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From the Editor

With this issue, the Journal of Em-
ployee Assistance Research begins its

second volume, with growing hopes that

the publication will become a "household

item" among those in the employee
assistance community.
This issue includes a range of manu-

scripts that touch both directly and
indirectly on the day-to-day workings of

employee assistance programs. We are
especially pleased with the growing di-

versity of authors that are being attracted

to submit manuscripts to this journal,
reflecting the steady process of institu-
tionalizing employee assistance work.
This issue also contains our first real

set of book reviews. These are solicited

Heavily, but not exclusively, from em-
ployee assistance practitioners. We feel

they offer a real potential for exposing the
readership to a diversity of literature that
bears upon the continuing development

of the employee assistance field. If you
would like to be considered as a book
reviewer, please drop me a note indicat-

ing your topics of interest, along with a

brief resume.
Since the first issue, we have been very

happy with the physical appearance of

the journal and the extent to which we

had succeeded in making it both a

symbolic ingredient in the professional-

ization process as well as an error-free
publication. Shortly after publication of

the last issue, we learned how the proud
can be scattered in the imaginations of
their own hearts. One of our authors,

Professor James House, informed us that
the figures and tables accompanying his
manuscript were completely out of order

and made no sense in reference to the text
presentation. Investigation revealed more

than a comedy of errors in which each of

v

us on the production staff, including
myself, played a role. A corrected version
of the House manuscript is included in

this issue, along with our apologies both

to our readers and to Professor House.
To sustain the journal as a going

enterprise, we will be moving in the
coming year to broaden our base of
support through individual subscriptions
beyond the EAPA membership, library
subscriptions, advertising, and other
means, It is important for EAPA members

to "talk up" subscriptions to the journal,
especially among human resource profes-
sionals who may have tangential em-

ployee assistance responsibilities, but
would not be likely to consider full
membership in an employee assistance
professional organization.

It is also important for our readers to
suggest submissions of manuscripts to the
journal, especially research conducted
about employee assistance programs that

you may have thought of only in terms of

its utility as an in-house report. We are
frequently called upon to .pre-screen
possible articles, and we diligently try to
avoid encouraging efforts that we know
will not pass muster in the editorial
review process.
We continue to invite your comments

about the journal, either in the form of

Letters to the Editor regarding specific
articles (with such letters intended by
their authors to be considered for publica-
tion), or submitting suggestions of topics
on which we might be seeking manu-
scripts. Feedback about any aspect of the
journal is always welcome.

PAUL M. ROMAN
Institute for Behavioral Research

University of Georgia
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THE EFFECTS OF ALCOHOL AND ILLICIT I)RiJG

USE IN THE WORKPLACE: A REVIEW

MICHAEL T. FRENCH
University of North Carolina at Chapel Hill

A large body of medical literature suggests that alcohol and illicit drug use
adversely affect social, cognitive, and psychomotor functioning for many
individuals. These adverse conditions are often linked to emotional and
physical problems at home, in the classroom, and in the workplace. Recently,
economists and other social scientists have begun to explore the labor market
effects of substance use through statistical analyses of large national data sets
and worksite-specific samples. Contrary to popular belief and earlier
econometric studies, most of the current research is finding a positive or
insignificant effect of substance use of earnings. However, other studies have
found that substance use has a statistically significant effect on labor supply,
absenteeism, retention, and various job performance measures. This paper
critically reviews the literature on the effects of employee substance use on
earnings and workplace behavior and discusses the significance of the
findings for employers, policymakers, and public health practitioners.

oliticians, businesses, and labor
leaders are responding to the ex-
pected consequences of substance

use by taking steps to prevent, diagnose,
and treat drug problems. (For ease of
exposition, I will sometimes use the
terms "substance use" and "drug use" to
mean the use of alcohol and/or illicit
drugs.) One area that has received in-
creasing attention lately is the workplace.
Efforts to address drug use in the work-
place include establishing company poli-
cies on employees' drug use, expanding
the focus of employee assistance pro-
grams (EAPs) to include identification
and referral of employees with illicit drug
or alcohol problems, and urine screening
of employees and new job applicants. In
spite of these policies, a paucity of

scientific information hinders policymak-
ers in allocating funds and in establish-
ing, administering, and evaluating pre-
vention and treatment programs.
One temptation that should be avoided

when conducting research on the work-
place consequences of drug use is to
immediately assume that the presence of
a problem constitutes an epidemic or a
mandate for action (Reinarman, Waldorf
& Murphy, 1988). Isolated catastrophic
incidents like transportation accidents or
chemical releases are often used to justify
the dangers of drug use by workers and
the need to develop corrective policies.
However, these isolated incidents have
little scientific value in assessing the real
magnitude of the effects of alcohol and
other drug use on workplace behavior.

Journal of Employee Assistance Research, Vol. 2, No. 1 (Summer 1993).
D by the Employee Assistance Professionals Association, Inc.
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Furthermore, sensationalized reports of
train wrecks and oil spills do not form the
basis for sound policy changes.
A carefully designed scientific study of

the consequences and costs of drug abuse
in the workplace and society can provide
valuable information on the magnitude of
the problem, but it still has limited value
for programmatic and policy decisions
(Anderson, 1992; Sindelar, 1991). Society
can profit more from an economic analy-
sis of the costs and benefits of alternative
programs to address drug abuse problems
in various venues. Economic analysis
seeks to identify and to make explicit one
set of criteria "costs and benefits" that
may be useful in deciding among differ-
ent uses for scarce resources. Without a
careful and systematic economic analysis
of anti-drug abuse programs, clearly iden-
tifying the best use of these scarce
resources is difficult.
Following an economic framework, I

review the nature and prevalence of drug
use in the workplace and describe meth-
ods for estimating potential adverse con-
sequences and costs. I review several
studies of the relationship between drug
use, earnings, labor supply, absenteeism,
and other labor market variables. Most
studies have found a negative (although
often insignificant) relationship between
drug use and workplace behavior, but
some of the recent econometric studies of
the drug use/earnings relationship have
found some conflicting results. I discuss
several possible explanations for these
findings and the implications for work-
place policy. The paper concludes with a
summary of the major unresolved issues
in these areas and some suggestions for
future research.

ALCOHOL AND DRUG USE IN
THE WORKPLACE

Data from the 1991 National Household
Survey on Drug Abuse show that 14.6
percent of those employed full- or part-

r~r.

% t

time reported having used illicit drugs at
least once in the previous month (NIDA/
SAMHSA, 1993). The Wall Street Journal
(1989) reported that employer benefit
payments for mental health problems and
substance abuse increased 27 percent in
1988 to an average of $207 per employee.
Furthermore, benefits in 1988 accounted
for 9.6 percent of health-plan costs, up
from 8.2 percent in 1987.
A survey of chief executive officers

from Fortune 1,000 companies shows that
88 percent of the respondents view
substance abuse in society as a very
significant problem. Twenty-two percent
believe that substance abuse in their own
workplace is very significant, almost
triple the percentage of 5 years ago. To
fight the perceived drug and alcohol
problems in the workplace, more than 90
percent of these organizations have devel-
oped or are currently developing sub-
stance abuse programs (Chernoff, 1989)..

Private industry efforts to reduce or
eliminate drug abuse problems in the
workplace usually fall into two catego-
ries—identification and assistance. Em-
ployers use drug testing programs to
identify drug users among both employ-
ees and job applicants. Applicants who
test positive on a preemployment drug
test are usually denied employment, but
first-time drug-positive employees are
typically given the option of seeking help
for their drug use in lieu of termination.
Through EAPs, employers try to help
workers address their drug addiction,
thereby reducing the adverse conse-
quences.
Pre-employment and on-the-job drug

testing by employers is gaining increasing
support in public and private industry
(Latessa,Travis, & Cullen,1988; Lindquist,
1988; Rosen, 1987). By the late 1980s,
over 1 million federal employees were
eligible to be selected for drug testing,
and in the private sector roughly 40
percent of the Fortune 500 firms had
some form of testing program (Latessa,

ALCOHOL AND ILLICIT DRUG USE

Travis &Cullen, 1988). Although EAPs

were originally designed to help alcoholic
workers, they are now equipped to treat a

variety of personal problems. Most large

worksites have some type of EAP, and

small and medium-sized worksites are

beginning to develop EAPs as well
(Tompkins, 1991).
EAPs are typically organized around

one of two frameworks—internal or exter-

nal—with external models being more
common, especially at small and medium
worksites. Internal models are most often
operated out of the personnel or human
resources department of a firm whose
staff are directly employed by the com-
pany. External EAPs are staffed by an
independent organization from which

services are contracted on an as-needed
basis, with annual payment based on the
number of eligible workers (Tompkins,
1991). External EAP services cost employ-
ers approximately $20 to $30 annually

per eligible employee (Masi &Friedland,

1988),
In the summer of 1988, the Bureau of

Labor Statistics (BLS) conducted a survey
of 7,500 establishments to examine em-
ployer anti-drug programs (U.S. Depart-
ment of Labor, 1989). The survey objec-
tive was to estimate the number of private
nonagricultural establishments with drug
testing programs or EAPs by employment
size class, major industry division, and
multistate geographic region. Some of the

major findings of this survey include the
following:

—Forty-three percent of the largest establish-
ments, "those with 1,000 employees or

more," had drug testing programs, versus

only about 2 percent of the smallest estab-
lishments," those with fewer than 50 work-
ers.

—Seventy-six percent of large establishments
had EAPs versus only 9 percent for smaller
establishments.

—Overall, only 3 percent of the establish-
ments had drug testing programs, and 7
percent had EAPs.

—About 85 percent of establishments with
testing programs targeted job applicants,
although 64 percent focused on current
employees.

—About 90 percent of EAPs were management
sponsored, and the remainder were spon-
sored by a union or by Uoth union and
management.

Several conclusions can be drawn from

the BLS survey. First, employer anti-drug

programs are not widespread. Establish-

ments with fewer than 50 employees are

unlikely to have either a testing or an

assistance program. Second, drug testing
programs are aimed more toward job
applicants than employees. Of the appli-
cants and employees who were tested,
only about 1 in 10 tested positive for drug
use. Finally, EAPs were largely referral
services to outside organizations for
counseling and/or treatment.
No other large-scale national probabil-

ity sample study on drug testing and
EAPs has been conducted since the BLS
study in 1989. The Research Triangle
Institute (RTI) is currently conducting a
baseline and 2-year follow-up study of
approximately 5,000 worksites to deter-
mine the prevalence, cost, and impact of
drug testing and EAPs. The RT.I study will
update all the information found on the
BLS survey and will collect more exten-
sive data on the organizational structure,
cost, and impact of these programs.
Baseline data should be available for
dissemination by the end of 1993.
Despite the increased prevalence of

EAPs, the number and quality of EAP
evaluations are insufficient. Many people
view EAPs as effective in dealing with
employee problems and ultimately cost-
effective for the organization, but these
perceptions are based largely on faith and
inadequate data. Most EAP evaluations
are conducted in-house with a weak
methodology. Some of the most common
methodological problems are lack of
random assignment, difficulty in identify-
ing comparison groups, failure to control
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for confounding factors, and short fol-
low-up periods. In addition, separating
the EAP effect from the total effect of EAP
services and all other personal services is
extremely difficult. Most EAP evaluations
fail to address this issue and mistakenly
attribute employee outcomes solely to the
EAP (McDonnell Douglas Corporation
and Alexander &Alexander Consulting
Group, 1990).
The shortage of good EAP evaluations

is especially unfortunate now because the
roles and responsibilities of EAPs are
changing rapidly. Many EAPs are han-
dling abroader range of employee prob-
lems than they did in the past. They are
also providing a wider array of services-
such as training, diagnosis, assessment,
referral, counseling, case management,
utilization review, concurrent case re-
views, benefits consultation, drug screen-
ing, and health risk appraisals (McClellan
&Miller, 1988). As employers increase
their efforts to contain the costs of
employee health benefits, EAPs are as-
suming more responsibility for control-
ling treatment costs (Blum & Roman,
1989; Tompkins, 1991). Because of these
operational changes in EAPs, parallel
efforts in evaluation would be useful.
Given the short life of many of these
revised programs, it may be too early to
assess their relative effectiveness and
cost-effectiveness. Nevertheless, it is not
too early for government and private
industry to begin designing evaluations of
their programs so that resources can be
used more efficiently.

FACTORS DETERMINING WORKERS
USE OF ILLICIT DRUGS

Since 1971, the National Institute on
Drug Abuse (NIDA) has conducted 12
surveys to measure the prevalence of drug
use among individuals in U,S, house-
holds. Astatistic that might be somewhat
surprising to some people is the number
of individuals who have used illicit

' ~' ~ t~,:
~;i"d

drugs. The 1991 National Household
Survey on Drug Abuse (NIDA/SAMHSA,
1993) reports that 37 percent of the
population over the age of 12 (or 75.1
million individuals) have used an illegal
substance at some time. Drug use for
older individuals (over the age of 35) is
significantly lower than it is for the young
adult population. Marijuana is clearly the
most popular illegal drug, with cocaine
being a distant second. In the 18 to 34 age
group, the number of individuals who
used cocaine at some point in their lives
was only about one-third the number of
those who used marijuana (NIDA/SAM-
HSA, 1993).
With traditional consumer goods and

services, economists assume that the
decision to purchase and use these items
is based on the principle of utility
maximization. In the case of illicit drugs,
however, an individual acquires the psy-
chological rewards of drug use at a
potentially dual cost. Less time is avail-
able for work, and drug use may affect the
wages an individual can earn per unit of
work time. Consequently, the full price of
drug use has three components: (1) the
market price of the drugs (such cost may
include search time, quality uncertainty,
and legal penalties); (2) the value of time
spent using drugs; and (3) the cost of
possible degradation in health, productiv-
ity, and social and family relations due to
drug use.

Gill and Michaels (1991) developed a
time allocation model in which the
decision to use drugs depends on the
individual's base wage, the amount by
which drug use reduces the base wage,
nonmarket income, and personal and
demographic characteristics. Statistically
estimating the drug use decision through
a Probit technique, they find that per-
sonal attributes rather than economic
variables, such as wages, are the prime
determinants of the decision to use drugs,
In particular, they find that more school-
ing reduces the probability of using
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drugs. Whites are more likely than other

races to use hard drugs (i.e., cocaine and
heroin). Living in any region of the
country other than the West lowers the
probability of drug use, as does living in a

rural area. As expected, married individ-

uals are less likely to use drugs than are

single people. Additionally, past illegal

activity and the presence of an unsatisfy-
ing job both raise the probability of drug
use. One should be cautious in interpret-
ing these findings, however, because the
most important economic variable—the
price of drugs—was unavailable to the
authors, a lack of information that may
bias the results.
Several other studies have examined

the relationship between drug use and
economic, demographic, and social fac-

tors (e.g. Cupta &Jenkins, 1984; Mensch

& Kandel, 1988; Shahandeh, 1985). In

general, researchers find that many differ-

ent factors (e.g., environmental, cultural,

and occupational) can influence the deci-

sions to use drugs. Rather than embarking

on a comprehensive technical review of

this literature, I suggest that the interested

reader consult these and other studies for

a richer exposition of the topic.

CONCEPTUAL RELATIONSHIP
BETWEEN DRUG USE AND

PYtODUCTIVITY

Several intuitive reasons would lead us

to believe that drug use among U.S.
workers has a negative impact on produc-
tivity. Some studies have examined the

extent of drug use in the workplace, and
others have generated crude estimates of

the costs to a company of having a

drug-using employee. However, few stud-

ies have rigorously estimated the effects
of drug use on earnings, labor supply, and

job performance.
The optimal economic measure of "pro-

ductivity cosy' is the value of lost output.
However, output is measured in different
ways for different industries. Number of

automobiles, boxes of cereal, bushels of
wheat, tons of steel, and number of
houses are all measures of output. The
value of lost productivity for an individ-
ual worker in a particular industry equals
the units of output lost, multiplied by the
market price per unit of output. This
calculation is not straightforward even for
a single drug-using worker because pro-
jecting expected productivity in the ab-
sence of drug abuse is difficult. Perform-
ing these calculations on the national
level is nearly impossible.
As an alternative to counting output

losses for each worker, one could convert
output into an equivalent measure for all
workers and industries—for example,
productive person-hours lost. Assuming
this conversion is possible, the next step
would be to estimate the value of a
person-hour or the value of labor in
production. The value of labor in produc-
tion or the opportunity cost of labor is
reflected in wages when the market for
labor is functioning efficiently. Therefore,
wages' or labor earnings may be an
acceptable proxy for productivity if the
labor market has a competitive price
system (e.g., no price controls or other
forms of regulation).
The integrity of this approach depends

critically on whether workers are paid
according to the value of their contribu-
tion to output. In economic terms, lost
production could be valued by reduced
earnings if workers were paid a wage
equal to the value of their marginal
product. Marginal productivity refers to
the amount of additional output gener-
ated by the last unit of labor input. This
strict condition does not necessarily have
to be met for all workers. Rather, earnings
must reflect the value of productivity for
a sufficiently large number of employees.
In such a case, lost earnings could be a
reasonable approximation of the value of
lost production.
Suppose employers are able to accu-

rately determine workers' marginal pro-
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ductivity and wages are paid accordingly.
Furthermore, employers recognize drug-
abusing workers as being less productive
than nonabusing workers and adjust
wages to reflect these productivity differ-
ences. Under this scenario, labor markets
are operating competitively and drug-
abusing workers incur the full productiv-
ity cost of their abuse. Personal earnings
differentials would be an ideal estimate of
the full value of productivity losses.
Now consider a more realistic situation

in which employers may or may not rec-
ognize productivity differences, and when
they do observe productivity differences,
they do not always adjust wages to reflect
these differences. Although the wages of
drug-abusing workers may tend to reflect
their true productivity, the wage probably
does not always measure the real value of
the marginal product at a point in time.
Rather than adjusting wages for drug-
abusing workers, employers may reduce
overall wages of all workers or raise prices
to consumers to compensate for the lower
productivity of a certain class of workers.
Furthermore, an employer's detection of,
and reaction to, the problem often lags be-
hind the onset of drug abuse. In addition,
personal earnings cannot be used directly
to measure productivity costs for individ-
uals outside the labor force (i.e., students,
full-time homemakers, and discouraged
workers), These issues imply that per-
sonal earnings differentials will almost al-
ways underestimate the full cost of pro-
ductivity losses to the individual and
society.

