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(~ EAPs Are Good Business
Investments for
Managing Presenteeism
By Patricia C. Pilette

Recent research findings
. ̀~ " y suggest that a critical

connection between an
employee's psychological
level of engagement and the
quality of his/her work
performance can be subtly
or dramatically affected by
illnesses, injuries, and
personal or family problems

~~f adz: 
'. . resulting in diminished

~'`' productivity. Economists
have coined the term "presenteeism" to de-
scribe this costly productivity-loss problem,
when employees show up for work, but
because of illness and life stressors do not
function or perform at 100%.

7 Managing The
~ Absent Worker

By George T. Watkins

Absenteeism is generally caused by three
factors: disabilities and/or illnesses;
personal issues and lifestyle choices; and
job dissatisfaction.

ZO Why
Supervisors
Won't Refer
By Alison Brown ~

l
At a minimum,
supervisors maybe
unaware that their ' ~~'
employee assistance program (EAP) is available to
assist them to manage complex situations occur-
ring in their workplace. This lack of awareness
may be due to one of two phenomena. Training
for supervisors about the EAP benefit as a super-
visoryand/or management tool is inconsistent or
worse yet, nonexistent. The other reason why
supervisors don't refer is a much tougher moun-
tain to climb, that being a lack of trust on the
part of supervisors and managers as to how.they
regard their EAP.

Z4 Gain Control of Your
Crisis Management flan
By Erin Brown Bell

Recent current events have forced everyone to
take a long hard look at disaster management
plans. Find out what works and what doesn't
when disaster strikes.
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Managing the Absent Woe~kee~

he term absenteeism
defines two situations. The
first is when an employee is

simply not physically at work. The
second situation occurs when an
employee is present in the building,
but not working at full capacity. In
order to define the latter instance,
economists have coined the word
"presenteeism." Absenteeism is
generally caused by three factors:
disabilities and/or illnesses; personal
issues and lifestyle choices; and job
dissatisfaction.

1. DISABILITIES/ILLNESSES

There are a number of reasons why
an employee may become disabled
or ill.

Illnesses and disabilities can result
in higher benefits and retraining costs,
product returns, decreased customer
satisfaction and overtime. But perhaps
the biggest expense, although hidden,
is the fact that the remaining
employees have to shoulder the
burden, which can lead to more
illness, stress, disability and of course,
presenteeism.

2. JOB DISSATISFACTION

If an employee is dissatisfied with
their job and wakes up one Monday
morning to see that it is raining and
cold outside, there's not much
motivating that individual to get out
of bed.

There is no end to the number of
team building and company
promoting workshops out there —
everything from board games to
skydiving. While these ideas have
value, they will only succeed if there
is a company culture that fosters a
challenging work environment,

George T. Watkins
Publisher
F,AP Digest

rewards fairly and helps provide
resolution to conflicts. In otherwords,
the foundation of employee
satisfaction evolves from the
organization's culture.

To really combat absenteeism,
employers need to promote healthy
living, develop policies that allow for
a balanced home and work life and
provide a desirable place to work. This
environment will allow employees to
prioritize their lives in a way that
enables them to enjoy coming to work
with less stress and fewer distractions.

3. PERSONAL ISSUES AND
LIFESTYLE CHOICES

Issues such as depression, substance
abuse, financial concerns, childcare
and eldercare are a big factor behind
rising absenteeism. Nowadays, there
are more two-income families and
single-parent families. This new family
structure has the potential to create
more distractions and worries for
employees, which can result in
increases in presenteeism and
absenteeism, as well as decreased
productivity.
The old school of management

taught that employees had better leave
their personal problems at the door
on their way in. This approach never
worked well in the past, and: it
certainly doesn't work today.

Like it or not, employers need to
recognize the impact that. the new

family structure has on the workplace
and revisit their human resources
policies to accommodate these
changes. The faster those employers
can recognize the changing needs of
their workforce, the easier it will be to
accommodate and retain employees as
productive workers.

Lifestyle choices also influence
absenteeism. Smoking, eating and
drinking are good examples. The area
of lifestyle choice is probably the
hardest part of absenteeism
management to address, as it blurs the
lines between personal habits and the
workplace. The best to begin is to
foster ahealth-conscious culture in the
organization.

In this issue, cover article author
Patricia C. Pilette discusses recent
research findings that suggest a critical
connection between an employee's
psychological level of engagement and
the quality of his/her work
performance that can be affected by
illnesses, injuries, and personal or
family problems resulting in
diminished productivity.

Presenteeism may be the next
significant challenge for human
resource managers, and inquiring
organizations want to know how it can
be managed effectively. Organizations
with employee assistance programs
(EAPs) have a decided head start and
an excellent vehicle for managing the
absent worker. ■

George T. Watkins
Publisher
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UCLA Research
Sees Big Savings for
Treatment Investment

Researchers at the University of California at Los Angeles
(UCLA) say that society saves $7 for every $1 invested in
addiction treatment — $11,487 for the average $1,583
cost of treating someone with alcohol or other drug
problems.

The UCLA study calculated the treatment costs for
2,567 clients in 43 California treatment programs,
compared those costs to
clients' declining use of
medical care as well as
mental health services,
costs of criminal. activi-

then

ty, increased personal ~ ~~ µ~~°.
earnings, and the costs
of government programs —'
like unemployment and ,.
public aid. ~::__

The biggest health ~,,
care saving was in re- _ .~
duced utilization of emergency-room care.

"Even without considering the health and quality-of-
lifebenefits to drug treatment clients themselves, spending
taxpayer dollars on substance-abuse treatment appears to
be a wise investment," said lead researcher Susan Ettner.

The study found that the average cost of outpatient
treatment was $838, compared. to $2,791 for inpatient care.

The research appears online in the journal Health

Services Research.

Red Cross Directs Shelters
to Allow Addiction Counseling
Responding to reports of addiction counselors being

barred from working in Red Cross shelters in the aftermath

of Hurricane Katrina, Red Cross officials issued a letter

saying that shelter managers "must allow substance-abuse

counselors to enter the shelters in order for people with

substance-abuse problems to receive appropriate

counseling."
Susan Hamilton, who directs the Red Cross' post-

disaster mental-health team, wrote to Brenda Bruun at

the Substance Abuse and Mental Health Services

Administration's (SAMHSA) Emergency Response Center

on September 2005 to outline the Red Cross' policy on

addiction counseling. Hamilton said that counselors and

social workers who show proper identification must be

allowed in shelters "in order to track cases and to reconnect

their clients with available local resources."

"To not do so could impede the recovery of clients

affected by Hurricane Katrina," wrote Hamilton.

She also said that shelters must allow the formation of

12-step programs, and that local mental-health officials

should be welcomed to work alongside Red Cross relief

workers.

Samantha-Hope Atkins, head of Baton Rouge, La.-based

Hope Networl~s, said that some Red Cross shelters had

barred Alcoholics Anonymous and Narcotics Anonymous

from entering, citing security risks. Some churches that

housed storm refugees also have been less-than-welcoming

to volunteers distributing copies of the "big book" of

Alcoholics Anonymous and other addiction-related

literature, she said.

