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11th Annual Meeting

Tom O'Connor Steps into ALMACA Presidency
New ALMACA President Tom O'Connor

announced at the Presidents Luncheon of the
11th Annual Meeting a program of two major
projects that he will work for the accomplish-
ment of over the two years he will be in office.
O'Connor observed that "up to this point in

the growth of ALMACA, I see us as having
reached out into the field of industrial social
work and brought its people into ALMACA.
We reached out to labor, to bring its represen-
tatives into ALMACA. And litcewise we reach-
ed into the community of ~th~ recovering
alcoholics to bring them into ALMACA, and
similarly with other professiopal fields. Now we
have come of age," he said. "Now we are one
coordinated and cohesive rrt~It~~sFiplinary,
professional unit. We ale EAP people doing
EAP work. ~ ~
"Now, we as EAP profess~c~ als are ready

to move aggressively into mc~~stry; and into
labor, to deliver the EAP message —and to

convince them of the EAP n~a~~
"This plan, which I now su6~it to you as

a means towards accomplishing our goal, is
only intended as a preliminary fist raft. And

11th Annual Meeting

ALMACA incoming President Tom O'Connor (left) and incoming Vice President for Opera-
tions, Jack Hennessy of the International Longshoremen, photographed during an 11th An-
nual Meeting presentation.

it is subject to your modification and revision.
I solicit your criticism and comments, and your
suggestions," O'Connor said.
"This proposed plan involves all

White House's Turner Conveys
Mood of Continuing Federal Interest

Federal initiatives to combat drug abuse and
drug trafficking, health costs, the perceived
need to move alcoholism treatment out of
residential settings and into less expensive out-
patient modes, the need for a healthy work
force, employee assistance programs, the long-
standing cooperation of labor and management
on substance abuse issues, and research, among
other items, were dealt with in awide-ranging
keynote speech delivered to the 11th Annual
Meeting of ALMACA by Carlton 1~rner,
Ph.D., Senior Policy Advisor to the White
House.
Speaking first on the 1982 Federal Strategy

for the Prevention of Drug Abuse and Drug
Trafficking, which was announced by President
Reagan on October 2, Turner said that "major
initiatives were undertaken to restructure and
strengthen our resources. Much has already
been accomplished. The 1982 Federal Strategy
is a milestone in the President's fight against
drug abuse, and for the first time," Turner said
to the delight of his audience, "alcohol is in-
cluded in our drug abuse prevention strategy.

A second first in this drug abuse prevention
strategy," Turner said, "is the recognition of
the extent of the problem in the workplace and
the recognition of employee assistance pro-
grams as effective early intervention mecha-
nisms that° make ̀ sense' and, I might add,
`dollars.' They must make sense; over 57 per-
cent of the Fortune 500 Companies have such
programs. The employers that have them report
that after employee assistance programs are
established, their companies experience signifi-
cant reductions in lost work hours, disability
payments, and accidents."
Turner told Annual Meeting attendees that

"the 1982 strategy encourages the expansion
of alcohol and drug abuse treatment services
by the private sector and the expansion of third-
party payments for the treatment of alcoholism
and drug abuse. More than 30 states have now
adopted laws requiring health insurance
coverage of treatment of alcoholism on a man-
datory or optional basis; 13 states have similar
laws in reference to drug abuse treatment

(See TURNER, page 4)

ALMACANS at all levels. It involves the
National Board and the National staff. It in-
volves the regional and chapter officers. And

(See O'CONNOR, page 4)

11th Annual Meeting

Review of a
Presidency

By Ed Small

(Editor's Note: Ed Small, immediate past
President of ALMACA and EAP Coordinator
for the New York Times, gave no farewell
address at the 11th Annual Meeting of
ALMACA in Philadelphia. Instead, he ac-
knowledged abias against repeating himself and
referred his fellow ALMACANS to his final
report as President as it appeared in the Annual
Meeting Souvenir Journal. That article is
reprinted here.)

WHAT I PROMISED

There is a political aspect to being ALMACA
president. I admit I have enjoyed thoroughly
that part of being President and Chief Executive
Officer of our Association. One of the overtly
political things I did two years ago was to
publish a campaign brochure listing key objec-
tives. Iwould like to give a status report on

(See SMALL, page 6)
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EAPs Successful, Face Challenging Future
ALMACANS were told at their 11th Annual

Meeting Banquet in Philadelphia that "by your
dedication, your hard work, and the strength
of the programs you promote, ALMACA has
made immense strides in combating a major
social, economic, and public health problem of
our age in just a few years. Of that," the
speaker added, "you can be justifiably proud."
The speaker was William S. Woodside,

Chairman, American Can Company.
Before describing American Can's own pro-

gram, Woodside told his banquet audience that
"the old myths and stereotypes about alcohol-
ism are being worn down, slowly. Public un-
derstanding and public attitudes have begun to
change in our culture. Increasingly, the medical
and professional community's message that
alcoholism is a disease is being accepted. And
people are learning that alcoholism is treatable
and beatable. With proper care and follow-up,
the alcoholic can return to a fully functioning
role in society. Through increased understan-
ding," Woodside added, "we are just begin-
ning to repair some of the damage done to the
fabric of society by this tragic disease."

Woodside's additional remarks follow.

We in business can make still further progress
in identifying alcoholics and assisting them to
the proper channels for treatment and recovery,
IYs the humane thing to do. But in the profit-
oriented environment of business and industry,
employee assistance programs would be a hard
concept to sell if they were not also the smart,
cost-effective thing to do.
Like most of my business colleagues, I am

deeply concerned about the rising costs of health
care. National health expenditures now con-
sume ]0 percent of the entire GNP. And health

American Can Company Chairman William
S. Woodside, the featured speaker at the 11th
Annual ALMACA Meeting Banquet.

care costs are called to the attention of corporate
executives at every budget cycle.
The numbers are telling, to say the least. A

company that spends $100 million on health
related costs in 1980 will spend almost $310
million in 1990 if health care costs continue to
increase at the average rate of 12 percent each
year. If, on the other hand we can hold that rate
of increase to 11 percent each year, that com-
pany's health care bill in 1990 will be $25
million less in that one year alone.
The message those numbers convey is a sim-

ple one. We just cannot continue to pay for in-
efficient health care or preventable medical
problems. We turn to health promotion pro-
grams and early intervention processes because
they are among the best ways we know to
reduce costs, improve productivity, and save
lives.
With perhaps ]0 million alcoholics in

With a total of some 1,100 ALMACANS in attendance at the 11th Annual Meeting, turnout
for the Annual Banquet was impressive.

America costing our economy some $60 billion
a year in lost productivity, illness, and prop-
erty damage, an ounce of prevention would
seem very affordable indeed.
The employee assistance program concept

points out for both management and union a
clearly marked path along the road to health
promotion and disease prevention. And if EAPs
work as you and I think they do, then we owe
it to our corporations, our shareholders, and to
our employees to make certain that not only do
we have a program on paper, but a program
in fact and in substance.

I would like to spend a couple of minutes now
to tell you a little bit about American Can's ap-
proach to alcoholism and alcohol-related prob-
lems. I am not, certainly, presenting my com-
pany as the ideal model —but we have made,
I think, a decent start.
At American Can, our prevention emphasis

complements a broad on-going program aimed
at increasing overall health awareness among
our employees and their families. One intended
to help reduce escalating costs and contribute
to health .improvements.
We use a number of regular communications

and special events to address health habits
awareness, Many of our employees receive a
special health newsletter and headquarters area
employees can participate in an annual health
fair or attend lectures on matters of personal
health. But lef me give you a specific example
of what a truly creative communications con-
cept can achieve.
Two years ego, we introduced a program for

our Greenwich-area employees that was begun
by our Fingerhut subsidiary some years earlier
in the Minneapolis-St. Paul area. TATOO is
the name of the ,program and the acronym
stands for "Take a Taxi on Us." What that
means is that any of about 15,000 affected
employees — or someone they know and can
vouch for —have the option of a cab ride home
from anywhere at our company's expense
should they feel they have had too much to drink
to drive safely.

This is an entirely anonymous program with
no documentation required. To date, its greatest
impact has been on increasing the level of
awareness of the dangers of drinking and driv-
ing with our employees, and, through the
media, with the general public.
Another unique program started at American

Can this year offers genetic information and
counseling to our employees through the Na-
tional Genetics Foundation.We believe that
health roots or family histories help us to more
effectively serve the health interests of our
employees, and that their active, voluntary par-
ticipation can lead to positive health habits, and
a more informed understanding of how in-
herited factors may affect their lives. We know
that it has not been finally proven that a family
history of alcoholism is genetically transferred,
but there is evidence that suggests genetic
predisposition may exist in many cases.

(See WOODSIDE, page 7)
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Managemen
For EAPs that

t and Programming
Meet Company Needs

L. Stanley Crane, Chairman and Chief Ex-
ecutive Officer of Consolidated Rail Corpora-
tion (Conrail), PhIladelphia, PA, told a plenary
session gathering of ALMACANS attending the
11th Annual Meeting that it is "extremely im-
portanY' to address the problem of the work-
impaired troubled employee, "which," he said,
"has been a focus at Conrail since the company
was formed more than six years ago."

Certainly, the level of interest in the problem
at Conrail is more than adequately demonstrated
by the fact that the organization's top executive
officer chose to speak at the mid-morning
session.
Crane said be believed "Conrail's employee

assistance program is the first of its kind in the
railroad industry," but he~added that "em-
ployee assistance programs in many other in-
dustries often are not given the kind of atten-
tion we have given the program at Conrail. The
lack of attention," he said, ~`rr~akes your jobs
that much harder."
Crane told the asseinbled'1~~MACANS that

"you are actually doing two jobs. First, you
are working to help empl~ es solve some of
the personal problems tl~ataff~ct their job per-
formance, and even their job security. And sec-
ond; you are seeking an often elusive commit-
ment from management; why is absolutely
essential if you are to be of any benefit at all

11th Annual Meeting

L. Stanley Crane

to your clients, and to your organizations."
He added that "to be effective with your

(See CRANE, page S)

Postal Service's PAR Program
Receives 1982 Ross Von Weigand Award

The U.S. Postal Service and its Program for
Alcoholic Recovery (PAR) received
ALMACA's 1982 Ross Von Weigand Award
for an outstanding labor-management program
that provides assistance to employees who suf-
fer from alcoholism.
Postmaster General William F. Bolger ac-

cepted the award from ALMACA President

Thomas P. O'Connor in a presentation at the
convention's annual awards luncheon.
In accepting the award, Bolger praised the

260 counselors of the Postal Service PAR
Program.
"They are the people who gave this program

life and who make it the success that it is," said
(See PAR, page 9)

Photographed after ceremonies bestowing the Ross Von Weigand Award upon the U.S. Postal
Service's Program for Alcoholic Recovery are, left to right: Jack Hennessy, International
Longshoreman's Association; John MacPhee, PAR manager; Albert Henderson, represen-
ting Postal Workers' unions, Tom Delaney, ALMACA Executive Director; Postmaster General
William F. Bolger; incoming ALMACA President Tom O'Connor; and Bill Dunkin, of the
National Council on Alcoholism.

11th Annual Meeting

Labor's Tone
Growing Positive

Labor representatives from both the invited
panel and members of the audience spoke with
adversarial overtones during the Labor Meeting
that preceded the official opening of the 11th
ALMACA Annual Meeting in Philadelphia.
Sal Barbuto,Philadelphia Community Serv-

ices Representative from the APL-CIO, urged
labor members to "get involved as labor of-
ficials" in occupational programming, arguing
that "management will get rid of people who
are troublesome" if there is no joint program
where labor is committed to protecting
members' best interests. "The only good pro-
gram," Barbuto said "is a combined pro-
gram," leaving left unsaid but highly implicit
that in his view, perhaps the labor/management
roles within occupational programming had
both become diluted to the point where there
is little if any difference in the respective points
of view.
Acknowledging that the distressed national

economy "has made this program a hell of a
lot more manifest than at any other time,"
Barbuto likened it to the 1940s, pointing out that
it was then "management saw this problem (of
persons in the workplace harmfully involved
with alcohol and other drugs) and developed
programs principally under management
control. "

Another panelist, Dick Stanford of the Texas
AFL-CIO, warned the Labor Meeting audience
that the block grant program of federal funding
may end up as the death knell of many pro-
grams. ̀ `We need national standards," Stan-
fordsaid, "parameters to measure by," or there
will be no rationale for retaining alcohol and
other drug programs within the block grant
system.

Stanford also argued that with the plethora
of activities originating under the block grant
system, the EAP effort is being weakened and
alcoholism is getting lost as a health issue.
Harking back to his conviction that standards
are needed if occupational programming is to
survive, Stanford nonetheless cautioned that in
seeking evaluation for programming, managers
must be aware that "there are many charlatans
in the field" who have one or another ineffec-
tive evaluation program to peddle.

Stanford urged labor members to study close-
ly proposed legislation to take the place of
alcohol or other drug legislation that is on the
books but is not being enforced, particularly in
the area of drunk driving. His concern, he said,
is that new legislation may be so vigorous as
to "restigmatize" the person harmfully involy-
ed with alcohol. He cautioned, too, about in-
surance company tactics that he said indicated
undue consideration for "the buck". He cited
particularly what he called the practice by Blue
Cross/Blue Shield of ̀ ,`removing alcoholism
coverage when policies come up for renewal,
and then offering it as an option."
Doug Maguire of the International Associa-

tion of Machinists, said that when he first
(See LABOR, page 10)



O'CONNOR (From page 1)
it directly involves every single member of
ALIVIACA.
"The plan consists of two major projects;
"Project 1 involves. establishing an ongoing

relationship with every area Chamber of Com-
merce and every Central Labor Council in the
country. How many Chambers of Commerce
do you think hold associate membership in
ALMACA a4 the present time? I scanned
through the ALMACA directory of our 2,000
names, and did not see a single one —and the
same is true with Central Labor Councils, ex-
cluding the EAP representatives from individual
unions.
"This project consists of two parts," O'Con-

norsaid. "The first is a membership exchange
arrangement, or other direct affiliation, to foster
an ongoing relationship and explore mutual
areas where we might service and benefit each
other. The second is sponsorship by ALMACA
of an annual one-day "Symposium on EAP"
directly structured for the local business com-
munity, or the labor community, in coopera-
tion with the local ALMACA chapter, the area
Chamber of Commerce or Central Labor Coun-
cil, and a local industry-oriented university. If
this sounds somewhat blue-skyish, please be
assured that we have already developed the
model and tested it with excellent results. We
have firm commitments from two chapters to
implement this project in late spring 1983, and
are hopeful that. at least another six to eight
chapters will participate with us.
"I have assigned this project to the Develop-

ment Committee under the chairmanship of Ed
Marchesini. In the beginning, it will include all
10 regional directors, as ex-officio members,
to provide the interface and liaison with the
individual chapters. And the committee will ex-
pand from there, as the needs arise.
"Project 2 involves participation by

ALMACA outside the EAP field, in the annual
conventions and conference meetings conducted
by other organizations.
"(1) We wIll arrange for the design and con-

struction of a professional ALMACA exhibit
that can be displayed to visually carry Che EAP
message.
"(2) We will arrange for professional public

relations personnel to develop a packaged EAP
presentation on the purposes and functions and
goals of an EAP program, and the benefits of
such programs to employers and employees.
"(3) We will coordinate with the American

Society of Association Executives in
Washington, D.C. — of which ALMACA is
a member —and, represented by Tom Delaney
and Judith Evans, arrange for the display of the
ALMACA exhibit and'/or the presentation of the
EAP message.
"(4) We will appoint an ALMACA speakers

bureau and provide appropriate training to
effectively carry the EAP message.
"(5) We will solicit the entire ALMACA

membership for assistance and suggestions on
establishing a relationship with industry or labor
organizations where they may be affiliated to
display our exhibit and deliver our message.