Despite these downward biases, earn-
ings differentials are one of the best
available approximations of the value of
lost production. Several methods are
available to estimate earnings differen-
tials for drug-abusing workers. For exam-
ple, suppose we had two samples of
workers: one group of drug-abusing indi-
viduals and one of individuals who do
not abuse drugs. One method is to simply
compare average earnings for each group

and determine the size of the differential.
But this approach is rather naive, as
mentioned above, because it assumes the
entire earnings differential can be attrib-
uted to substance abuse. Many other
variables affect earnings differentials, in-
cluding gender, race, age, education,
occupation, health status, and job safety.
To properly estimate earnings differen-
tials for drug abusers we need to include
these other important variables in the
empirical model. (Beyond the standard
sociodemographic predictors of earnings,
several intangible factors should also be
recognized, such as motivation and de-
sire. Due to the difficulty of obtaining this
information through self-report surveys,
intangible factors are rarely included in
earnings equations.)
The standard econometric method for

estimating earnings differentials is
through asingle-equation estimation of
wage equations, incorporating drug use as
one of the explanatory variables. (The
following methodological discussion of
the drug use/earnings relationship is
taken primarily from French & Zarkin
(1992).) Mincer (1974) developed the now-
standard relationship between wages and
various measures of human capital that
influence labor market productivity mea-
sures such as education, marital status,
job experience, and other sociodemo-
graphic characteristics. Grossman (1972)
stressed the importance of health status
as a predictor of wages. Following the
framework proposed by both Mincer and
Grossman, one could estimate the rela-
tionship between drug use and wages
with the following specification:

w +Ro +R,X +RZx +R3D +u ~1~

where W is the wage, X is a vector of
sociodemographic variables, H is health
status, D is illicit drug use, R; are coeffi-
cient estimates, and u is a random error
term.

Recently, Becker and Murphy (1988)
developed a model of "rational addic-
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tion" in which they posit that wages are a

concave function of "consumption capi-

tal." Several studies have adopted a

variation of this theoretical model to test

the effect of drug use on wages (e.g., Gill

& Michaels, 1992; Kaestner, 1991). Becker

and Murphy note that a rational individ-

ual recognizes the consumption of a

harmful substance lowers future utility

and wages, even though the user desires

the substance and therefore perceives it

as a "good."
In the Becker and Murphy model,

changes in drug use affect wages, but

changes in wages do not affect drug use.

In spite of this proposed relationship, at

least two factors suggest that changes in

wages could affect drug use. First, if drugs

are a normal good (i.e., positively related

to income), then an increase in earnings

will lead to an increase in the consump-

tion of drugs. Thus, the use of marijuana

and cocaine by some highly educated and

wealthy individuals might be partly due

to an income effect associated with the

consumption of drugs (Kaestner, 1991).

Second, drugs and leisure time may be

viewed as inputs into a household pro-

duction model (Michael &Becker, 1973;

Stigler &Becker, 1978), suggesting that

drug use and wages are interdependent.

Consequently, a model that examines the

relationship between drug use and earn-

ings should consider the causality going

in both directions.
To avoid generating potentially biased

estimates from ordinary least squares

(OLS) regression of Equation (1), I suggest

a two-equation model in which earnings

and drug use are jointly determined:

W= ao +a,X +a2H +a3D +ue (2)

D= bo +b,Z +b2H +b3W +ud (3)

where X and Z are vectors of sociodemo-

graphic variables, a; and b; are parameters,

and ue and ud are random error terms.

Equations (2) and (3) can be estimated

through two-stage least-squares (2SLS), but

to ensure that both equations are identi-

fied, Xand Zmust contain instruments for

wages and drug use that satisfy the stan-

dard exclusion restrictions.
Because previous tests of the drug use/

esrnings relationship attempt to draw in-

ferences about the population of all indi-

viduals in the labor force based on samples

of working individuals, sample selection

bias may be an important problem (Heck-

man, 1976, 1979). Selection bias arises be-

causeearnings functions estimated on cen-
sored data (i.e., subpopulations of individ-
uals) do not necessarily estimate popula-
tionearnings functions. Because most tests
of the drug abuse/earnings relationship es-
timate the earnings equation only on the
sample of working individuals, sample se-
lection should be addressed. Heckman
(1976), Maddala (1983), and Amemiya

(1985) discuss two-stage estimation proce-

dures to generate consistent parameter es-

timates in the presence of censored data.
Following their approach, researchers can
correct for potential selection bias by es-
timating a Probit equation describing the
probability of working and then use these
estimates to correct for the nonrandom
sample of earners.
In summary, personal earnings differen-

tialsfor drug abusers constitute a good mea-
sure of the value of productivity losses
when labor markets are competitive and
employers instantaneously adjust wages to
reflect productivity differences. Under

these conditions, drug-abusing workers in-
cur the full burden of lost productivity.
Absent these conditions (e.g., government
regulation, collective bargaining, time lags,
"sticky" wages), personal earnings differ-
entials will underestimate the true value
of lost production.

EMPIRICAL STUDIES ON THE
WORKPLACE CONSEQUENCES OF

SUBSTANCE USE

Although excessive alcohol and illicit
drug use by employees can cause many
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adverse consequences in the workplace (in-
cluding asignificant impact on productiv-
ity), it has received surprisingly little re-
search attention. Substance use can cause
adverse worksite consequences that affect
primarily four groups: drug-using work-
ers, co-workers, employers, and consum-
ers. The extent to which each group is af-
fected depends on the prevalence and
degree of use and on the effectiveness of
policies and programs designed to prevent
and treat any misuse. Table 1 lists many of
the potential adverse worksite conse-
quences of substance use.
I have organized my review of the

empirical literature on workplace conse-
quences into two areas—earnings and
workplace behavior. Table 2 summarizes
the literature. The empirical review be-
gins with "earnings differentials" because
any unproductive workplace behavior
should (in theory) eventually be reflected

in earnings. As I noted earlier, this
theoretical link between productivity and
earnings occasionally breaks down in
actual labor markets due to many factors.
Thus, differences in workplace behaviors
may be a better practical measure of the
consequences of drug use. In fact, several
studies have consistently shown that drug
users are absent more often than non-drug
users. I review these and other studies on
workplace behaviors in the second part of
this section.

EMPIRICAL STUDIES OF THE DRUG
U5E/EARNINGS RELATIONSHIP

The research by Rice, Kelman, Miller,
and Dunmeyer (1990) is the latest of the
social cost studies commissioned by the
Alcohol, Drug Abuse, and Mental Health
Administration (ADAMHA) to estimate
the morbidity (productivity) cost of alco-

Table 1
Workplace Consequences of Substance Abuse

Substance-Abusing Workers
* Reduced reaction time
* Lower motor performance
* Reduced vision and performance on
divided-attention tasks

* Difficulty functioning with co-workers
* Problems with learning and memory
* Overall reduction in intellectual
performance

* Contributing factor in accidents and
injuries

* Higher incidence of sickness
* Reduced earnings
* Less opportunities for advancement and
promotions

*Job loss

Non-Substance-Abusing Co-Workers
* Lower morale
* Increase in grievances and disputes
* Reduced productivity
* Greater exposure to accidents and
injuries

* Peer pressure to participate in drinking
activities

Employers
* Shodding workmanship
* Inefficiency in workforce
*Lower health status of employees
* Increase in absenteeism
* Lower productivity and output
* Less safe and pleasant working
conditions

* Labor relations problems
* Increase in product defects
* Unhappy customers
* Increase in the cases of property damage
and injuries due to accidents

* Property loss due to crime
* Reduced job performance
* Increase in dismissal and hiring activities
* Contributing factor in employee
assistance programs

Consumers
* Lower quality products
* Poor service
* Shortages
* Higher prices
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hol and drug abuse (see also Cruze,
Harwood, Kristiansen, Collins, &Jones,
1981; and Harwood, Napolitano, Kris-
tiansen, &Collins, 1984). Using data from
the National Institute of Mental Health's
(NIMH's) 1985 Epidemiologic Catchment
Area (ECA) survey, Rice et al, estimated
that morbidity costs accounted for 39
percent ($27 billion) of the total alcohol
abuse costs and 14 percent ($6 billion) of
the total drug abuse costs. Although these
estimates are widely cited by the media,
politicians, and other public policy offi-
cials, cost studies do not by themselves
provide an economic justification for
public policy. Policy recommendations
should reflect an evaluation of the costs
and benefits of alternative policies, not
simply an assessment of the cost of the
activity that policy seeks to change
(Anderson, 1992; Heien &Pittman, 1989;
Reinarman, Vl/aldorf & Murphy, 1988;
Sindelar, 1991). Furthermore, the authors
of these social cost studies acknowledge
the many difficulties in generating a
national estimate of "productivity cost"
given the lack of an accepted methodol-
ogy and data limitations.

decently, economists have attempted to
estimate more rigorously the impact of il-
licit drug and alcohol use on wages and
income. Given the medical background
linking substance use to the physical and
psychological well-being of individuals
and the assumption that employees re-
ceive the value of their marginal product
as pay, we would expect to find that sub-
stance use is associated with lower levels
of productivity and thus lower wages.
However, several recent studies have
shown that among a sample of working
adults, drug and alcohol use has an insig-
nificant impact on earnings (Kandel & Dav-
ies, 1990) or actually raises (e.g., Berger &
Leigh, 1988; Gill &Michaels, 1992; Kaest-
ner, 1991; Register &Williams, 1992) for
some groups of people.

Using the 19'84 and 1985 wave of the
National Longitudinal Survey of Youth

(NLS-Y), Kandel and Davies (1990) exam-
ined the effects of the use of cigarettes,
alcohol, marijuana, and cocaine on earn-
ings and on several labor supply vari-
ables. Although they found negative and
significant labor supply effects from mar-
ijuana and cocaine use, none of the drug
use variables had significant effects on
wage rates. Given this surprising result,
they hypothesize that as these young
workers age, the greater discontinuity of
the drug users' work experience will
eventually be reflected in lower earnings.

Berger and Leigh (1988) investigated the
effect of alcohol use on wages using a sam-
ple ofworkers from the Quality of Employ-
ment Survey (QES). They estimated sepa-
rate wage equations for drinkers and
nondrinkers among both males and fe-
males and found that drinkers earned
higher wages than nondrinkers, even after
controlling for differences in observable
characteristics and selectivity bias. This
result is robust to changes in model spec-
ification, identification assumptions, and
definition of drinker status. These find-
ings imply that higher wages may be a ben-
eficial effect of moderate alcohol use.
Mullahy and Sindelar (1989) recently

conducted a study to examine the effect
of alcohol abuse on worker productivity.
Using ECA survey data, they found that
alcoholism had no direct effect on earn-
ings. Instead, they found important indi-
rect effects: alcohol use affected educa-
tional attainment and marital stability,
which in turn affected earnings.
In a follow-up study to their original

research, Mullahy and Sindelar (1991)
attempted to determine the extent of
gender differences in labor market re-
sponses to alcoholism. Using multiple-
site data from the ECA survey, they found
that alcoholism typically had negative
effects on both labor force participation
and income for the full sample. However,
the effects varied across the life cycle and
by gender. They demonstrate that their
results depend on the variables controlled
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for and whether the dependent variable is
labor force participation or income.

Kaestner (1991) specified atwo-equa-
tion model with wages and drug use
being jointly determined. He estimated
his model with data from the 1984 youth
cohort of the NLS-Y. The results of the
analysis suggest that increased frequency
of illicit drug use leads to higher wages
for women, but usually not for men.
These results appear to be consistent
across classes of drugs, In addition, the
two-stage least-squares (2SLS) equation
procedure produced results that were
radically different from those of an ordi-
nary least-squares (OLS) equation model,
This difference demonstrates the sensitiv-
ity of the parameter estimates to the
method of estimation.
Also using data from the 1984 NLS-Y,

Register and Williams (1992) further
examined the hypothesis that drug use
reduces labor market productivity. They
first estimated standard log-wage equa-
tions that controlled for the probability of
employment and included endogenous
marijuana- and cocaine-use variables.
Their findings indicate that, although
long-term and on-the-job use of marijuana
was negatively related to wages, general
marijuana use had a positive impact.
Register ar..d Williams found no signifi-
cant cocaine-use impacts. Turning to a
Probit estimation of a drug-use equation,
they found that the probability of being
employed declined as the extent of
marijuana use increased. Regarding pre-
dicted cocaine use, the probability of
employment was not significantly influ-
enced by cocaine use, on-the-job cocaine
use, or long-term use.
In related work, Gill and Michaels

(1992) also examined the effects of illicit
drug use on wages and found a similar
result to Kaestner (1991). Gill and
Michaels used a household production
model that corrected for the self-selection
of users. They found that drug users
received higher wages than nondrug users

and, more surprisingly, that the effect was
stronger when drug use was defined to
incorporate only "harder" drugs. In the
case of hard drugs, the estimated differen-
tial was approximately 37 percent. An-
other noteworthy finding is that eco-
nomic variables explain little of the
individual's decision to use drugs relative
to environmental and personal factors.

Last, French and Zarkin (1992) exam-
ined the drug use/earnings relationship
for a random sample of employees at a
large manufacturing worksite. Their anal-
ysis of this unique data contradicts the
prevailing finding that drug use does not
appear to dampen wages. Specifically,
they find that both "past year" and "ever
used in lifetime" measures of illicit drug
use have a negative effect on three
measures of compensation—annual earn-
ings, weekly wage, and hourly wage. The
negative relationship between "ever in
lifetime" illicit drug use and "compensa-
tion" is statistically significant and stable
across all three measures of compensation
and when drug use is treated as an
endogenous variable. These results
should add further information to the
growing drug use/earnings debate.
Given the methodological and data

problems of earlier studies (e.g., Cruze et
al., 1981; Harwood et al., 1984; Rice et al.,
1990) and the somewhat inconsistent
results of Kandel and Davies (1990),
Berger and Leigh (1988), Mullahy and
Sindelar (1989, 1991), Kaestner (1991),
Register and Williams (1992), Gill and
Michaels (1992), and French and Zarkin
(1992), the relationship between drug use
and earnings cannot be generalized for all
workers. The studies loosely suggest that
heavy or problem use of marijuana or
alcohol is associated with lower earnings,
but low to moderate use of any illicit drug
or alcohol is either positively related to
earnings or has no statistically significant
effect. In addition, it appears that women
and younger workers are more likely to
exhibit a positive or insignificant earn-
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ings effects from drug use compared to

men and older workers.
How does the analyst reconcile the

counterintuitive drug use/earnings re-

sults, and what are the implications for

workplace policy? I offer several possible
explanations, which I discuss in more

detail below, including (1) the underre-

porting of drug use, (2) incorrect model
specification and poor data, (3) the desig-

nation of "drug use" instead of "stock of

drug capital" as the key explanatory

variable, (4) the use of wages rather than

labor supply measures as the dependent

variable, and (5) the heterogeneity effect

due to unobservable characteristics.

The first possible explanation is that

individuals are underreporting drug use

in voluntary random surveys. Although

this may be the case, the underreporting

must be disproportionately represented

by the heavy drug users to bias the sign of

the coefficiernt estimate in the earnings

equations. If drug use across all classes of

users is generally and consistently under-

reported, then the magnitude of the

coefficient estimate would be biased, but

the true qualitative result would persist.

Because no research supports the claim

that underreporting is more prevalent for

heavy users, this explanation seems less

plausible.
Another possible explanation for this

surprising result pertains to the model
specification for the drug use/earnings

relationship and the statistical techniques

used to estimate this relationship, Most

analysts now recognize that single-equa-

tion OLS techniques are inappropriate for

estimating the effect of drug use on

earnings. Single-equation models assume

that drug use is an exogenous variable—

clearly atenuous assumption. More re-

cent studies have accounted for the

endogeneity of drug use by using multi-

equation regression models (e.g., instru-

mental variables, 2SLS), but little theoret-

ical guidance on the correct specification

for these models exists. Quite possibly,

11

economists are finding this unexpected

result between drug use and earnings

because we have not yet developed the
correct model specification. Even if the

model is specified correctly, the estimates

may be biased if we are not controlling for

the correct variables or if the data are

poor.
A third explanation hits at the crux of

the drug use/earnings relationship.