NASADAD Calls for
Education, Coordination
in Wake of Disasters

The public needs to know that alcohol and other drug
problems will increase in the aftermath of natural and man-
made disasters, and relief efforts aimed at addiction issues
need to be coordinated with state substance-abuse agencies,
according to a policy brief from the National Association
of State Alcohol and Drug Abuse Directors (NASADAD).

"Studies have shown that traumatic events can have a
significant impact on the nation's publicly-funded
substance-abuse prevention and treatment system," the
NASADAD policy brief titled, "Trauma and Substance
Use: Implications for the Response to Hurricane Katrina/
Rita," noted. "Disasters, such as Hurricane Katrina, can
eliminate service capacity, and/or increase demand
elsewhere, as a result of people being displaced."

"Adequate federal resources should. be allocated to
address the unmet need that is associated with disasters,
including strong support for the Substance Abuse
Prevention and Treatment (SAPT) Block Grant," the
NASADAD policy brief said.
NASADAD noted that studies found increased alcohol

and other drug abuse in the aftermath of the Sept. 11,
2001 terrorist attacks in New York, as well as after the
Oklahoma City bombing in 1998. The group said that
governmental responses to the expected spike in addictive
disorders need to be channeled through the single state
agencies (SSA) tasked with oversight over alcohol and other
drug services to "ensure a comprehensive and thorough
response.~,
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National Survey
Sharpens Picture

of Major Depression
Findings from the largest survey

ever mounted on the co-occurrence of
psychiatric disorders among US adults
afford a sharper picture than previously
available of major depressive disorder

(MDD) in specific population

subgroups and of MDD's relationship
to alcohol use disorders (AUDs) and
other mental health conditions. The
new analysis of data from the 2001-
2002 National Epidemiologic Survey
of Alcohol and Related Conditions
(NESARC) shows for the first time that
middle age and Native American race
increase the likelihood of current or
lifetime MDD, along with female
gender, low income, and separation,
divorce, or widowhood. Asian,
Hispanic, and black race-ethnicity
reduce that risk. Conducted by the
NIH's National Institute on Alcohol
Abuse and Alcoholism (NIAAA), the
analysis appears in the Monday,
October 3, 2005 Archives of General
Psychiatry.

The NESARC involved face-to-face
interviews with more than 43,000
non-institutionalized individuals aged
18 years and older and questions that
reflect diagnostic criteria established
by the American Psychiatric
Association's Diagnostic and Statistical
Manual ofMental Disorders (DSM-I~.
Its principal foci were alcohol
dependence (alcoholism) and alcohol
abuse and the psychiatric conditions
that most frequently co-occur with
those AUDs. Because of its size and
scrutiny of multiple sociodemographic
factors, the NESARC provides more
precise information than previously
available on between-group differences
that influence risk.

For example, the analysis indicates
that 5.28% of US adults experienced
MDD during the 12 months

EAI' Digest Winter 2005

preceding the ~ ~.
survey and 13.23%
had experienced ~
MDD at some time ~~ ~ , ,~'
during their lives. ,~~~--~
The highest
lifetime risk was ~ `
among middle-
a ed adults, a shift _ .... ~,,.~r„~.. ~ ,...,.,,
g
from the younger ~„, ~~f
adult population
shown to be at
highest risk by R f
surveys conducted
during the 1980s
and1990s. 

,~.:.~, ...,.... ,..,,.::~..~..H ,.:,,.. ,

"This marlcs an important
transformation in the distribution of
MDD in the general population and
specific risk for baby boomers aged 45
to 64 years,” note the authors.

Majority of Adults
At Risk of Becoming

Overweight
A large, cominuniry-based study —

considered the first study to assess the
long-term risk of adults becoming
overweight and obese —found that
over 30 years, nine out of 10 men and

seven out of 10 women were
overweight or became overweight. In
addition, more than one in three were
obese or became obese. The study was
supported by the National Heart,
Lung, and Blood Institute (NHLBI),
one of the National Institutes of
Health (NIH).

According to the National Center
for Health Statistics, which is part of
the Centers for Disease Control and
Prevention, 65% of US adults aged 20
years and older are either overweight
or obese, and approximately 30% of
adults are obese. These estimates are
from the 1999-2002 National Health

and Nutrition Examination Survey, a
population-based survey.

Making it to middle age without
extra pounds was no guarantee for
staying at a healthy weight —even in
the short term. About one in five
women and one in four men who were
at a healthy body mass index (BMI)
at a routine Framingham study
examination became overweight after
four years. Among those who were
overweight, 16% to 23% of women
and 12% to 13% of men became obese
within four years.

Being overweight increases the
likelihood of developing diabetes, high

blood pressure and heart disease,
stroke, breathing problems such as

;~



asthma and sleep apnea, some cancers, osteoarthritis, and
gallbladder disease.

The "Clinical Guidelines on the Identification,
Evaluation, and Treatment of Overweight and Obesity in
Adults" recommends that people who are overweight as
well as those who are at a healthy weight prevent
weight gain.

Research Shows Latino
Men May Fail to Recognize
Depression Symptoms

The National Institute of Mental Health (NIMH), part
of the National Institutes of Health, is launching a new
effort in the "Real Men. Real Depression." campaign —
Spanish-language materials to inform the Latino
community about depression and to encourage men who
are depressed to seek help.

In the US, Latinos are the largest ethnic minority — a
population of over 40 million. Of this group, 40%reported
that Spanish is their preferred language, according to a

report by the surgeon general. The new "Real Men. Real

Depression." materials were created to help Spanish-

speaking people across the country and from all over the

world to understand more about depression, which is a

serious illness. As the nation's primary mental health

research agency, NIMH is dedicated to reducing the

burden of mental and behavioral disorders through research

on the mind, brain, and on behavior. As part of that

mission, NIMH provides mental health information to

the public and, in particular, focuses on reducing disparities

in health care.
According to the National Latino and Asian American

Study, 54% of Latino men with at least one episode of

major depression in their lifetime do not recognize having

a mental health problem. Latinos also report reluctance to

getting treatment for depression. And, like US-born white

males, Latino men are afraid that seeking treatment will

endanger their jobs. However, there is no evidence to show

that people do lose their jobs once they go into treatment.

In fact, treatment may be essential to improve work

performance. ■

CIGNA Behavioral
Health EAP Named
Number One

Business Insurance Magazine has

announced that the CIGNA

Behavioral Health (CBH) employee

assistance program (EAP) was chosen

by their readers as the best overall EAP

in the country in the publication's first
annual Readers Choice Awards.
Chosen from among eight of the

largest EAP companies in the country,

CBH was recognized for its long-term

commitment to integrated care,

quality, service and innovation by

readers of the magazine.