"I wish to express my sincere gratitude to
all of you for this very great privilege you have
accorded me, to serve as your ALMACA Presi-

dent for the next two years. It is the very
greatest honor that has ever come into the life
of my wife and myself, and I pledge to you to
do the very best I am capable of, to justify in
some small measure this very great trust."
He added, "For those of you who have not

yet had an opportunity to read the President's
Report of Ed Small (see related article), which
is published in the ALMACA Annual Meeting
Souvenir Journal, I urge you to do so. It
highlights all of the accomplishments of the past
two years, and then it looks to the future. In
the second half of Ed's report, which is
captioned "A Vision for You," he says —and
I quote — "We must pull together in the
immediate future as a team, and reach outside
of our field to provide industry and labor with
the direction they need toward the goal of
establishing an employee alcoholism program
for every worker in the country."
O'Connor said Small's clear message is

"Move out —move into industry, and move
into labor; in your name, I accept this sug-
gestion, and this challenge, and I establish this
as the ALMACA goal for at least the next two
years. We are moving out —into industry and
into labor — to carry the EAP message."
O'Connor said he "would like to dispel two

possible misunderstandings.
"(1) ALMACA does not have any intention

of providing follow-up for individual employee
organizations, and thus will scrupulously avoid
any possible conflict of interest with our con-
sultant constituency.
(2) None of the foregoing is intended to

dilute or change the present ALMACA opera-
tion. I am positively committed to all of the
current ALMACA ongoing projects and
activities, and fully intend to continue steering
the same course, as Ed Small has charted for
us during the past two years. In fact, I wouldn't
dare to do otherwise. Ed has a favorite expres-
sion he likes to use when the occasion is
appropriate. ̀  ̀If it's working great, don't try to
fix it." Well, ALMACA has been working
excellently for the past two years, thanks to this
giant of a man named Small, and it would be
absolute folly for me to try to ̀ fix it'."
In closing, O'Connor said: "Unfortunately,

I can not guarantee to duplicate the performance
of Ed Small with his excellent results. But I will
pledge to work hard. And with your help, and
the cooperation from my wonderful wife plus
the grace of God, which I promise to invoke
for us every day of my two-year tenure. I