Becker and Murphy (1988), for example,

question whether we are measuring the
correct explanatory variable. They sug-

gest that drug use per se is not the

variable of interest, but rather the stock of

drug capital is what really matters. In

other words, drug use at a point in time or
over a period of time only affects earnings

to the extent that it adds to the total stock

of drug capital. The greater the accumula-

tion of drug capital, the greater the
deterioration in earnings. Although this

explanation certainly has merit, its empir-

ical value is limited because the stock of

drug capital is very difficult to measure

and is usually unobservable.
Becker and Murphy question the value

of drug use as an explanatory variable in

earnings equations, but an equally plausi-

ble inquiry could focus on the choice of

earnings as the dependent variable. For

example, Mullahy and Sindelar (1989)

found that alcohol use did not affect

earnings directly but, instead, had an

indirect effect through education and
marital status. Similarly, drug use may

have a minor impact on the rate of pay

but a more significant impact on labor

supply. Put differently, drug users may be

absent from work more frequently than

nonusers and work fewer weeks per year,

but not suffer any degradation in earn-

ings. Kandel and Davies (1990) and

Zarkin and French (1992) have begun to

examine the labor supply effects of drug

use, but additional work is needed in this

area to clearly define these relationships.

The last explanation I suggest for the
estimated insignificant or positive rela-
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tionship between drug use and earnings
can be called the heterogeneity effect. Put
simply, individuals differ along several
dimensions-some observable and some
not. Observable characteristics include
sociodemographics such as education,
age, race, and gender. These variables are
likely to influence job compensation and
are always included in earnings equa-
tions. However, several unobservable
characteristics may be equally or even
more likely to influence earnings, but no
data exist. Unobservable variables in-
clude motivation, aggression, intelli-
gence, ambition, discipline, and many
others. If these characteristics truly influ-
ence earnings, then the coefficient esti-
mates in the earnings equation may be
biased due to an omitted variables prob-
lem. Furthermore, drug use may be
correlated with one or more of these
variables, which will cause the coefficient
estimate for drug use to pick up these
latent effects.

EMPIRICAL STUDIES OF DRUG
U5E/WORKPLACE BEHAVIOR

RELATIONSHIP

Several recent studies have investi-
gated the relationship between drug use
(both self-reported and verified through a
preemployment drug test) and workplace
behavior indicators such as absenteeism,
accidents, turnover, injuries, and perfor-
mance. The only consistently stable find-
ing involves the association between drug
use and absenteeism. For other workplace
behaviors, the results are mixed, with
most of the better-designed studies find-
ing aweak or insignificant relationship. I
summarize some of the major studies
below and also highlight the studies in
Table 2.
Blank and Fenton (1989) found that

Navy recruits who tested positive for
marijuana upon entering the Navy were
more likely than recruits who tested
negative to leave the service within 2.5

years and much more likely to leave
because of an alcohol abuse, drug abuse,
or other performance problem. Further-
more, McDaniel (1988) reported that
individuals who began drug use at earlier
ages or who used drugs more frequently
were more likely to be subsequently rated
as unsuitable for service.

Several studies have examined the
effects of employee drug use by compar-
ing outcomes of current workers who
have tested positive on drug tests or have
been referred to a company EAP. Sheri-
dan and Winkler (1989) found that em-
ployees of the Georgia Power Company
who were referred to the EAP or entered
treatment for drug abuse had 1.5 times as
many absences, made more than twice
the number of workers' compensation
claims, and used more than twice as
many medical benefits as did a matched
set of controls. The results of this study
are somewhat suspect because individu-
als in both the positive and negative
groups were tested "for cause," which is a
clear indicator of poor workplace behav-
ior. Asimilar type of study at Utah Power
and Light (Crouch, Webb, Buller, &
Rollins, 1989) showed higher absences
and accident rates among employees who
tested positive for drug use compared to a
control group. The study was poorly
designed, however, because the drug-
positive group had only 12 people, and
bias associated with assignment to certain
groups is a likely problem.
As noted earlier, illicit drug use consis-

tently shows up as a statistically signifi-
cant predictor of absenteeism. Normand,
Salyards, and Mahoney (1990) used a
carefully designed study to estimate the
relationship between preemployment
drug test results and absenteeism, turn-
over, injuries, and accidents for a large
national sample of U.S. Postal Service
employees. After 1.3 years from the start
of employment, employees who tested
positive for illicit drugs had an absentee-
ism rate 59.3 percent higher than employ-
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Table 2

Empirical Studies on the Relationship Between Substance Use, Earnings,

and Workplace Behavior
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Study Sample Measure Findings

Alleyne, Stuart, 459 deaths Analysis of body Eleven percent had detectable

and Copes (1991) at work fluids alcohol; marijuana found in 8.5%;

when alcohol present, 65% of
deaths result of motor vehicle
accident or getting caught in or
under an object, compared to
47% when alcohol not present.

Berger and Leigh Quality of Self-reported Positive relationship between

(1ggg) Employment alcohol use alcohol use and wages for males

Survey and females.

Blank and Fenton 1,052 Naval Preemployment Retention higher for drug-negative

(1ggg) recruits drug tests and group two and one-half years after

military entering service; 14% of

retention records drug-positive group left because

of drug/alcohol problems, 21°/o

for behavioral problems,
compared to 1% and 8% of

drug-negative group.

Blum, Roman, 136 employed Self-reported Heavy drinkers seen as lower

and Martin men alcohol use and achievers, less self-directed, and

~1gg2~ referral sources as having fewer interpersonal

skills than light drinkers.

Crouch et al. Utah Power For cause and Accidents increased from 1983 to

(1g8g) and Light random drug 1985 when drug testing began,

Company tests and and then decreased in 1986 and

employees company records 1987; drug-positive employees

five times more likely to be in
accident than control group.
Drug-positive and self-referred
EAP group had more absences

than matched control group.

French and 409 Self-reported Negative relationship between

Zarkin (1992) employees at a drug use "ever used in lifetime" measure

large of drug use and earnings;

manufacturing insignificant relationship for

worksite "past year" use measure.
(continued)

ees who had tested negative and a 47

percent higher rate of firing. They de-

tected no significant associations between

drug test results and accident and injury

occurrences. Follow-up reports on this

longitudinal study have shown that the

observed disparity in absenteeism and

firing rates between the positive and

negative groups continued to grow (Nor-

mand & Salyards, 1989; Salyards, 1991).

Zwerling, Ryan, and Orav (1990, 1992)

explored the association between preem-

ployment drug test results and job perfor-

mance for Boston-area Postal Service

workers. (The sample of workers was

different from the Normand, Salyards, &
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Table 2
Continued

Study Sample Measure Findings
Gill and Michaels National Self-reported Positive relationship between
(1992) Longitudinal drug use drug use and wages, which was

Survey of strongest for "harder" drugs.
Youth

Kaestner (1991) National Self-reported Positive relationship between
Longitudinal drug use illicit drug use and wages for
Survey of women, but not for men.
Youth

Kandel and National Self-reported Negative effect of marijuana and
Davies (19so) Longitudinal substance use cocaine use on labor supply and

Survey of turnover; insignificant effect of
Youth drug use on wages.

Kandel and 1,325 young Self-report drug Concurrent use of marijuana,
Yamaguchi adults in New use and job other illicit drugs, and daily
(1987) England mobility drinking negatively associated

with job tenure.
Lehman, Holcom, Municipal and Self-report drug Dissatisfied employees more
and Simpson municipal use, job likely than satisfied employees to
(1990); Lehman agency satisfaction, and drink heavily, use illicit drugs;
et al. (1991); employees absenteeism employees reporting unscheduled
Rosenbaum et al. absences more likely to get drunk,
X1992) have alcohol problems, and report

recent illicit drug use.
Lewis and 207 fatal Analysis of body Alcohol found in 13.3%; only one
Cooper (1989) work-related fluids illicit drug found; 7% tested

accidents positive for prescription drugs
that could have altered key
functions such as reaction time or
coordination.

McDaniel (1988) 10,000 Self-report drug Preservice drug use correlated
military use and military with unsuitability discharge.
recruits discharge

records
(continued)

Mahoney [1990] study.) Zwerling, Ryan,
and Orav (1990, 1992) found that appli-
cants testing positive for marijuana
showed increased risks of separation,
accidents, injuries, disciplinary actions,
and absenteeism when compared to em-
ployees who tested negative. Applicants
testing positive for cocaine showed a
statistically significant increased risk for
absenteeism and injuries. Zwerling, Ryan,
and Orav (1990, 1992) noted that the

nonsignificant cocaine findings on some
of the other outcome measures may have
been due to the small number of positive
cocaine cases in their studied sample.
A number of other recent studies have

examined the relationship between anon-
ymous self-report measures of drug use
and various work-related variables. Kan-
del and Yamaguchi (1987) and Kandel
and Davies (1990) used data from the
NLS-Y to address the following research
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Table 2
Continued

Study Sample Measure Findings

Moody et al. Mandatory Analysis of body In 26.8% of fatal accidents and

(1990) postaccident fluids, primarily 16.3% of nonfatal accidents, at

testing for urinalysis least one employee involved in

railroad accident tested positive for illicit

accidents drug; in one-third of positive

events, drugs or alcohol were

factors in accident. -

Mullahy and Epidemiologic Self-reported No direct effect of alcoholism on

Sindelar (1989; Catchment alcohol use; earnings; negative relationship

1991) Area Survey psychological between alcohol use and

determination of educational attainment, marital

alcoholism stability, and labor force
participation.

National 182 fatally Analysis of body One-third of drivers tested

Transportation injured truck fluids positive for substance use;

Safety Board drivers impairment judged a factor in

~gggp~ 87°/a of cases in which driver

tested positive.

Normand and Postal service Preemployment

Salyards (1989); applicants and drug test and

Normand, hires company records

Salyards, and
Mahoney (1990);
Salyards(1991)

Applicants testing positive for

drug use had higher subsequent

absenteeism; cocaine positives

had more absenteeism than

marijuana positives; no significant
relationship found between
preemployment drug test and

subsequent accidents and
turnover.

Register and National Self-reported Long-term and on-the-job

Williams (1992) Longitudinal drug use marijuana use directly related to

Survey of wages; no significant relationship

Youth between cocaine use and
employment and wages; negative

relationship between employment

and marijuana use.

Reinarman, 60 heavy Self-reported High proportion of users with

Waldorf, and cocaine users cocaine use minor health problems, but most

Murphy (1988) who also used have no major health problems.

at work Most workers reported several

workplace consequences related

to cocaine use, including
absenteeism, work relations, and

productivity.
(continued)
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Table 2
Continued

Study Sample Measure Findings
Rice et al. (1990) Epidemiologic Self-reported Productivity cost of alcohol abuse

Catchment substance use was $27 billion in 1985;
Area Survey productivity cost of drug abuse

was $6 billion in 1985.
Sheridan and Georgia Drug test for
Winkler (1989) Power cause and

Company random;
employees absenteeism

records

Transportation Commercial vehicle Analysis of body
Research Board fatalities fluids
(iss~)

Overall, drug positives not more
absent than negatives; positives
more absent than negatives for
unpaid sickness, personal time,
and suspensions in 1986, but not
1987.

Fifteen percent of commercial
drivers involved in fatal accidents
had detectable alcohol levels; in
accidents in which truck driver is
killed, 22% had been drinking
and 16% had blood alcohol
contents above 0.10%.

Zarkin and National Self-reported Drug use had an insignificant
French (1992) Household drug use effect on weeks worked and sick

Survey on days taken, but positively related
Drug Abuse to days skipped; alcohol use

associated with more weeks
worked.

Zwerling, Ryan, Postal service Preemployment Marijuana positives showed
and Orav (1990) applicants in drug tests and higher absenteeism, accidents,

Boston company records and injuries during first year of
employment; cocaine positives
showed higher absenteeism and
injuries.

question: To what extent does drug use
affect the labor force performance and
work careers of young workers? Their
study investigated the effects of cigarette,
alcohol, marijuana, and cocaine use on
four aspects of labor market experience:
earnings, stability of employment, gaps
between employment spells, and dura-
tion of unemployment. The study results
indicate that drug use consistently leads
to a deterioration in labor force perfor-
mance. The use of cocaine increased job
mobility, the number of gaps between
employment spells, and the number of
weeks out of the labor force. Similarly,
the use of marijuana increased the num-

ber of employment gaps and the time
spent unemployed and out of the labor
force. Furthermore, they found that the
use of each specific drug had a negative
effect on labor market performance over
and beyond the effect of alcohol and
cigarettes.
Zarkin and French (1992) used the

1990 National Household Survey on Drug
Abuse to examine the prevalence of illicit
drug use by work status and the impact of
drug use on three labor market variables:
weeks worked during the past year,
number of sick days taken during the last
month, and the number of days of work
skipped for nonmedical reasons during'
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the last month. Results indicated that

drug use decreased weeks worked (usu-

ally insignificantly), but alcohol use was
associated with more weeks worked dur-

ing the past 12 months. Drug use had an
insignificant effect on the number of sick
days taken, but past-month drug use
significantly increased the number of

days a respondent skipped work. This
result suggests that drug use may de-

crease individuals' desire to go to work,

even though they may not actually be
sick. Overall, they found a modest nega-

tive relationship between drug use and
labor supply.
Employee substance use has also been

linked to a variety of other workplace
measures, such as job withdrawal behav-
iors, low productivity, and poor interper-

sonal relationships at work. Lehman and
Simpson (1992) and Lehman, Holcom,

and Simpson (1990) assessed the correla-

tion between substance use and on-the-
job behaviors in a sample of municipal
employees from a large city in the
southwestern United States. Job behav-

iors included unscheduled absences, psy-
chological and physical withdrawal, pos-

itive work behaviors, and antagonistic
work behaviors. Employees who reported

having unscheduled absences during the
last year were more likely than employees
without unscheduled absences to get

drunk frequently, to drink at work, to
report alcohol-related problems, and to
have used illicit. drugs. Employees who

reported illicit drug use at or away from
work were found to more frequently

engage in withdrawal activities and an-
tagonistic work behaviors than did non-
users, but users and nonusers did not

differ on positive work behaviors. Similar
absenteeism findings were uncovered by
Rosenbaum, Lehman, Olson, & Holcom,

(1992) in a sample of municipal employ-
ees in a different city. They showed
strong relationships between alcohol and

drug use and the probability of three or
more unscheduled absences during the

past year. Although both samples of
municipal employees demonstrated a
strong relationship between substance
use and absenteeism, the results were
based on simple difference tests of sam-
ple •means. Because the studies did not
control for other potential explanatory
variables (e.g., age, gender, education),
the findings should be viewed as informa-
tive, but not conclusive.
Blum, Roman, and Martin (1992) stud-

ied the relationship between alcohol use
and job performance measures for a
sample of 136 employed men. This study
was unique in that measures of alcohol
use and job performance were obtained
both from the workers and the sources
they had named for referrals. The results
showed that heavy drinkers were seen by
others as having lower technical achieve-
ment, lower self-direction, less interper-
sonal relations, and higher conflict avoid-
ance than light drinkers.
Lehman, Farabee, and Simpson (1992)

asked municipal workers about their
awareness of substance use among their
co-workers, whether substance use in
their workgroup affected their ability fio
get the work done, and their attitudes
toward company policies regarding em-
ployee substance use. Respondents who
reported co-worker substance use at their
workplace cited this very often as a cause
of poor quality work, poor communica-
tion, and an increased probability of
injuries and damaged equipment. Em-
ployees exposed to substance use in their
workplace viewed management efforts to
deal with the problem much more nega-
tively and had lower job satisfaction than
did employees who were not exposed.
Alcohol and illicit drug use has long

been considered a factor in automobile
accidents. The Transportation Research
Board (1987) estimated that 750 fatal

crashes occur annually in which a com-
mercial vehicle driver had been drinking.
Despite the large number of fatal acci-
dents -that occur annually, only 15 per-
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cent of commercial vehicle drivers in
fatal crashes had detectable levels of
alcohol compared with 45 percent of all
drivers in fatal crashes. In a study of truck
drivers from 182 heavy-truck crashes in
which the driver was killed, the National
Transportation Safety Board (1990) found
that one-third of drivers tested positive
for substance use. Most of the drivers had
either marijuana or alcohol in their
systems; cocaine, other stimulants, and
amphetamines (in that order) were found
in the other drivers' systems.
Moody, Crouch, Andrenyak, Smith,

Wilkins, Hoffinan, and Rollins (1990)
studied records from mandatory postacci-
dent drug and alcohol testing for railroad
accidents. Six percent of the 1,398 per-
sons tested (involving 351 events) actu-
ally tested positive for alcohol or illicit
drugs. Individuals who tested positive for
an illicit drug were more likely to be
involved in both fatal and nonfatal
crashes than individuals who tested pos-
itive for alcohol only. In 26.8 percent of
all fatal accidents and 16.3 percent of
nonfatal accidents, at least one employee
involved in the accident tested positive
for an illicit drug. Alcohol or illicit drugs
were found to be related to the accident
in approximately one-third of the sub-
stance-positive events.
A few studies have examined the

relationship between substance use and
various other types of accidents occurring
at work. Alleyne, Stuart, and Copes
(1991) studied 459 deaths occurring at
work in Alberta, Canada, between 1979
and 1986. The strongest associations were
found for alcohol and marijuana, with 11
percent of the fatalities showing detect-
able levels of alcohol and 8.5 percent of
the cases testing positive for marijuana.
Lewis and Cooper (1989) studied 207
fatal work-related injuries occurring in
Harris County, Texas. Detectable levels of
alcohol were found in 13.3 percent of the
fatalities, but only one case of illicit drug
use was detected, Both the Alleyne,

Stuart, and Copes (1991) and Lewis and
Cooper (1989) studies showed that sub-
stance use was related in some way to
occupational fatalities, but neither study
demonstrated that the presence of alcohol
or illicit drugs was causally related to the
fatal accidents.
Reinarman, Waldorf, and Murphy

(1988) used self-reported data from a
unique study to examine the effects of
cocaine use on health status and work-
place behavior. The study has several
noteworthy features—including the focus
on only one illicit drug and some highly
specific job behavior measures. Unfortu-
nately, the generalizability of the study is
limited because the sample is composed
of only 60 heavy cocaine users who also
reported using cocaine at work. Although
the data suggest that most of the individ-
uals experienced several minor health
problems due to cocaine use, only a few
reported major health problems. When
asked about the effects of cocaine on work
relations, absenteeism, and productivity,
most workers reported several negative
workplace consequences. For example,
about 60 percent were absent from work
because of their cocaine use and approxi-
mately 62 percent reported lower produc-
tivity due to cocaine. Curiously, about an
equal number of respondents (25 percent)
reported that cocaine use had a positive
effect on their work relations as those
who reported that it had a negative effect
on work relations. These results are
clearly interesting given the unusual
characteristics of the sample, but the
sample peculiarities also limit the gener-
alizability of the findings.