"We know that helping employees

manage stress and the challenges of

everyday home and work life results

in happier and more productive

employees," states Keith Dixon, PhD,

president of CIGNA Behavioral

Health. "That's why we work closely

with our customers to develop

customized EAP programs to maintain

~ the emotional and physical health of

their employees through personal
coaching, access to information and

referrals to care and service."

The CIGNA Behavioral Health

employee assistance programs include

services both for the employers and
their employees and household

members. Dixon said the EAP ensures

that employees have easy access to

information, consultation and referrals

as well as opportunities for visits with

counseling professionals that can help

assess a wide range of problems.
Further, employers have access to
management consultation and
organizational wellness services.

CBH works with individual

companies to design an EAP that

uniquely meets their specific business

needs. Dixon said that CBH's strength

is its willingness to listen to varying

customer needs and then customize an

EAP program to suit that particular

employer's needs.

Business Insurance developed its

Readers Choice Awards as a means of

recognizing industry leaders and

serving as a benchmark for measuring

company performance in a wide range

of industries.

Workplace
Options Announces
Acquisition of
emindhealth Inc.

Workplace Options (WPO), a
leader in the field of work/life
programs, announced that they have
completed the acquisition of
emindhealth Inc., the nation's first
and most comprehensive provider of
managed network services.
"WPO has a strong reputation for

delivering high-quality, high-value
work-life services to our more than 100
EAP partners," said Dean Debnam,
CEO of Workplace Options.
"Integrating the provider network and
management services provided by
emindhealth Inc. into our product
portfolio is a natural fit."

Headquartered in San Francisco,
emindhealth's provider network and
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online management tools are used by
more than 25 EAPs and managed
behavioral healthcare Organizations
throughout the United States. Services
include hosted provider referral
directories, provider recruitment and
credentialing, reimbursement
processing and complete managed
network solutions.
"WPO understands the EAP

market better than any other work/life
company in the US," said Jim
Lightsey, emindhealth's president.
"Coming together will allow us to
rapidly expand our provider network
and take full advantage of WPO's
sizeable technology infrastructure and
expertise."
WPO clients will have immediate

access to a fully-credentialed network
of mental health providers, as well as
comprehensive online tools for
managing all aspects of the provider
relationship.
WPO will maintain emindhealth

as a separate business division and Mr.
Lightsey will remain as its president.
In addition, he will serve as a member
of the Wl'O executive committee.

Elder Care
Business
Announcement
The collaborative partnership

between Senior Approved Services and
The Caregiver's Resource Helpline
provides 24-hour access for family
caregivers, senior citizens, and health
care professionals to reach and connect
with valuable, accurate information,
education and services.

Senior Approved Services
(www.seniorapprovedservices.com)
has not wavered from their original
mission statement when they first
began in 2003. Senior Approved
Services is the only company
nationwide requiring a 90% or higher
senior satisfaction rating, which is
derived from the industry's first
consumer-driven survey process. Only
those services with a 90% or higher
rating are permitted within their
exclusive national network of products,
resources, and services.

John Webb, owner of The
Caregiver's Resource Helpline
(www.caregiversresource.com) is
dedicated to empowering the senior
citizen and family caregivers with
knowledge and choices. "I also wanted
to offer a guarantee for those that

called our toll-free number that each
business featured on the Helpline
would provide excellent service,"
explained Mr. Webb.

The Caregiver's Resource Helpline
offers amenu ofpre-recorded messages
educating family caregivers on a
variety of subjects.

ValueOptions
Launches
Workplace Tobacco
Cessation Initiative

ValueOptions launched a
comprehensive tobacco cessation
initiative for corporate customers.
Designed to guide employers through
the development and implementation
of a tobacco cessation program, the
initiative provides resources and
applications employers can use to
initiate astop-smoking campaign of
their own.

Despite widespread publicity of the
harmful effects of tobacco use, 22%
of adult Americans continue to smoke,
and many others chew or dip tobacco.
While more than 70% of smokers
want to quit, each year less than 5%
of smokers are successful. It takes most
smokers several attempts to
permanently stop smoking. An

EAP Digest Winter 2005 1 1



've workplace smoking cessation program, however, consultant. All courses are taught by a seasoned selection
increases this rate of success to 25%. of nationally renowned faculty who have collaborated with

The program provides resources and direction to
ValueOptions' employee assistance program (EAP) clients
to help them carry out an outreach initiative in their
workplace. The objective of the program is to gain
understanding of the dramatic influence the workplace
community can have on encouraging and supporting
behavior change.

Because each smoker costs his or her employer an extra
$5,606 a year in excess medical expenditures, missed worlc
days and lost productivity, smoking cessation programs

~ offer opportunities for immediate results.
Quittin' Time: Helping Employees Become Tobacco free is

available on ValueOptions' corporate website at

www valueoptions.com/clients/prevention.htm.

Northeastern University
Introduces the Online Institute
for Employee Assistance

Under the direction of Dr. Dale Masi, the Northeastern
University Online Institute for Employee Assistance is
offering a certificate program and courses in employee
assistance for employee assistance professionals.

Dr. Masi has been a leader in the Employee Assistance
industry for over 20 years as an international educator and

Dr. Masi to create a unique program.
The entire curriculum is delivered in an online format

so that you can complete your program or course at home,
at work, or while on the road. Courses may be taken
individually or as a series to earn a certificate. All courses
satisfy CEU, PDH, and SHRM requirements and support
CEAP status.

Upon completion, the certificate will demonstrate that
the participant has successfully completed an education
program designed to administer and execute an employee
assistance program.

Winter classes begin on January 23, 2006. For more
information or to register please call 617.373.2400, e-
mail spcs-profdevC~neu.edu, or visit www.ace.neu.edu/
professional.

Aetna Behavioral Health
Program Offers
Resource for Retirees

Aetna Behavioral Health announced a new addition to
its employee assistance program (EAP) aimed at providing
support services to retirees and their family members. The
Aetna retiree assistance program, Perfect Aging, offers life
and retirement planning information, legal and financial
planning assistance, caregiving support and Web-based
resources to help consumers lead a healthier; more fulfilling
retirement.

Perfect Aging is available to seniors through employer
groups and offers the following services to help support
pre-retirees and retirees:
• Transition and Retiree Living Support

• Life and Retirement Planning

• Caregiving

• Support

• Legal and Financial Assistance

• Benefits Concierge

• Employer Support Services

• Web-Based Resources

Work/Life Portal Showcases
Innovative Content Integration

Harris, Rothenberg International (HRI), LLC, a global
performance management company, announced the launch
of their improved private web portal for company's who
contract with HRI's programs. The updated website,
branded "What's On Your Mind?," allows employers to
access educational resources and provider databases for a
variety of life needs including child care, parenting, caring
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for aging loved ones and health and wellness. The new site
also includes multiple interactive training resources for
managers and employees.

"In addition to being one of the only providers in the
EAP and work life industry allowing clients to private label
their work life and EAP portal," said Dr. Edward Trieber,
managing director of HRI, "our innovative technology
seamlessly integrates our client's own website content with
the HRI site."