pledge you we will do our very best." ❑

~~~.111la~'t
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Thomas P. O'Connor
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TURNER (From page 1)
coverage. Insurance plans and carriers are in-
creasingly aware that, in the, absence of such
coverage, they later pay for more expensive
hospital-based care under subterfuge diagnoses
and/or because of accidents and illnesses that
could have been avoided.

"Through this recognition by enlightened
health insurance carriers, we are making some
inroads into keeping the lid on health costs,
which is a primary concern of this Administra-
tion," Turner said. He noted that over the
years, the saga about alcohol and drug abuse
treatment has changed from "alcoholism and
drug abuse are untreatable" to ̀  ̀it's treatable,
sometimes, but it costs too much," to "treat-
ment is frequently successful but somewhat ex-
pensive" to "treatment is frequently successful
and relatively inexpensive. All of this,"
Turner said, "is the result of: (1) a national
policy of moving alcohol and drug abuse treat-
ment from costly inpatient to outpatient or day-
treatment facilities, and (2) the alcohol and drug
abuse institutes' emphasis on. early identifica-
tion and intervention on the job."

Citing the more than 5,000 employee
assistance programs in effect today, Turner said
"most people'spend more than half of their
waking hours working, commuting to and from
work or thin~'ng about their work. No other
human actiV#ty occupies so much of our con-
scious time. Because of this fact, the worksite
offers s~rrie extremely interesting opportunities
for prevention activities,. not found in any other
setting. Lik wise, the worksite is a promising
setting for ~rs who return from treatment
to a life situation where daily support can be
gained.

"We need a ~eaiThy work force. We need it
for the well-~being~af the workers, employers,
labor unions, and for the well-being of the
nation. Employee assistance programs make a
direct and important contribution to maintain-
ing the healthaf~our work force. They are on
the forefront of our efforts to deal effectively
with stigmatized problems in the workplace.
These programs allow people to be identified
and helped at early stages of their disease. These
are sound principles of health care service
delivery, which result in substantial savings in
health care and human cost —for the in-
dividuals, their families, and society."
Turner added, however, that ̀  ̀the picture is

not all rosy. There are some unique problems.
Foremost among them is that people in need
of help with stigmatized problems usually do
not seek treatment willingly. Employee
assistance programs provide a dramatic example
of how people can be convinced to begin the
process of recovery... employees in danger
of chronic and progressive problems can be
helped before their problems reach such a point
of deterioration that they become disabled,
thereby needing extensive and expensive
treatment. "
Turning to the subject of cost in health-care

delivery, Turner said "we know that alcoholism
is devastating and chronic. The economic costs
of alcoholism and alcohol abuse come to near-
ly 50 billion dollars annually. Lost employment

(See TURNER, Page 5)



TURI~IER (From page 4)
and reduced productivity account for more than
half this amount.
"But the greatest cost of all is the enormous

human cost alcoholism and alcohol-related
problems cause individuals and their families."
Addressing his less gloomy perception,

'ilirner said that "despite the concrete indicators
of the severity of the public health problems we
face, there are many reasons for encourage-
ment. In just a few short years, there has been
a major shift in attitudes and perceptions. The
stigma historically attached to alcoholism and
drug abuse is diminishing; thus lowering the
barriers that prevented people from seeking
help.
"Employee assistance programs have con-

tributed to this change in public perceptions and
attitudes. The real fear shared by many workers
— that to acknowledge alcoholism or drug
abuse would be to risk their jobs —has de-
creased. The same workers often receive the
help they need rather than the punishment they
do not deserve! ~

"Another exciting, and'~v~ry important
feature of these programs," Turner said, "is
that labor and management are on the ̀ same
side of the table'..... not in adversarial roles,
since both employers and empl~e~s stand to
gain from these programs."

Turning his attention to tes~e~ ,Turner said
"a need for more sophistic ~Zed research was
noted two years ago when tip first National
Occupational Conference was held in Reston,
Virginia. I should point out I~that while the
first was supported by the federal-.government,
a second National Occupatiop 1 Research Con-
ference was supported by~r•~ funds
generated by the creative re§arch leadership
of ALMACA.
"The two occupational resEarch conferences

brought together the researchers and practi-
tioners, drawn from academe, research,
government, and industry, to review the cur-
rent status of research in the occupational field
and to offer recommendations for future
research. The body of issues has been identi-
fied. The next step is the stimulation of quality
applications to address these research issues."
'l~rner also spoke on the "New Federalism"

concepts of the Administration. "The
alcoholism, drug abuse and mental health fields
have grown considerably in the late '60s and
decade of the '70s. But growth in the 1980s will
be a different kind of growth; it will depend
greatly on the dynamic private movement in
these fields with the reinforcement of a strong
federal presence primarily felt in research
support, technology transfer, and, most im-
portant, our national leadership roles."

Turner said "the federal government will
continue to exert a leadership role in the
alcohol, drug abuse, and mental health field.
The most important federal mission will be the
support of research into the causes and solu-
tions of problems. We will continue national
leadership roles so vital to progress in this field
in preventing alcoholism and drug abuse pro-
grams from becoming one among the disenfran-
chised programs. The federal government must
help sustain the momentum achieved by occupa-

tional programs. This is important fora pro-
gram with such high payoff potential."

Turner noted that "while there have been
monumental accomplishments in the past
decade, the occupational movement is not
without its difficulties. First, the basic program-
ming model that stresses supervisory confron-
tation as the basis of impaired performance is
sometimes not appropriate for a number of
occupational and professional groups. Includ-
ed are executives, many professionals, those
who work in isolated settings, and. small
businesses that do not have a formal supervisor.
However, data have been gathered from
demonstration projects involving a university
faculty and a group of commercial airline pilots
that may be applicable to intervention strategies
designed for lawyers, physicians, priests, and
other unsupervised groups. The need to reach
upper-echelon personnel in both public and
private organizations currently stands out,
especially in light of reported drinking behavior
among members of these groups."
Turner added that "since companies imple-

ment aprogram on a voluntary basis, they
decide what constitutes the definition of a pro-
gram. This makes it difficult to define
benchmarks for this relatively new field. Some
reports indicate that some efforts that may be
perceived as programs by decision makers
would not be so considered by the occupational
field. This problem was alleviated when the

11th Annual Meeting

entire occupational constituency formed the
National Standards Committee and over the
span of two years developed the standards for
a program, standards that are in widespread use
today.
"A second difficulty that confronted you and

which you have met head-on is that you have
attracted the attention of so many other
disciplines and professions, anxious to jump
into the excitement but unequipped to do so.
Many of these newcomers are not well versed
on occupational issues and need training oppor-
tunities so they can acquire the skills and
knowledge base necessary to deliver high quali-
ty services. Working through one of its con-
tractors, NIAAA has developed a curriculum
that will provide the occupational specialist with
the expertise to deliver quality occupational pro-
grams. This curriculum will be disseminated
shortly to the field," Turner said.
Turner concluded his remarks by saying "this

Administration is solidly behind .you and the
contributions you are making to the nation's
health, the private sector's economy, and the
prevention of pain for our citizens. On behalf
of President Reagan and this Administration,
I wish you God speed as you leave this con-
ference to overcome Herculean tasks. You will
endure! It has been said if you can't stand the
heat, get out of the kitchen. I am sure the heat
of the kitchen will deter none of you, as
evidenced by your track record." ❑

Western Region to Hold Conference
ALMACA's Western Region has taken firm

first steps toward holding a regional conference
sometime in the spring of 1983.
The Western Region has never held a regional

conference. The decision to hold one in the
spring came out of a meeting of Western Region
representatives to ALMACA's 11th Annual
Meeting. Gary Atkins of Lockheed Missile and
Space Company, Sunnyvale, CA, was named
chairman of the projected conference.

Western Region representatives are to return
home and poll their fellow ALMACANS on a
number of points, including the all-embracing
one of "membership concerns," that could be
addressed at a regional conference. Conference
themes suggested at the region representatives'
meeting included the emerging needs for the
1980s, networking, cost-containment, produc-
tivity, and the larger issues of "wellness".

Another set of issues driving the need for a
regional conference, as identified by Don
Mazzone of Pacific Telephone, is that the
Western Region is perceived as being "less and
less involved" with ALMACA national and
needs to secure a voice in national ALMACA
affairs. Mazzone pointed out that such an
initiative would represent the views of many
persons who could not make it to any
ALMACA national affair but could be counted
on to attend a regional meeting.
There was agreement that the conference

should be held in the spring, preferably May
in order to avoid conflicts with other

constituent-interest activities such as the Betty
Ford National Conference and the annual
meeting of the National Council on Alcoholism.
However, Western Region members will be
asked what time of the year they prefer.
Western Region members will also be asked

to recommend sites for the conference. Those
suggested at the meeting included Southern
California, the California Bay area around San
Francisco, and the Santa Clara Valley.
E. Paul Hoover of Bethesda Employee

Assistance Services in Denver, CO, raised the
possibility that a regional conference may
interfere with content of the ALMACA national
meeting, but ALMACA Executive Director
Tom Delaney told the group that conflict could
be avoided by "keeping the regional agenda to
regional issues" that would very likely not
come up at a national conference.
Len Dursthoff of Hughes Aircraft Company,

Los Angeles, characterized the contemplated
Western Region conference as "a luxury that
would be terrific," and Jack Rose of Lockheed
in Burbank said a conference would be an
absolute improvement in bringing Western
Region people together. "We not only have no
connection with ALMACA national," Rose
said, "we don't even have it within our own
state. "
Western Region members are expected to be

polled on the various conference issues in order
for feedback to reach Atkins sometime in
December. ❑
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those objectives and please keep in mind that
I worked on all of these with the appropriate
Board members and committee chair people.
In the brochure, I promised to:
DEVELOP COMMUNICATIONS

Everyone concedes two-way communications
have improved dramatically, The AZ,MACAN
has been expanded and the leadership has been
highly visible throughout the organization.
INCREASE NATIONAL MEMBERSHIP .. .

November 1980 - 2,150 members. November
1982 - 3,300 members.
DEVELOP REGIONAL ACTIVITIES . .

Number of regional conferences growing and
the number of chapters co-sponsoring activities
are increasing.
ESTABLISH CHAPTERS .November

1980 - 25 chapters. November 1982 - 50
chapters, with 13 forming.
ACCREDIT COUNSELORS ...There is a

consensus among our membership that this is
best left to counseling organizations; however,
an ad hoc committee will report their findings
at our conference this year.
ACCREDIT PROGRAM MANAGERS AND

CONSULTANTS ...There is a consensus that
nobody is qualified to do this. Organizations and
unions know the type of people they want for
these jobs and individual voting membership in
ALMACA signifies this standing. Personnel
Committee is looking into criteria to guide com-
panies and unions.
IMPROVE FUNDING ... We are now sol-

vent, although a long way from having one
year's operating expenses in our reserve fund,
Developing funding mechanisms is an ongoing
project.
I feel that all of these things were accom-

plished in the first year of my administration
and left us time to go on to some other impor-
tant matters.
(1) We put the letter "L" back in
ALMACA. Organized labor realizes that it is
a fully participating member in the ALMACA
membership team.
(2) We formed an ad hoc public relations

committee on the use of the ALMACA logo and
development of future publicity to corporations
and unions about employee programs.
(3) We renewed efforts to resolve confusion

about who is entitled to individual voting
membership.
(4) A research conference was held in At-

lanta, Georgia, in 1981.
(5) Job specifications were written for na-

tional Board and National Office staff.
(6) National Office staff services to member-

shiphave increased and improved dramatically.
(7) We founded Fellows in ALMACA to

honor our founders and hardest workers.
(S) We approved standards for occupational

alcoholism/assistance programs.
(9) We assured national representation on a

vigorous Board.
(10) We focused the Association so that it

has clear national identity as the voice of oc-
cupational alcoholism/assistance programs.

A VISION FOR YOU

Based upon my two years experience, I want
to briefly discuss what I see for us in the future.

~, .: ~ ~. ,

Outgoing President Ed Small passes the gavel to incoming President Tom O'Connor.

I believe there has been a tendency in our field
to react to emergencies rather than seta direc-
tion to follow and I think we have written a
history of doing what we must do to survive
rather than define an organizational philosophy
that we can adhere to.
Teamwork will be more important than ever

in the future for our Association. We simply
cannot assume that any one personality can
solve all our problems. We have had two years
of a National Board working together and we
have seen the dramatic results that are possi-
ble. We must pull together in the immediate
future as a team and reach outside of our field
to provide industry and labor with the direc-
tion it needs toward the goal of establishing an
employee alcoholism program for every worker
in the country.
Under Tom Delaney, our Executive Direc-

tor, and Judith Evans, our Associate Executive
Director, we have seen what can be done by
a crackerjack management team. We must have
this type of professional staff backup for every
Board function. Volunteers simply can not get
the job done and do a fair job for their employer
at the same time. Our National office staff will
be professionalized and expanded in the future
so that we have afund-riaser, public relations
person, professional writer, and can provide the
type of accurate statistics on our membership
that computers can feed us today. There is no
reason why the National office staff cannot pro-
vide guidance when it comes to budgeting, tax
laws, and bookkeeping for the chapters and
regions in the future.
The membership question is still with us and

will be for some time. I think personally it
would be unfortunate to allow us to drift into
an Association of clinicians who do not accu-
rately represent corporate and union interests.
I have repeatedly said that if ALMACA
becomes something other than what it was in-
tended to be in order to grow large, it will
diminish in importance as a result of a valuable
identity thrown away in the name of expedien-

cy. There are many marvelous organizations
representing clinicians. The members who have
expressed fe~r~to me about ALMACA losing
its identity ate not paranoid. Many organiza-
tions in our field have drifted into being other
than what,. they started out to be and have
diminished in importance after losing their
focus. We-must continue our partnership of
associate rile bers who are interested in the
employed alc~lic and individual voting
members who, work in companies and unions
but, by rctainiig tl~ei~ voting privileges, keep
the focus w}~re wise people think it belongs.
The power in our Association is now a blend

of the National Board, National staff and leaders
in the regions and chapters. The National of-
fice and Natiopal Board will continue to act as
a clearinghouse for experience in this field for
all the memiZers. It will continue to provide a
national identity;~lobby on the national level,
and provide things such as a national newslet-
ter, aprofessional journal, a national conference
with national presenters, and help to mediate
disputes not easily solved at the local level.
My experience indicates that we must

strengthen the Executive Director position in
order to bring stability to the business of manag-
ing ALMACA. We must put limits on elec-
tioneering in the future so that we don't change
organizational direction every two years just for
the hell of it.
I would like to end this report with the word

"enthusiasm. " If there is one thing that has
made the presidency great fun, it has been the
enthusiasm of the Board members and chapter
presidents I have had the privIlege to serve with,
We may not have always agreed but we always
arrived at a solution and ended by respecting
one another's opinion. I look forward with
pleasure to being a working part of ALMACA
and hope that we do not lose the enthusiastic
edge for many years to come.
I hope to see all of you at our annual con-

ferences and meetings in the years ahead. It has
been a great honor serving you. Goodbye. ❑
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In our program, a genetic health history ques-

tionnaire is filled out by the interested
employee. The data are then reviewed and the
implications shared with the participants, in-
cluding any preventive measures that may be
recommended. This service is part of our
overall effort to help our employees take greater
responsibility for their own health. It is another
important part in our preventive health care pro-
gram and represents the first time in the U.S.
that such a service has been available to
employees of any major corporation.
As a corporation, we have also lent signifi-

cant financial support on a local and national
basis to organizations involved in caring for
alcoholism victims and in developing the
research that will help us better deal with this
problem. The American Can Company Foun-
dation will continue to emphasize this goal in
the future.

Currently we are working on an educational
and promotional film in cooperation with the
state of New York in whiet~ and other promi-
nent New York and PhiladeYphia CEOs will
endorse the concept of EAX's,~~
Many of you know that our company has

recently moved into the financial services
business, through acquisition of several in-
surance companies. We are']c~ol,~t ways in
which we can exercise some forr►~ of corporate
social responsibility, vi -a-vii alcoholism,
through our life, health,`d~c`ci~ent policies.
Our experience with EAPs ~egae in 1969 on

an ad hoc basis in one of our plant location com-
munities. The program. in tlta~st~e plant was
very successful and management~gave it official
recognition in 1972. Since then; employee ac-
cessibility to an EAP has groin t,\ughout
American Can.
Like many other companies involved in

change through acquisition, we inherited
various EAPs. Other EAP programs for Amer-
ican Can employees, we initiated ourselves.

In 1976, we began a program for 3,000
salaried employees working at l2 locations in
Connecticut, New York, and New Jersey. This
program has been run and run very successfully
for us by an outside consultant, Don Sandin.
The program has been a good one and in 1980
we extended it to several more locations, adding
another 2,500 employees and their families.

To date, more than 400 employees have been
referred for expert counseling through the
Sandin-administered program. The overwhelm-
ing majority have used it on a completely volun-
tary, self-referral basis.
More recently, in a joint project with the

United Steelworkers of America, four addi-
tional American Can locations were introduced
to the employee assistance concept. Begun in
July of last year, the program became fully
operational this year in Chicago, St. Paul, St.
Louis, and Oakland. Some 1,600 new employ-
eesare now served through this plan, and based
on past performance, we expect excellent
results.

We know that our EAPs have allowed us to
help our employees to better cope with alco-
holism, alcohol abuse, and many other personal
and family programs, but we're not entirely
content with our progress.

We need to achieve improvements in both the
level of employee participation and in the
uniform administration of these programs
across our many subsidiaries. Closer direction
and control will permit better defined goals and
more targeted results.

We welcome efforts to develop standards for
EAPs, such as those worked on last year by
people from ALMACA, and others on the com-
mittee chaired by Dan Sandin. We are taking
a hard look at our range of programs now, with
an eye to more effective implementation.

In all cases, we have insisted on adequate
medical coverage through our benefit plans.
This is vital to the success of the EAP process,
and we are constantly reviewing the coverage
to insure that it encourages rather than retards
maximum participation for those it is intended
to help.

I am, of course, pleased to share with you
some of our experiences at American Can. But
I want to go beyond that in my talk tonight and
offer you what amounts to my personal views
on a number of ways to expand and strengthen
EAPs in the forthcoming years.

Like you, I want to see the EAP movement
succeed. We —all of us —have made progress
—there is no question about that. But we should
not be deluded by past success. Self-delusion
or unguarded optimism will not position us very
well for the necessary and even more strenuous
efforts that we'll need to undertake in the next
several years.

It is in that spirit that I offer the following
observations.

First, if EAPs work as well as we have been
led to believe, then we must ask ourselves why
it is that only 12 percent of our nation's work
force has access to them.

I do not believe that inflation and the reces-
sion are sufficient reasons to ever delay start-
ing an EAP. If these programs save money for
a corporation along the lines of the reports I
have seen, and the things we have learned from
our own experience, then they are at least as
valuabe in hard economic times as they are in
good times.

We will, in my opinion, need to look beyond
the mega-corporations if we want to expand the
reach of EAPs in he 1980s. It is always heart
warming to have the captains of industry come
before this group to sing the praises of EAPs,
but our present challenge and opportunity lies
with smaller and mid-sized companies. Workers
in companies with fewer than 100 employees
constitute 54 percent of our nation's work force.
And the percentage of workers in these smaller
businesses who have access to any EAP is
infinitesimal.

But even among larger corporations where
EAPs are more common, I find a disturbing
weakness. This is the second observation I wish
to share with you tonight. Simply stated, it is
one thing to say you have an EAP program and
it is something entirely different to say you have
an EAP program that is strong and well used.

It is important not to delude ourselves by em-
phasizing the number of EAPs rather than the
number of people who use them. There is a
glaring discrepancy —often too hard to

overlook —when we compare estimates of the
percentage of the work force with alcohol-
related problems with the percentage of workers
who use an EAP when it is available to them.

There are many reasons why an EAP may
be underutilized. But one in particular calls out
for special attention by ALMACA. That issue
is health insurance coverage for alcoholism
treatment. It is the third and final point I wish
to raise with you.

To effectively reduce the incidence of
alcoholism among our work forces we need to
go beyond installing an EAP process. Alcohol-
ics traditionally deny that they have a problem,
that they need help. A good EAP counselor can
help at least partly to overcome the denial syn-
drome and get an alcoholic employee to seek
treatment. But treatment'can be expensive. A
potential cost of several thousand dollars may
be sufficiently high to dissuade an employee
from enrolling in treatment.

So we support stongly adequate and appro-
priate health insurance coverage for alcoholism
treatment and aftercare. I believe that the costs
of such coverage are more than offset by the
costs of medical care to pay for the conse-
quences of untreated alcoholism and the lost
productivity that results when an alcoholic
employee continues to try to work.

Health insurance coverage is a necessary ele-
ment in our efforts to combat alcoholism. An
EAP without health insurance coverage for
alcoholism treatment is no better than health in-
surance coverage without an EAP. You need
both.

Industry will voluntarily support broad health
insurance coverage for alcoholism treatment
when it demonstrates — as I believe it can —
that such coverage is effective and cost-
effective. Ioppose the effort to mandate
coverage because I think it is not the best, and
may be the worst way to convince business
leaders that such coverage for alcoholism treat-
ment is in their best interest.

If you have a stong case for making health
insurance coverage for alcoholism treatment
part of a group health plan, then I urge you
make that case in the corporate boardroom
rather than in legislative hearing rooms where
you invite corporate opposition to the idea of
still another regulation.

Let me conclude my remarks this evening
with the following message.
In my opinion, ALMACA has had an ex-

emplary past but faces a difficult future. I
believe you are up to the challenge.

The needs you address are unquestioned; the
opportunities you have are unmistakable; the
apparatus you have is in place — it has been
tried, it has been tested, and it works. But your
work, our work, is unfinished — it has in fact
only just begun.

It will take an enormous amount of energy
and dedication to redouble our efforts, and,
more important, redouble the accomplishments
of your first eleven years in the next three or
four. But that's exactly what's needed.

And, I trust that every one of you in this room
tonight will agree with me that it is well worth
the try. ❑
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clients, you must exercise compassion, sen-
sitivity, and perserverance, To be effective
within your organization takes a lot more than
dropping a note in the company suRRestion
box. "
The text of Crane's talk follows.

In many ways, the railroad industry has taken
a lead in dealing with these problems. One
reason for that is that the railroad industry is
perhaps one of the few industries that have
seriously investigated the costs and the impact
of problem drinking and alcoholism. We know
that the drinking and problem drinking rates of
railroad workers are about the same as com-
parable rates nationally. We also know that
problem drinking occurs among all types of
railroad employees, whether they are ex-
ecutives, managers, or operating personnel, and
we know the incidence and degree of the prob-
lem among these types of employees. This in-
formation, which has formed the basis for Con-
rail's program planning, was gathered in a study
of seven railroads conducted in 1978 by the
Federal Railroad Administration.

These facts from the FRA study showed how
much the problem of alcoholism hurts railroad
employees, and how much it hurts the profit-
ability of the company. These facts revealed
evidence that was specific enough to lead to a
strong positive response — a commitment by
management and rail labor. In other words, the
extent of the problem was identified, and we
are moving forward to doing something about
it.

Now, as a result, there is problably no bet-
ter example of management commitment to
employee assistance programs than the program
that exists at Conrail today. That is due in large
part to what we learned from the FRA study,
but it also grew out of the concern of the rail
brotherhoods for their members. The unions
were successful in getting management to look
at the problem on the Penn Central railroad
when the Penn Central was bankrupt. The
employee assistance program established by the
Penn Central came to Conrail and was expanded
to include. employees of the five other
predecessor railroads as well.

That was just the beginning. Although the
counselors were out there and doing good work,
the program was uneven. When we looked at
the information in the FRA study, things started
to move. The results were filtered through the
layers of management, and the most significant
consequence was a more active partnership be-
tween counselors, local management, and local
labor. The problem had been pinpointed, and
from there it was only a matter of working on
the best possible solutions.

A lot has been done. We have not only con-
tinued the original commitment, we have en-
larged our program with additional staffing and
additional financial resources.

Now, as Chairman, I have some choices that
I can exercise in my attempt to roll over Con-
rail's bottom line from red ink to black ink —
which is where we are now —and to keep it
there. I could let our employee assistance pro-

gram rest on its laurels, or I can make other
kinds of decisions.
The people who administer Conrail's pro-

gram, however, have done a good enough job
of keeping me up on the success of our
company-wide effort that it would be a grave
mistake to let it slide. We have an excellent pro-
gram operating at Conrail, and one that is get-
ting better results as time goes on. From 1978
to 1981, the years following the FRA study,
the number of employees and their dependents
seeking help from our employee assistance pro-
gram increased by more than 130 percent. John
Gorman, manager of our program, also tells me
that the immediate impact of a letter I sent to
all employees in July of 1981, a letter that in-
formed them about the availability of our serv-
ice and indicating my strong support of the pro-
gram, brought a 60 percent increase in new
referrals. Nearly half of those who used the
service that year used it voluntarily, and 91 per-
cent were referred before disciplinary action
was necessary. This means we are heading off
disciplinary measures for work-performance
problems that stem from personal problems.
And we are helping the company keep workers
in whom we have invested a great deal of time
and money, and whose knowledge and ex-
perience are valuable to us in operating the
railroad.
There is one other good piece of information

that makes an impression on me. In 1981 we
believe we saved five dollars for every one
dollar we spent on our counseling service.

It is for good reason, then, that Conrail is
strengthening its existing commitment to
employee counseling. We are preparing now
to move ahead with a 16-hour training program
for all of our employees in managerial and
supervisory positions. This training will focus
on how to identify alcohol and drug-related
problems in employees, and how to respond.
We have also extended our service to depend-
ants, because they have a bearing on the well-
being of anyone who arrives at Conrail for work
each day.

It is the program administrator who plans this
program, but it is the staff who make it work.
They are on the front line. While I am busy
looking at the impact on the bottom line, the
staff injects the necessary human element from
the management side of our employee assistance