POLICY IMPLICATIONS AND FUTURE
RESEARCH NEEDS

As with many review articles of scien-
tific research, this paper probably raises
more questions than it answers. Are we
using the "correct' methodology? Why is
it so unusual to find consistent results for
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earnings and job performance? Will the
right data ever be available to estimate

these relationships properly? The re-
search and policy debates are particularly
active in the substance abuse field where

study results are only starting to emerge
from thoughtful, well-designed research

(e.g., Kaestner, 1991; Normand, Salyards

& Mahoney, 1990). Employers, practi-

cioners, and policy makers certainly
recognize the value of technically rigor-

ous analyses of substance abuse issues,

but the study findings are not always

intuitively predictable and consistent

with program objectives. For example,
alcohol and illicit drug use does not

appear to have a debilitaing effect on

earings and some workplace performance
measures at all worksites. This raises

questions about the objectives and effec-
tivesness of workplace programs such as

drug testing and EAPs.
A wide variety of undesirable work-

place effects have often been linked with

substance use by employees, including

lower productivity and job satisfaction,

and higher absenteeism, accidents, and

turnover. Despite the numerous studies

reviewed in this paper, few definitive
conclusions can be drawn regarding the

direct effect of substance use on these

workplace measures. Much of the evi-

dence indicates a negative relationship

between substance use and job perfor-
mance, but any statements about causal-

ity are not statistically justified. With the

possible exception of absenteeism, the
magnitude of the relationships is gener-

ally quite small and often statistically

insignificant. Even in the case of absen-

teeism, one cannot infer that substance

use causes higher absenteeism because

the study designs are not sophisticated
enough to make such a claim.
Although the absenteeism findings are

generally consistent across studies, other
measures have shown weak relationships

with substance use and sometimes have

shown inconsistent results. For example,

some studies have found a negative
relationship between substance use and
earnings and others have found a positive
relationship, The relationship between
substance use and turnover is also diffi-

cult to untangle. Some of the inconsis-
tency can be attributed to different and
occasionally flawed research designs, but
one must also consider sample character-
istics as a possible explanation. For
example, both drug abuse and negative
workplace behaviors tend to be rare
events at most workplaces. If a small
number of employees falls into either one
of the categories, then overall sample
sizes for study groups must be suffi-
ciently large to uncover a relationship
that is statistically meaningful. Thus,
finding consistent and statistically signif-

icant relationships between relatively un-
common events such as substance use
and negative job behaviors requires a
carefully designed study with a large
sample size and reliable measures.

Several other qualifications limit the
generalizability of research in this area.
Due to ethical concerns regarding con-
trolled laboratory studies involving drug

use, most research has relied on self-
reported observational data..Self-reported
drug use is frequently challenged in the
literature, but research has indicated that
self reports can be fairly reliable (Kandel,
1984; Rouse, Kozel & Richards, 1985).

Urine test have greater reliabilty in con-
firming use, but they provide little infor-

mation on the quantity/frequency dimen-

sions of use and impairment. Adding to
the difficulty is the fact that "drug use" is

not a clearly defined term. Some studies

use drug use to imply the use of a single
substance, while others use the term to
characterize different combinations of
drugs with dissimilar quantity/frequency
patterns. Considering these additional
qualifications, it is worth repeating the
following cautionary statement: Some
studies have uncovered a statistically

significant relationship between drug use

s
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and workplace behavior, but none of the
studies can make conclusive statements
about the causal role (if any) of drug use
in affecting these behaviors.
Given the short record of economic

research in the substance abuse area,
some of the results presented are clearly
preliminary, and more studies are needed
to better inform the debate. The studies
on labor supply and absenteeism indicate
that drug abuse programs in the work-
place (e.g., EAPs) have the potential to
benefit workers and employers. However,
if one believes that earnings are the best
measure of worker productivity, then
drug users appear to be performing as
well as or better than nondrug using
co-workers. Consequently, government
and employers may question the motiva-
tion and rationality for expensive work-
place programs designed to detect and
discipline drug-using employees. Which-
ever position one takes in this debate,
both sides would agree that many impor-
tant issues are unresolved. Despite the
bleak picture often painted by the popu-
lar press, our current understanding of
the workplace effects of substance use is
limited, and additional research is
needed before these effects can be suffi-
ciently untangled.
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THE EMERGENCE OF EXTERNAL EMPLOYEE

ASSISTANCE PROGRAMS: REPORT OF A SURVEY

AND IDENTIFICATION OF TREI~IDS

ALISON FAVORINI and KURT SPITZER

Wayne State University

Results of a 1990 survey of external employee assistance programs (EAPs) in

Michigan revealed substantial growth of these providers over the past decade

and an even greater expansion in the number of firms under contract. Most of

the external EAPs surveyed offer a broad range of services and serve client

firms of varied sizes and types. Significant differences emerged in services

offered and client firms served depending on the size of the provider

organization and whether the EAP'was free-standing. Respondents reported

increased requests for managed care and cost containment and avowed that it

is easier to market EAP services today than ten years ago. Implication of the

results for the employee assistance field are discussed.

INTRODUCTION

The past decade has witnessed a con-
tinuation of the significant growth in

employee assistance programs that began

during the 1970's. In 1973, the National
Institute on Alcohol Abuse and Alcohol-

ism (NIAAA) estimated that there were

500 programs in the country; by 1981, the
Washington Business Group on Health

placed the number at over 5000 (Klar-

reich, DiGiuseppe & DiMattia, 1987).

More recently, the number of programs

was conservatively estimated to be 15,000
to 20,000 nationwide (Morall, 1988).

Increasingly, employers are becoming

aware of the benefits of a healthier and
more productive workforce and are dis-

covering the potential of employee assis-

tance programs (EAPs) as a major element
in containment of rising health care costs.

The societal mandate for a drug-free

workplace has been another strong influ-

ence on an increased demand for EAPs.

The nature of EAPs has changed dra-
matically during the past two decades, as

evidenced by the shift to broad brush

programs addressing a myriad of em-

ployee issues, the expansion of large
external EAP providers, the increasing
infusion of degreed and credentialed

staff, and the entry of EAPs into the

managed health care arena. Skill in level

of care determinations and case manage-

ment functions has become increasingly

crucial as treatment options proliferate

and treatment choices are scrutinized by

utilization review and managed health

care organizations retained by employers.

Partly for this reason, many businesses

have decided to contract for external

employee assistance services offered by a

wide variety of EAP providers rather than
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developing EAPs themselves. Particularly
now that the major growth market for
EAPs is in small- and medium-size
businesses, most firms are finding the
external EAP approach preferable to tak-
ing on the responsibilities of administer-
ing an internal program, including hiring
and supervising EAP staff and having to
deal with potential liability issues. Small
firms typically cannot offer in-house
services cost-effectively, and utilizing an
external provider offers more flexibility
regarding continuation of services. There-
fore, the 1980's was a period when
external programs became the predomi-
nant means of providing employee assis-
tance services.
In 1988, the Bureau of Labor Statistics

conducted atwo-stage survey of a nation-
wide, stratified, random sample of U.S.
businesses (N = 7502) to determine the
prevalence of EAPs and drug testing (U.S.
Department of Labor, 1989). Employee
assistance programs had been initiated in
6.5% of these establishments; 55.5% were
contractual and 44.5% were in-house.
EAPs were far more prevalent in larger
organizations, and only the largest firms
(5000 or more) were more likely to have
internal programs. Blum and Roman
(1987, p. 95) have observed: "Where it
was once believed that the adoption of
external programs would be limited to
small organizations, this has changed
dramatically. Today, organizations that
employ more than 1,000 workers com-
monly have external EAP contracts, and
numerous large multi-location companies
provide nationwide EAP services through
external contracts."
The increasing array of external provid-

ers offers opportunities for businesses to
select program ingredients most suitable
to their own individual needs. In addition
to employee counseling, employers can
now select from a wide range of program
offerings such as intra-organizational con-
sultation and conflict-resolution, semi-
nars on stress management, retirement

planning, day care services for employ-
ees' children or elderly family members,
and health and wellness promotion pro-
grams. Apart from the ability to offer a
broad range of services, external EAPs
have also been described in the literature
as providing more rapid implementation
of services and broader geographical
coverage (Straussner, 1988a,b) and are
perceived as ensuring greater confidenti-
ality (Blair, 1987).
A number of research studies compar-

ing internal and external EAPs have
reported higher utilization rates by em-
ployees in companies with external EAPs,
more self-referrals, and greater use of
services by management, white collar
employees and workers' families (Blum &
Roman, 1987; Harlow, 1987; Schneider &
Colan, 1990; Straussner, 1988a,b; Sud-
duth, 1984). The emergence of the exter-
nal EAP provider is certainly not without
some significant drawbacks, such as the
loss of a greater EAP visibility within the
workplace and concomitant opportunities
for more informal contacts at all levels of
the organization which internal programs
are in a better position to provide (Blair,
1987; Googins, 1989; Hofmann, 1988).

SURVEY OF EXTERNAL EAP
PROVIDERS

With the emergence of the external EAP
as the predominant format for employee
assistance service delivery, there is a vital
need for systematic study of the charac-
teristics of these programs. While most
research has focused on comparisons of
external and internal EAPs in relation to
confidentiality, accessibility, comparative
costs, and types of referrals, little is
known regarding external EAP staff com-
position, specific services provided, fee
structures, and the extent and types of
client organizations being served. There-
fore, we conducted a survey of a represen-
tative group of these organizations in
order to obtain a more accurate profile of
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them and their services. The sampling

unit in this study was the provider rather
than the client companies; the study is
therefore not truly comparable to previ-

ous studies of client company EAPs
(Blum & Roman, 1987; Harlow, 1987;
Schneider & Colan, 1990; Straussner,
1988a,b; Sudduth, 1984).

SURVEY METHODOLOGY

In 1990, the Michigan Office of Sub-
stance Abuse Services (OSAS), in cooper-
ation with Employee Assistance Profes-
sionals Association (EAPA) and Em-
ployee Assistance Society of North Amer-
ica (EASNA) chapters in Michigan, pub-
lished adirectory of internal EAPs and
external EAP providers in the state of
Michigan (Michigan OSAS, 1990). Since
the directory identified whether programs
were internal or external, we were able to
define a sampling frame including all 89
external EAP providers listed. Ten of
these programs proved to be client organi-
zations with an EAP, rather than provid-
ers of service, and our revised sampling
frame therefore included 79 external EAP
providers. The survey concerned several
major areas of interest: auspices of the
external EAP, type of clientele served,
credentials of the provider staff, services
provided and basis for fees, attitudes of
prospective clients toward EAPs, market-
ing techniques, and perceptions of trends
in the employee assistance field, particu-
larly in relation to small business. The
survey was six pages long and took an
estimated 10-15 minutes to complete.
In October of 1990, the suivey was sent

to the specified contact person in each of
the 79 external EAP providers identified,
with a cover letter explaining the purpose
of the survey, encouraging the respon-
dent's cooperation, and assuring confi-
dentiality. Three weeks later, a second
survey was sent with a reminder to
complete it if not previously returned.
This two-wave strategy yielded a return

on fifty (50) surveys, a response rate of
64%, which is fairly typical of a two-
wave mail survey. By omitting the organi-
zational name, respondents were assured
anonymity. With very few exceptions,
responses to individual profiles were
complete and appeared to be accurately
answered. The respondents were repre-
sentative of the geographical distribution
of external EAP providers in Michigan,
except for slight over-representation of
EAPs from the northern part of the state.
Comparing on selected services offered,
the proportions in the sample and sam-
pling frame offering counseling and criti-
cal incident stress debriefing (CISD) were
identical but the sample providers were
somewhat more likely to offer supervisor
training and crisis intervention. (This
comparison was possible because the
directory listed services provided.) It is
therefore possible that respondents over-
represented full-service providers.

SURVEY RESULTS

1. Nature and Staff of Responding
Organizations

For one third of the organizations,
provision of EAP services was their sole
activity, as either a single site (20.4%) or
a regional/national provider (12.2%). The
majority of respondents (53%) stated that
their EAP component was part of a larger
organization providing chemical depen-
dency (22.4%), mental health (12.2%), or
family services (10.2%), or was part of a
health care facility (8.2%). Seven respon-
dents (14.3%) indicated other auspices,
typically a private consulting firm or
human resource development organiza-
tion. More than half the respondents
(56%) had begun providing external EAP
services within the past five years (1985
or later), although 22% had initiated
external services before 1980.
The organizations varied considerably

in staff composition and size. The average
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staff size, including support staff was 6.9
FTE's (range: .3-44.0). Nearly half the
organizations (47%) had three staff or
fewer; one-quarter reported 4-9 staff, and
28% indicated a staff size of ten or more.
A typical (median) staff configuration
included 2.5 clinical staff and one sup-
port person.
More than three-quarters of the provid-

ers had at least one MSW on staff, and
j~ half reported having one or more psychol-
i! ogists. The great majority of professional
~ staff in these organizations had college
~ degrees (91%), and 58% possessed an

MSW. Nearly three-quarters of the profes-
sional staffs (72%) had other credentials
or certification such as the ACSW (34%),
CEAP (14%), CSW (34%), CAC (9%), or
board-certified social work di lomateA
(4%) (ACSW = Academy of Certified
Social Workers; CSW = Certified Social
Worker; CEAP = Certified Employee
Assistance Professional; CAC = Certified
Addictions Counselor). About half (48%)
of the providers used only credentialed
staff and more than three-quarters (78%)
reported that at least half their staff had
one or more of the above five credentials
or certifications. Therefore, in most cases
the organizations appeared to be staffed
with appropriately trained and creden-

~~I ' tialed clinical staff, consistent with the
standards of professional associations
such as the Employee Assistance Profes-
sionals Association (EAPA) and the Em-
ployee Assistance Society of North Amer-
ica (EASNA, 1990).

total of 223 client organizations; in 1985,
this total had risen to 776 clients; and in
1990 to 1923 client organizations, a
nearly tenfold increase from a decade
earlier. These totals exclude three consor-
tia serving over 7,000 small business in
the state. This expansion was due both to
an increase in the number of external EAP
providers and to an increase in the
average number of client firms served
(average of 19.8 client firms in 1980 and
39.2 in 1990). The number of formal
contracts grew at a faster rate tlxan less
formal referral arrangements: the propor-
tion of firms served under contract was
47% in 1980, 70% in 1985, and 84% in
1990. The average number of contracts
held increased from 9.5 in 1980 to 21.0 in
1985 to 33.0 in 1990. However, the
median number of firms served in 1990
was just seven. Therefore, the large
clientele mean for 1990 (39.2 firms) is
accounted for primarily by rapid growth
in a few large firms.
The nature of organizations served by

these external providers varied, but Man-
ufacturers were the most prevalent (see
Table 1). These figures suggest that most
providers served several types of organi-
zations. Half of the EAP providers served
primarily white collar companies (50%)
and half (50%) served primarily blue
collar firms. Compared to the distribution
of firms in the state, manufacturing and
services were somewhat over-represented
and retail/wholesale firms were drasti-
cally under-represented in the EAP clien-
tele, which probably reflects a national

2. Types of Organizations Served 
pattern. Another dimension of interest is
the size of the organizations served (see

There was considerable diversity in the Table 2). The most prevalent size of the
~, number and type of client organizations client companies was 100-249 employ-

served. The tremendous growth in EAPs ees; more than one-quarter of all the
was evident in the answers to a question client companies fell in this range. Ex-
about how many contracts and less cluding two consortia serving thousands
formal provider arrangements the exter- of very small firms, one-third of the client
nal EAP rovider had in e h _ac of three com anies had fewerp than 100 em toP P Y
years: 1980, 1985, and 1990. In 1980, ees. While nearly two-thirds of the pro-
these external EAP providers served a viders (64%) served firms of under 100
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Table 1
Types of Client Firms Served by External

EAPs

Percent of
EAP Providers
Serving this

Type
Sector (n = 50)

Manufacturing 84%

Government 54%

Educational/School Systems 48%
Other Service Industriesa 48%
Hospital/MedicalOrgainzations 46%
Transportation/Utilities 46%
Finance/Insurance/Real Estate 40%
Social Service Organizations 38%
Communications 36%

Retail/Wholesale/Trade 30%
Mining/Construction 22%

e personal services, entertainment, repairs,
legal, business services, etc, (per Bureau of
Labor Statistics definition).

workers, only 14%reported serving small

business consortia, suggesting that this
type of service is less common than
serving small businesses individually.
The seven providers serving consortia
serviced a total of ten consortia averaging
over 900 members apiece. Most of these
consortia were sponsored by Chambers of
Commerce or by trade or professional
associations. Larger EAP providers (at
least 10 staf f were three times as likely to
have consortia among their clientele
(31% of large EAPs vs. 9-10% of smaller
EAP providers). Nearly half (46%) of the
EAP providers served at least one firm
with under 50 employees and 16%
reported at least a quarter of their client
firms were this size. Conversely, half
(54%) also served at least one large
company (over 1000 employees), indicat-
ing that most of the providers served
organizations of many sizes.
Since the major market of expansion for

EAPs is with small businesses, we asked
respondents to identify what services are
particularly needed for small businesses
with under 50 employees. Somewhat

surprisingly, only 20% of the responses
involved needs specific to small busi-
nesses (offering consortia, low-cost ser-
vice, fee-for-service, etc.). The majority of
responses to this question involved needs
of any business contracting for EAP
services, such as supervisory training,
education and prevention, and assess-
ment and referral. Therefore, the needs of
small businesses were not seen as being
especially unique by most respondents,
including the EAP providers with the
largest share of small business clientele.
Based on our survey of small businesses
in one community in Michigan (to be
reported elsewhere), this perception may
not be an accurate one.