HRI, one of the fastest-growing providers of work life
and employee assistance program (EAP) benefits in the
USA, offers its work life services as a stand-alone program
or in conjunction with an EAP. HRI's work life services
help companies increase employee engagement as well as
recruit and retain the best employees. ~

CADCA's National Leadership Forum XVI is an
essential conference for community anti-drug
coalitions. CADCA's Forum will be held on February
14-16, 2006 at the Washington, DC Convention
Center and is the nation's largest training conference
for coalition activists and substance abuse
professionals, featuring more than 60 workshops on
some of today's most pressing issues in prevention.
Check out www.cadca.org for more information.

The 18~~' Annual National Student Assistance
Conference Promising Practices in Keeping Students
Safe and Drug-Free will take place March 23-25,
2006 at The Westin St. Francis Hotel on Union
Square in San Francisco, California. Register online
at www NSAC.info ox call 1-500-453-7733 for more
information.

DATIA's 2006 Annual Conference and
Exposition is being held at the prestigious Biltmore
Hotel and Resort in Phoenix, Arizona on June 1-3,
2.006. For more information, visit http://
www datia.org.

The 2006 EAPA Annual Conference is scheduled
to be held at the Gaylord Opryland Resort in
Nashville, Tennessee. The Conference will be held
October 6-8, 2006, with pre-conference trainings
taking place on October 4-5, 2006.
Visit www.eapassn.org for more information. ~

Clairvest Invests with Management
Group in Acquiring WarrenShepell

Clairvest Group Inc. announced that it and
Clairvest Equity Partners Limited Partnership have
joined with the management group of WarrenShepell
to acquire ownership of WarrenShepell, one of North
America's leading providers of employee assistance
programs (EAPs).

The transaction is effective immediately. Clairvest
will hold~a majority ownership interest in the
company, with the remaining interest to be held by
members of WarrenShepell's existing management
group.

"This enables us to build on the strategies,
innovation and client service that have made us one
of North America's leading EAP providers," said Rod
Phillips, WarrenShepell's president and chief
executive officer. "Clients and their employees will
continue to receive the service they expect of us in
meeting their current and future needs."

Dr. Warren Shepell, who founded the company
in 1979, will retire from the business to focus on his
other interests. "Dr. Shepell has made a significant
contribution to our industry and to the lives of
countless people assisted by our programs," said Mr.
Phillips. "We are committed to continuing that
dedication and focus as we move forward."

"We're delighted to have Clairvest as an
investment partner," added Mr. Phillips. "Clairvest
has a record of investing in companies and forming
working partnerships with those companies in
pursuit of common goals. That's why we selected
this route as the best means to grow our business
and to better serve our clients."

WarrenShepell will continue to operate under the
same leadership team and under the same corporate
name.

Hughes Replaces
Attridge at EAPA Post

Daniel Hughes, PhD, CEAP, director, Employee
Assistance Program, Mt. Sinai Medical Center and
assistant professor, Community and Preventive
Medicine, Mount Sinai School of Medicine has been
appointed to serve as the chair of the Employee
Assistance Professional Association's Research sub-
committee replacing Mark Attridge, PhD. ■
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You Are What You Write
Type. Click. Send. We do it every day without a second

thought. E-mail has become the most prevalent form of
communication in the business world. Professionals are
increasingly known by their "e-mail personas" as this
medium replaces face-to-face meetings and phone calls.
"E-mail has not only changed the way we do business,

it has begun to define how we are viewed as professionals
and people," asserts Janis Fisher Chan, author of E-Mail.•

A Write It Well Guide —
How to Write and
Manage E-Moil in the
Workplace (Write It
Well, 2005, ISBN:
0-9637455-8-1,
$21.99). "It's not
uncommon to have only
an e-mail relationship
with certain colleagues

— colleagues we may never meet in person or even on the
phone. The words we write are very real representations of
our companies and ourselves. We must be sure that our e-
mail messages are sending the right messages about us."

Chan's book, which frankly acknowledges the pros and
cons of e-mail, offers practical strategies for making the
most of your e-mail time and making sure the e-mail you
write gets the results you want. A few tips from the author:
• Use the journalistic triangle to get to the point fast.

Have you ever noticed that the first paragraph of a
newspaper article contains the most important
information? The rest of the article provides details that
support, explain, expand on, or illustrate that
information.

• Make your subject line a "headline." Awell-written
subject line is like the headline for a newspaper article:
it draws the reader's attention and tells the reader what
the e-mail is about. Instead of"Changes," write "Health
Benefits to Change Next Year." Instead of "Dates," write
"Kickoff Meeting —Apr. 2, 6, or 9?"

• Even if you're writing to your best work buddy, keep
it professional —people forward e-mails to others.
Perhaps you think slangy language, poor capitalization,
or misspellings are OK because you're e-mailing a great
idea to Bob in purchasing. with whom you play
basketball on the weekends. Resist the temptation to
be sloppy or overly casual. You never know who will
end up seeing your e-mail. Bob may very well send
your idea on to his boss, who in turn may send it to

the CEO. And there your message appears, in the head
.honcho's mailbox, in all its unprofessional glory. Don'c
let it happen to you. Keep in mind that every e-mail
you send is subject to forwarding and you'll always
put your best foot forward.

Use active language. It presents a professional image and
gets your point across quickly. Active language is energetic
and clear, while passive language weakens your writing
and confuses readers. Here is an example:
Passive.• The decision was made by the executive committee.
Active.• The executive committee made the decision.

In Sickness and in Health
Majority ofEmployees Surveyed Say

They Frequently Go to Work Ill
They may not have taken any vows, but today's workers

certainly appear to be committed to their jobs — perhaps
overly so. Eighty percent of employees polled said they
frequently show up to work while sick. A mere 8% of
respondents said they never come into the office when
feeling under the weather.

The survey was developed by OfficeTeam, a leading
staffing service specializing in highly skilled administrative
professionals. It was conducted by an independent research
firm and is based on responses from 594 men and women
18 years of age or older and. who are employed in office
environments.

Survey respondents were asked, "How frequently do
you go into work when you're feeling sick?"

Their responses:
Very frequently: 49%
Somewhat frequently: 31
Somewhat infrequently: 12%
Not at all: 8%
Managers acknowledge that ailing employees often come

into the office, but the practice may be more common
than many realize. In a separate poll of 150 senior
executives — including those from human resources,
finance and marketing departments —just- 21% of
respondents said they thought sick employees came into
work very frequently when ill.

Executives were asked, "How often do you think
employees come to work when they feel sick?"