program.
For that reason, our counseling sevice is a

function within our Human Resources and
Labor Relations Departments, so we are able to
maintain the important support of our labor
unions, and benefit from their advice. Indeed,
every department supports our counseling serv-
ice. My point is that it is essential for our serv-
ice to have this support and visibIlity throughout
the company in order to be successful.
I have talked a lot about Conrail. As far as

I know, Conrail may be the only railroad and
the only company that has devoted this much
time and effort to this subject.
But where are you now in applying these

solutions? You may be in the position of figur-
ing out which way to go and how to get there.
Well, I have been dwelling on the experience
at Conrail in hopes that it can provide an ex-
ample that will help you find your direction,
give you some ideas, or, at least provide you

with some encouragement. While your work
may be frustrating, it is never without the
possibility of success.
Some of you must begin at the beginning.

You must identify the extent of the problem in
your own company. The railroad industry was
fortunate, and Conrail was fortunate, to have
the benefit of the study conducted by the Federal
Railroad Administration. That was a luxury for
us. But you cannot hesitate to seek the help and
resources of labor organizations, private foun-
dations, or the resources of your own company.
You need to convince management of the need
by presenting concrete information, and finding
that information is part of your job.
For your program to continue and to be suc-

cessfal, your CEO also needs to know what its
benefits are. What will be the return on the in-
vestment? Alittle earlier I mentioned that Con-
rail saves five dollars for every one dollar it
spends on its employee assistance program.
That is the kind of information that you need
to dig out. This is very difficult to do, because
you are involved in a qualitative effort. But it
is not impossible. If you believe that what you
are doing on behalf of your organization is
valuable, then you must be prepared to put
together the justification that is necessary. That
is not aone-shot deal, however. You must set
up an ongoing system of accountability that
demonstrates the value of your program.
Your next challenge is your companion

challenge every step of the way. And that is to
position~uur program within your organization
so that you have access to all layers of manage-
ment, top Y bottom. It should be obvious to
you that Joh~orman is good at that, or you
would not be meeting here in Philadelphia, and
I would not be speaking to you today, where
my full focus is on-the subject of employee
assistance pi~agr~~s.

As I mentioned earlier, Conrail's employee
assistance pc~g~m is administered from Human
Resources and Labor Relations. There are a
number of reasons for that: so that employees
can use it; so that it is perceived as a fringe
benefit rathertl~an as a punitive tool; and so that
it has greater support and visibility, whether that
is in my office or~any other. In Conrail's case,
I am able to learn about the status of our
counseling program through reports that are
presented at weekly meetings of our Operating
Committee. I am not necessarily suggesting that
your program has to be a part of Human
Resources or Labor Relations. But I am recom-
mending that you integrate your program into
your organization in whatever way is the best
way for accomplishing your objectives.

What all of this basically boils down to is this:
Counseling is not enough in this day and age.
You also need to become effective program
managers. As managers, you have got to be able
to translate what is a qualitative effort into terms
that are understandable to the people in the com-
pany who ultimately must make the decisions
on what you are doing. In short, you need to
know what is going on, how you can be involy-
ed, and who else should get into the act.
And this is still not enough. As you move

from your role as counselor to manager, you
have got to think ahead. You must think about

(See CRANE, page 9)
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the future. At Conrail, our program has evolved
and matured. It focuses on alcoholism prob-
lems, and it focuses on drug related problems.
And now it focuses on emotional and financial
problems, which it did not do in the beginning.
These were the needs that emerged, and so we
have attempted to address them as they arose.

For example, it is already clear that our so-
ciety is relying more and more on technology.
The auto manufacturers are depending on robots
to do certain kinds of jobs. Others are relying
on computers. Smokestack industries are
declining, Service industries are growing. All
of these changes have implications that we do
not even know about, yet we must try to an-
ticipate their effects on our work force.

As industry evolves, there will be new de-
mands. Conrail, for example, has undergone
many changes over the past six years. Economic
conditions have required that we pare down our
work force. We have placed demands for higher
productivity for those whca~remain. We have
added the new technology -Conrail has the
largest commercial, centralize~i`computer facil-
ity on the eastern seaboard — to help us reduce
our costs. We now operate ~n a climate of
deregulation that increases our competitive
pressures. Because of these ~i~~~e~ at ConraIl,
additional demands have been placed on our
employees and on our co~apselors.

An instance comes t m ni d~that, on the face
of it, had nothing at all to do with counseling
services to our employees,,~~ur direct ex-
perience with alabor-manage ~ent project to
improve efficiency at one of our terminals un-
covered areal need to addre~ the personal
problems of employees. The ~onse~q ence that
will interest you is that we funded a position
for afull-time counselor at that location,
because helping to solve pe~sonal problems
emerged as a factor in getting the efficiency im-
provements we were looking~fo~.

So you must work hard. You must think, you
must act, and you must also be patient. You
must identify the problems, and you must pre-
sent the solutions. And if your solutions are re-
jected, you must be ready with alternative solu-
tions. This is not so different from what you
already do on your job, I am sure. Success is
mostly a matter of translating the strategies you
use with individuals into strategies you can use
with institutions and organizations. But you
must keep up to date, on all fronts — in your
personal skills, and in expanding your
knowledge of the environments you work in.
And then, I think, you will begin to see the
rewards of your efforts. And so will your
companies. D

Mid-Appalachian
Chapter Officers

P. Keith Lambert is the new presi-
dent of the Mid-Appalachian Chapter
of ALMACA. Marjorie Kimmel is vice
president, Jim Goodwin is secretary,
and Norm Brake is treasurer.
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Bolger. "They are the ones who daily invest
their energies and talents in the critical battle
against alcoholism."
The PAR program was established in 1968

as a pilot program in the San Francisco Post
Office. Today the PAR program is in 146 postal
facilities and is available to most of the Postal
Service's 670,000 employees.
Bolger said programs like PAR make good

business sense in that an employee who recovers
from alcoholism returns as a productive
member of the organization. Bolger estimated
that the Postal Service has saved millions of
dollars as the result of PAR.
The Postmaster General also. paid tribute to

the Postal Service's national unions and na-
tional management associations that have sup-
ported the PAR program.
The edited text of Bolger's remarks follows.

Thank you very much for this award and for
your gracious words as well. It is an honor that
I gladly and proudly accept on behalf of the
Postal Service and our Program for Alcoholic
Recovery, or PAR, as it is better known.

Really though, it should not be me up here.
It should be the 260 counselors of PAR, the men
and women who are the backbone, and the
heart, and the soul of our program. They are
the people who give this program life, and who
make it the success that it is. They are the ones
who daily invest their energies and talents in
the critical battle against alcoholism.
To them, I extend my own personal, as well

as professional, gratitude and praise. This
award is truly theirs.

I would be remiss if I did not also single out
the several people who have done so much over
the years to build and develop our PAR
program.
In particular, I want to pay tribute to the

memory of the first director of PAR, Stanley
Day, who, in 1968, provided the leadership
for the first formal PAR program.

It began at the San Francisco Post Office as
a pilot program. And as I am sure you can im-
agine, not everyone was sure it would work.
But, as you now know, and as this award

demonstrates, PAR has proved itself far beyond
even our loftiest expectations.
That is true because Stanley Day had a dream

and he kept after it. And after he refired in 1974,
Katie Bailey took up where he left off. Katie
guided the expansion of the program from some
30 cities in 1974, to the point where it was
available to most of our 670,000 employees
when she retired in 1979.
Today, as you know, it is a nationwide pro-

gram and everyone in the Postal Service has ac-
cess to it. Again, the success and growth of
PAR is due to the courage, the stamina and
determination, and the selfless commitment of
Stan Day and Katie Bailey, and after these two
pioneers, to Arly Henderson, and now to John
MacPhee, who today is responsible for over 260
PAR counselors in 146 postal facilites.
I emphasize these individuals because PAR,

above all else, is a people program.

It is a program run by people for people with
a tragic illness. And I do not use the word
"tragic" to be melodramatic. The fact of the
matter is that alcoholism is indeed tragic, both
for the person who is afflicted by it and for
everyone around him or her. Whether it creates
its havoc quickly or acts slowly, it wastes
human potential and human life, It is a disease
that is terribly debilitating both to the human
body and to the spirit.
But, it is also a disease that can be treated

...indeed, as our PAR program has demon-
strated time and time again, it is a disease that
can be beaten.
The inherent philosophy of PAR is that the

employee suffering from alcoholism is first of
all a person. He or she did not choose to become
a victim of this disease', any more than one
decides to become a victim of heart disease or
cancer, diabetes or hypertension. And, like the
victims of these other diseases, with proper
treatment, the person stricken by alcoholism can
be rehabilitated and can continue to function as
a normal and productive member of society.
Of course, this also means that we are com-

mitted to providing the alcoholic employee with
treatment so that he or she can continue to be
a productive member of the postal family. This,
after all, is simply a matter of good business
sense, in fact, good dollars and cents. We
estimate that PAR has saved the Postal Service
millions of dollars since its inception, so it is
a very cost-effective program.
Since the inception of PAR, over 33,000

postal employees have been interviewed. Of
these, approximately 24,000 have participated
in the program; 12,000 are now active, and
7,000 have successfully completed the program.
On the one hand, these statistics are im-

pressive. We are proud we have been able to
reach and give assistance to this many of our
employees.
But on the other hand, we are aware of how

many more of our people with this dreaded
disease go untreated. And lately, we have
become increasingly aware of how many of our
employees, particularly younger ones, are suf-
fering from a dual addiction to both drugs and
alcohol. These employees present us with a
whole new set of problems, and as John Mac-
Phee will confirm, the remedies we have
developed in PAR don't always work with these
new cases. So our work has just begun, and I
assure you, our commitment to the continued
development of PAR is just as strong, if not
stronger than ever before.

Before closing, I want to pay tribute to two
other important groups, and those are the na-
tional unions of the Postal Service and our na-
tional management associations. Lonnie John-
son, the president of our Mailhandlers Union,
is here today, and I would like him to stand up
and be recognized ...Lonnie and his fellow
union presidents have given PAR a big boost
over the years.

Certainly, as the members of ALMACA
know, it would be impossible for a program like
PAR to be so successful without the active sup-
port of the leadership of these groups. In ac-
cepting this award, I want them to realize that
I accept it in their behalf as well, and I am
grateful for their continued cooperation. ❑
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The Worker Damaged
By Debt

By Edgar P. Marchesini
Manager-Employee Advisory Services
Metropolitan Life Insurance Company

Metropolitan Life established its employee
assistance program in 1962 to provide confiden-
tial counseling on a wide variety of employee
problems. Our staff of six counselors is train-
ed to deal with these diverse situations, and con-
duct most of the counseling in-house. In fact,
about 85 percent of the counseling is handled
on the premises with only 15 percent referred
out to professional resources.

I.E~B~R (From page 3)

entered the business of occupational program-
ming, he took his first case with the pledge that
"we'll beat the company." He did. Unhappi-
ly, the grievant with whom he ' `beat the com-
pany" could not achieve a lasting sobriety.
Nonetheless, he said, he stayed with the pro-
gram, saw attitudes change, and witnessed the
development of.a close working relationship
between labor and management in the area of
occupational programming, "I have even,"
Maguire said, "gone along with the firing of
a member so that he could be helped."
Maguire is still, however, the strong union

type that assures successful labor representa-
tion within occupational programs. For ex-
ample, he told the Labor Meeting audience that
he recently threatened a leading industry with
a labor boycott unless it changed its treatment
philosophy as practiced under its HMO. He
reported that the industry responded favorably,
but indicated that had no one gone forward as

Annually, we handle a very large number of
financial problems and this is understandable
when you consider the difficulty of maintain-
ing afamily in these times of high inflation and
even higher interest rates. The cost of living
has been rising steadily for more than a decade,
and employees find it very difficult to make
ends meet.

In addition, there are employees who have
financial difficulties because they cannot
manage their family budget or they live beyond
their means. In some cases, this extravagance
is triggered by a serious drinking or drug pro-
lem or some other cosily illness. The Employee
Advisory Services staff is equipped to provide
these individuals with financial advice and
guidance. The staff is trained in money manage-
mentand budgeting, and often they can resolve
cases by simply working out a realistic budget
with the employee and family and instructing

a union man, it is unlikely the standards would
have changed.

A comparatively mild presentation at the
Labor Meeting was that given by Lou Escue
of the Communications Workers of America.
Escue said he remembered when he "saw our
people being fired, suspended, what have you,
and we were using the grievance procedure to
get jobs back." He said "60 percent of our
grievances were related to alcohol or drugs."

Organization of the Member Assistance Pro-
gram resulted in a number of positive new ap-
proaches to the alcohol and drug problem. "We
became pro-people," Escue said, "not pro-
union, not pro-management, but pro-people."
He pointed out that in the in-service training
that is such a vital part of occupational program-
ming, "the management people were trained
right alongside the union people."

Escue said, too, "we are not counselors. We
counsel to the point of referral. We are people
helping people." ❑

Doug Maguire, of the International Association of Machinists and Aerospace Workers, speaks
to some of the concerns preoccupying labor thinking while his colleagues listen. Left to right,
they are: Dick Stanford, Workers Assistance Program of Texas; Jack Hennessey, Interna-
tional Longshoremen's Assceiation; Sal Barbuto, Philadelphia Community Services Represen-
tative, AFL-CIO; Tom Pasco, United Auto Workers; Maguire; George Cobb, International
Longshoremen's and Warehousemen's Union; and Lou Escue, Communication Workers of
America.
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them on how to manage their financial affairs,
especially credit. In addition, they also provide
employees with information about obtaining
loans from banks and other financial organi-
za[ions.

In some situations, employees incur in-
debtedness they cannot pay off. In these situa-
tions, they are advised about various alter-
natives, such as public assistance, bankruptcy
procedures, and Consumer Credit Counseling
Services in the community where arrangements
can be made to have indebtedness managed
professionally.
In addition, the company has a special fund

called the Hegeman Memorial Trust Fund,
which is used to provide tax-free grants to needy
employees who have no other recourse. These
hardship situations are investigated by
Employee Advisory Services who also recom-
mend specific grants to the Fund admin-
istrator. ❑
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Regions Seek Closer Ties
Among Selves and National

Regional activities within AL-
MACA, ~s~~eported during the 11th
Annual Meeting, reflect such concerns
as closer ties with ALMACA National
and~witl~in -the regions themselves.
Most re~ions plan regional confer-

ences, t efinancial benefits of which
the EastRegion demonstrated by
giving A~ ACA National some
$6,300 as part oFits earnings From its
regional co~lfer-wlce.
The Ceti a~ Region reported that

some 60 people attended its regional
confere~c~ast June in Kansas. The
next Centrals Region conference is
scheduled~fo~ Akron, Ohio, April
10-12. The Central Region is also
hosting tie next ALMACA Annual
Meeting in 1~Iinneapolis.
The WestPry~ Region reported ac-

quisition of a number of new chapters,
and has identified as its major con-
cern aregional conference of its own.
The Western Region reported it is
deeply concerned with increasing and
improving communication with
ALMACA National.
The Southern Region plans its re-

gional conference for March 13 and
14, with the goal of establishing a bet-
ter network in the South, character-
ized in its own report as a relatively
poorly informed area.
The International Region reported

a definite change in ALMACA status
outside the United States. A year ago,
according to its report, the feeling out-
side the U.S. was that U.S. standards
as expressed through ALMACA Na-
tional should not be imposed upon the
rest of the world. Now, however, new
people and more organizations are
seeking ALMACA assistance.



11th Annual Meeting

ALMACA Awards
Lew Presnall received a special

award from the OPCA at the AL-
MACA Annual Meeting, an award
characterized as "merely the symbol
of the fact that a great many people
have been willing to share ..."

Other awards:

ALMACA Special Recognition Award
— Management based program.
Awarded to Jack Guest, EAP manager
for Hughes Aircraft. The award is
presented to the person who con-
tributed to the development of the
employee assistance program field
through amanagement-based pro-
gram. Nominees should be admin-
istrators or consultants with a number
of years in the ~81~1, who have been
responsible for the development
and/or promotion ~' ~ program or
programs that are models or are out-
standing successes:
ALMACA Specigl.~tecognition Award
— Labor based,progTam. Awarded to
R. B. (Andy). Anderson of the PAR
program, Chicago. This award is

presented to the person who con-
tributed to the development of the
field through a labor based program.
Nominees should be administrators or
consultants with a number of years ex-
perience with labor-based programs
who have been responsible for the
development and/or promotion of a
program or programs that are models
or are outstanding successes.
The ALMACA Achievement Award.

Awarded to Dale Masi, HHS, the first
woman to be recognized by ALMACA
with this type award. The award is
given to recognize one person's
outstanding contribution to the oc-
cupational alcoholism field throughout
his or her career. Whereas the other
ALMACA awards (including the Von
Wiegand Award) are tied to a pro-
gram, this award does not have to be.
Nominees can be anyone who has
made a major contribution to the sup-
port of the Geld. In judging the
nominees for this award, particular at-
tention will be paid to a person's total
contribution throughout a career.

In the photo above, Lew Presnall looks over his award as Tom O'Connor (far left)
incoming ALMACA President, looks on with Jim Roth (second from left) and Jiro
~ancek (far right). In the photo below, those seated at the awards breakfast head table
were Rev. John McVernon, Len Dursthoff, Isabelle O'Connor, Tom O'Connor, Jim
Francek, Dale Masi, Tom Pasco, Lew Presnall, and Jim Roth.

~~i

Illinois Holds
Fourth Annual Conference

The Fourth Annual Illinois ALMACA Con-
ference,co-sponsored by the Chicago Federa-
tion of Labor and Industrial Union Council
(AFL-CIO), was a tremendous success, accord-
ing to feedback from conference participants.
The theme of the conference — "Employee

Assistance Programs in Health Care Delivery:
Emerging Special Issues" — attracted over 200
participants to the conference, held October 22
in Chicago.
The conference featured four tracks, in-

cluding "Differential Assessment of
Alcoholism and Mental Illness, Signs and
Symptoms," "Labor/Management Issues,"
"Current Issues in Drug Abuse," and "Vital
Program Issues." Each track consisted of four
workshops related in some way to the overall
theme of the track.
Workshops in the first track included the

alcoholic family system, family violence,
depression, suicide, and alcoholism, and
psychosis. Workshops in track two included
performance appraisal, arbitration, and the
unique features of labor's role in EAPs.
Workshops in the third track included

recognition and treatment of non-narcotic drug
addiction, the effects of cocaine and other
stimulants on humans, selected resources of the
public funded drug treatment center, and the
addicted mother. Finally, workshops on track
four included marketing and promotion of
employee assistance programs within an
organization, program evaluation, legal issues
in confidentiality in the workplace, and factors
to consider in developing a treatment network.
Local talent was used to present the

workshops in all cases except one. Special
thanks goes to Bill Combs of the International
Aerospace Machinist Workers Union for his
role in assisting in the conference and par-
ticipating in the labor-management workshops.
The luncheon speaker was Illinois Secretary

of State Jim Edgar, who spoke about the success
of the DWI program in the state of Illinois.
Opening speaker was Al Towers, assistant to
the director of the Chicago Federation of Labor.
A special thanks goes to the following per-

sons: Mike Stroden, Chicago Transit Authori-
ty, Conference Chairperson; Sheila Monaghan,
Consolidated Rail Corporation, Program Com-
mittee Chairperson; Gary Koca, Office of
Personnel Management, Hotel Committee
Chairperson; Chuck Calvert, UAW Loca1719
Electromotive Division, General Motors, Labor
Committee Chairperson; Bill Schleicher,
Western Electric, CEU Committee Chair-
person; Thomas Skiles, Skiles and Associates,
Public Relations; and Sunny Lucia, Skokie
Valley Hospital, Registration Committee
Chairperson; and Track Coordinators Sandy
Buckles, Louis DiFonso, Sally Lipscomb, and
Chuck Calvert. ❑

MINNEAPOLIS
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Executive. Director's Report to the ALMACA Board of Directors

Since the Board Meeting of April 1,
ALMACA has continued its recent pattern of
growth and is increasingly recognized as a ma-
jorforce in the alcoholism field throughout the
United States. Since other government and
voluntary agencies appear to be having a more
difficult time, there are some pressures for
ALMACA to expand into other parts of the
alcoholism filed. We have resisted these in the
firm belief that ALMACA needs to focus on
its mission within the occupational alcoholism
field and that the constructive role ALMACA
should play regarding other parts of the
alcoholism field is to be supportive of those na-
tional organizations whose primary mission is
in other areas, such as treatment, counseling,
public education, and drunk driving.
There are also pressures to expand AL-

MACA into other aspects of industrial medicine
and hygiene, beyond the occupational alcohol-
ism field. Since as recently as the discussion
on program'standards that took place at the San
Diego Board Meeting last November, the Board
reiterated ALMACA's primary comrrritment to
occupational alcoholism; we continue to shape
an organization to provide national leadership
in the occupational alcoholism field. Since most
ALMACA members direct or consult broad-
based EAP programs, it also relates to a broad
range of occupational health problems. AL-
MACA has a responsibility to see that current
fads, such as wellness in the workplace, stress
reduction and holistic health, do not serve as
substitutes for occupational alcoholism efforts.
There have been two specific efforts since

April where ALMACA has reached out to a na-
tional membership group that has the potential
for contributing to a growth in the occupational
alcoholism field. These are the National
Association of Social Workers and the
American Society of Personnel Administrators,
with Jim Francek and Rowland Austin, respec-
tively, leading these efforts. The ALMACA
Research Conference held in April in Atlanta
was an effort to reach out to another group, i.e.,
researchers.

There are several efforts within ALMACA
to provide a sharper focus on the occupational
alcoholism field. At the request of President
Small, Tom Goulet chaired an ad hoc public
relations committee to develop guidelines for
the use of the ALMACA name and logo. Under
the leadership of Michael O'Brien, the member-
ship committee is developing criteria for deter-
mining if a member or applicant meets the re-
quirements for membership. The Vice Presi-
dent for Administration, Betty Reddy, with the
Personnel Committee, is developing position
descriptions for common. job classes found in
the occupational alcoholism field. At the request
of President Small, the chairman of the Treat-
ment Committee, Uwe Gunnersen, is compar-
ing the uses of various modalities.

By Tom Delaney
ALMACA Executive Director

There have been several activities regarding
program standards. At the November meeting,
the Board gave conditional approval to the pro-
gram standards that had been developed by the
joint ALMACA/NCA/AFL-CIO committee.
Don Sandin has furnished ALMACA with a
large supply of these and we have distributed
single copies upon request. During the summer,
Miss Rhonda Dorfman, a student at the School
of Public Health at the University of North
Carolina, surveyed a large sample of
ALMACA members to determine their ex-
perience with these standards. Herb Martey, Ecl
Small and rr~yself met with Bill Dunkin of NCA
and Don Sandin to develop the agenda for the
multi-agency committee. It will be reduced in
size to four members each from NCA and
ALMACA and a corresponding reduction from
the other organizations. Darrell Sorenson of the

11th Annual Meeting

"Good Start" Made On
New Admin Procedures

ALMACA Vice President for Ad-
ministration Betty Reddy told the
annual business meeting that "a
good start" has been made on solidi-
fying and standardizing the ad-
ministrative procedures that cause
ALMACA's wheels to go 'round.
She announced that position descrip-

tions have been written for ALMACA
national staff and Board members and
that guidelines have been drawn up for
policy and procedures, including mat-
ters of ethics, and that guidelines have
also been established for nominations,
awards, and conferences, and for the
ALMACAN advisory committee.
Chapter presidents will get kits of

the new administrative material to be
shared with their chapter members so
that further improvements and other
refinements may be made.
Ms. Reddy also told the business

meeting that the Personnel Com-
mittee is researching the ground-
work for the establishment of stan-
dards for employee assistance pro-
gram administrators. She said "some
500 EAP administrators" have
responded to the initial research,
describing skills, attitudes, knowledge
needed by EAP persons in leadership
positions.
Ms. Reddy said that another "deli-

cate and essential" task was also
being researched — i.e., how to deal
with the impaired EAP professional.
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Union Pacific Railroad is the new chairman of
the inter-ag~'ncy group.
I have worked with International Regional

Representative Bob F~`ederick on two other
projects to promote occupational alcoholism
programming. One is a project to develop a file
of all resources available for occupational
alcoholism outside of North America. While
obviously a big project, we have started a file
and the collection of information. As a result
of a meeting which Bob, myself, George Chrit-
ton, and Ed Small had with Dr. Carlton Turner
of the White House, several ALMACA mem-
bers are working on a project that will utilize
TV spots with celebrities to promote occupa-
tional alcoholism,
The national office staff is maintaining a

heavy workload without expansion. Just the ex-
pansion of AL;MACA itself causes more work.
Our membership is now above 3,200 and we
have 49 chapte~s~ Last spring, we implemented
a computerized membership record system
along with a revised application form. Although
there are-stj~l occasional delays (as there will
always be), we are now doing a much better
job of processing membership.

The admin~ tion of the Annual Meeting re-
quires amajor po ion of staff time. Associate
Director Judith Evans spends almost full time
on this. W$h the heed-tQassist the regions with
their conferei~s; this becomes ayear-round
job. Fortunately she is a top notch convention
manager. The success of the 1981 Annual
Meeting and apparent success of the 1982
meeting are a reflection of her capabilities. With
the income from the Annual Meeting, increased
membership, ~d~ertising revenue from The
ALMACAN, and a`frugal treasurer, our finan-
cial position conU't~~es to improve. I hasten to
add, however, that with the economy in con-
tinuing trouble, we need to avoid the tempta-
tion to undertake any major new expenditures.
In my opinion, the most usual reason for the
demise of national organizations is an inability
to refrain from getting involved in a lot of new
projects.
The lease for the present office space has been

renewed for atwo-year period ending in Sep-
tember, 1984, at only a small increase. The in-
crease was provided for in the 1982-83 budget.
Earlier this year, the ALMACA retirement plan
was extended to the three employees not
previously covered. A disability insurance will
be instituted this fall. These, too, can be handled
within the present budget. This is the first time
ALMACA has been able to offer a complete
fringe benefit package for its employees.
The same staff continues to serve the mem-

bership through the National office. There has
been some internal shifting of responsibilities.
As mentioned above, Judith Evans is providing
increasing assistance to regions and chapters on

(See DELANEY, page 13)
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conferences and seminars, as well as manag-
ing the Annual Meeting. She also handles the
selling and servicing of advertisements for the
AI,MACAN. Her efforts to start a newsletter
for chapter officers did not advance because no
chapter responded to her request for materials.
Debra Bradley maintains the books and handles
accounts payable and receivable. This includes
billing for advertisers and other services. She
assumed increasing responsibilities in connec-
tion with the Annual Meeting. Pat Meyers has
responsibility for handling new and renewal
membership appications, including providing
information to the computer service. She
handles questions from members and chapters
about membership. Wes Sanchez is handling the
International Region project to develop a direc-
tory and chapter records including processing