3. Services Provided

About two-thirds of the providers
(65%) offered at least some EAP service
on a per capita basis (charging per
company employee, regardless of the
number actually using the service), and a
similar number (69%) did at least some
business based on actual services uti-
lized. On average, 48% of business was
done on a per capita basis, 43°/a on a
service utilization basis, and.9% on some
other basis (e.g., flat fee not based on
number of employees).
A minority (19%) of the providers

reported offering a standard package of
services to all clients, while most (81%)
reported tailoring services to customer
specifications. The percentage of EAP
providers offering each of the two dozen
services listed in the questionnaire is
given in Table 3.
The average number of services offered

by providers was 13.4, suggesting a broad
range of available services. Fifteen of the
services were reportedly provided by at
least half of the responding organizations.
Those most often offered were supervi-
sory training, chemical dependency ser-
vices, short-term counseling (four ses-
sions or fewer), crisis intervention,
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Table 2
i ~ Sizes of Firms Served by External EAP Providers

of Providers
Size of Client Firm % of All Firms Served Serving Size Firm

1-9 employees 3.5% 27%
10-49 employees 12.4% 49%
50-99 employees 18.2% 67%
100-249 employees 28.6% 69%
250-499 employees 18.1% 64%
500-999 employees 8.9% 40%
1000-4999 employees 7.4% 51%
More than 5000 employees 2.g% 24%

mental health services, and family or
marital counseling. The proportion of
firms giving short-term counseling is
much higher than in a 1986 survey of
EAP professionals, which included both
internal and external programs (82% vs.
58%) (McClellan &Miller, 1988). Only
22% of our respondents reported offering
drug-testing services, reflecting the prom-
inent view that EAPs should not enter
that arena. Illustrating the current trends
in cost containment and healthy lifes-
tyles, managed care was offered by 42%
of the EAP providers and wellness ser-
vices by 52°/a. Three-quarters of the EAP
providers offered some type of prevention
service (wellness or stress management)

i and 84% reported offering broader sys-
tems intervention such as consultation on
handling downsizing, team building for
management, or conflict resolution. The
proportion providing this type of service
was higher than expected and may reflect
a willingness to do so, if requested.
Provision of this service also suggests that
external providers are willing to familiar-
ize themselves with the workplace cul-
ture of client firms, an arena in which

~'' internal EAPs traditionally had an advan-
tage. Eight organizations mentioned offer-
ing other services not listed on the

I~ questionnaire, including drug-free work-
place information and assistance and
dependent care information. It is note-
worthy that only 18% of respondents

~, provide reports on cost savings to man-

agement. Evidence from other sources
suggests that employers also do not track
EAP cost savings as assiduously as one
would expect (Bowers, DeCennzo, Wal-
ton &Grazer, 1989).
Some of the respondents (13%) pro-

vided no ongoing counseling to employ-
ees, doing assessment and referral only.
Among those offering counseling, the
average number of sessions provided,
including assessment, was 4.1 (range:
1-20). The average maximum number of
sessions offered was 6,5 with 22% of the
EAPs reporting no cap nn the number of
sessions provided. Nearly half (47%) of
the organizations attest that they will
make available more than eight counsel-
ing sessions if needed.
In summary, the range of services

offered by these external EAP providers
was extensive and is probably more
comprehensive than noted herein since
not all possible services were listed as
choices in the survey.

4. Promotion of EAP Services

A significant majority of respondents
felt it was easier to promote EAP services
today than ten years ago, or when they
started operations. This was true both for
contractual services (83%) and for ser-
vices on a referral basis (84%), and is
undoubtedly due to drug-free workplace
legislation and to publicity concerning
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Table 3
Percent of External EAPs Offering

Various Services

Services

Percent
Offering
(n = 50)

Supervisory training
(EAP-oriented) 94

Services for drug and alcohol
problems 88%

Short-term counseling (4 sessions

or less) 82%

Crisis intervention 80%

Services for mental health
problems 78%

Family/marital counseling 74%

Stress management workshops 74%

Consultation to management re:
work group problems 70%

Counseling for employee
dependents 66%

Management skills training (not
re: EAP) 62o/a

Long-term counseling 61%
Reports to management:

Service utilization 58%

Cost savings 18%
Other outcomes 36%

Services for impaired
professionals 55%

Counseling concerning job
problems 54%

Wellness programs 52%
Group counseling 46%
Consultation concerning

downsizing, layoffs 44%
Critical incident debriefing 42%
Managed care services 42%
job re-entry assistance after health

problems 36%
Retirement counseling 24%
Drug testing 22%
Probable-cause testing only 8%

Other Services 16%

the cost savings realized by companies
with EAP services.
Organizations were also asked to indi-

cate the three most important reasons
companies decide to establish EAPs and
the comparable reasons for not establish-

ing such programs. Among reasons for
initiation EAPs, those most often men-
tioned were 1) to reduce absenteeism,
accidents and poor job performance-
68% mentioning; 2) drug-free workplace
regulations-62%; and 3) anticipated cost
savings-52%. These goals are similar to
those identified by McClellan and Miller
(1988) in a survey of both internal and
external EAPs. The perception that cost
savings are a major employer motivation
contrasts with the finding that only one in
five EAP providers report to client firms
on such savings, perhaps due to lack of
access to benefits expenditure informa-
tion. Other reasons given for EAP devel-
opment were current publicity regarding
drugs in the workplace (38%); need to
reduce time supervisors spend on trou-
bled employees (28%); desire for a
healthier work force (26%); and concern
for employee welfare (14%). Very few
respondents mentioned stress due to
layoffs as a factor in EAP establishment.
The reasons seen as most salient in
decisions not to develop on EAP included
1) not perceiving a need for service-
92%; 2) lack of information about the
benefits of EAPs-68%; and.3) concerns
about cost-52%. All three of these
reasons suggest that companies without
these services lack information about EAP
payoffs and the impact of employee
problems on productivity.
Providers also were asked to identify

the two main reasons companies prefer
external to internal services, when they
do. The most prominent reason was
greater confidentiality (mentioned by
75%), followed by decreased need to
maintain in-house EAP expertise (55%),
perception that external EAPs are less
costly (39%), and access to a broader
range of services (29%). The greater
perceived confidentiality of .external
EAPs is consistent with research findings,
discussed earlier, that external EAPs
attract more self-referrals and white collar
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employees, who may be more concerned
about confidentiality.
For promoting their services, the re-

sponding contractors preferred more sub-
tle marketing approaches such as public
speaking at professional organizations
and recommendations by existing clien-
tele rather than aggressive marketing
techniques such as "cold calls." A com-
mon marketing strategy involved mailing
an EAP brochure, following up with a
phone call, and conducting an on site
presentation for management. Several
providers mentioned that they would
offer to assist with a current crisis
involving a troubled employee as a way of
demonstrating the effectiveness of their
services. Answers to several questions
suggested that employers do not see EAP
services as an employee benefit, and
providers do not market EAP services by
packaging them that way.

5. Trends in EAP Service Delivery

Organizations were also asked to iden-
tify trends in services requested by busi-
ness today. Among nine possible choices
(Table 4), the three most often mentioned
were assistance in establishing adrug-free
workplace, more emphasis on cost-con-
tainment and more requests for EAP-
provided managed care. Respondents also
were asked to rank the top three trends
they perceive in the field. Those receiving
the highest average ranks were cost

containment, requests for case manage-
ment services, broader range of services,
and managed care services. It is notewor-
thy that only 23% mentioned "more
requests for drug testing," a service that
also had the lowest average rank. These
identified trends highlight the need for
knowledge and expertise in managed care
and other cost containment methods, case
management, and drug-free workplace
regulations, among those marketing exter-
nal EAP services (cf. McClellan &Miller,
Zsss).

6. Selected Results by EAP Size, Auspices,
and Nature of Client Firms

Beyond this descriptive analysis, we
have examined how size of the EAP
provider staff, organizational auspices,
and type of client firms affect other
factors. One=way analysis of variance and
chi-square tests were done to explore
these relationships.

Staff Size. To assess the impact of staff
size, we divided the EAP organizations
into three categories: small (three staff or
fewer), medium (four to nine staff , and
large (ten or more staff . Larger EAP
organizations had been providing exter-
nal services significantly longer than
others, did a significantly greater share of
business on a capitation basis offered
more services, and were more likely to be
free-standing (Table 5; auspices not sig-
nificant, however). Larger EAP providers

Table 4
Trends in EAP Services Requested by Business

EAP Providers
Requested Service Mentioning Rank

Assistance in starting drug-free workplace 81% 2.3
More emphasis on cost containment 64% 1.6
Case management 57% 1.9
Prevention and wellness 49% 1.7
Broader range of services 40% 1,8
More flexibility in sevice packages 36% 2.1
Drug testing by EAP 23% 2.4
Other 8 % 2.0
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Table 5
Comparison of Larger and Smaller EAP contractors

Small Medium Large
(<3 staffs (4-9 staff (>10 staff Significance
n=22 n=12 n=13 (F-test)

Average year started 1985 1984 1979 9.07*

No. of organizations served (mean) 11.9 73.9 59.4 2.63 +

Percent of business on credentialed 28.6% 51.3% 90.8% 10.73***

Average number of services offered 11.7 13.8 15.7 4.21

Percent of staff credentialeda 75.8% 79.5% 58.4% 1.33(ns)
(Chi-square)

Percent serving large firms

(over 1000 employees) 31.8% 90.0% 90.0% 14,71***

Percent serving more blue
collar firms 55.0% 50.0% 41..7% .53(ns)

Percent serving consortia 10.0% 8.3% 30.8% 3.24(ns)

Percent offering standard 10.0% 41.7% 15.4% 4.94+

service package (p = •48)

Percent offering long-term counseling 42.9% 75.0% 69..2% 16.03%'`

Percent giving drug-testing 13.6% 25.0% 30.8% 4.42(ns)

Percent offering cost
containment services 31.8% 50.0% 61.5% 3.10(ns)

a Refers to credentials such as the CEAP, CSW, ACSW, etc.
+p <.10
* p < .05

* * p < .01
***p<.001

also served more client firms, were
significantly more likely to serve large
client companies (over 1000), and as

likely as medium and small EAPs to serve
small businesses. As noted earlier, larger
EAP providers were three to four times as
likely as small or medium-size providers
to service small business consortia (not
statistically significant, however). Large
providers are in a better position to
furnish the broad geographical coverage
needed to serve consortia and are appar-
ently not averse to doing the tailoring that
might be needed to serve small busi-
nesses. Interestingly, the medium-size
vendors were more likely to offer a
standard service package than either
small or large providers, perhaps because
they were serving more firms with fewer
staff,
Long-term counseling was offered sig-

nificantly less often by smaller EAP

providers and there were non-significant
trends for them to offer fewer drug-testing
and cost containment services like man-
aged care. Small, medium, and large EAP
organizations did not differ significantly
in provision of prevention or systems
intervention services or in use of formal
contracts. Large firms tended to have
fewer credentialed staff and to less often
serve blue collar clients, but neither
result approached significance.
EAP Auspices. Also of interest was

whether free-standing EAP contractors
differ in their clientele and service ap-
proach from EAPs that are part of another
organization such as a chemical depen-
dency treatment provider. One-third of
the respondent providers were free-
standing. On average, these organizations
had started operation only a year earlier
than the others (Table 6). They served
significantly more firms, on average, than
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Table 6
Comparison of EAP Contractors by Auspices

Free-standing Host Org.
EAPs EAPs Significance

(n=16) (n=33) (F-test)

Average year started 1982 1983 .53(ns)
No. of organizations served 74.7 22.1 4.72
Percent business on capitation basis 69.8% 38.0% 6.32%
Average staff size 10.2 5.3 3.88*
No. of services offered (mean) 15.2 12,7 4.35*
Mean no. of counseling sessions 3.7 4.5 .34(ns)
per client (Chi-square)

Serve small business (<100) 66.7% 75,0% .03(ns)
See needs of small 43.8% 15.1% 7.12+
as unique (p = .06J

Serve large businesses 41,7% 68.8% 2.70+
(> 1000) (p = ,10)

Offer cost containment services 62.5% 39.4% 10.47'"`
Offer more systems intervention 81.3°/a 51.5% 4.01*
Offer long-term counseling 50.0% 68.8% .90(ns)
Offer two or more
prevention services 62.5% 42.4% 2.04(ns)