Their responses:
Very frequently: 21
Somewhat frequently: 51
Somewhat infrequently: 25%
Don't know/no answer: 3% ~
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Institute for Health and Productivity Management, mental
health issues (primarily depression and stress-related
problems) are the leading cause of presenteeism in today's
workplace (Marlowe, 2002). It is estimated that one out
of every 20 employees is depressed and that by 2020,
depression will be the second most prevalent cause of
disability in the world (EAPDigest, Spring 2005, 13). In a
Yale School of Medicine study reported in the American
Journal of Psychiatry (Dross, et al. 2001), depression was
found to have a more substantial and persistent association
with diminished productivity than any other illness and a
far larger impact on presenteeism than its first cousin,
absenteeism. The average number of lost productive hours
per week from depression is 5.6 hours as compared'to 1.5
hours for individuals with no depression (Stewart, et al.
2003). The cost to organizations in lost productive work
time among US workers with depression is projected at
$44 billion a year.

EAPs Make Good Business "Cents"
When an employee's troubles and illnesses start to

interfere with his or her job performance and productivity,
having an employee assistance program is not only helpful
to the employee, it makes good business "cents" for the
organization (Jenkins, 2004).
Indeed, EAPs should stand for
employer assistance program as well 

~~EhZC'j°yep

as employee assistance programs ~~yp~ry~al~tS
(EAP Digest, Summer 2005, 24).
Employers generally find that, for
every dollar invested in an EAP,
they save anywhere from 5-16
dollars in cost related to 

mental health
productivity, hiring and reduced

and support (Trunk, 2005, G6). The following sample
self-report assessment is a valuable snapshot upon which
to build a portrait of an employee's typical work
performance.

The employee reports he or she is or is not ...
• Able to finish work tasks

• Able to focus on goals and responsibilities

• Energetic enough to complete work

• Repeating jobs or tasks

• Working more slowly than usual

• Experiencing problems with supervisor or peers
regarding the amount of work he or she is doing

• Having accidents or making errors at work

In each session, the counselor asks the same set of
questions as a means of tracking employee progress from
the initial to the final session (Pilette, 2005, 14). The
effectiveness of EAP interventions is easily measured by
the degree of individual and organizational symptom relief,
restoration of a greater sense of well-being, and increased
level of functioning.

The utilization rates of EAPs offer a good barometer of
the organizational climate. An increase in utilization can

target stress points around

assistance

have lnn~r

understood the value of

managing emotional,

insurance claims. On average
annual cost per number of
employees is between $25-45 for
organizations with 500-5000 employees (EAP Digest,
Summer 2005, 10).

Employee assistance programs have long understood
the value of managing emotional, mental health and work/
life needs of employees. It is oftentimes very difficult for
an employee to recognize his or her depression. The first
step is getting feedback from someone else. EAPs help
employees confidentially identify the level of severity of
their symptoms and assist them with appropriate treatment

organizational initiatives and
changes that may - require
additional interventions and
educational programs to enhance
health and productivity (Pilette,
2005, 14). As behavioral and
mental health specialists, EAP

and wo~Jc/life 
counselors function not only as
clinicians, but also as management

» and executive coaches (Pilette and
Wingard, 1997) providing
supportive measures to individuals

in leadership roles for enhanced productivity. Reaching
out, listening to concerns and supporting the resiliency of
employees at all levels within a system helps restore faded
organizational commitment (Christie, 2004).

Some studies indicate utilization of EAPs at a low of 1-
2% of employees annually. Good utilization, however, is
commonly viewed as between 3-7% indicating employees
are dealing with .their issues, particularly depression and
anxiety (Stevens and Hursh, 2005, 8). A few of the factors

needs of employees.
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that need to be examined when a
program is underutilized are
marketing methods, program
reporting and positioning within an
organization, accessibility, reputation,
and adequacy of the number of
counseling sessions. Generally,
programs which provide counseling
on-site tend to demonstrate better
utilization than programs which
require employees to travel.

Conclusion
Consciously or unconsciously,

many employees mentally check out
of their jobs because they find it next
to impossible to leave their problems
at the front door of their workplace.
Organizations wanting to control
health-related costs will effectively
manage presenteeism. EAP can assist
in the identification and resolution of
productivity problems associated with
employees impaired by emotional
stress, mental health conditions, or
marital, family, financial and substance
abuse issues that adversely affect job
performance (Watkins, 2004). ~

Dr. Patricia C. Pilette, APR1V,
DADA, CRS, hus been a therapist
for the last 17years in private practice.
She is founder and principal of EOD,
a consulting firm offering executive
and organizational development and
employee assistance. She has authored
numerous professional articles and
book chapters.
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Sthe real issue technically "why supervisors won't refer" or is it,
"why don't supervisors refer?" Either way —there is a need for many

traditional EAPs and work life services to better serve the workplace through

an increase in supervisory referrals.. At a minimum, supervisors may be unaware

that their employee assistance program (EAP) is available to assist them

to manage complex situations occurring in their workplace.

This lack of awareness may be due to one of two
phenomena. Training for supervisors about the EAP benefit
as a supervisory and/or management tool is inconsistent
or worse yet, nonexistent. The other reason why supervisors
don't refer is a much tougher mountain to climb, that
being a lack of trust on the part of supervisors and managers
as to how they regard their EAP.

This article will look at both of these issues, and then
circle back with some suggestions to help EAP or work/
life services to address them.

It is common knowledge in the
field that providing supervisory
training annually is not just good
practice. Research indicates that the
supervisor is the single most
important person in the
implementation and ongoing
operation of an EAI? When delivering
supervisory training, it is wise to
continually include the "veteran"
supervisor or manager as well as new
line managers, supervisors and/or
Union Stewards. Many of the
practiced supervisors and managers
may have had positive experiences
with the EAP that translate well to
real-life examples during supervisory
training sessions. Supervisory input
serves to lend credibility, which then
serves to build trust among
supervisors who may not yet have
utilized EAP services.

Supervisory training is an excellent
way to begin the critical two-way
communication essential to
addressing ~or~plex issues, which

present in the workplace and are fundamentally the reason
for the existence of EAP services. Supervisory training also
gives those who have not had reason to interact with EA
professionals an up close and personal opportunity to begin
this interaction. Face to face training with front line
supervisors to educate them regarding the specific ways
that EAPs add the greatest value to the workplace is
imperative. Whether the identified problem is a lack of
productivity due to stress, substance abuse, elderly parents,
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conflict or myriad other reasons,
supervisory training teaches those
supervisors and managers who are
responsible for the day-to-day
operation of their organizations a
critical skill: how to use the EAP in
the correct manner.

Many organizations have ground
rules that govern internal promotion
of outside benefits. Once you have
established the parameters for
promotion in those organizations you
serve, you will want to utilize every
avenue possible to put the word out
to potential service consumers or
"customers." In this case, we focus on
supervisors and managers who need
assistance to manage challenging
employee situations.