petitions for new chapters. He is the primary
operator for the word processor, for which new
uses are being developed.

I had my first opportulr ity to work with an
ALMACA nominating committee. Its chairper-
son, Dick Hessler, has submitted a report that
is included with the other committee reports
provided to the Board. WbrlFing with Sandra
Turner, chairman of the`F~d~tion and Train-
ing Committee, and I=I~nk (i'~v~ ft~om South-
ern Bell and John Gorm n of Conrail, we have
the ALMACA video tram ;~s available for
chapters. Several meetings ~e held with the
program committee for the 1 2 Annual Meet-
ing and with the Delaw e~alley Chapter
members involved with th~t~e~ing. National
staff has met with Minnesota CRapter members
to start the program planning for the 1983
meeting, as well as the hote~manydgement. We
have even had preliminary discussions with the
Denver Chapter about the 1984 meeting. We
need to pick a site for 1985 quickly and, under
the rotating regional system, it should be in the
Southern Region.

Earlier, I mentioned that changes are impact-
ing on the roles of public and private agencies
in the alcoholism field. ALMACA is a member
of the National Coalition for Adequate Alco-
holism Programs. While we continue to sup-
port its efforts, it has come upon hard times due
mainly to the fact that many of its members had
their main source of support, federal funding,
reduced. In face of this, I have tried to develop
relationships around specific issues with the
organizations that seem to be strongest, such
as the National Council on Alcoholism, the Na-
tional Association of Alcoholism Treatment
Centers, NIAAA and the National Association
of Alcoholism and Drug Abuse Counselors.
Additionally, ALMACA has spoken out on
issues of specific concern to the occupational
alcoholism field. President Small and Madeleine
Tramm (representing labor committee chair,
Jack Hennessy) testified at a hearing of the
Senate Subcommittee on Alcoholism. Jim Ed-
wards continues to provide me with support and
advice on legislative issues. In that regard, I
have received several requests lately from
chapters for suggestions for state legislation that
will be helpful to the occupational alcoholism
field. ❑
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Membership Committee Meeting
What was expected to be a volatile

and possibly even acrimonious Mem-
bership Committee meeting at
ALMACA's 11th Annual Meeting
evolved instead as a relatively quiet
and considered discussion of member
categories and rights and privileges.
Most of the credit for keeping the

meeting moving smoothly and without
heated debate goes to Tom Pasco of the
United Auto Workers, who served as
parliamentarian. Committee Chair-
man Mike O'Brien of the Westchester
Council on Alcoholism, and O'Brien's
predecessor, Jack Campbell of
Reynolds Metals, were also at the head
table for the meeting.
The principal points of discussion

revolved around the student member
category and requirements for
membership on a voting individual
basis.
In the case of student membership,

there was discussion of the require-
ment that in order to be qualified,
persons concerned must be enrolled in
a degree program in alcoholism with
an interest in some occupational area.
One suggestion was to develop an ex-
panded definition of the student
membership to delete the word
"degree" and insert in its place the
words "human services field." It also
suggested that ALMACA expand the
area of acceptable study from
alcoholism only "to any related field."
Tom Hudson of Philadelphia

Newspapers suggested having a single
category of membership, and calling
it individual. However, he recom-
mended development of 10 categories
or functions so that any person satis-
fying seven or more of these categories
would be allowed to vote; persons
satisfying only six or fewer of the cate-
gories would not be allowed to vote.

Hudson also recommended a re-
vision of the dues structure so that
those persons paying the same dues,
regardless of their membership
category, would enjoy the same
membership rights; and he urged the
committee to launder the words
"labor", "management", and "in-
dependent" so as to provide a clear
consensus as to what the words mean
and bring interpretation down to an
absolute minimum level.

It was recommended at the meeting
by associate members (who have no
votes) that voting rights be provided
associate members who represent
legitimate treatment facilities; the
appropriateness of the individual case,
it was recommended, could be deter-
mined by an interview, a review of
curricula vitae, and other documen-
table research into the professional
qualifications of the person being con-
sidered. It was also recommended that
persons who have spent long periods
of time as nonvoting associate
members be elevated to a voting
position.

Bill Combs of the International
Association of Machinists cautioned
the committee against opening the
doors to ALMACA membership too
wide. He also urged the committee to
bear in mind during its deliberations
that "membership committees are
made up of people, and people need
guidance, especially in cases where
rules need to be made stronger and
generally upgraded."
The membership question, and the

notions it raises about qualifying stan-
dards, is intricate and will require con-
tinued single-minded effort to resolve.
Committee Chairman Mike O'Brien
urged that members be advised the
matter is being worked on.

Tom Delaney addresses the Annual Meeting business meeting. Others at the table are, left
to right, Bill Carnahan, Betty Reddy, Joan McCrea, Tom Pasco, and Ed Small. One unan-
ticipated item of business raised at the meeting was a motion that the President appoint a
committee to investigate changing the ALMACA name so as to reflect the presence of employee
assistance program personnel within the organization.
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The History, Design, and Results of the NationaY
Occupational Alcoholism/Assistance Program Standards Survey, 1982

By Rhonda A. Dorfman
MPH Candidate

University of North Carolina
Department of Health Policy &Administration

At the 10th Annual meeting in San Diego a
year ago, the ALMACA Board approved for
pilot testing the National Standards for Occupa-
tional Alcoholism/Assistance Programs. The
official standards had been developed by the
Occupational Alcoholism Program Standards
Committee. The national organizations involved
in the development of these standards were:
National Council on Alcoholism; the Occupa-
tional Program Consultants Association;
National Institute on Alcohol Abuse and
Alcoholism; U.S. Office of Personnel Manage-
ment; and the AFL-CIO. The chairman of this
committee is Donald Sandin. Currently, these
standards are recognized- as suggested
guidelines. A pilot test was conceived to assess
the validity of the proposed standards to guide
new and to evaluate old EAP programs.
The Occupational Alcoholism Program Stan-

dards Committee presented a statement of
benefits that guided the pilot test. Together, the
benefits were grouped into three categories:

(1) Self-Evaluation of Existing Programs:
Current administrators/consultants can upgrade
or modify EAP programs to conform to recom-
mended guidelines. Comprehensive EAP
services will improve program effectiveness.
(2) Direction for IVew Programs: New ad-

ministrators have an established framework to
develop EAP services. By setting minimal stan-
dards, substandard or paper programs will be
avoided.
(3) National Recognition: National standards

improve an EAP's credibility as a professional
service. The federal government will have
accepted standards to use as guidelines for
government programs, grants, and other efforts.
Awareness of EAPs' value will be enhanced by
showing the standards to management in private
corporations, labor organizations, or public
agencies.
ALMACA Executive Director Tom Delaney

initiated a summer project to pilot test the
National Standards for Occupational
Alcoholism/Assistance Programs. As a
graduate student at UNC School of Public
Health, I designed, implemented, and analyzed
the survey instrument, completing the survey
as my fieldwork. The project is not part of a
thesis or coursework and its responses are
treated confidentially. This project is strictly for
the ALMACA membership.

On May 26, I met with Tom Delaney and
Donald Sandin to outline the plan for the test
pilot. Together, goals and objectives were set
for a survey of ALMACA's membership. First,
a timetable was established for survey design,
pilot test, final survey modifications, and data

collection. Second, standard research
methodology was followed to ensure valid
results through random distribution. Finally, a
pretest questionnaire was planned to get
membership feedback on the survey design.
The National Standards pretest was design-

ed to include at least one question on each com-
ponent of the Standards, from Policy Statement
thru Staff Performance Evaluation. In addition,
a survey question was posed to help assess how
well the standards are known and distributed
within the profession.
On June 3, 1982, some 10 pretest surveys

were mailed to Washington, D.C. area EAP ad-
ministrators and consultants. A sample was
chosen that would represent as much variety as
possible — union, private corporation, govern-
ment agency, consultant, for example. The
letters were mailed with an enclosed cover letter
explaining the purpose of the study. The follow-
ing locations were selected: Amtrack; Washing-
ton Hospital Center; Potomac Electric Power
Co.; COPE, Inc.; C&P Telephone Co.; Com-
mercial &Industrial Program, Greater Balti-
more Committee; Reynolds Aluminum Com-
pany; International Communications Agency;
Association of Flight Attendants; and Westing-
house Defense &Electronic System Center.
Sandin, Chairman of the Occupational Stan-

dards Committee, Herbert Martey, Chairman of
the ALMACA Standards Committee, and Pro-
fessor Walter Reichman, Chairman of
ALMACA's Research Committee, were in-
formed of all activities. The cover letter
specifically asked for constructive criticism.
Based on the pretest group feedback, the survey
was modified. Many questions were unclear,
confusing, and not applicable to the diverse
ALMACA membership. By June 22, all 10
pretests were received.
The results indicate the pretest sample

operated by the Standards overwhelmingly. In
many instances, 100 percent of the programs
contained program procedures outlined by the
National Standards. However, this group was
preselected. We recognized them as well-run,
organized programs. They were selected
because we expected honest, quick feedback to
our survey. The only poorly used program
feature was in the area of refresher courses. Six-
ty percent of the sample did not offer refresher
courses for personnel attending EAP orienta-
tion sessions. Within the pretest group, 70 per-
cent had a copy of the National Standards.
However, only 30 percent showed them to their
organization's top management. It is important
that the Standards be shown to top management.
National distribution improves an EAP's
credibility as a professional service. National
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standards will improve the ability of consultants
to market EAP programs.
On June 25, 1982, the finalized National

Standards Questionnaire was mailed. The study
asked 330 ALMACA individual members about
their use of the National Standards. These
ALMACANS were chosen by random sample
from the total individual member population of
about 1300. We selected individual members
because their primary function is the develop-
ment, implementation, and/or administration of
occupational alcoholism programs. Each
respondent received a survey and cover letter
explaining the background and purpose of the
study. The response rate was approximately 45
percent.
In terms of research methodology, there were

some problems. First, consultants were asked
to complete the questionnaire to represent the
typical preg~m tliey developed. One large EAP
consulting firm~answered 10 surveys for each
program they. operate. All 10 were included in
the results. Sec~dly, consultants had difficul-
ty with quest ons whin they operated many
diverse EAP programs. For example, con-
sultants ch~cked~hau],Ley operated for unions,
private corpor~tians, and public agencies in-
stead of marking themselves as private con-
sultants. [alt ugh them were some reporting
biases, it is~e~nfident the results are valid
and useful. In~g~neral, there was a good
geographic distribution in the sample. Similarly,
unions and cQmpapies, consultants and ad-
ministrators, were all well represented.
There are some~~roblems in the survey in-

strument itself. Peter J. Schweitzer, EAP direc-
tor for the New York Department of Correc-
tions, wrote a critique and sent the New York
City Program Managers survey. Foremost, this
survey was designed as a general census to
determine the extent of National Standazd usage
among the membership. No specific program
information was requested. For example, re-
ferral services were asked if they were covered
by medical insurance, whether they reimburse
alcohol, drug, and/or mental health services
plus the coverage inpatient or outpatient. As
Schweitzer observed, we can not assess the
quality or quantity of insurance coverage. The
questions allow for a great deal of variability.
There is a definite tradeoff for more questions
— lower response rates. For this survey's
purpose, a general categorical answer seems
sufficient. It can form a stepping stone to more
specific questionnaires in the future. In addi-
tion, the survey needs space to allow an EAP
manager to explain why a certain standard is
not established. Originally, the standards were

(See STANDARDS, page 15)
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adopted as guidelines. Guidelines allow for flex-
ibility to each unique EAP situation.
A total of 151 responses to the survey were

received. They showed overwhelmingly the
widespread utilization of the National Stan-
dards. Highlights of the findings:
(1) Policy Statement — 92 percent of
ALMACANS surveyed had a written policy
statement. All respondents stated job per-
formance as a referral criteria. The low top
labor support (53 percent) reflects nonunion
sites, not antiunion sentiment.
(2) Confidentiality — Written consent is re-

quired in 98.6 percent of the locations surveyed.
(3) Procedures for Union-Management

Referral —There is a need for written pro-
cedures among the membership. EAP ad-
ministrators and counselors need specific
guidelines for client management. At least one
quarter of the membership had no written
procedures for referral.
(4) Procedures for ,Voluntary Use by

Employees/Family — Part~ipation included in
96 percent of the EAP programs surveyed.
(5) Organizational Location =The majority

of responses (64 percent) were private corpora-
tions. Yet unions (15 percent); public agencies.
(23 percent), and consultants (8_percent) were
represented. The consultant figure is tow. Many
consultants checked all the locations — private
company, public agency, uni n~ahomever they
had contracts with. ~\ ~ ~,
(6) Physical Location —~ ~9~pe~cent of the

programs provided services~~ confidential,
accessible environment.
(7) Recordkeeping — Formal client records

are maintained by 97~percent of the member-
ship. Records are important to cli~r►~services
and to future program evaluations.
(8) Relation to Medical Disability Insurance
— 92 percent of ALMACATTS,surveyed had
medical insurance coverage for referral
services. In the members with coverage, 98
percent had alcohol services, 92.7 percent drug
services, and 95 percent mental health services.
Coverage was higher for inpatient over out-
patient for alcohol, drug .abuse, and mental
health services. It appears EAP programs may
be subsidizing more expensive services based
upon insurance coverage.
(9) Malpractice Liability Insurance — 74

percent of the programs were covered by
malpractice insurance.
(10) EAP Staff Qualifications — 77 percent

of the surveyed had job descriptions for EAP
staff. Job descriptions help to formalize the role
of EAP staff in an organization. Perhaps model
job descriptions distributed among the chapters
could promote this effort.
(11) Qualifications of EAP Staff — Con-

tinuing education occurs in only 48 percent of
the programs surveyed. This seems to be the
least used standard, and yet an important one
for the growth and development of EAP pro-
grams. One problem may be the phraseology
of the question in the survey. It asked if con-
tinuing education is a requirement, not an
option.
(12) Communicating EAP services to

Employees and Family — 91 percent of the pro-
grams held an employee orientation session. Yet

only 64 percent sent a letter to the employee's
home. The letter home is the only way the fami-
ly can learn about EAP services available.
(13) Employee Education — 93 percent of

the surveyed conducted employee education
sessions through publicity. The most common
method was the company newsletter or
bulletins. Almost all the respondents used one
or more methods. There were many alternative
methods written in by the members. For ex-
ample, brown bag lunches, EAP wallet cards,
workshops, and employee meetings.
(14) Orientation of Management/Union

Representatives — 91 percent of management
and supervisory personnel had an orientation
program explaining EAP activities. The low
union representative figure (58 percent) results
from non-union locations in the survey. Some
88 percent of these had constructive confron-
tation training and 84 percent had refresher
courses.
(15) Resource File — 92 percent of all pro-

grams had a resource file of community services
available for employee problems.
(16) Program Review Evaluation — 83 per-

cent of all respondents evaluated their programs
annually. In the past five years, less than half
conducted client satisfaction (42 percent) or cost
efficiency/effectiveness (49 percent) evalua-
tions. These are both important to justifying an
EAP existence.
(17) Staff Performance Evaluations — 75

percent of programs had staff evaluations; EAP
staff should be monitored like any profession.
In the area of awareness of National Stan-

dards, only 58 percent of the members had a
copy of the Standards. One purpose of the
Standards is to gain national recognition for
EAP services. Foremost, the members must
know about the Standards before others will
learn. ALMACA must have a publicity cam-
paign to teach the members about the Stand-
ards. Moreover, the members with Standards
only showed them to top management in 52 per-
cent of the cases. Members need to show the
Standards to top management to build EAP
credibility as a professional service.

Policy recommendations developed from the
described efforts:

(1) The survey results demonstrate active use
of the National Standards for Occupational
Alcoholism/Assistance Programs. The study
indicates the standards are accurate on the state-
of-the-art in EAP services. They should be
adopted for final approval by the Executive
Board of ALMACA. The standards should not
be adopted as mandatory, but as the national
model for Occupational Alcoholism/Assistance
Programs. New members will have a formal
Standard for comparison. The new Standards
should be recognized as a model, not a man-
date. The membership is so diverse that these
Standards allow for flexibility.
(2) ALMACA's National Office, Board of

Directors, and Chapter Presidents should play
an active role in disseminating the Standards.
State alcoholism/drug abuse/mental health divi-
sions, private insurance carriers, alcohol treat-
ment facilities, JCAH, AFL-CIO, and others
are potential contacts. ALMACANS need to
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educate the public and private officials about
EAP services. Occupational Alcohol-
ism/Assistance Programs must become a
familiar term. Only 6.6 percent of the surveyed
owned a copy of the Standards. Within this 66
percent, only 52 percent showed them to top
management.
Many people do not know what an EAP is

nor what services EAPs provide. Standards
provide the forum for national recognition. The
National ALMACA office acts as a forum, and
clearinghouse for EAP information. However,
all ALMACANS and elected representatives
should actively publicize the Standards.
(3) Chapter Presidents can provide leader-

ship in safeguarding the Standards. First, new
chapter members should be notified of the Na-
tional Standards. The Chapter President can
distribute the Standards among the membership.
Second, the Chapter President can appoint a
Standards chairperson. This person is respon-
sible for educating the membership. In addition,
he/she can notify existing programs of the Stan-
dards. They can locate problem areas. If the
Standards chairperson reports an inappropriate,
unethical EAP program, the Chapter President
can offer ALMACA's guidance in improving
the program. The Standards are best handled
at the local level. Chapter Presidents recognize
special situations where the Standards provi-
sions may not apply. The Standards are meant
to be flexible and cover a wide range of
services.
(4) Continuing education should be re-

emphasized. Members need to know the latest
developments in the field. For example,
ALMACANS may need technical assistance to
learn evaluation techniques. Another member
may wish to incorporate a computer system for
client records. An information network is possi-
ble on the regional level. The regional board
members can develop a list of program con-
sultants willing to give advice on EAP services.
Local chapters can contact these experts when
assistance is needed.
In summary, the National Standards have

validity and, by the rule of use, they can be
effectively applied. ❑

Regional Conference
Tapes Available

The Track 2 Taping Company of
Rockville, Connecticut, has available
tape recordings of 23 different lectures
that were given at the Fourth Eastern
ALMACA Conference held in Hyan-
nis, Massachusetts, June 13 through
16. Most of these tapes are available
for $7.50 per tape. The tapes include
almost all of the plenary and workshop
speeches that were given at the con-
ference. Alist of available tapes and
their speakers is available from Track
2 Taping, P.O. Box 24, Rockville, CT
06066. The instruction on bulk dis-
counts, mailing fees and ordering in-
structions are also available from that
address.
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As in the past, Operation Cork provided ALMACANS with a wide array of
dessert selections at its annual affair (photos upper far left and center). The
folks in the middle far left are some of the ALMACA runners who participated
in the lOK race and fun run. Bottom far left shows that exhibitors at this year's
meeting drew good crowds from the 1100 ALMACANS at the Annual Meeting.
To the immediate left, Will Foster, now retired after many years of labor in
alcoholism, accepts an OPCA rememberance — abroad brush in the form of
a floor sweeper. Below, a statement concerning what may very well be the first
EAP.

11th Annual Meeting

The Very First EAP?
Claims may come and claims may go as to who had the

very first employee assistance program ever, and where that
program was operated. The program described here must
surely be among the first. It was announced in the
September 3, 1919, issue of the Daily Bulletin, a publica-
tion of the Metropolitan Life Insurance Company of New
York.

HOUSE-MOTHER FOR THE HOME OFFICE

With over three thousand women and girls employed at the Home Office,
in whose health and welfare we take the greatest interest, it has occurred to
us that we can be of service to many of them by the appointment of a House-
Mother.

After careful enquiry we have engaged as such Mrs. Marion T. Brockway,
widow of the late Dr. Frederick J. Brockway. She was graduated as a trained
nurse Uy the Johns Hopkins Hospital in 1891. After the death of her husband
ten years later she was employed in the Museum of Natural History for seven
years. For eve years thereafter she was the Executive Secretary of.the Stony
Wold Sanatorium at the New York office. In 1914 she organized and became
the director of Vacation Lodgings. Thereafter, for a short time, until the, war
broke up the work, she was House-Mother in a large department store. In
November, 1918, she entered the United States Army Nursing Service and served
as Chief Nurse in charge of Red Cross work at the Debarkation Hospital No.
3, which occupied the Greenhut store until its close. This varied experience
peculiarly its Mrs. Brockway for the work we wish her to do. We may add
that she has a charming personality, and has motherly ways that will attract
our clerks very much.
The House-Mother's duties will be such as are involved in the title. Any female

employee will be welcome to consultation as to her health, her work, her rela-
tions to her associates and superiors and her domestic relations, her personal
affairs and worries, if any. Mrs. Brockway wi►I look into the conditions of serv-
ice in the office and will be glad to advise in case of any difficulties inside or
outside of the office, and as to residence and its surroundings and board of
those who do not live with near relatives.
While primarily our idea of the appointment of aHouse-Mother was our feel-

ing that our female Clerks would appreciate her services, yet Mrs. Brockway
will be only too glad to advise with any male Clerks to whom she can be of
help. Her mature years, her wide experience, her gift of common sense, her
capacity for sympathy, ~t her to advise with men as well as women. And all
our Clerks will be welcome to consult with her.
In short, Mrs. Brockway will wish to be a real mother to any who need one.

She will begin her service September 3.
Mrs. Brockway will not be connected with any Division, but wi11 be on the

staff of the President.
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11th Annual Meeting

Report of the Committee on Credentialing

Shortly after Ed Small took office as Presi-
dent of ALMACA, he appointed Jim Wrich and
Bill Combs as co-chairs of the ad hoc Commit-
tee on Credentialing. Over a period of years,
a concern emerged about the absence of any
organized, functional definitions of the essen-
tial elements of work activity among empoyee
assistance program personnel. Many in our field
preceived a need for such definition and believe
that its absence could ultimately lead to a loss
of credibility for the field, or the imposition of
standards from an outside, source.

It is observed that many other professionals,
both within and outside of the health care
system, have some kind of recognized criteria
legitimizing their existence in their roles. The
social worker's ACSW, the psychologist's
Ph.D., the alcoholism counselor's CAC, the
accountant's CPA, the lawyer's J.D., and, fre-
quently in addition to these designations, a state
license or certification process, all lend
credibility to the work these professionals do
and the people doing it.
Along with the concern about a lack of

credentials, some basic questions emerge:

(1) Who is qualified to work in the
employee assistance program field?

(2) Who says so?; and
(3) How do they know?

The co-chairs in discussing these questions
with ALMACA members and with various pro-
fessionals associated with the employee
assistance field, became convinced that any set
of standards needed to be developed with con-
siderable field input or they would meet with
great resistance. While there seems to be sup-
port for the notion of definition and possibly
standards development, there was little concur-

Melwood Farm
P.O. Box 1~2

Olney, Maryland 20832

rence as to what they should consist of, how
they should be developed, or who should
spearhead the effort. This lack of concurrence
did not arise from disagreeing viewpoints, but
rather from a lack of strong feeling about
technicalities.
Obviously, if standards are to be useful, they

must be acceptable to those to whom they ap-
ply. Moreover, if they are to be credible, they
cannot have as their primary or sole objective
the mere provision of a vehicle by which to pro-
tect practitioners, however great the need for
such protection might be.

Quality of service to consumers should be the
primary concern, with other benefits being
secondary.

Because Bill and Jim do not purport to be ex-
perts in credentialing or standards, and because
of the necessity of field input, it was decided
that a series of hearings would be held in
various parts of the country to give ALMA-
CANS an opportunity to be heard. Two ques-
tions were presented to each of the groups:

(1) Do you feel that the field needs some
kind of definition of qualifications for
employee assistance program staff?

(2) If so, if you were in an appropriate
position, what would you do, what
would you focus on, what would you
be careful to avoid, how would you
develop the effort?

The purpose of these two questions, and the
hearings, were two-fold: to secure direction and
guidance using field expertise, and to develop
a constituency for the recommendations based
on that direction and guidance.
At the onset of each hearing, the co-chairs

On 70 acres, 10 miles north of Washington, D.L., treating alcoholics and their
families since 1959.

• 24 hour nursing
• 28 day residence with 12 weeks aftercare
• AA and AL-ANON oriented
• Two year follow-up

Accredited by JCAH Covered by most insurance plans

STU BROWNELL EARL H. MITCHELL, M.D. (301) 924-5000
Executive Director Medical Director (24 hours)
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emphasized that the scope of this effort was
limited to EAP personnel and not alcoholism
counselors in the treatment .community, and
that Bil] and Jim were focusing on personnel,
not programs. It was mentioned that efforts
toward role definition and standards develop-
ment were already under way in a number of
states for community treatment personnel and
that ALMACA had developed a set of standards
for programs.

Hearings were conducted in San Diego dur-
ing the 1981 ALMACA Annual Meeting;
Denver; Kansas City during the 1982 Central
Regional ALMACA Conference; and Chicago.
During the course of these hearings, over 20Q
ALMACANS voiced their opinions on a variety
of topics pertaining to the issue of role defini-
tion and standards development. Following is
a composite of the various comments and in-
put provided by ALMACANS at these hear-
ings. The input is categorized by topic and is
taken from the notes which Bill and Jim kept
during the course of the hearings.

Needs and Objectives

Out of 53 people who expressed their opin-

~(See CREDENTIALING, page 19)

BOWL~~IG GREEI~I ll~I
Treatment for Alcoholism

and wig Abuse
Private, eonfi~~ntial, affordable.
Fee includes 24-hour medical
coverage, physical exam, lab, pro-
grammaterials, two-year aftercare
plan. Prog?ess reports and dis-
charge summary to professional
referral so~ces. Joint discharge
conference for EAP referrals.
Individual treatment plan. Pio-
neers in family concept. Intro-
duction to A.A./AI-Anon. Champus
and most other group coverage.
Established l97].

Del., Md., N.Y., N.J.:
800-345-8006

FI orida: 1-800-282-4844
Toll free (instate)

Louisiana: 1-800-432-0877
Toll free (instate)

PennsyIvania:
800-662-2438

Bowling Green, Florida:
(813) 375-22]8

St. Petersburg,Florida:
(813)546-2261

New Orleans, Louisiana:
(504)626-5661

Kennett SGu~are, Pennsylvania:
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CREDENTIALING (From page 18)
ion of this issue, 20 said that they favored
credentialing; 15 said that they favored some
sort of credentialing or certification with reser-
vations; 13 said that they were not sure if
credentialing was a good idea; and 5 said that
it should not be done. Overall, it is felt that the
notion of credentialing has relatively wide sup-
port, but with qualifications. With fewer than
10 percent of those expessing an opinion being
against the idea, it is not felt that ALMACA
would be at odds with its own membership by
pursuing and exploring methods of developing
a credentialing process, provided it proceeded
with caution.

Grandfathering

Concerns were frequently expressed about
what would happen to people already working
in the field if credentialing became a reality.
Several people expressed the concern that
credentialing not categorically eliminate existing
practitioners. Of the 15 people who spoke
specifically to the grandfathe~ing issue, two
recommended permanent grandfathering for
those currently working in the field; 8 recom-
mended grandfathering of a~nonpermanent
nature, which would require ongoing validation
of the credential; 2 said. there should be no
grandfathering whatsoev ~r, that everyone
should be subjected to the cre~lentialing criteria
from the onset; and 3 simply said do not
eliminate current practitioners.

