, judging from
recent news reports.

An article in the Wall Street
Journal focused on legal questions
that have arisen in the aftermath of
September 11, such as whether
employers can fire workers who refuse
to fly on business trips or work in
upper levels of a high-rise office
building. A1Chough many firms have
been making concessions to anxious
workers—reducing business travel, for
example, and malting greater use of
telecommuting—it is unclear how
long Chey will continue to yield to
employees' fears and wheCher they
have grounds to terminate someone
who refuses to resume performing his
or her previous duties.

The Enron collapse, meanwhile, is
prompting many workers to question
how their employers would behave in
similar circumstances and wonder
whether their retirement savings,
health benefits, and other perks may
be at risk, An article in USA Today
noted that a poll of workers conduct-
ed in conjunction with CNN and
Gallup found that only 10 percent say
corporations can be trusted "a great
deal" to protect the interests of their
employees, while two in five believe
executives are snore interested in their
own fortunes than that of their com-
panies or workers.

Doubts about employers' ethics
are prompting employees to become
more educated about their benefits
and to demand severance and out-
placement packages before they agree

to take a job. Those with concerns are
turning to employee assistance pro-
grams for help resolving stress and
other ill effects of financial insecurity.

The growing breach of trust is
hurting employers as well: Some are
losing talented workers, and many are
facing demands from employees for
more and better communication about
corporate finances. And while lack of
trust historically has not been consid-
ered by employers to be a cause for
concern, workers rank it as one of the
top reasons to switch jobs.

In the long term, most analysts
agree, the Cerrorist attacks and the
Enron meltdown will prove beneficial
to both worleers and employers.
Employees will become better educat-
ed about the companies for which they
work and will assume more responsi-
bility for protecting their retirement
savings and other benefits, while exec-
utives will become more sensitive to
the need co promote loyalty among
workers and address their emotional
and psychological concerns.

Questions About Debriefings

Another long-term effect of the events
of lasC fall may be heightened skepti-
cism of the efficacy of critical incident
stress debriefings (CISDs). These inter-
ventions, originally developed for use
with emergency services personnel to
prevent post-traumatic stress disorder,
have become increasingly popular in
other environments and were used
extensively in workplaces following
the terrorist attacks and the anthrax
scares. But, as an arCicle by Jamie Talan
in Newsday makes clear, many
researchers question whether CISDs
and other early interventions cause
more harm than good.

Objections to ehe use of CISDs are
numerous: They are offered too soon,
before many workers are ready to
share their grief; they are insufficient
to help employees process their emo-
tions; and they could actually interfere
with the healing process by subjecting
workers to the emotions of others, to
name just three. And there is evidence
they may even be counterproductive.
While most studies of CISDs have
been inconclusive, one that followed
people for three years after they
received debriefings found chat same
individuals experienced more symp-
coms of stress as a result of the
interventions.

Advocates of CISDs say interven-
tions are needed immediately after a
traumatic event occurs to help victims
and witnesses begin working through
their emotions. But some psychologists
caution that a person may need to be
alone wiCh his or her thoughts to
reUuild a sense of personal safety, and
an early intervention will delay and
perhaps disrupt that process.

No such uncertainty exists about
the efficacy of employee assistance
programs, as an article in the
Cincinnati Enquirer made clear. The
article referenced a survey by HRnext,
a Web site devoted to human
resources issues, which found Chat
human resources executives who work
in firms with EAPs are glad the pro-
grams are available. The survey was
conducted soon after the terrorist
attacks of September 11.

An article in the Louisville (Ky.)
CoL~rier Jotiu•nal also touted the benefits
of EAPs, though for a much different
reason. After two accidents involving
drunken driving by off-duty police
officers, the force's commanding offi-
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cers were ordered co undergo u~aining

by the city's EAP co recognize the signs

of alcohol abuse and other problems
that can affect performance and
endanger public safeCy.

Positive Spin

The articles about the auto accidents

and (to a much greater degree) the ter-
rorist attacks, anthrax scares, and
Enron bankruptcy all helped promote
EAPs by discussing the services they
provide co employees facing problems.
Less common but perhaps more effec-
tive are reports linking EAPs wiCh
"positive" events, as an article in the
Seattle Times managed co do.

The article described monthly
activities by an Illinois telecommuni-

cations firm that are designed to boost

employee morale. The Finn's workers

have marched in a parade, cooked a
four-course meal at a restaurant, and
bowled in a company tournament, all

in the service of keeping spirits high

and making the company a more
desirable employer.

The article quotes Richard
Chaifetz, chairman and chief executive
officer of EAP provider ComPsych, as
saying that morale-building exercises

are important when employees are
being laid off and "survivors" are
being asked to do more with less.
Chaifetz noted that calls to his Eirm's
toll-free number have increased sub-
stancially during t11e recession. Q
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' Diversity
Spotlight
by Rickie M. Banning, LCSW, CEAP, SPHR

This issues diversity resource tip is The
Yin and Yang of American Culture: A

Paradox by Eun Y. Kim, a management

and communications consultant and a
Korean American. Based on 30 years of

conversations, the book discusses
American "virtues and vices" from an
Asian perspective, using the ancient

concepts of yin and yang as a backdrop.

Diversity issues are addressed at their

core source. The author may he reached

by e-mail aC ceointl@aol.com.

Two years ago, market research firm

Hunt-Scanlon Corporaci~n latmched an
on-line newsletter dedicaCed to covering

employee diversity issues in mid-
sized and large companies. The sub-
scription newsletter ($190 annually)

provides business leaders with insights
and tools to move companies toward
greater diversity. Users can sign up
for free diversity newswires and

explore prior newsletter issues. To
learn more or to subscribe, visit

www diversityonline. com.

The Simmons Graduate School of

Management and its Center for Gender
in Organizations sponsor regular book

signings and presentations on new

diversity releases. In January, Che fea-

tured guest was thought leader Debra E.

Meyerson, author of Tempered Radicals:
How to Use D fference to Inspire Change at
Worh (Harvard Business School Press).
The book illustrates how "tempered rad-
icals"—people who walk the tightrope
between conforming to dominant cul-
ture and being different from it—act
as catalysts of organizational change.

Census data for 2000 indicate that for
the first time, non-Hispanic whites are
a minority population in the 100
largest U.S. cities. By 2010, almost half
of all new U.S. workers will be persons
historically classified as minorities.
Women now comprise approximately
half of the U.S. workforce, and the
Hispanic populaCion is nearly equal to
the African-American population, a
benchmark demographers did not
expect co see im[il 2005. Q

Rickie Banning served as diversity director on
EAPA's Board of Directors from 1998-2000 and
currently serves on the diversity committees of
both EAPA and the Society for Human Resource
Management (SHRM). Contact herby email at
www.advanceddevelopment.com or by fax at
781 596 9823 for column submissions and
ideas.

To advertise in the

Exchan e
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Ideal for health programs, hospitals, outpatient clinics, screening and
referral centers, employee assistance programs and substance abuse centers.
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Lifestyle
wellness works!

Put Health Sentry to work for you,
your clients and the bottom line.

Each four-page issue is
packed with information on
►violence prevention
~ relationship skills

~ alcohol, tobacco and
other drug problems

~ behavioral health and well-being

t stress management

~ problems of daily living

Health Sentry
► creates program awareness
~ prevents problems

t generates referrals

~ reduces health care costs

Each issue can be
personalized with
t your company or program

name/logo on the front

t your contact name and
phone number on the back

Subscribe today and receive FREE advertising in the
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