+p <.10
*p <.05
**p <.01

***p <.001

~''~ did the hosted EAPs and did more
business on a capitation basis. Their staffs
were twice as large but did not differ
significantly in college degrees or creden-
tials held. The free-standing EAP provid-
ers offered more services but tended to
give fewer counseling sessions (difference

~~~' not significant), They were not more
likely than other EAPs to serve small
businesses but more often saw small
business needs as unique. Despite their
size, they less often served large busi-
nesses than did smaller EAPs (almost
significant). They were significantly more
likely tc+ offer cost containment services
and systems intervention (downsizing
consultation, department trouble-shoot-

~, ing) but somewhat less likely to offer
i long-term counseling (not significant).

Free-standing providers also offered more
~~ prevention services (not significant, how-

ever),
Nature of Client Companies. We also

classified the EAP contractors according
to whether they served more blue collar
firms or more white collar firms to see
whether this factor affected the services
delivered or correlated with other differ-
ences (Table 7). Blue collar firms in-
cluded manufacturing, mining/construc-
tion, and transportation/utilities. White
collar firms included communications,
retail/wholesale, finance, insurance, real
estate, medical, social service, education,
government, an other service industries.
"White collar" EAPs were more likely to
serve large firms (not significant), but not
more likely to serve small business or to
have more client firms. Somewhat sur-
prisingly, their staff less often held cre-
dentials such as the CEAP, compared to
EAPs serving more blue collar clientele
(see Table 7). However, EAPs serving
primarily white collar firms also provided
more services on average, were signifi-
cantly more likely to offer systems inter-
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Table 7
Comparison of EAP Contractors by Type of Firm Served

Serve More Serve More
White Collar Blue Collar
(n=22) (n=22) Significance

Average year started 1983 1984 .15(ns)

No. of firms served (mean) 23.4 28.8 .27(ns)

Average staff size 6.3 7.5 .21

No. of services given (mean) 14.5 12.1 4.51*

Percent of staff 65.6% 84.9% 3.51+

credentialed (p = .OS)
(Chi-square)

Serve small business (<100) 70.0% 76.2% .01(ns)

Serve large business (>1000) 70.0°/a 52.4% 1.33(ns)

Offer more systems intervention 75.0% 41.7% 4.94*

Offer two or more prevention services 59.1% 36,4% 2.61(ns)

Offer cost containment services 50.0% 40.9% .37(ns)

Offer long-term counseling 63.6% 61.9% .00(ns)

-~- p < .10
*p <.05
* * p < .01

***p <.o01

ventions to clients, and offered more
prevention services. Cost containment
and long-term counseling services were

not provided more often, however, and
the two types of EAP firms did not differ
significantly in staff size.

SUMMARY

Our survey results reveal significant
growth in external EAP providers in the
past ten years and suggest that these
organizations serve a variety of client
organizations, provide a broad range of
services and generally are staffed with
appropriately credentialed professionals,
If our sample is representative, there has
been roughly a four-fold increase in
external EAP providers in the past ten
years and a ten-fold increase in the
number of client companies served by
them. Even with the current competitive
atmosphere in the field and the economic
recession, which has affected Michigan
significantly, the responding organiza-
tions report that it is easier to market EAP
services today than ten years ago. The

increased attractiveness of external EAP

services, compared to maintaining an
internal EAP, was attributed primarily to

greater perceived confidentiality and abil-

ity to provide a range of services without

in-company expertise.
The increase in external EAPs is consis-

tent with the expansion of services from
chemical dependency to broad brush to
"megabrush" (Erfurt, Foote & Heirich,
1992) and probably also reflects compa-
nies' desires to maintain maximum flexi-
bility in today's marketplace. Contracting
for services, as with outsourcing, permits
companies to have a leaner and perhaps
more cost-effective profile in the market-
place. The employee assistance program
is apparently seen as an adjunct to
maintaining competitiveness, and these
providers note strong trends both toward
cost-containment through managed
health care and toward provision of a
broader range of services by the EAP. A
broader service package appears to appeal
to the white collar firms which comprise
an increasing proportion of EAP business.
Given the "lean and mean" climate
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prevailing in today's marketplace, we
were somewhat surprised at how many
EAPs offer systems intervention services
and long-term counseling (which may cut
benefits usage, however). Despite the
interest in the drug-free workplace, most
external EAP providers are not offering
drug-testing services and did not see this
as a strong trend for EAPs in the field.
One of the main trends among EAPs

today is the growth of large national EAP
providers, often owned by insurance,
managed health care, or even financial
companies. While this trend is disturbing
in some respects, the larger external EAP
providers responding to this survey have
been able to offer a broad array of
services, including prevention, systems
intervention, and even long-term counsel-
ing, if needed. Most of these providers do
not appear to be utilizing only phone
assessment and referral since the average
number of sessions with a client is about
four. It is also noteworthy that larger EAP
providers are at least as likely to serve
small businesses and more likely to serve
consortia of businesses. They were also as
likely as small EAPs, and more likely
than mid-size EAPs, to tailor services to
customers' needs. However, these results,
although encouraging, are based on self-
report and do not alter the fact that
today's EAPs are under great pressure to
provide cost-effective care and, increas-
ingly, formal managed behavioral health
care services. Knowledge of these skills
appears to be imperative for survival in
today's employee assistance marketplace.
Given the emphasis on cost containment,
it is of concern that most external EAP
providers in this survey do not provide
cost-savings data to their client compa-
nies. The continued escalation in health
care costs also renders the provision of
prevention and wellness services an es-
sential weapon in the EAP provider's
strategy of maximizing employee well-
being and productivity while holding
down the cost of care. External EAP

providers may be able to offer more
comprehensive prevention services, com-
pared to internal EAPs.

Results of this survey and other evi-
dence suggests that it is probable that
external EAP contractors, and especially
larger providers, will continue to expand
and increase their market share. Addi-
tional research should be done to exam-
ine whether employee outcomes are as
favorable in external programs as in
internal models, and particularly whether
the positive treatment results and long-
term cost savings reported in earlier
studies can be maintained in the current
managed health care environment.
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The focus of this study is employee job performance and its relationship with
employee age. Workers' age, grouped into five categories according to life
stage theories, was related to each of nine dimensions of job performance
from the perspective of the employees' supervisors. Trend analyses revealed
linear and quadratic relationships and suggested that one's career life cycle
stage rather than age itself accounts for performance differences, The study
supports nondiscriminatory policies in the workplace based on age.

INTRODUCTION

The purpose of this study is to analyze
the relationship of age and job perfor-
mance based on performance factors held
to be important by employees' supervi-
sors. It further seeks to identify whether
the relationship is progressive, decremen-
tal or curvilinear in terms of employee
age,
Employee assistance program (EAP)

counselors are expected to provide assis-
tance and wellness interventions for
employees and their employers. How-
ever, the presenting characteristic (e,g.,
lethargy, depression, alcoholism, drug
use, coping with physical illness or
family disorders, or other behavioral
problems) which brings the employee and

the EAP professional together may be
symptomatic of a larger systems problem
at the worksite. Thus, one of the "core
technologies" of EAP is to provide treat-
ment assistance to the employee by
providing expert consultation within the
worksite system regarding organizational
policies relevant to employee health
(Erfurt, Foote, & Heirich, 1992).

Bias and discrimination associated
with ageism are two practices within the
worksite that may contribute to dysfunc-
tional employee behavior and may re-
quire EAP consultation at the worksite
(Okun, 1984; Gilbert, Collins &Brenner,
1991). Alternatively, the performance of
employees may be influenced by age,
such as those employees over 50 exhibit-
ing absenteeism due to illness (U.S,

Journal of Employee Assistance Research, Vol. 2, No. 1 (Summer 1993).
D by the Employee Assistance Professionals Association, Inc.

36

AGE AND JOB PERFORMANCE

Department of Labor, 1990) or lack of
motivation toward increasing productiv-
ity due to attention being diverted to-
wards retirement (Okun, 1984). If so,
when is different treatment toward an
employee by an employer a consequence
of worksite bias or actually justified by a
true performance difference? The impli-
cations for treatment intervention on the
part of the EAP professional are different
when 1) An employee is a victim of age
bias or discrimination; and when 2) The
employee's performance is a result of
aging itself.

BACKGROUND

Public law protects against job bias
based on age. Yet, there remains consid-
erable debate regarding the relationship
between age and job performance. If
performance is, indeed, affected by age,
then the implications for EAP profession-
als, career counselors, employee develop-
ment specialists, and others in the human
resources management field are pro-
found.
A common perception of people is that

age affects one's ability to perform certain
jobs. This ageism bias is frequently
expressed by supervisors who openly
voice their desire to find someone who is
"young and eager to learn" to fill the next
job opening on their work team,
Age itself may not be the cause of

performance differences identified by em-
ployees' supervisors. Rather, employee
age may be associated with other vari-
ables which directly influence others'
perceptions related to an employee's
performance. The other related variables
may include seniority on the job, job
security through tenure, or similar organi-
zational practices. Any of these variables
may communicate to the older worker
that the greatest opportunities for career
growth, professional development and
career advancement in the organization
are being offered to those who are
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younger and earlier on in their career life
stages. The literature regarding job perfor-
mance and age is inconclusive, offering
no behaviorally justified reason for bias
toward or against employees based on
their age.

REVIEW OF THEORIES OF AGING
AND JOB PERFORMANCE

The confounding factors on age and job
performance can be seen in reviews of
recent studies in this area. Although there
have been several in-depth examinations
of the topic, there has not been a
consensus of opinion on the results.
According to Rhodes (1983, p. 329)

"age effects are developmental in nature,
and, as such, they are ontogenetic, or
systematically related to time." Rein-
forcement of this knowledge can be seen
by star athletes at their retirement
speeches, leaving the competition be-
cause of their age. Yet, following a
meta-analytic review of 96 independent
studies published in 46 behavioral sci-
ence journals spanning 22 years, McEvoy
and Cascio (1989) concluded that " .. .
age and job performance generally. were
unrelated." Their conclusion .was consis-
tent with a smaller meta-analytic study by
Waldman and Avolio (1986): Thus, these
reviews tended to refute the intuitive
beliefs people have about the relationship
between age and job performance.
However, not all research on age sup-

ports the conclusion that age and perfor-
mance are unrelated. Giniger, Dispen-
zieri, &Eisenberg (1983, p. 469) present
the decremental theory of aging, "which
is based on extensive laboratory investi-
gations, [and] maintains that abilities
decline as workers age." Furthermore,
these authors claim that the decremental
effects of age on performance are evident
in various types of job related skills such
as dexterity, agility, vision, hearing, reac-
tion time and the like (Giniger et. al.,
1983). Studies show such performance
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skills do, in fact, decline with age.
However, the decline observed in these
skills is not sufficient to affect perfor-
mance required for most jobs.

Additionally, it was determined that
even though the case may be made that
age may be decremental to job perfor-
mance, the research of Giniger et. al.
(1983) found that when the influence of
worker's age was removed from the
correlation between experience and per-
formance, "experience rather than age
was the primary determinant of job
performance."
Age has been found to have a positive

effect on performance, especially where
attendance, turnover, and illness are
involved (Rhodes, 1983). Conversely, the
statistics collected by the United States
Department of Labor for 1990 reflect that
with age comes illnesses, and that be-
cause of those illnesses there is actually
more loss of work time (U. S. Department
of Labor, 1990). Likewise, Schmidt,
Hunter, and Outerbridge (1986, p. 436)
introduced the "bonus" effect based on
supervisors' bias for experience when
rating their employees. Their findings
revealed that supervisors attributed
greater job knowledge and work capabil-
ity to job experience, thus inflating the
performance ratings of the older worker,
resulting in a progressive relationship
between age and performance.
Both the progressive and decremental

theories of aging assume a linear effect on
performance by age and discount the
variable of life or career stage and how
such may affect performance. However,
according to life stage theorists like
Erikson (1968), Levinson (1978), Gould
(1978), and Okun (1984), performance
differences may be a consequence of a
given constellation of intrinsic motiva-
tional factors which may not be progres-
sive or decremental, These theorists argue
that once sated, the strength of the need
for performance behaviors may decline,
thus raising the prospect of curvilinear

relationships between age and specific
job performance attributes.
The purpose of this study is to test

empirically the form of the relationship
between age and supervisors' ratings of
job performance and to determine which
of three theories. (linear progressive, lin-
ear decremental, curvilinear life stage) the
data support.

THE CHALLENGE OF JOB
PERFORMANCE MEASUREMENT

The investigation into age and its
effects on job performance becomes even
more complex as one attempts to analyze
job performance itself, Luthans, Hodgetts,
and Rosenkrantz (1988) reveal that the
problems of identifying and defining
accurate methods to quantify job perfor-
mance remain less than desirable. Very
simply, it is not clear how job perfor-
mance is to be measured-based on skills,
abilities, knowledge, productivity, perfor-
mance appraisal ratings, promotability, or
linked to team or organizational perfor-
mance. Because employees are required
to perform a variety of different tasks, the
assessment of performance requires mul-
tiple measures. Among measures of per-
formance, some, like vision or reflexes,
can be expected to demonstrate a decre-
mental relationship with age; others, like
job knowledge, a progressive relation-
ship, while others, like attendance and
dependability, may support behavior dif-
ferences based on one's own life stage and
family obligations.

Gilbert and his colleagues (Gilbert &
Hyde, 1988; Gilbert &Whiteside, 1988)
identified nine empirically derived di-
mensions of job performance. The Pear-
son correlation test revealed strong rela-
tionships between high scores on each of
the nine dimensions and supervisors'
judgments about the employees' overall
effectiveness and productivity.
For purposes of validation, the scales

were found to differentiate between high

AGE AND JOB PERFORMANCE 39

and low performers at work with esti-

mates ranging from .72 to .21 and proba-

bilities all less than .000. The present

study measures employee job perfor-

mance using Gilbert's nine job perfor-

mance characteristics and assesses the
relationship of each with employee age.
Sample statements from the question-

naire employed are included in the
Appendix.

METHOD

Sample

The subject sample was randomly se-
lected from organizations and groups
participating in management training be-
tween 1988 and 1990 by one of the
authors. The sample consisted of organi-
~ations from the public and private
domains and included U.S. military per-
sonnel, federal, state and county govern-
ment employees, a bank, an electronics
firm, a hospital, and MBA students in a
state university who were supervisors of
others at work.
The number of supervisors who com-

pleted the questionnaire on their subordi-
nates was 1,438 (each supervisor rated
one randomly selected employee; thus,
there were 1,438 individual supervisor
assessments of 1,438 separate subordi-
nates). The employees being rated were
then placed into one of five age catego-
ries. Six percent of the employees as-
sessed by their supervisors were under 25
years of age; 13.2 percent were 25 through
30; 34.2 percent were 31 through 40; 28.3
percent were 41 through 50; 18.2 percent
were over 50. The small percentage over
65 is reasonably representative of the
employed non-institutionalized work
force over 64 years of age (2.9 percent) as
reported by the Labor Department's report
(1990). The U.S. Department o~ Labor
(1990) reported 16.8 percent of employees
at work to be under 25; 14.2 percent
25-29; 28.2 percent 30-39; 20.94 percent

40-49; 17.0 percent 50-64; and 2.9 per-

cent 65 and over. When compared to the
U. S. Department of Labor report (1990),
the sample of employees in this study has
less representation of employees under 30
years of age, more between the ages of 31
and 50, and about the same representa-
tion over 50 as the employed adult
population nation-wide.
A total of 796 (54.7%) of the sample of

workers that were rated by their supervi-
sors were male, 624 (45.2%) were female,
with 18 persons unknown. This closely
approximates the employed work force
per the U. S. Department of Labor (1990)
where 55.4 percent of the adult work
force in the U. S. were reported to be male
and 43.4 percent were reported to be
female. The subordinates occupied vari-
ous levels of organizational responsibil-
ity; 25 (1.7%) were executives; 108
(7.5%) were managers; 307 (21.3%) were
supervisors; 977 (67.9%) were non-

supervisors; and 20 unknown. The ethnic
representation of these workers included
31 (2.2%) Asian; 207 (14.4%) Black; 974
(6~.~%) Caucasian; 159 (11.1%) His-
panic; 9 (.6%) Native American Indian;
37 (2.6%) Other; and 212 were unknown.
Although the exact same breakouts by
ethnicity/race were published by U. S.
Department of Labor (1990), the report
revealed 10.8 percent of the non-institu-
tionalized civilian work force in the U. S.
was black in 1989. The larger proportion
of blacks (14.4) in the study sample is
most likely due to a higher representation
of government employees than would be
found in the overall U.S. work force as a
whole.

INSTRUMENT

The job performance measurement in-
strument used in this study was the
Followership Effectiveness Assessment
questionnaire (Gilbert, 1988). It was de-
rived from a principal components analy-
sis and varima~c rotation of 163 items
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based on a sample of 939 subjects from a
variety of public and private work set-
tings, job types, and performance func-
tions and resulted in eight orthogonal
factors with unique variable loadings. A
ninth factor ("Overall Performance Fol-
lowership") was derived using a quarti-
max rotation composed of items from the
other eight factors and is thus regarded as
a global index of job performance (Gilbert
& Hyde, 1988).
The final instrument consisted of 94

descriptive statements pertaining to job
performance. A sample of supervisors
(N=1,438) was asked to rate one ran-
domly selected subordinate on 94 state-
ments in terms of their agreement or
disagreement with each statement. A five
point Likert-type scale (1=strongly dis-
agree; 5 =strongly agree) was employed.
Other independent variables were se-
lected from demographic data on the
1,438 supervisors and the rated subordi-
nates.

JOB PERFORMANCE
CHARACTERISTICS

The nine factorially derived job perfor-
mance characteristics, number of factor
items in each scale, and scale reliabilities
(coefficient alpha) are presented below in
order of their relationship with other
predictors of employee effectiveness and
productivity.

1. Technical Competence (COM). This
dimension assesses one's knowledge,
skills, and abilities to do the job from the
perception of his or her supervisor (7
factor items with Alpha .88).

2. Overall Job Performance Follower-
ship (FOL). An overall measure of one's
general performance on the supervisor's
team. It includes items from the following
eight dimensions and reflects the employ-
ee's willingness and ability to do the job,
loyalty, productivity, accuracy, responsi-
bility, dependability, and the like (29
factor items with Alpha .96).

3. Commitment to the Job (MOT). Pro-
fessional loyalty, ambition, and having a
"Can Do" attitude are examples of people
who score high in this dimension (14
factor items with Alpha .94).
4. Partnership with the Supervisor

(PAR). This pertains to the level of
perceived trust and sense of confidence a
supervisor has that he or she can count on
the subordinate to represent the supervi-
sor's interest. It measures the extent to
which a supervisor feels the subordinate
is on his or her team (14 factor items with
Alpha .96).
5. Dependability (DEP). Getting the job

done on time, being dependable, and
keeping good attendance are examples of
the characteristics which comprise this