~~~
~.

How to Test Competency

There was a variety of suggesti~ons~ in this
area. One recommendation was that personal
inverviews by a peer group be conducted, and
that arole-playing situation be created with
a client or a group. Also recommended was that
various current processes be reviewed and a
written test be developed and administered
along with an oral review. Suggestions were
made regarding the incorporation of any ex-
isting laws or regulations that had been prom-
ulgated by the states. It was mentioned that the
examination instrument itself should be testable
to determine validity.
Peer review combined with written tests

based on whatever research is avaIlable seemed
to be the most popular recommendation. It was
pointed out, however, that if practitioners wait
for what might be considered adequate research,
the process would not get off the ground. A
union representative suggested a look at how
the skilled trades develop their personnel, using
a journeyman criteria and having an appren-
ticeship program which in the human services
field is commonly referred to as "internship".

Criteria

A large number of participants spoke directly
to the issue of criteria and many strong opin-
ions were expressed. Repeatedly, Bill and Jim
were told that the criteria should be based on job
function and that those experiences which help
people do well in the field should form its basis.

State processes, laws and regulations, life ex-
periences, as well as academic credentials were
all issues which people felt needed to be taken
into consideration.

Interpersonal human criteria were recom-
mended in favorable terms. It was strongly
recommended by several people that the criteria
should be specific to the positions the applicant
would serve in; that there should not be a catch-
all criteria for administrators, OPCs, assess-
ment and referral resources, counselors, and
volunteer coordinators. The criteria should in-
clude recognition of existing, appropirate
credentials.

Overall, work experiences were considered
to be of primary importance, with some
academic credentials regarded secondarily.
Caution was urged in the procedure at all levels,
particularly in developing the criteria. Concerns
were expressed that while the process should
be pursued, the criteria should not be elitist.
Fundamentally, the co-chairs were advised to
base the criteria on what an employee assistance
program is and how it should function.

Suggestions were made to base the criteria
on the most common job requirements, while
others suggested that the three most important
elements of each job be the basis. Still others
suggested that a full job description be
developed for each position and the criteria
based on it.

A suggestion was made that a series of tracks
be developed and if an entry level track was one
of them, that an internship or apprenticeship re-
quirement be included. It was recommended
that while academic requirements were secon-
dary, there was a need for minimum education
requirements. Documentation of how skills
were acquired was considered essential.

Educational Component

An ongoing educational component to con-
tinually validate the credential was stressed by
many of the participants. Issues of mentorship,
internship, and apprenticeship were mentioned
repeatedly. In-service training was mentioned
by one person as was the notion that the ongo-
ing education be complementary to what the
practitioner already had. Ongoing education
was frequently discussed in connection with
grandfathering. In fact, the time-limited ap-
proach to grandfathering was always associated
with the necessity of meeting the criteria at a
future time with an ongoing educational com-
ponent providing the information and skills
necessary to do so.

Definition of Various EAP Positions

There is virtual unanimity on the issue that
no single set of criteria or credential would ade-
quately cover all the various roles played by dif-
ferent key people in the employee assistance
program field. While it is expected that assess-
ment and referral resource personnel in
employee assistance programs and industrial
alcoholism counselors in occupational

(See CREDENTIALING, page 20)
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CREDENTIALING (From page 19)
alcoholism programs would need to be creden-
tialed, if the process went that far, it was also
mentioned on several occasions that ad-
ministrators and occupational program con-
sultants should also have a set of credentialing
criteria developed around functions.

It was very frequently emphasized that the
CAC was not an adequate credential for the type
of work done in the occupational program set-
ting. And when queried, the same opinion was
expressed about the B.A., B.S., M.A., M.S.W.,
Ph.D., et al. They were seen as potentially
helpful but not adequate in themselves. While
it was felt that there was a need for uniformity
and a commonality of goals, it was also strongly
stressed that the differences had to be taken into
account. It was also recognized that many per-
sonnel in the employee assistance program field
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play both the administrative and the therapeutic
role. Overall, it was strongly felt that if the
credential was to be meaningful, it had to be
based on relevant functions and that this would
probably mean various criteria had to be de-
veloped.

Credentialing Authority

The issue of who should credential practi-
tioners recurred throughout the hearings. It was
generally felt that the product should be na-
tionally recognized. If this is to be an objec-
tive, then a national organization should be the
credentialing authority. Many of the participants
specifically advised that government agencies
should be avoided. Many expressed the con-
cern that an outside authority of any kind should
not be used. On the other hand, one participant
suggested that if the authority were within the
employee assistance program field itself, it
would be analogous to the fox watching the
chicken coop.
The only organization that was specifically

recommended as the credentialing authority was
ALMACA. However, the question of whether
or not ALMACA should be the credentialing
authority was never raised by the co-chairs as
they did not want to appear to be pushing one
organization over another.
Moreover, while ALMACA was the only

organization specifically recommended, only a
handful of the participants in the hearings did,
in fact, explicitly make that recommendation.
In discussing the issue privately with attendees,
there seemed to be a strong assumption that

ALMACA was the most logical choice.

What to Call It

An issue that recurred continually throughout
the hearings pertained to what this process
should be called, and what the initial and
ultimate products should be. Of 22 participants
who made specific comments regarding what
the process should be, 15 specifically suggested
that the initial step should be a set of guidelines;
3 suggested standards; 2 suggested certification;
one used the word "credential"; one said that
we need "something"; no one recommended
licensing or accreditation.
Many participants complimented the co-

chairs for taking an initial exploratory approach
whereby field input was sought. Beyond the
normal procedure of checking what currently
exists that could be of use in the way of creden-
tialing or certification, the most frequent sug-
gestion was that the functions and roles first be
defined, followed by delineation of the tasks
necessary to perform those functions, followed
by the skills and competencies required to per-
form the tasks, followed by identification of in-
ternship — apprenticeship experiences, work
experiences, and specific educational ex-
periences that could help provide the skills and
competencies. The suggestions for implemen-
tation procedure„ in the judgment of the co-
chairs, were very consistent with the sugges-
tions pertaining to criteria development, testing
of compe~egcies, grandfathering, and ongoing
educational needs.