Whether promotion of EAP
services for supervisors occurs via a
company's Intranet, or through your
own EAP or work life Internet site, e-
access is key. For those supervisors or
managers who are highly mobile or

simply prefer to communicate and
interact electronically, e-access may
well be their first, best choice.
Promotion via workshop/training,
intra- or Internet, and then of course,
posters and newsletters remind
supervisors to intervene in the
common phenomena of "out of sight,
out of mind" related issues. It is
important to recognize that
promotion is never a substitute for
supervisory training, but promotion
to supervisors as a reminder is vital.
The trust issue is every bit as

complex as establishing trust with
colleagues at work, or any personal
relationship. The central key to
establishing trust hinges upon your
professional and personal interaction
with potential referring supervisors.
Their ability to read you, or size you
up as a professional, is critical to
establishing whether or not they
believe you may be able to assist them
within their organization. At stake?

One o~ the best selections of

Counselin andg
Prevent ion Resources

Products that reach clients
and promote your services.

Posters •Pamphlets
Newsletters •Videos

For a FREE
catalog call

1-800-453-7733

Fax 1-800-499-5718 www.PRPonline.net or write to

Performance Resource Press,1270 Rankin Dr., Suite F, Troy, MI 48083

Their reputation within their
organization! A recent example of this
very problem occurred recently at
Encompass.

Encompass received a telephone
call around 5 p.m. from a fairly
frustrated manager, who needed
assistance with a situation where the
employee had verbalized many
inappropriate things, all of which came
across as menacing, and the company
needed to act quickly to determine
what level of. corrective action and
psychological support would be most
appropriate.

Because Encompass had previously
and successfully worked with this
organization in a similar, but different
situation, our conversation was
focused around the behaviors of the
employee, what the organizational
objectives were with the employee,
and how quickly we might arrange an
interview with the employee in
question. This was unlike our first
encounter with this manager, who had
multiple questions in order to
determine basically one element —
and that was to assess if we knew what
we were doing.

First-time supervisory referral
et~ca~xt~ters are complex. Tke
organization must clearly articulate
what outcomes it wants, and often
supervisors intuitively understand
what they want. Talking it through
assists them to specifically identify
their needs and to establish guidelines
to measure progress. The EAP or work/
life service must be able to clearly
articulate what it can and cannot do,
thereby beginning to build the trust
relationship and reinforcing the ability
to meet or not meet established
guidelines. Helping the supervisor to
understand that EAP-work life do not
engage in disciplinary actions with
their employees nor do they take the
place of a supervisor, is essential. The
supervisor or manager must
understand that EAP professionals do
not wish to assume their role nor hold
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~ ~ Supervisory trainzng is an excellent way toi

hegin the critical two-way communication

essential to addressing complex issues,

vhich ~~~esent in the workplace and are

them accountable. The EAP
professional is the venue to assist
employees to modify their behavior
and access valuable resources.
Supervisory training is the vehicle to
expressly convey the roles and
responsibility of the EAP.
Many EAPs use a supervisory

referral form, which is helpful, but it
rarely paints a complete picture. To
obtain the complete picture,
communication between the EAP or
work life case manager needs to occur.
There are nuances that the EAP case
manager will want to know about and
explore, prior to the client appearing
in their office. Open communication
will illuminate these essential factors.

Six Keys to Increasing
Supervisory Referrals

Training is essential to the success
of supervisory referrals. Utilize
every means of promotion to
ensure that supervisors
understand how the EAP or
work life benefit functions to
assist them in ef~ective, ef~icient
and appropriate ways to address
complex employee issues.

2. Say what you mean and mean
what you say. Remember, the
supervisor needs a positive
outcome and has probably tried

fundamentally the reason for

the existence of EAP services.

a number of things prior to
contacting you for assistance.
EAP or work life resources and
services may be a major factor as
companies decide whether or not
to retain or discharge an
employee.

3. Consider doing a section in your
newsletter or monthly e-news
related just to supervisory issues.
After all, supervisory men and
women are on the front lines of
the organization and carry heavy
responsibilities regarding
performance and productivity
standards. Seeing examples or
vignettes as to how the EAP may
assist them serves both as a
reminder and a primer for
supervisors.

4. Frequently follow up with the
supervisor or manager who
entrusts his or her employee to
you. This minimizes
miscommunications and provides
built in opportunities to clarify
what is needed.

5. Do not over promise and under
deliver. It is a surefire trust
breaker, and causes skepticism
within a benefit where honesty
and trust are foundational.

i

6. IF you break the trust with a
supervisor or manager on your
part, take responsibility and
apologize.

Finally, where the EAP or work life
benefit is "housed" within the
organization may warrant a closer look.
For example, if the EAP benefit is
housed within the actual benefits
department, and the primary
constituents of consultative services are
human resource (HR) professionals, a
connecting piece to HR must be
established. Often,` benefit
professionals will provide
opportunities for their EAP service to
meet with HR professionals for the
purpose of acquainting them with
supervisory and management tools.
Without that connection, EAP or
work/life services are simply not
fulfilling their role within today's
complex and challenging work
environments. ■

Alison Brown, PhD, is the CEO of

Encompass: an EAP, work/life and

well-being firm based out of Grand
Rapids, Mich. Dr. Brown has over
20 years of experience assisting
organizations to develop employee
support systems that enable both the
employee and the organization to
accomplish their primary objectives.
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`' Crisis Management Control:

What ~o do
When Disaster S~rrikes

By Erin Brown Bell

ecent events in the US have forced employers
and employees alilce to take a long, hard look at
their company's crisis management programs. It

truly seems that in the wake of Hurricane Katrina and
other recent national natural disasters, companies that had
a work/life and/or employee assistance program as well as
crisis management plans in place fared much better than
those without.

EAPs and crisis management teams played a large role
in getting businesses back to normal in the aftermath of
Hurricanes Katrina and Rita. It makes sense, then, to take
a look at some of the successful tactics and programs used
to get through those disasters in order to better future
crisis management efforts.

William F. Badzmierowski, MEd, CSW, of Crisis
Prevention Institute, Inc. (CPI) said that "Prevention is
the best plan in preparing for any crisis. This begins with
the commitment of top leadership within the organization
to foster and nurture a culture of Respect, Service, and Safety
at L[%rk ~ at all times," said Badzmierowski. "It continues
with comprehensive training in crisis prevention and
intervention. Vital to this process is the development of
crisis plans, policies, and procedures as well as practice,
rehearsals, and drills in implementing all three."

Badzmierowski believes a debriefing process for everyone
involved, which offers an opportunity for employees and
employers alike to express feelings, identify needs, and to
learn and grow after a crisis situation.

"Following the 9/11 terrorist attacks, the American
Psychological Association (APA) was swift in their cautions
to top behavioral health professionals about the danger in

making any ̀rush to counsel,"' said Badzmierowski. "It is
vital that we continue to heed APA's advice in any type of
professional services provided after a disaster. It is important
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that behavioral health professionals refrain from making

any assumptions about the type of help or support that
people need following any traumatic event. Such

assumptions could do more harm than good in the long
run.

"This is not to say that professional assistance following
these events is not helpful. It simply means that we need

to let the survivors themselves be our guides. Different
people have different needs, and it is vital that differing
needs are taken into account when professionals assess the
situation."