dimension (4 factor items with Alpha
.82).

6. Sense of Humor (HUM). Sharing
humor with one's supervisor was found
to be a behavior associated with subordi-
nates rated high by their superiors. This
characteristic moderates tension and
stress and is often found on high perform-
ing teams (7 factor items with Alpha .84).

7. Proper Comportment (PRO). This
dimension refers to the manner by which
a subordinate presents him/herself-
one's sense of professionalism on the job.
It includes dress, grammar, speech, and
the like. Individuals who score high here
are viewed to be well mannered and have
a commanding presence (4 factor items
with Alpha .68).
8. Tendency to Speak Up (SPE). Super-

visors respect subordinates who will
speak up and share their points of view
rather than withhold information. The
tendency for the subordinate to offer
information to the supervisor and others
rather than withhold such information is
characterized by this dimension (4 factor
items with Alpha .77).

9. Positive Working Relations (POS).
Leaders rely on subordinates who can
work well with others and not engage in
destructive game playing on the job. This
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dimension assesses the extent to which a
worker is a positive influence and a
supporter of others on a team (4 factor

items with Alpha .67).

DATA ANALYSIS

Because no specific form of the age-job
performance relationship was hypothe-
sized, an analysis procedure was used
that would reveal whether the relation-
ship, if any> was linear or nonlinear. For
each subject, the age data were collected

in the form of a category, e.g., 25-31 years
of age, selected to be consistent with
theories of life stage development. The
statistical treatment consisted of a fixed
effects one-way analysis of variance
(ANOVA) for each job performance di-
mension using the five age groups as the
independent variable and job perfor-
mance dimension score as the dependent
variable. Overall F tests (Winer, 1965)
were followed by tests for linear, qua-
dratic, and cubic trend to examine the
form of relationships. Job performance
mean differences across age categories
were tested by Tukey's Honestly Signifi-
cant Differences test when the overall F
was significant (Norusis, 1986).

RESULTS

Table 1 shows the results of the
ANOVA and trend analysis for the nine
followership dimensions.

Significant (p<.05) overall age effects
were found for five job performance
variables, including overall job perfor-
mance followership. Four had significant
quadratic components and three of nine
had significant linear components. Moti-
vation to do the job had significant linear
and quadratic components; sense of hu-
mor and proper comportment had signif-
icant linear components although the
overall F's were not significant; and
positive working relations had a signifi-
cant cubic component.
For each significant quadratic compo-

nent, the relationship between age and
the job performance followership variable
was an inverted-U. For overall job perfor-
mance followership, motivation to do the
job, and technical competence, the maxi-
mum point of the U occurred for age
group 25 to 30. For tendency to speak up
the maximum point was for age group 41
to 50.
The significant linear components for

sense of humor and proper comportment
were negative. Following a slight increase
from the youngest to the next youngest

Table 1
Analysis of variance results for relations between age and job performance

effectiveness variables

Overall F F

Variable F Linear Quadratic M SD N

Technical Competence 3.52 * * .30 8.55'" * 3.93 .67 1418

Overall job performance 3.38"" .45 6.30* 3.70 .67 1380

Motivation to do job 7,75** 9.75** 12,47** 3.54 .75 1400

Partnership with supv, 1.78 .00 2.59 3.62 .65 1390

Dependability 2.36 2.00 2.34 4.07 .SO 1424

Sense of Humor 1.91 6.83'`* .36 3.49 .66 1412

Proper comportment 1.48 4.88* .23 3.73 .66 1421

Tendency to speak up 5.85'"* 1.29 14.33** 3.32 .77 1423

Positive working relations 2,35* .65 .98 3.22 .73 1427

Note. Between groups df = 4, df error ranged from 1,374 to 1,421
* p <.05 ** p G.01.
The cubic F was significant, F (1,1422) = 4,87, p <.05.
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Table 2
Means, standard deviations, and sample sizes for each job performance followcrship variable

and age group

Age group

Followership variable 16-24 25-30 31-40 41-50 >50

Technical competence
x 3,748.6,0 4.028 3,95b 3.93° .3.86
sd .69 .59 ,68 .65 .70
n 87 188 485 399 259

Overall job performance
lil z 3.55a 3.818~b 3.70 3.73 3.626
i, i' sd .so .so .s9 .67 .sa

n 86 176 473 393 251

~illj''~ Motivation to do job
~ x 3.39° 3.73a,° 3.57b 3.55 3.368.b

sd .71 .69 .76 .77 .74
~ n 85 184 481 397 256

Partnership with supv.
x 3,50 3.68 3.60 3.66 3.57
sd ,56 .57 .66 .66 .67
n 83 179 488 396 257

Dependability
ji x 4.03 4.13 3.99 4.10 4.14
~~' I sd .74 .74 .83 .80 .78

n 87 187 487 405 258
ICI

Sense of humor
Iii z 3.54 3.57 3.51 3.47 3.42

sd .64 .58 .64 .69 .68
III !' n 85 187 483 401 256

~Ij Proper comportment
x 3.77 3.78 3.76 3.67 3.66
sd .59 .62 .67 .65 .68
n 86 187 485 402 261

Tendency to speak up
z 3.68a,b,° 3.338 3.326 3.44°'e 3.22e
sd .78 .72 .76 .76 .80
n 87 187 486 403 260

Positive working relations
x 3.26 3.20 3.26 3.13 3.27
sd .68 .63 ,73 .74 .80
n 88 188 488 404 259

Note. Pairs of means with same letter are significantly different at p <.05

age group the line had a negative slope
thereafter.
To investigate further the sources of the

nonlinearity, comparisons between all
pairs of followership age-group means

were performed using Tukey's Honestly
Significant Differences test (Table 2). For
overall followership, the 25-30 age group
was significantly different from both the
16-24 age group and the over 50 age
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group. For motivation to do the job, the

25-30 and 31-40 age groups were both

different from the over 50 age group, and

the 25-30 age group was different from

the 16-24 age group,

The three middle age groups were each
different from the youngest age group for
technical competence. For tendency to

speak up, the three middle age groups

were each different from the youngest

group, and the 41-50 group was different

from the over 50 group.
The differences among the age groups

suggest the following:

1. Technical Competence (COM):
Analyses revealed that younger individu-

als, more likely at the beginning stage of
their careers (less than 25 years of age),
were found to be less competent than
their older counterparts. The 25 to 31
years of age group was rated highest
(p<.05). Differences in performance
among the groups were not found to be
based on progressive aging. The relation-
ships between age and performance
would appear to be more curvilinear and
attributable to possible career/life stage.

2. Overall Job Performance Follower-
ship (FOL): When the measure for overall
job performance followership was ana-
lyzed, those subjects in the under 25 and
those over 50 age groups were rated
lowest of the five groups (Table 2). Those
25 to 31 were rated highest (p<.01). Such
relationships appear to be curvilinear.

3. Commitment to do the Job (MOT):
Significant differences were found among
the five groups. Those in the under 25
years of age group and those over 50
group were rated lowest (Table 2). Those
in the age range of 25 to 31 were rated
significantly higher than those very
young or very old.
4. Partnership with the Supervisor

(PAR): While no significant differences
were found, there was a tendency for
those in both the early and late career
stages to be rated lower than others. Also,
those in their late 20's seemed to demon-

strate partnership better than any other
age group. Partnership was reported to be
highest among those of age 25 to 50.
5. Dependable (DEP): No significant

differences were found to exist between
the five age groups tested on this dimen-
sion. Those between ages 31 and 50 were
rated lowest among the five age groups in
this aspect of followership performance.
A secondary analysis of those over 65
years of age revealed them to be rated
highest of any group as "Dependable,"
Although this higher rating was not
statistically significant, it is consistent
with Rhodes' (1983) findings where older
workers were found to have lower absen-
teeism, turnover, and illness than
younger workers. It is inconsistent with
the findings reported by the U.S. Depart-
ment of Labor (1990), where employees
over 65 were found to use up more sick
leave than those who are younger. The
findings of this study are not necessarily
contradictory, as absenteeism is only one
of several items in the variable termed
"Dependable" in this study. Other items
include measures of one's promptness,
attendance at meetings and the like where
the older worker may be more likely to
manage time better.
6. Sense of Humor (HUM): No signifi-

cant differences were found among the age
groups and performance on this dimen-
sion. However, a linear relationship ap-
pears to occur between age and humor,
with the older worker demonstrating less
enjoyability than the younger worker.

7. Proper Comportment (PRO): No dif-
ferences were found among the five
groups tested regarding comportment.

8. Tendency to Speak Up (SPE): Signif-
icant differences were found to exist
between the five age groups and perfor-
mance in speaking up. Those youngest
and those oldest tend to speak up the
least, while those in their forties seem to
speak up the most. Progressive age does
not appear to be a factor in effectiveness
in speaking up. The relationship between
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age and job performance seems to be
curvilinear.

9. Positive Work Relations (POS):
Though no mean differences were signif-
icant, the overall F was barely significant
(p = .05) as was the cubic component at
p<.05, Those in their fifties were rated
higher than any of the other four groups
on this dimension. They seemed to be
better skilled at lateral relations with
their peers, while those in their forties
were rated lowest, Progressive aging was
not a factor in the differences identified
among the five groups. The differences
seem to be nonlinear.

DISCUSSION

The findings indicate that some differ-
ences exist between people of various
ages and their job performance as viewed
by their supervisors.' Nonlinear relations
were found between age and performance
which are inconsistent with progressive
and decremental theories and consistent
with life-stage theory. However, this does
not mean that other explanations such as
ageism are ruled out. Thus, while the data
support life-stage theory, other explana-
tions may be possible.
While McEvoy and Cascio's (1989)

literature review suggested that the high-
estperformers seem to be within the 31 to
50 age group, this study found that those
in the 25 to 30 age group tended to be
rated highest by their supervisors with
those in the 31 to 50 age group rated
higher than the very young or older
workers, indicating a curvilinear relation-
ship. The following interpretation of the
age groups reflects the significant differ-
ences found by life stage:
Less than 25: Those closer to the entry

level of one's career tend to be rated
lower in overall job performance follow-
ership, partnership, commitment to the
job, technical competence, and tendency
to speak up. Though not a significant
difference, their dependability was rated
lowest among all groups. They were

generally rated higher in their dress,
manners, courtesy, tact and diplomacy
(proper comportment) and sense of hu-
mor—they are more fun than most. Too,
they scored high in positive working
relations with others.
25 to 30; This group appears more

highly productive in terms of doing what
their supervisors expect of them than any
other age group. It scored higher than any
of the other five groups in overall job
performance followership, partnership,
commitment to the job, technical compe-
tence, sense of humor and tendency to
speak up, It is the performance at this age
that is critical to promotion to leadership,
job tenure, and establishment in one's
profession. For most, work has become a
very important part of one's life.
31 to 40: Theorists suggest that it is in

this age group that one gains tenure in
one's profession. The data indicate the
people in this group are well-balanced,
high performers on the job. The group
scored low in dependability. This may be
a consequence of heavier family obliga-
tions (especially those with young chil-
dren) and more demanding work sched-
ules which may impede good attendance
and other aspects related to one's demon-
stration of dependability.
41 to 50: While the famed "mid-life" cri-

sis is said to occur primarily in this age
group, if such indeed occurs, it does not
seem to impair work performance to any
great extent. These subjects performed com-
parably well with other age groups with
the exception of two areas. They tended to
speak up more than others and were viewed
as less likely to be rated high in positive
working relations—they apparently seem
to get into job "politics" and interpersonal
"game playing" more than others.

Over 50: This group scored lower in com-
mitment to the job (motivation), sense of
humor, and proper comportment than most
other groups. These findings seem to sup-
port the life cycle theorists' interpretation
which suggests that those in this age group
are more likely ,to be concerned with plan-
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ning for their departure from the work force

than most others. They tended to be rated

high on positive working relations—they

seem to be good team players. This may
suggest that those in this age group feel less
threatened with the performance of their
cohorts because they have come to terms
with their own work situations and career
interests on the job.2

RECOMMENDATIONS

The findings of this study demonstrate
differences in job performance and age as'
revealed by the supervisors' ratings of their
subordinates. Job performance was mea-
sured using empirically derived perfor-
mance dimensions found to be highly cor-
related with the highest performers on the
supervisors' team (Gilbert &Hyde, 1988).
When age and job performance are

analyzed, the data suggest that job perfor-
mance is more likely to be related to
career/life stage rather than progressive or
decremental effects of age by itself. By
gathering ,more information about the
employee which pertains to life stage
events (age and number of children,
marriage status, number of people living
in the home, and the like) more insight
can be gained about the effect of life stage
events on job performance.
For example,'a 33 year old single parent

with three young children will tend to
have greater job performance problems
with dependability than will an "empty
nest" older worker. Or an employee
whose job is secure but who is no longer
treated as a "high potential" employee
will tend to speak up more directly to the
leadership and confront issues more
squarely than will a younger employee
whose career potential in the eye of the
company is yet to be decided. Or an
entering level employee in his early 20's
is likely to benefit most by job perfor-
mance and other types of orientation/
training to the world of work—how to be
a high performing member of the work
team and for one's supervisor.

Employees over 50 may need to refocus
on the meaning of their careers, be re-
minded of their importance to the organi-
zation, and be given the opportunity to serve
as role models for others, lest they become
lax in their own job performance.
McEvoy and Cascio (1989), after re-

viewing research in behavioral science
journals, concluded that age and job
performance were unrelated. Yet, in the
present study, performance varied with
age in curvilinear relation. Such differ-
ences found in this study seem to be
reasonably explained by life stage theo-
ries rather than aging itself. The most
critical need for performance follower-
ship skills was found among those in the
early entry levels of their careers (below
25 years of age) than at any other life
stage. Entry level of career seems to be the
time when job performance training and
development is most needed.
The findings from this study may

provide EAP professionals with added
information about employee performance
based on age and career/life stage. Em-
ployee behavior difficulties brought to the
attention of an EAP professional may be
manifestations of problems within the
worksite rather than with the. individual.
The data indicate that other factors
besides age relate to differences in em-
ployee performance in most types of
work. Thus, EAP professionals need to
continue to provide expert consultation
with worksite systems so that organiza-
tions implement policies that are fair to
all employees and without bias as a
consequence of ageism. When organiza-
tions demonstrate age bias, the organiza-
tion can expect performance differences
which are reflective of the organization's
bias as well. Such bias will increase the
need for employee wellness counseling
and worksite intervention.

ENDNOTES

1. While a number of statistically significant differ-
ences were found between means, it must be noted
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that the differences were not large, ranging from
.19 to .37 on a 5 point scale. The statistical sig-
nificance is the result of a large sample size with
correspondingly small standard errors and high
power for the statistical tests. We can therefore be
confident that these results would replicate in an-
other sample of adequate size from the same pop-
ulation. This would not be the case if a larger
mean difference were found in a small sample
even though the difference was significant. As the
meta-analysts (e,g., Hunter &Schmidt, 1991) have
pointed out, many of the conflicting findings in
the research literature are due to the failure of
researchers to use samples large enough to detect
differences when they exist.
Secondary analysis of employees 65 and over
revealed lower ratings than the other five age
groups on most dimensions tested. Employees 65
and over were judged less motivated to do the job
than those ages 25 through 50, less technically
competent than those 25 through 30, and less
likely to speak up than those 41 through 50.
Although the sample size was comparatively
small (14) it represents about 1 percent of the
overall study sample, while the Department of
Labor Statistics report (1990) identified 2.9
percent of the national work force population to
be 65 and over. The group was found to be most
effective in dependability-a finding which is
supported by others (Rhodes, 1983).

APPENDIX

Sample Statements from the Questionnaire
Used in the Study
This Employee:

1. Keeps good attendance 1. 1 2 3 4 5

2, Is tactful 2. 1 2 3 4 5

3. Is well organized 3. 1 2 3 4 5

4. Knows how to do the job 4. 1 2 3 4 5

5, Is not supportive of others 5. 1 2 3 4 5
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As Employee Assistance Programs (EAPs) gain widespread acceptance in
American corporations, research on the effectiveness of specific program
components becomes more critical. This study investigates supervisory
referral behavior and possible barriers to referral. Using aquasi-experimental
design, 227 State Police supervisors responded to four hypothetical
performance problem vignettes by indicating what action should be taken in
each scenario. Three independent variables (subordinate level, problem
severity, and problem duration) were manipulated in each vignette to assess
what influence these factors had on the potential for subsequent referral.
Results demonstrate that supervisors are most likely to use an EAP when: 1)
the performance problem is severe; 2) the subordinates are at lower levels;
and 3) more confrontations have taken place. As a second phase of this
research, supervisors indicated their level of agreement with barriers: to
referral as suggested by other employees in the same organization in prior
research. These perceptions were then investigated to determine their
relationship with self-reported referral behavior. Results demonstrate
significant negative correlations between actual referral behavior and
perceptions that: 1) program utilization reflects poorly on one's management
ability or 2) effective management should preclude EAP use. Implications
and future directions are discussed.

he number of Employee Assistance
Programs (EAPs) in American cor-
porations is increasing at a rapid

rate (Blum &Bennett, 1990). The pur-
poses of these programs are to offer

employees access to diagnosis, treatment,
counseling, and prevention of a wide
range of problems including alcohol and
drug abuse, stress, financial, and family
problems, EAPs provide major benefits to
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corporations by: 1) decreasing the nega-
tive behavioral outcomes resulting from
employees' personal problems (e.g., job
performance decrements, absenteeism,
lateness); 2) serving as a resource to
supervisors in handling employees with
performance problems (Harley, 1991; Ro-
man, Blum & Bennett, 1987) through
advisement and/or employee referral; and

III 3) decreasing health care costs by provid-
ing early treatment for these problems

~' and reducing costs that could occur as the
~, problems progress.

Ali It is often stated that a primary
ingredient in successful EAPs is the role

i of the supervisor in early identification
i~ and referral (Bayer & Gerstein, 1988;

Blum &Bennett, 1990; Googins &Kurtz,
1980; Roman, 1982; Trice & Roman,

i i 1978). It is generally agreed that proper
supervisory training leads to acceptance
of EAP principles and provides a series
of reactive steps for managers whenIi dealing with performance or other behav-

~ ioral problems. Training also develops in
supervisors the motivation and abilities
to promote early identification of employ-

III' ees at risk (Roman &Blum, 1988).
Much attention has focused on the

centrality of the supervisor's role for
effective EAP utilization, Research and
discussion have addressed several differ-
ent areas of supervisory involvement.
The first is the process of constructive
confrontation as a behavioral strategy for
dealing with a range of performance
problems (Beyer &Trice, 1982; Roman &

~, Trice, 1968; Trice & Roman, 1978). A
second area focuses on .EAP training
programs as mechanisms with which to
educate supervisors about EAPs, work

I on attitudes about alcoholism, and train
supervisors in the identification of sub-
ordinates who may benefit from EAP
intervention (e,g., Gerstein, Eichenhofer,
Bayer, Valutis, &Jankowski, 1989; Goog-