(See`C~REDENTIALING, page 22)v
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COVE FORCE: (814) 832.2131 ROUTE 1 Box 79, WILLIAMSBURG, PENNSYLVANIA 16693

Accredited by the American Hospital Association and the JCAH
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financial troubles, alcohol or other ~
drug abuse may be affecting your employees, ~
Serious personal problems are a real concern not ~ ~~5
only to them but to you and your company. ~ ~Q~°,
When you are looking for new ways to reach I ~~
your people, look at FLI Learning Systems' educational I Gr`~
materials, designed as innovative support to your EAP. I ~~°
The emphasis of these programs is explaining and selling ~ Q~'`~
EAP, and they are so reasonably priced you can reach ~ o~~°
every employee, Find out more from ~ ~~`~
FLI today Send the coupon below. ~~ ~,~c
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FLI Learning Systems, Inc.

P.O. Box 2233, Princeton, NJ 08540 • (609) 466-9000 ~
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Is Research
Necessary?

By Robert B. Inskeep, Ph.D
Stroh Brewery Company

Detroit, Michigan

In order to appropriately address the necessity
of research in the field of occupational
alcoholism, we must first acknowledge the

CREDENTIALING (From page 20)
Recommendations

(1) The effort should be pursued with ongo-
ing field input.

(2) The initial objective should be the develop-
ment of guidelines, using field input,
employing the following steps:
(a) Identify and describe all the various

roles and functions within EAPlOAP
systems.

(b) Identify and describe all the essential
tasks necessary ro fill those roles and
perform those functions.

(c) Identify and describe the skills
necessary and helpful to performing
those tasks.

(d) Identify the work experiences, types
of apprenticeships/internships, and
specific educational experiences that
help develop the skills. In conjunc-
tion with this, an organized mentor-
ship program should be dcvclopcd for
envy level personnel serving appren-
ticeships.

(e) Group the elements of (a) and (b) into
as many job descriptions as are ap-
propriate.

(fl Determine which jobs are appropriate
for guideines, and develop such.

(g) Having based the guidelines largely
on field input, distribute and publicize
them for field use and refinement.

(3) After sufficient field use and refinement
of the guidelines, proceed to the develop-
ment of a credentialing process.
(a) Develop standards based on

necessary skills within the context of
the positions selected.

(b) Develop adequate initial and ongoing
testing mechanisms.

(c) Develop adequate educational com-
ponent or identify essential educa-
tional elements and sources to pro-
vidc personnel with resources to ac-
quire skills to pass the test. Educa-
tion here is used in a broad sense, in-
cluding life experience, work ex-
perience, apprenticeship, and aca-
demic development.

(d) Have time-limited grandfathering
provision.

(4) Resolve that ALMACA, or an agent
specifically identified with ALMACA,
will be the credentialing authority. ❑

diversity of professions and interests that con-
stitute the field, and determine if research has
value for the various individuals who compose
employee assistance systems. In short, the ques-
tion of research's necessity begs the additional
questions: Necessary from whose perspective,
and necessary for what purpose? From the
perspective of an EAP administrator and a
researcher, let me share with you a sample of
benefits to be derived from occupational
alcoholism research, and suggestions for max-
imizing research outcomes and let you judge
for yourself the value research might play in
your specific occupational setting.

B~~Wner~

A primary objective of occupational
alcoholism research is to uncover data and in-
formation that may help improve services to
employee populations in business and industry.
Questions dealing with program utilization,
casefinding, treatment linkages, follow-up, and
overall program effectiveness are frequent
targets of inquiry.
In addition to providing insight into target

problems, research occasionally points to defi-
ciencies in programs and personnel that were
not anticipated by researchers when studies
were initially designed. Study results may pro-

(See RESEARCH, page 24)

f~ecovery Center ~~
When Chemical Dependency is the Problem

and You Want a Solution

❑ Total medical care

❑ Employee assistance consulting

❑ A.A./N.A. oriented treatment modality with
emphasis on spiritual recover

❑ Comprehensive family program

❑ Aftercare service for a minimum of two years

Located in a gracious, quiet setting in suburban Atlanta

Contact: Bill Porter or Carole Ann Young
3180 Atlanta Street, S.E. Smyrna, Georgia 30080 404/436-0081

CALIFORNIA STATE UNIVERSITY, SACRAMENTO

AND

THE FORUM ON

CHEMICAL DEPENDENCY, INC.

PRESENT THE

EIGHTH ANNUAL
ALCOHOLISM SYMPOSIUM

Intervention:
The Key To Treatment and Recovery

.IANUARY 19, 2~, 21, 1983

A three -day eymPOeium of workehoDe end Hazelden Foundation, Minn.; Jamee Milan, A limited number of acholerehipe based on need
presentetlonetor ell pereone inlereatedinthe field M D, author of "Under The /n/fuence"; Sheldon will be available.
of elrnhol/eubetence abuse. Miller, MD, Director Scientific Research, Feleigh For NnAer information contact:

Featuring: Vernon E. Johnson, D.D., Founder Hills Hoeo~~al, Irvine, Ca.; Jeen B. Gordon Stirlins, Symposium Chairman

& President, Emeritus, Johnson Institute; 
Vandervoorl, Consultant, Betty Ford Center, (916) 484-0947 or

Dan Anderson, Ph.D. Resident &Director, 
~ncho Mirage, Ca.; and other guess epeeken Robert Terry, Public Itcletione
knowledgeable in the field of alcoholism. X916) 3882849.
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Pri~iavera ~'Uhere dormanti~.
lives be in to flourish.g

In classical Greek literature Primavera means
rebirth. That's why we chose the name Primavera for
our 28 day residential treatment facility. Our program
is designed to meet the special needs of those affected
by alcohol and drug dependency. We offer a full range
of services including:
Program which incorporates the principles of AA

•Evaluation services
• Family therapy program
•Individualized planning for aftercare
• Coordination of treatment with E.A.P. representatives
~ Admissions are accepted 24-hours, 7 days a week.

Treatment is covered by Blue CrossBlue Shield,
Champus and most major insurance policies.
For more information, please call Primavera.

~~

PR MAVERA at Culpeper, VA (703) 937-5133
and The A. R.T. S. at Passaic, N. J. (201) 47 2-U 364

Free Transportation From Anywhere In The U.S.A.
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RESEARCH (From page 22)
vide ammunition or clout for bringing about
organizational changes such as the adding of
staff, changing of office locations, increased
training emphasis, or restructuring of in-
terdepartmental contacts. Dollars may be sav-
ed or manpower reallocated as a result of
research.

It may also serve as a vehicle for identifying
problems and issues, and spawning creative
solutions through the operation of a problem-
solving research task force or an action research
group within the company. By involving
selected managers, union officials, and staff in
the research effort, you can provide them with
a vehicle for learning first-hand about scientific
inquiry, and involve them in an activity that can
be invigorating and fun.
The greater the involvement of management

and labor in a particular study, the higher the
likelihood of increasing a program's visability
by means of research. Not only can individuals
gain recognition for a study well done, but com-
panies can benefit from sponsoring research that
adds to the growing body of knowledge in the
field of occupational alcoholism.
To assure that these and other payoffs accrue

from occupational alcoholism research, care
must be taken to insure that conflicting goals
and objectives among researchers, company
representatives, labor officials, and employees
do not scuttle the study. Poorly conceived pro-
jects, conducted with insufficient resources or
study site preparation, can prove counter-
productive to the objectives of the program and
also the EAP field. Therefore, care should be
taken to maximize research benefits, and
minimize deleterious outcomes. The following
guidelines are but some of the cautions that I
have followed in conducting research at Detroit:

(1) Begin with a needs assessment — In
order to select research issues of specific
interest to your EAP, its advisory com-
mittee, labor and the company.

(2) Involve a crosssection of the work set-
ting environment in the assessment,
planning, and possibly implementation
stages of the research — In addition to
increasing program awareness, it may
help in avoiding political stalemates, and
lead to aVetter-conceived study overall.

(3) Select topics broad enough to capture
the interest of the core group respon-
sible for conducting the final research
study — This will help maximize
participant motivation.

(4) Make certain that projects are selected
that meet the needs of all parties
involved — Projects can and should be
a win -win situation for all involved.

(5) Carefully design and conduct the study
in accordance with sound research
methodology principles — Plan on
recruiting a trained researcher to work
with your group.

(6) Take time to develop sound theoretical
underpinnings for your study — Occu-
pational alcoholism research needs to pay
attention to qualitative as well as quan-
titative issues.

(See RESEARCH, page 25)

OA
All
The
Way

Effectively Serving ALMACANS
for over 10 years

• All treatment A A or AI Anon oriented

• Separate tacililies for adults and adolescents

• Weekend residential for lamely treatment

• Treatment and aftercare always involves referral service

• J C A H accredited

• Approved by Blue Cross and most major insurance careers

Clear Brook ~ Inc.
Laurel Run, Penna. 18702
Telephone 717-823.1171

FOR MANY ALCOHOLICS
A GENERAL HOSPITAL
IS THE PLACE
TO BEGIN TREATMENT
Greenwich Hospital's Alcoholism Recovery Center
(ARC) provides a 28-day intensive inpatient program
which includes:

• Medical evaluation and management of the withdrawal
syndrome

•Confrontation of the alcoholism and motivation to
recovery by a caring professional staff

•Supportive family program
• 12-week outpatient program designed to facilitate

transition into an ongoing support system-
• A.A. and AI•Anon orientation

Comprehensive medical evaluation including medical
history, complete physical examination and laboratory
tests begin each patient's treatment course.

Per diem rates are comparable to residential treatment
centers.

Hospitalization is covered by most insurance plans.

Service to Industry

In response to a need voiced by local industry,
Greenwich Hospital's ARC provides evaluation and
diagnostic service for troubled employees. If an
employee is judged a candidate for ARC, patient
response to treatment and discharge planning is shared
with employer.

For more information, call Philip Hurley, M.A., ARC
Director, (203) 869-7000, ext. 484.

Greenwich Hospital
Perryridge Road, Greenwich, Connecticut 06830
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RESEARCH (From page 24)
(7) Do not squander opportunities for

research on ill-conceived projects —
Save the goodwill you've accumulated
for sound, well-developed projects.

(8) Secure your funds and resources early
— It is essential to your establishing a
project budget and timetable.

(9) Do not overtax the energies and
resources of the core group responsi-
ble for conducting the research —
Establish timetables and time com-
mitments early in the study.

(10) Evaluate the residual effects of the
program, intervention, or
phenomenon you are studying on the
organization as a whole — Attempt to
gain some more global measures of
employee or organizational behavior.

(11) Facilitate wide dissemination of study
results within and outside your com-
pany —The greatest benefits from
research are often realized as a result of
continued reanalysis and discussion of
study findings.

(12) Be careful not to overgeneralize your
findings — If unsure of what you have,
consult with your expert in research
methodology .

As you can imagine, the topics in need of ex-
ploration in this field are limitless. The prob-
ability is high that all e~us harbor a special
researchable interest that would sustain our in-
volvement in a study or application. ❑

~:-,
• Bull time physicibn ~ Professional counseling stq(f
• Psychiptnr, conswifani ~ family Program
• Registered nurses ~ After-card prUgrar7i

< < <

Specializing
311 Jones Mill Road r~7,
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Planning, Implementing, and Documenting An
Innovative Statewide Occupational Initiative

The Illinois Occupational Program Initiative
(IOPI) is a human services project created and
funded by the Division of Alcoholism to en-
courage and support the development of
employee assistance programs across the state
of Illinois. Currently in its second year of opera-
tion, IOPI has demonstrated the tenebility of
its design. In an 18-month period from January
1981 to June 1982, the Division of Alcoholism
funded 11 contractors across the state of Illinois
to actively market employee assistance pro-
grams. Final figures reveal that 187 new EAPs
were created for more than 45,000 Illinois
workers through the Initiative.

Employee Assistance Programs are design-
ed to benefit both employer and employee, By
maintaining or improving the physical and men-
tal well-being of the employee, EAPs have been
shown to maintain or increase individual pro-
ductivity. Ih the early days of EAP develop-
ment, occupational programs were largely in-
house projects directed at alcohol abuse. These
prototype. EAPs were formulated and manag-

A magazine written
and edited !or
everyone in all

phases o/ business,
labor, indusPry,
government, edu-
cation,treatment,
service and health
care organizations
involved in helping

the distressed
worker and their
families lead

productive lives.

By Jerry D. Floyd, Director
Prevention Resources Project/N.I.U.

Office for Health Promotion
Northern Illinois University

DeKalb, Illinois
ed by pioneering medical and personnel ad-
ministrators in a few innovative corporations,
such as Illinois Bell Telephone, Kemper In-
surance, Caterpillar Tractor, and John Deere.
Today, the aims of many EAPs are more diver-
sified; they seek to identify and treat several
varieties of unhealthy behavior which may in-
terfere with productivity in the work place.

In the state of Illinois, the proliferation of
EAPs began in earnest, as it did for most of
the U.S., in 1972. At that time, the National
Institute on Alcohol Abuse and Alcoholism
sponsored athree-year program that began in
Pinehurst, North Carolina, for two represen-
tatives from each of 50 states. These skilled and
highly-motivated consultants—known as the'
"thundering hundred"—spearheaded a national
drive for the establishment of EAPs. That
endeavor provided tremendous impetus to the
movement within state governments for public
involvement in EAP design and development.

Illinois representatives in attendance for the
sessions, Ray Kelly and Dorothy Johnson,

r----------------------------
~ SUBSCRIBER'S CONFIRMATION COUPON
~ Yas, 1 accept your invitation to try theEA1~ ~
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Aaareaa - _ $18.00
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Return To: Perlormence Resource Press,lnc. cant

155 W. Blg Beaver Road, suite ioe O Bill My Company ~ece

Troy, Mlchlpan 48084 
the ;,.,.,,,,,,,r,,,,,, r,,,,~. Y

❑ Payment Enclosed

working within the state's Alcoholism Policy
and Program Development Office, went on to
serve later as Occupational and Employee
Assistance Coordinators. In that office, they
worked to initiate contact with industrial
management, organized labor and government
organizations in order to demonstrate that a
worker whose personal problems were interfer-
ing with productivity could be helped rather
than merely disciplined or terminated, to the
benet"it of the employer and employee both. By
the end of the decade, there were an estimated
300 EAPs in Illinois.
Out of those early beginnings has come the

Illinois Occupational Program Initiative, a
statewide project formulated by Associate
Director for Alcoholism Services Roalda J.
Alderman along with her staff, Ruth K. Holl
and Byron Romey from the Division of Alco-
holism. Counseled by the Citizen's Advisory
Council on Alcoholism and the Occupational
Task Force, the key planners envisioned a pro-
gram thatvupuld fund individual contractors in

(See ILLINOIS, page 2'~
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ILLINOIS (From page 26)
various areas of the state to work with business
and industry in the development of employee
assistance programs.
Fundamental to the IOPI concept was the

RFP, the Request for Proposal, which called
upon known and potential EAP consultants to
submit a marketing plan for specified services
to be provided, with a cost estimate that set per-
formance reimbursement requirements in their
contract. In this way, the state government was
able to utilize its limited personnel and finan-
cial resources to manage quite a large task.
The Division of Alcoholism and the statewide

Occupational Task Force established as their
goal for an 18-month demonstration period the
creation of new EAPs to affect 45,000 Illinois
workers. Selected contractors marketed
employee assistance programs to employers of
100 to 500 workers and arranged for an assess-
ment and referral service to participating
employers. Smaller companies were targeted
during the demonstration period because
research had shown that the largest percentage
of Illinois workers are employed by just such
smaller employers. Yet most already-
operational EAPs were being conducted by
larger businesses with the resorarces necessary
to bear the initial expense of an assistance pro-
gram. It was the intention of the designers of
IOPI to encourage and assist in the development
of EAPs to meet the needs of this significant
segment of Illinois workers a( little or no cost
to the smaller employer.

'+A~ "~

W¢'r¢ mor¢ than just another
beautiful building

What sets The Lakeland Institute apart, is whaYs happening
inside it.

In July 1981, our 50-bed chemical dependency treatment program
was relocated on our 55 acre health care campus from the hospital
inpatient setting to afree-standing facility specifically designed
around the program. By removing inpatient hospital overhead
costs, we have cut the cost of treatment in half while expanding
treatment programs, services and environment. This voluntary,
progressive action, combined with an experience of clinical
excellence since 1973, is what we believe you should expect
from today's health care providers.

If you would like more information feel free to call us. Better
yet, why not come out and visit us. Our staff would be happy to
spend time with you •- the building speaks for itself.