Badzmierowski added that, following natural disasters

and other types of emergencies, the vast majority of people
experience normal reactions to abnormal situations.
Therefore, he thinks it is important that employers and
helping professionals realize that some people experience
extreme reactions and may need more intensive support
and intervention. Other people experience a prolonged
reaction that begins to interfere with their everyday lives,
and they may also require more specialized services. Some

people may find individual counseling sessions helpful.

Others find them intrusive. The same is true for group
therapy.

"People are quite resilient and will recover in their own

way and in their own time. It is vital that employers and
professionals provide opportunities for survivors to make

decisions about their own recovery," said Badzmierowski.

"Professionals can be most helpful by helping people meet

their own basic needs and helping them to identify what

they would find helpful in the long run."
Crisis Care Network (CCN) also has deep roots when it

comes to helping companies deal with disaster. The company,
which is headquartered in Grandville, Mich., managed to fill

a crucial role in the aftermath of Hurricane Katrina.
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"Over the last three years we have
partnered with over 80 EAPs," said
Bob VandePol, president of CCN.
Some have outsourced 100% of their
critical incident response with us."

Critical incident response service
ensures that those exposed to a critical
incident such as a hurricane,
earthquake or other- disaster, are
assessed and addressed at each step of
impact and recovery, using the most
efficient and efficacious methods
available.
CCN was indeed called to the front

lines of the New Orleans flood.
"We immediately, after the flood,

had one request to serve a business
under 10 feet of water, but we had
good Intel that told us we couldn't do
that one ... we treat these situations
much like Maslow's hierarchy of
needs."

VandePol said that this hierarchy
applied to a disaster makes a lot of
sense. For example, rather than dealing
with incident debriefing right away,
CCN's strategy was to make sure
people first had food, shelter, and
sustenance.

"There was also an isolation to
connectivity in this situation," said
VandePol. He added that, in the case
of a community tragedy, like a fire,
tornado or school shooting, when the
community experiences a tragedy
together they then can begin to deal
with it and heal together.

"In the case of Katrina, you lost that
community," said VandePol. "There
was 10 feet of water, looting and
violence, and arguably the largest mass
relocation and evacuation in our
history, so it was up to the employer
to provide that sense of connectivity
and community."

Through the critical incident
response service, CCN's staff tried to
bring order to chaos.
"We wanted to change the feeling

of helplessness to efficacy; nobody can
stop these things, everyone is helpless,
but if we return to work and a bit of a
normal routine, we may provide them
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with some of the next steps to help
them develop a self image of efficacy,"
said VandePol.

For some companies, Hurricane
Katrina was less of a time to panic and
more of a way to let their crisis
management plans kick in and run
their course.

.Ernst & Young, a major
international accounting and
consulting firm, had over 100
employees stationed in New Orleans
when Hurricane Katrina hit. Because
of planning and preparation through
the company's employee assistance and
work/life program called EY/Assist,

people's lives and jobs remained intact
throughout the hurricane and
subsequent flooding of New Orleans.

Sandra Turner, director of EY/
Assist, said that the disaster
management started long before the
floodwaters hit New Orleans.

"To prepare for Hurricane Katrina,
at first we spent a lot of time watching
the weather reports about where
Katrina was traveling," said Turner.
"Then, we quickly activated our
Emergency Role Call System.

The role call helps Ernst &Young
employees stay in contact with one
another when a disaster strikes
whether it's an event such as a
hurricane or a terror attack like 9/ 11.

In fact, past experiences like 9/11
have led EY Assist to where it is today.
"Our primary office is in New York

City, and after 9-11, everyone was
nervous," said Turner. "At that time,
firm security set up local and national
disaster preparedness programs; that
was the plan, they have been working
on this since 2002.
"EY/Assist is a part of the national

disaster preparedness team, and the
EAP was really an integral part of
dealing with disaster.

"Last year's hurricanes came
throughout Florida so we had a chance
to try our role call system," continued
Turner. We had a little
foreshadowing and built up some
experiences, but it was amazing how
our people responded this time."

When Hurricane Katrina started to
crescendo, EY/Assist initiated an
outreach team, who proactively called
every one of the New Orleans
employees to see if they were safe,
where they were located; and to gather
as much contact information as
possible at the time.
"Our building was effected by

flooding," said Turner. "The building
was standing, but did have'damage .. .
25 windows were blown out, and lots
of water and wind damage," said
Turner.

Right away, EY/Assist started to
help their employees relocate to other
cities. There was plenty of work
setting up shop in Baton Rouge, La.,
and the huge company already had an
office in Houston.
"We encouraged people to relocate

to Houston, but we worked on a case-
by-case basis, depending on where
their clients were located," said Turner.
"To support that, we offered people
cash right away in an amount of
$5,000 per person; up to $10, 000 if
they had dependents"

Ernst &Young additionally took
steps to secure homes for the New
Orleans employees in Houston by
signing a contract for 40 apartments
in the city.
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"We told employees that we would
subsidize the first month's rent, and
when you go for FEMA aid, kindly
return overage, so people took us up
on it, so all those apartments were
rented out," said Turner.

• ASSOCIATION
LABOR • MANAGEMENT • CONSULTANTS
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Turner thought that the relocation
and adjustment to work in Houston
provided employees with a lot of
structure; which after the disaster was
a positive aspect.
"We additionally held a ̀ town hall'

meeting in Houston," said Turner.
"Employees were there to touch base
and talk and to listen to a debriefing
and hear what the firm was doing and
see where they were going to be
located. Folks in Houston made
people feel welcome and at home.
"We also set up a buddy system, so

every person coming into the Houston
office would have a Houston buddy
to show them around to just help
them. There is a spouse support group,
for either gender, and the area partner's
wife set that up."

For Ernst &Young, recovery after
the disaster is an ongoing process.
"We have a lot of resources out

there; on the Internet and our site and
there's handouts in the office on an
ongoing basis," said Turner. ■

EAPA is on the move....
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What EAPs Need to Know About Overwork in America:
When the Way Employees Work Becomes Too Much

Executive Summary By Ellen Galinsky, fames T. Bond, Stacy S. Kim, Lois Backore, Erin Brownfield and Kelly Sakal

There is little question that the way
Americans work and live have changed
in recent years. The fast-paced, global
24/7 economy, the pressures of
competition and technology have
blurred the traditional boundaries
between work life and home life.
Furthermore, this new economy calls for
new skills — skills like responding
quickly to competing demands and
jumping from task to task. In response,
the topic of being overworked has
become a hot subject of discussion in
workplaces, in the media, in medical
journals, and in homes.

In 2001, the Families and Work
Institute (FWI) conducted a seminal
study on employees and employers to
define and measure the impact of being
overworked. Among the reasons FWI
began to investigate this phenomenon
were the following:
• In 1999, The National Institute for

Occupational Safety and Health
(NIOSH) stepped forward to report
that, because the nature of work is
changing at whirlwind speed,
perhaps now, more than ever, job
stress poses a threat to the health of
workers, and in turn, to the health
of organizations.

• In 2000, the World Health
Organization reported that by
2020, clinical depression was
expected to outrank cancer and
follow only heart disease to become
the second greatest cause of death
and disability worldwide.2

• In Ellen Galinsky's 1999 nationally
representative study called Ask the
Children, when asked their one wish
to improve how their mothers' and
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fathers' work affected their lives, most
children wished their mothers and
father3 would be less stressed and less
tired.

What Happens When
Employees Are
Overworked?

This is the question of ultimate
importance in this study. Does the fact
that one in three employees reports
being chronically overworked matter?
Does it create problems for employers,
employees and society at-large?

To conduct this set of analyses, FWI
divided employees into three groups
those who experience high, mid and low
levels of being overworked.

The study found that the more
overworked employees are:
• the more likely they are to make

mistakes at work. Twenty percent
(20%) of employees reporting high
overwork levels say they make a lot
ofmistakes atworkversus none (0%)
of those who experience low
overwork levels.

• the more likely they are to feel angry
at their employers for expecting
them to do so much. Thirty nine
percent (39%) of employees
experiencing high overwork levels
say they feel very angry toward their
employers versus only 1% who
experience low overwork levels.

How Are Employees' Work
Life Priorities F~elated to
Being Overworked?

Employees are affected by the work
environment and by how they
themselves approach and cope with
stressful situations. Previous studies we

have conducted revealed that employees'
priorities make a difference. Thus, FWI's
team of experts asked whether
employees' work life priorities are related
to how overworked they are. The study
found:
• Employees who are family-centric

(putting a higher priority on family
than on work) or dual-centric
(putting an equivalent priority on
family and work) are less likely to be
overworked than employees who are
work-centric.

.Although work-centric employees
work longer hours than others, and
longer work hours are associated with
being more overworked, this, by itself,
does not explain (statistically) why work-
centricemployees feel more overworked.
Indeed, one might assume that putting
work first, spending more time and
energy on one's job, and thus probably
getting more done, would leave work-
centric employees feeling
less overworked, but the opposite is
the case. ~
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If you are looking for a medium to express your knowlE

of the field, it's time to consider writing for EA. P Dige:

here are many benefits to becoming a contributor

to EAP Digest. Not only do you get to share your

expert ideas and research with colleagues in your

field, you will undoubtedly improve your professional

credibility by becoming a published author. Additionally,

you may even increase the reach of your business by

becoming published.

If you want to share your message with the industry, the

editorial staff at EAP Digest is always interested in

reviewing new manuscripts.

Please keep in mind that all contributions that are

under consideration to be published will be edited to meet

our specifications and that the editorial staff may choose

not to accept any unsolicited manuscripts.

Please submit articles that are an average length of

1,500-2000 words in a PC-formatted word document or text

only file. If you plan on submitting any graphs or charts,

please make sure that they are .TIF files.

Authors are responsible for

accuracy of all submitted mater:

including references, quotation;

and name spellings. All material

other than specific quotations

must be the author's own work.

If there is significant use of

copyrighted materials in the article, the author is

responsible for securing permission to use the material.

Authors are encouraged to include related readings,

resources or references, such as a short list of publications

that may help readers learn more about the content of

your article. Keep the list brief, no more than four or

five entries.

Please send submissions to Erin Brown Bell, Editor,

at erin@prponline.net, or ca1~ 1-800-453-7733
to discuss your idea via phone.

Delivers the website your customers deserve.
• Round-the-clock access to educational health and wellness materials.

•Thousands of pages of high quality, private-labeled information.
• Full usage statistics and utilization reports.

•Affordable and simple to maintain.

.~-- __ .____--.---__~ "We provide employee__—
~ 1.~I'eW, itch. ,. _ ., assistance services to
~- - dozens of companies:.~,m,.,..,_. _~ ..-~ = ~•- =: ~ with tens-o -thousands..:..... .... 

; r
~~__. w w•~..._._ of ernployees and we
=~ ' ~`' "" `' have to keep the lines of
~._. -

-_- commaulicaiton opera at all
- --------•-----~ - - times...With CenterSite,

informatioia is readily available on our website. People
can get what they need to know, when they need it, with no
wniti~Tg, /t s ensy to access and easy to use. "

— Angela Ste[igc~, LifeWatch EAP, Rhode /slcmd

EAP Digest Winter 2005

~ .

With its vast information library and accessible format,
CenterSite allows EAPs to provide clients with an
exceptional and cost-effective online benefit. Our partners
are winning clients by providing valuable information and
communication resources that benefit both executive
decision-makers and employees.

Learn more about the advantages of CenterSite and
how easy it can be to manage an online benefits website.
Contact us at 6i4.44g•4o55 or e-mail info@centersite.net
and let us demonstrate how CenterSite will deliver the
high-quality website you and your customers deserve.

wwwcentersite.net
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_ ,.r ~:; ;employee Orientation for YOUR EAP — 24/7!

~~ .... ✓ Welcome employees to the EAP anytime.

'~ ~~~,,,_ ✓Reach employees—locally or across the world.

✓Orient employees who miss live training.

✓Reach family members for the first time ever!

✓ Cut your training-related costs.

~'' Train newly hired employees.

s-' Cerfiify that employees received orientation

s~` Save time, paperwork, energy!

Get rid of "canned" and "old videos" forever.

~° Increase utilization, get more referrals, increase EAP value, identify
more at-risk troubled employees .. .

✓Licensed for your web site or run directly from the CD.

✓ Free customization with your logo, colors, procedures.

Welcome to the EAI~:
~~ Orientation for Employees

www.EAPtools.com
DFA Publishing 8 Considting, LLC
I'.O. Box 2944 Manteo, NC 27954 ~~ \~

(252) 473-4715 dfapublish~aol.c:om~ \~
(c) Copv~~ght 2004 All Rights Reserve ~~ ~e

Includes EAP key concepts employees should know.

• We've left nothing out because we know EAPs.

• Test questions and answers with automatic scoring.

• Automatically issued Certificate of Completion

• Printable pages.

• Takes about 20 minutes to complete, but make it longer or shorter.
It's up to you.

CEAP-authored and peer reviewed.

• A great price for internal or external EAPs.

incredible Features...

Easily placed on your web site and easy-to-use.
Based on the EAP Core Technology and accepted
principles of EAP theory. Save and return features
for interrupted training.

Optional Annual Servicing .. .

Everything EAPtools.com produces can be customized, including this training
program. Make significant changes to your training program yearly to inter-
vene with organizational concerns, new policies and procedures, and impor-
tant risk management issues. Upon purchase, we will send you an annual
renewal opportunity letter with all the instructions for making improvements
to your training program every year.

CALL TO PLACE YOUR ORDER
Dr. Jodi Jacobson Frey ~ ~ ~ ~ ~ ~ ~ ~

University of Maryland ' '!~

410-706-3607 ~ ~ ~ ~ ~