216-282.7106
~~~Q In Ohio Call 800.362-1039

LAKELAf 1D If if TITUTE
3500 Kolbe Road, Lorain, Ohio 44053

A family-oriented approach to alcohollchemical dependency
(See ILLINOIS, page 28)

WYien the alcoholic becomes your concern.

Edgehill Newport is devoted to the alcoholic's effective recovery and
confident return to productive living. A private,160-bed residential treatment

facility in Newport, Rhode Island, Edgehill offers a 28-day program for
both the male and female alcoholic and a 31/z day

treatment program for family members.

_JCAH accredited, Edgehill Newport is approved as a treatment
facility by most health insurance plans, and is particularly responsive to

the Employer and F.AP needs.

Edgehill Newportl00 Harrison Auenue, Newport, KJ. 0'1840 901/849-5700
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ILLINOIS (From page 2~
Although IOPI was conceived of and initiated

as a program of state government through the
State Alcoholism Authority, it was in fact an
endeavor to link government, management and
organized labor in a close working relationship.
The official framework of the Request for Pro-
posal required that a contractor bidding for a
grant under IOPI be able to demonstrate a
familiarity with management and labor as well
as with alcoholism and employee assistance pro-
gramming. To qualify, a contractor was ex-
pected to be able to confer with representatives
of organized labor and discuss with them the
concept of an EAP as i[ might relate to a
negotiated labor contract. Within this
framework, however, the Request for Proposal
encouraged creativity on the part of the bidder
and allowed for an individualized marketing
plan with a territory to be selected by the con-
sultant. To facilitate this selected process, RFP
application documents included a map of Illinois
counties showing the distribution of targeted
companies.
A unique feature of IOPI was the Division's

performance-based contract with the selected
bidders. By reimbursing contractors only for
documented performance of various phases in
the development and implementation of an
EAP, the Division of Alcoholism could
guarantee -that a targeted employer would
receive professional help and technical

assistance at a minimal cost, without the state
having to advance large sums of money for
work not completed. The maximum reimbur-
sable amount was $3000 to establish a pro-
gram. Cost estimates were to cover the provi-
sion by the contractor of all technical assistance,
training, and consultation necessary to make a
program viable and to assure employee
utilization.
Reimbursable phases of EAP program

development were:

(1) Face-to-face presentations of the EAP
concept to management and labor. The
Division paid the marketing agent $100
for every employer who participated in
these discussions.

(2) Designation of policies and procedures
for individual EAPs. Issues and con-
cerns of the organized labor force were
included in formally composed
statements whenever possible, and a
review of employee health benefits was
conducted to assess the range and type
of coverage provided and the mech-
anism for payment. Upon documenta-
tion of this phase of program develop-
ment, one-third of the contractor's
estimated cost was paid.

(3) Training of supervisors and other key
employees. After completion of re-
quired training, including an optional
employee orientation session, the

SPOFFORD HALL
For the treatment of alcoholism and drug dependency.

A. D. Gosman, President
Gereld D. Shulman, Executive Director
Joseph N. Cassese, Vice President of Operations
Lawrence E. Bienemann, Director of Marketing
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second one-third of total estimated
cost was disbursed.

(4) Implementation and initial utilization of
the EAP. The final one-third of the pro-
gram cost was paid out when the first
employee made actual use of an as-
sessment/referral identified by the
contractor.

In the summer of 1980, when the contents
and format of the Request for Proposal were
finalized by the Division of Alcoholism, the Il-
linois Occupational Program Initiative was of-
ficially announced by Byron Romey at the
meeting of the Illinois Chapter of the Associa-
tion of Labor Management Administrators and
Consultants on Alcoholism. Romey called then
for a bidders conference and distributed Re-
quest for Proposal documents to potential
contractors.
In the following months, the Division receiv-

ed 26 bids from a variety of operating bases.
These bids were then reviewed by four teams,
each team comprised of a representative from
management, labor, and the Division. After
making a thorough review of the contents of
the proposals and an evaluation of the capability
of the various bidders to carry out the pro-
posed progra►ns, the Division selected I 1 con-
tractors, representing a variety of operating
bases. There w~te two alcohol treatment agen-
cies, one drug~council, two mental health agen-

(See ILLINOIS, page 29)
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CLINICAL SERVICES
• PRIMARY CARE

includes medical detoxification

• INTERMEDIATE CARE
28-day program

• AFTERCARE
two years

• FAMILY CARE
residential and non-residential

• FOUNDERS HALL Primary Care Unit '`
St. Johnsbury, Vermont,
in affiliation with Northeastern
Vermont Regional Hospital



ILLINOIS (From page 28)

Gies, three hospital/medical centers, two private
consulting firms, and one county mental health
board. These contractors would market
assistance programs in 16 of 103 Illinois
counties.
The demonstration period commenced in

January 1981. Contractors maintained close_
contact with the Division, reporting on their ex-
periences in the field. By the end of June 1981,
contractors had documented 335 presenta-
tions and had established 33 new programs.
To broaden awareness of IOPI and highlight

the issue of EAPs, the Division funded—in May
1981—an invitational Occupational Conference
through its Prevention Resources Center (PRN)
on the campus of Northern Illinois University,
Within two months, the Division also sponsored
a one-day seminar to assist the IOPI contrac-
tors in appraising their own marketing techni-
ques and salesmanship skills. Directing that
workshop was Ruth Holl, with consultation pro-
vided by James Wrich, former director of the
State Alcoholism Authority.\nMinnesota and
presently the Director of tAe Employee
Assistance Program for United Airlines.
When the IOPI demonsfration period was

concluded in June 1982,, c nE~actors had
logged in 187 new employe a~is~ance pro-
grams involving a total work force of 45,111.
One hundred and fifty-two trai'r~ings had been
completed and 701 emplayees ~n 62.percent of
the companies involved had used the assess-
ment/referral services. About~5 percent of the
total funds obligated in the I 1 contracts were
utilized during the demonstration period.
The matter of evaluation has~een a primary

concern of the Division. To ̀Z~nsure the
availability of data necessary for a thorough
assessment of the project, the- Division en-
couraged the free flow of irifoctnation to and
from contractors in the .field during the
demonstration period. To identify the various
marketing styles and strategies, the Division
also submitted to each contractor a formal ques-
tionnaire to be completed about mid-way
through the demonstration period. And to
develop a profile of employees who utilized the
assessment/referral agencies identified by the
contractors, the Division paid $2 per person per
company to those agencies for monthly data
summaries of employees serviced through the
program.
A follow-up survey to participating com-

panies is being planned to ascertain the con-
tinuity of new EAPs in the post-demonstration
period.
A secondary objective of the Division was

to identify problems and issues in the manage-
ment of performance-based contracts. Unsur-
prisingly, certain minor problems did manifest
themselves, particularly in the matter of sales
projections by the bidders. Lack of experience
with the newly devised system led most con-
tractors to overestimate sales and training pro-
jections. In most cases, those figures had to be
adjusted downward after several months to meet
realistic market conditions. Contract amend-
ments resulted in some shifting of funds among
contractors in order to achieve modified goals.

Despite overly optimistic expectations on the

part of the contractors, however, IOPI activities
in the 18-month demonstration period estab-
lished conclusively the viability of a statewide
initiative to fund individual contractors in
various areas of the state to work with manage-
ment and labor in developing new EAPs. Us-
ing a performance-based contract model, the
Division of Alcoholism successfully managed
its limited resources to achieve the planned ob-
jective of reaching more than 45,000 Illinois
workers in smaller companies.
The success of IOPI in the demonstration

period bodes well for the future of EAPs in the
state of Illinois. In the next year, the Division
of Alcoholism funded 20 contractors to market
occupational programs in 53 Illinois counties,
using the new performance-based contract
model.

Additional information about the Illinois Oc-
cupational Program Initiative is available from
the Division of Alcoholism. Copies of the pro-
ceedings of the Occupational Conference held
in May 1981 and 1982 on the campus of Nor-
thern lllinois University also are available upon
request. O
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Renewal n:ea~zs reGirtlz: a restoration of motivation, hopes, and attitudes.

Call or write our headquarters or one of our units
for a free brochure that explains our

program and philosophy.

National Medical Enterprises Ontario Community Hospital
Chemical Dependency Services 550 N. Monterey Ave.
171 W. Bort St. Ontario, CA 91764
Long Beach, CA 90805 714/984-2201
213/428-6800

Doctors Hospital of Lakewood

Doctors' Hospital of Pinole Clark Avenue Division

2151 Appian Way 5300 N. Clark Ave.

Pinole, CA 94564 Lakewood, CA 90712

415/724-1520 213/866-9711

Century City Hospital
2070 Century Park East
Los Angeles, CA 90067
213/277-4248

Alvarado Community
Hospital—East
7050 Parkway Dr.
La Mesa, CA 92041
714/465-4411

Dominguez Valley Hospital
3100 S. Susana Rd.
Compton, CA 90221
213/639-2664
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Jackson Specialty Hospital
Jackson, Tenn.
901/424-1010

Renewal Hospital of Ojai
1306A Maricopa Hwy.
Ojai, CA 93023
805/646-5567

Mid-South Hospital
Memphis, TN
901/527-5211

F. Edward Hebert Hospital
New Orleans, LA
504/363-2200



COPE Inc. Marks Gains
COPE Incorporated, a Washington, D.C.,

based center providing employee counseling
services, has announced the signing of several
new contracts, and the renewal of several
others.
Don Phillips, president of COPE, announc-

ed the signing of new contracts with the Bureau
of Alcohol, 'Tobacco, and Firearms of the
Department of the Treasury; the Small Business
Administration; the International Trade Com-
mission; the National Aeronautics and Space
Administration; the American Association for
the Advancement of Science; and Bob Hall, Inc.

Contracts have been renewed with the U.S.
Geological Survey; Marriott Corporation; the
Pension Benefits Guaranty Corporation;
Federal Mediation and Conciliation Service;
and EAP, Inc., of Alexandria.

Phillips, commenting on the rapid growth of
COPE, said "this has been, by far, our most
successful year. Earlier this year we signed new
contracts with the Bureau of National Affairs;
National Endowment for the Humanities; and
the Commodity Futures Trading Commission.
We've experienced a 50 percent increase in the
number of accounts so far this year and we ex-
pcct revenues to double by the cnd of this
year."
COPE was originally founded by Dr. Harry

Older five years ago. Phillips joined the staff
in August of 1980, and then succeeded Older
as president in May of this year. Phillips had

served as Manager, Federal Civilian Employee
Alcoholism and Drug Abuse Program, U.S. Of-
fice of Personnel Management, from 1971 to
1980.

Phillips credits Older with much of COPE's
currenC success. "The astuteness of his initial
staff selections gave COPE a very solid base.
We're seeing the results now as that staff has
melded together into a seasoned organization."
In a related development, Bette Ann Wein-

stein, LCSW, clinical director at COPE, formed
COPE, Incorporated, in Maryland and manages
COPB's interests outside the Washington
metropolitan area. Negotiations are under way
to open COPE offices in other locations. ❑
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EAP Training Tapes
Available from ALMACA
Last November, at the 1981

ALMACA Annual Meeting, the
Education and Training Committee
presented to the membership a skills
development training package en-
titled "Essentials of Employee
Assistance Programming for the
Motivational Interviewer".
Contained within the package are

four independent modules: (1) Client
Referral Mechanisms and the
Dynamics of the Client/Interviewer
Relationship, (2) Active Listening and
Other Interviewing Techniques, (3)
The Assessment Interview with the
Chemically Dependent Client, and (4)
The Assessment Interview with the
Non-Chemically Dependent Client.
The video cassette tapes are now

available to ALMACA chapters from
the national office. Accompanying the
cassette tapes is a trainer's guide,
which includes sample lectures, par-
ticipant handouts, exercises including
role playing, and recommended
readings,,

All inquiries and requests for these
educational cassette tapes should be
directed to Wes Sanchez through your
local c`°hapter president.
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Alcoholism
a Treatable
Disease

The Alcoholism Recovery Service of
Circle Terrace Hospital offers a com-
prehensive and confidential treatment
pro~,nam for alcoholics. This includes in-
patient detoxification and a choice of
either inpatient or outpatient rehabili-
tation. F,ducation, cotmseling, aftercare,
and follow-up are important elements of
the program. Education and counseling
are also provided for family members.

For more information rnntact:

Circle Terrace
Hospital

11 127 Bed MedicaUSurgical Facility
904 Circle Terrac~Drive
Alexandria, Virginia 22302

(703) 836-77.4

Issues in Salaried vs.
Hourly Workers to be
Workshop Focus

Substance abuse detection, intervention, and
treatment of the salaried and hourly employee
is the focus of a workshop being held Friday,
December 3, 1982, from 8:00 a.m. to 3:30
p.m. at the Hyatt Regency Hotel, Flint,
Michigan.
"Salaried vs. Hourly: Is There A Dif-

ference?" sponsored by Hurley/Insight Addic-
tion Studies Program and the Northeastern
Michigan Chapter of ALMACA, will provide
guidance on how to deal with issues faced by
employee assistance and treatment programs.

Topics discussed will include networking op-
tions between treatment, management, and
labor teams that result in more effective treat-
ment approaches, and basic-need differences
between salaried and hourly employees.
The workshop is designed for personnel

directors, medical directors, nurses, employee
assistance personnel, and other health care pro=
fessionals interested in improving the quality
of the work force.

Registration fee is $45, which includes lunch.
Call (313) 766-0411 for more information or
to make a reservation. ❑

Education/Conferences
December

The Seventh Southeastern Conference on
Alcohol and Drug Abuse is scheduled for
December 1-5 at the Marriott Hotel/Airport,
Atlanta. Contact Charter Medical Corporation,
Addictive Disease Division, 5780 Peachtree
Dunwoody Road, Suite 170, Atlanta, GA
30342.
"Examining Addiction, Past-Present-Future"

will offer the experience and insights of John
McVernon and Stanton Peele, Ph.D. Both
presenters are columnists for the U. S. Journal
of Drug and Alcohol Dependence. Co-spon-
sored by the Breakthrough Program and Build-
ing Service Loca132B-J Health Fund, the after-
noon program is scheduled for December 2
from 2 p.m, until 4:30 p.m. at Gracie Square
Hospital, 420 East 76th Street, New York,
N.Y. Contact: Jim O'Donnell, (212) 255-1812.

February
"Managing a Successful EAP" is the title of

a program scheduled for February 14-18, 1983,
in Denver, CO. The program will be jointly
sponsored by the National Occupational Train-
ing Institute and the Denver Chapter of
ALMACA. For more information, contact: E.
Paul Hoover, ALMACA Denver President,
4400 E. Iliff Avenue, Denver, CO. ❑

-~~~ ,Employment Opportunities
;~

FLORIDA CAREER
OPPORTUNITIES WITH

WHITE DEER
POLYADDICTION TREATMENT

CENTERS

White Deer at Bushnell, Florida has
career opportunities available for
experienced Medical Staff, Treatment
Personnel and Support Teams. If you
are interested in a career with White
Deer at Bushnell (50 miles west of
Orlando) send current resume only to:

Frank E. Chivalette, Jr.
Vice President
Professional Care Services, Inc.
Box 250
Bushnell, Florida 33513-9998

The facility will open approximate-
ly March 1, 1983.

.~_~~ ~.

UI'IITED AIRLIIlES

EMPLOYEE ASSISTANCE
REPRESENTATIVES

United Airlines, the nation's largest domestic airline, is seeking indi-
viduals to fill positions as Employee Assistance Representatives inits
Washington, D.C. and Seattle, Washington medical regions. These
positions will require the applicant to have outstanding skills in
assessing the nature and severity of a wide range of human problems,
make appropriate referrals to care in the community, and be able to
follow up effectively. Problem areas with which this person must have
extensive familiarity are alcoholism, drug abuse, mental health, family,
stress and behavior problems.

Reporting to the Director of the Employee Assistance Program, duties
of this position include working with supervisory staff, union repre-
sentatives, and the senior flight surgeon in identifying, referring, and
providing assistance to employees in need. Desirable qualifications
include past experience in employee assistance work of this nature, a
degree in the human services field, extensive experience working with
chemically dependent people, and an extensive mental health and
family problem background. Familiarity with local care resources or
a proven ability to identify, evaluate and organize community resources
into a continuum of care is also desirable. Involvement with personal
recovery or with family members personal recovery from any significant
problem is considered an asset, but not a requirement.

United offers an outstanding salary and benefits package that includes
tree and reduced air transportation privileges. For consideration, send
a resume with salary history to: Professional Employment/EXOPX.
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For the Patient With Special Needs,
There Is A Broad Array of
Treatment Approaches

But which approach...which treatment mode... ? In all cases, at all
times, this is the overriding question when we see each new patient at
Sheppard Pratt, a national psychiatric center for treatment, education,
and research.

We recognize that each patient's dilemma is unique—particularly
in the case of those seeking help in our Specialty Units. Thus, the need for
our specialized inpatient programs for the elderly, the alcoholic or substance
abuser, or the person in need of short-term treatment, is always determined
on a one-to-one basis.

Should the individualized treatment plan include group therapy...
family therapy... individual counseling...activity therapy...community
orientation ...social/leisure therapy... or perhaps chemotherapy?

Only when we have come to know the indivioual before us can we
decide. Only then do we proceed with a plan of multi-modal therapy
dedicated to the individual needs of the patient. Only then do we work to
relieve the Crisis, and to enhance and stimulate ego growth.

The approach to therapy in our Day/Evening Treatment Center at
Sheppard Pratt is equally individualized. As a result, the Center's programs
for the outpatient can oftentimes serve as a preventative or alternative to
hospitalization...as atransitional mode prior to resumption of community
living... or as an evaluation service. The objective in each of the Center's
three programs—the Regular Day Program, the Evening Program, and the
Geriatric Day Program—is to provide intensive, psychiatric support with a
minimum of disruption to the patients regular daily life.

For more information about Shep-
pard Pratt's Specialty Units or the Day/
Evening Treatment Center, call or write: ~`~T( ~(~u
Director of Admissions, The Sheppard and 7~1 ~L~l rVl~l 1
Enoch Pratt Hospital, 6501 North Charles rK/~r~Yi,
Street, Baltimore, Maryland 21204. Tele- i i~~ u 1
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