~ ins &Kurtz, 1980; Hoffinan &Roman,
1984. A third line of work emerges
around identifying, first conceptually

and then empirically, those supervisory
and organizational characteristics that
serve as barriers to employee identifica-
tion and referral (e.g., Bayer &Gerstein,
1988, 1990; Googins & Kurtz, 1981;
Young, Reichman, &Levy, 1987), Subse-
quent research investigated how these
variables interact and contribute to the
process underlying the decision to refer.
It is these latter two bodies of literature
that are of interest here and will be
briefly reviewed.
Early suggestions of referral barriers

internal to the supervisor include: a lack
of desire to help the worker; acceptance
of the formal EAP policy as a last resort
(Trice, 1966); a close social relationship
between the supervisor and subordinate
(Beyer &Trice, 1982); the supervisor's
lack of knowledge of alcohol-related
performance problems; the supervisor's
attitudes toward employees who exhibit
these problems; their lack of knowledge
of the EAP program; attitudes toward the
EAP (Googins &Kurtz, 1980); and fears
of harming the family, of involvement,
of the disciplinary process (Kurtz, Goog-
ins, &Williams, 1980), and of responsi-
bility. Organizationally induced barriers
have been suggested by Googins and
Kurtz (1980) to include: job dissatisfac-
tion, alienation, a -lack of integration of
mechanisms to ensure high performance
standards with the supervisory role, a
lack of sanctions promoting supervisory
use of the EAP, demotivation to use the
program, a lack of knowledge of the
program's effectiveness, and a poor labor-
management relationship. An additional
barrier may be inadequate, or lack of,
EAP training for supervisors (Gerstein et
al., 1989; Googins &Kurtz, 1979).
The empirical identification of supervi-

sory barriers resulted from work con-
ducted by Googins and Kurtz (1981),
several pieces by Bayer and Gerstein
(1988, 1990), and most recently by Nord

EAP REFERRAL

and Littrell (1989) and Harley (1991).

Googins and Kurtz (1981) present empiri-

cal evidence of six factors which were

found to differentiate supervisors who do

and do not refer subordinates to EAPs.

These factors included: tenure, attitudes

toward referral, attitudes toward the util-

ity of the program, felt responsibility

toward employee performance problems,
knowledge of the EAP, and their relation-

ship with other supervisors (e.g., net-

working). They concluded that a positive
relationship existed between these factors

and supervisory referral behavior. They

suggested ,that lower levels of these

variables can act as barriers toward
supervisors' effective utilization of the

EAP,
Bayer and Gerstein (1988, 1990) present

a research series designed to investigate

the circumstances (individual and organi-
zational) under which supervisors iden-

tify, confront, and refer employees to an

EAP, Their paradigm, the bystander-
equity model of supervisor helping be-
havior, attempts to explain supervisors'
willingness to become involved in a
helping, relationship with problem em-
ployees. They propose a series of hypoth-
eses covering the conditions under which
a supervisor would act prosocially. Ac-
cording to their model, a supervisor
would be more likely to identify, con-
front, and refer subordinates when one or
more of the following conditions exist:
the characteristics of an employee's prob-
lem or worksite behavior are severe or
atypical; there is a greater degree of
similarity between the two individuals in
terms of race, sex, and common beliefs;
there is an increase in inequity in the
supervisor-subordinate relationship as
subordinate performance deteriorates; the
organizational or personal costs of referral
to the supervisor are low; and a negative
interaction between personal or organiza-
tional costs and severity of the subordi-
nate's problem exists.
At present they have developed sup-
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port fora number of these relationships.
Specifically, they found that supervisors
identified troubled employees through
attendance, conduct, irritability, anger,
contentiousness, poor productivity or job
performance, apathy, alienation, and dis-
content. They also demonstrated that
when these problems were designated as
severe the supervisor was more willing to
refer or offer assistance (Bayer &Gerstein,
1988). They also found that supervisory
characteristics (tenure, span of control,
and previous EAP training) resulted in
differences in identification and referral
(Gerstein et al., 1989; Gerstein, Jan-
kowski, Bayer, Eichenhofer, & Valutis,
1990). They conclude that characteristics
of the situation surrounding the employee
and supervisor were related to employee
identification and supervisory arousal to
take action (Bayer &Gerstein, 1988).
Nord and Littrell (1989) identified

several variables affecting supervisors'
tendencies to refer subordinates with
performance problems to an EAP. Super-
visors who referred were more likely to:
be familiar with aspects of the EAP such
as how to refer and the name of the.EAP
coordinator, be in middle or upper. man-
agement, have an opinion (not necessarily
pro or con) about the amount of manage-
ment support for the EAP, be part of an
informal EAP network, desire more train-
ing, not supervise technical employees,
and not have worked in a peer relation-
ship with the problem employee.

Finally, Harley (1991) used a retrospec-
tive survey design to investigate whether
the severity of job impairment and the
occurrence of a particular incident or
"worksite trigger" had an effect on super-
visory referral behavior. Supervisors from
seven organizations responded to a ques-
tionnaire regarding their own referral or
management actions taken over the previ-
ous year in relation to their most difficult
employee. Using a multiple regression
predictor model he found that the sever-
ity of job performance and the employees'
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involvement in a worksite incident were
both significantly related to a supervisor's
decision to refer and the degree of effort
expended for the referral,

It is clear that there is a dynamic
interplay between employees' perfor-
mance problems and supervisors' willing-
ness to confront them and to utilize the
EAP. It is also clear that more research is
needed to determine specifically the
variables that contribute to this relation-
ship and determine how they influence
supervisors' decisions to take action. For
any given supervisor-problem subordi-
nate situation, there exists a rich milieu
of responses for managing, or not manag-
ing, the problem. A contribution can be
made in exploring the typicality of
various supervisory responses to em-
ployee performance problems at differ-
ent stages of the problem, as well as
identifying the point in the disciplinary
process at which the supervisor consid-
ers the EAP a viable response. It is time
to gather more evidence as to what
factors contribute or detract from super-
visory referrals and whether supervisors
can be encouraged to refer performance
problem employees. These issues be-
come important when allocating re-
sources for program design and training.

THE PRESENT STUDY

This research is a further examination
of the conditions under which supervi-
sors refer employees to EAPs and the
barriers to referral. As distinct from
previous research, this study is also
designed to investigate the point in the
performance episode the supervisor con-
siders referral to an EAP as the most
viable response, This research employs
analogue experimental survey procedures
which manipulate, through behavioral
vignettes, two situational/performance
variables (severity of problem and dura-
tion of problem) and one demographic
variable (subordinate job level) which are

hypothesized to influence supervisory
referral behavior.
This research stems from along-term

survey evaluation of the integration of an
EAP into an organization. During the first
four years of this project, the research
assessed the degree to which the EAP
would develop into an integral, accepted
part of a large state police organization
(see Reichman & Beidel, 1989; Reichman
& Guglielmo, 1990). Results of the fourth
year survey indicated that a majority
(98%) of the respondents heard of the
EAP, generally agreed to basic EAP
principles, and increasingly utilized the
program. However, there were still im-
pediments to full receptivity and use of
the EAP.
A review of the responses to the

questionnaire as well as an examination
of the EAP cases indicated that most of
the clients were self-referrals as opposed
to supervisory referrals. Troopers ap-
peared to believe that supervisors were
reluctant to refer their subordinates to
the EAP, An examination of the supervi-
sory referral process seemed to be a first
step in increasing these types of refer-
rals.
Two research questions were of pri-

mary interest. The first question con-
cerned determining the conditions under
which supervisors. recognize the EAP as
a useful response to subordinate perfor-
mance problems. The second question
was directed at identifying supervisors'
perceptions of the obstacles to EAP
referrals and determining the influence
of these perceptions on self-reported
behavior. Since questionnaire responses
indicated that supervisors believed they
should handle most problems them-
selves we anticipated that supervisors
would only refer the most severe prob-
lems. This idea was also supported by
the results of Bayer and Gerstein (1990)
and Harley (1991), indicating increases
in supervisory referral when the perfor-
mance problem is severe or atypical.
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However, relatively minor performance
problems which persist over a period of

time may prompt supervisors to refer
subordinates to the EAP. Such a pros-

pect is consistent with Bayer and Ger-

stein (1988, 1990), who suggest that as

the inequity in the dyadic relationship
increases (e.g., the subordinate is contrib-

uting less or disrupting more) there will

be a greater likelihood of referral. Fur-

ther, minor performance problems which
become an established pattern may be
perceived as more severe over time.
Finally, supervisors may be more likely

to refer lower level subordinates because
of perceptions of less resistance to
referral and fewer negative consequences
if the referral does not yield improve-
ment. Nord and Littrell (1989) also
suggest that referrals increase as the
likelihood that the referrer has worked
in a peer relationship with the referee
decreases. This may or may not be the
case with supervisor-subordinate pairs
in this sample.
These conjectures lead to the following

hypotheses;

Hypothesis 1: The more severe the subordi-
nate's performance problem, the more likely
the supervisor would be to utilize the services
of an EAP;

Hypothesis 2; As the duration of the subordi-
nate performance problem increased the su-
pervisor would be more likely to utilize the
services of the EAP;

Hypothesis 3: Supervisors would be more
likely to utilize the EAP for lower-level
subordinates than for higher level subordi-
nates.

The second phase of the research
investigated organizational barriers to the
use of the EAP. Both supervisors' percep-
tions of the existence of these barriers and
the relationship between those percep-
tions and self-reported supervisory be-
havior was explored. Since this phase of
the study was exploratory, no specific
hypotheses were investigated.

PHASE 1

Method

Overview
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Behavioral vignettes were used to in-
vestigate the three variables hypothesized
to affect supervisors' responses to subor-
dinatas' performance problems. The inde-
pendent variables manipulated were du-
ration of performance problem, severity
of the performance problem, and level of
the subordinate with the performance
problem. Each of the variables was em-
bedded in the performance vignettes. The
purpose of this phase of the research was
to assess the factors which contribute to
the supervisor's decision to utilize the
EAP in response to a subordinate's perfor-
mance problem. The importance of prob-
lem severity and subordinate level as a
variable in supervisors' confrontation and
referral behavior have already been docu-
mented in the EAP literature (e.g., Bayer
& Gerstein 1988, 1990; Googins &Kurtz,
1981; Harley, 1991). Since one goal of this
study was to determine at what point in
the problem episode the EAP was viewed
as a viable response, the manipulation of
problem duration was considered an
important inclusion for study:
The design of the research was a

factorially complete 2 x 2 x 3 (Severity x
Subordinate Level x Duration) within-
subjects design. However, it should be
noted that due to limitations on sample
size all behavioral vignettes were pre-
sented in the same order. Therefore, there
was no counterbalancing of order.

Procedure and Sample

The survey instruments were sent to
the homes of a stratified random sample
of 227 State Police supervisors from a
large eastern state. The response rate was
49% with 112 returned surveys. The
respondents' average tenure was 22 years,
with a range of 17 to 30 years. Approxi-



52 JOURNAL OF EMPLOYEE ASSISTANCE RESEARCH

mately two-thirds directly supervised 6 or
more people (with a range of up to 500
people), while an equal proportion indi-
rectly supervised 15 or more people,
indicating that there was more than
ample opportunity for this sample to refer
subordinates to the EAP. Line manage-
ment represented 58% of the sample with
middle and upper management compris-
ing 29% and 13% of the sample, respec-
tively. These percentages are close to
those found in the actual population of
the host organization. Of those supervi-
sors who responded to the questionnaire,
65%had received EAP training, 44% had
recommended a subordinate to the EAP,
and 31 %had referred a subordinate to the
EAP.

Independent Variables

Vignettes were developed to manipu-
late two levels of subordinate infractions
(low and high), two subordinate levels (low
and high), and three stages of confronta-
tion regarding performance problems.
These vignettes were developed by the
researchers and internal subject matter
experts provided by the host organiza-
tion.

Severity. This was defined as the
severity of the performance problem
consisting of a high and low level. Two
vignettes represented a low severity prob-
lem, One situation involved a subordinate
repeatedly reporting late for duty and the
other involved a subordinate who began
to miss report deadlines. Two vignettes
represented a high severity problem. One
of these involved a subordinate's partner
complaining about his erratic behavior
and the second concerned a subordinate
with a poor attitude toward his work and
toward others.
Subordinate Level. Subordinate level

was defined as the rank of the employee
described in the vignette. Two vignettes
represented a lower level subordinate
(i.e., Trooper) and two represented an

upper level subordinate (i.e., Detective
Sergeant).
Duration. This was defined as the

length of time the performance problem
had progressed, i.e., whether it was the
initial, second, or third confrontation
between the supervisor and subordinate.
Supervisors were required to respond to
each vignette three times .corresponding
to: 1) when the problem is first brought to
the supervisor's attention; 2) when the
initial supervisory response failed; and 3)
when the second supervisory response
yielded no change.
While duration was manipulated in

every vignette, severity and level were
varied across vignettes. Each vignette
represented a different combination of
severity and subordinate level, However,
all vignettes required supervisors to re-
spond to an initial, second, and third
confrontation with the subordinate, rep-
resenting duration of the performance
problem.

Dependent Variables

A pilot survey was administered to a
random sample (n = 25) of supervisors
from the host organization. An open-
ended response format was utilized in
order to determine typical responses to
performance problems in this organiza-
tion, The pilot survey also served as a
manipulation check on performance se-
verity.
The open-ended responses were con-

tent analyzed to identify types of supervi-
sory responses to performance problems.
The following 11 alternatives were devel-
oped from this analysis:

1) Wait and hope Doe will straighten out
2) Talk to Doe and try to determine the

problem
3) Warn Doe that if problem persists he will

be reprimanded
4) Counsel Doe about his job performance
5) Document Doe on an evaluation report
6) Recommend disciplinary action
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~) Talk to own supervisor/higher ranking

authority

g) Refer Doe to the EAP

g) Suggest Doe seek professional assistance

other than the EAP

10) Talk to the EAP about Doe

q1) Transfer Doe

At each stage in the performance episode

(i.e., initial, second and third), the re-
spondents were presented with these
response alternatives from which to
choose. At each successive stage, the
respondents were told that as a result of

the action taken at the prior stage the
behavior temporarily ceased and then
began again.

Manipulation Check

The manipulation check on problem
severity was conducted by asking pilot
respondents to indicate perceived sever-
ity by rating each vignette on a contin-
uum of low (0) to high (5) severity. A
One-way Analysis of Variance (ANOVA)
yielded significant differences between
perceived severity of performance prob-
lems with a Tukey Post Hoc test for
differences between means yielding two
levels of severity (high and low), One
vignette involving a subordinate acting
inappropriately when questioning a civil-
ian initially hypothesized to represent a
high severity problem, was rated as low
severity by the pilot sample. This vignette
was then dropped from the questionnaire
as was a corresponding high severity
vignette in order to balance the research
design. The four remaining vignettes
demonstrated significant differences in
the high and low severity conditions
(F(3,93) = 22.69, p<.001).
An example of a low severity behav-

ioral vignette is as follows:

John Doe has been a trooper for four (4) years.
Until recently he has performed satisfactorily.
However, in the last three (3) months he has
reported late for duty seven (7) times. What do
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you believe his supervisor will do to handle
the problem?

There are a number of advantages to
using behavioral vignettes of hypothetical
employees. Subjects are asked to respond
behaviorally to a particular situation, as
opposed to eliciting an attitudinal re-
sponse. Such demand characteristics are
personally threatening and thus may be
expected to be more predictive of the
respondents' actual behavior. The scenar-
ios were realistic for the sample popula-
tion, and thus, more involving for the
respondents. Additionally, since respon-
dents were asked to indicate what the
supervisor in the vignette would do, as
contrasted with asking them what they
themselves would do, it was believed that
this would elicit responses about typical .
behavior rather than appearing to test
their knowledge of standard operating
procedures. Finally, this format allowed
for the manipulation of situational/
performance and demographic variables
and offered greater experimental rigor
and control than post hoc survey informa-
tion.

Results

Vignette Results

The following procedures were used to
analyze vignette responses: 1) frequencies
and percentages were calculated for each
of the eleven alternative responses across
all vignettes; 2) frequencies and percent-
ages were calculated for each response
alternative at each level of the indepen-
dent variables—severity, subordinate
level, and duration; and 3) repeated-
measure analyses of variance (MANO-
VAs) were conducted with duration,
subordinate level, and severity as inde-
pendent variables.
Overall responses. The descriptive re-

sults in this section are presented as
percentages of total responses rather than
respondents. Since subjects are required
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to respond three times to four vignettes,
each subject can choose a particular
response between one to four times across
vignettes and one to three times within a
vignette. Therefore, the percentage of
responses for a particular behavioral
response provides a more accurate de-
scription of the frequency of that re-
sponse in comparison to other potential
responses.
The percentage of each alternative

selected across all vignettes is presented
in Table 1. Referring Doe to the EAP and

~! ' talking to the EAP about Doe both reflect
utilization of the program. When these
are combined, it can be seen that 10% of
the responses involved the EAP as a

~ I means of dealing with problem subordi-
nates. However, the most frequent super-
visory responses to problem subordinates
appear to cluster around the more w.ell-
established standard operating proce-
dures. These. include talking to Doe,

,i ~ counseling Doe, documenting his behav-
ior on an evaluation form, and recom-

',, mending disciplinary action.
Multivariate analysis of variance re-

suits. An EAP variable was created by
dummy coding and combining the alter-
natives "refer Doe to the EAP" and "talk
to the EAP about Doe" since both alterna-

Table 1
Overall8 Percentage Responses to Problem

Subordinate Vignettes

Response Percentage

Wait and hope ~ 1.1
Talk to Doe 21.2

Warn Doe 8.7
Counsel Doe 22.0
Document on evaluation form 17.4

li Recommend disciplinary action 12.5
Talk to awn superior 6.4
Refer to EAP

I!
6.4

Suggest help other than EAP .4Ilia
Talk to EAP about Doe 2.6
Transfer Doe 1.3

a Responses are collapsed across duration,
subordinate level, and severity.

tives represent utilization of the program.
Choice of the EAP response was then
summed across vignettes yielding a de-
pendent variable for EAP utilization
which ranged from zero to four for
duration, zero to two for severity, and
zero to two for subordinate level. The
remaining nine alternatives were com-
bined since these represent responses other
than utilization of the EAP. Repeated-
measure MANOVA's were performed us-
ing the General Linear Model procedure
in the Statistical Analysis for the Sciences
computer package (SAS, 1985), Although
the categorical nature of the data would
ordinarily suggest anon-parametric pro-
cedure to be more appropriate, such a pro-
cedure requires all cells be non-empty
which was not the case in the present
study. A decision was made to retain all
levels using a MANOVA procedure rather
than combining categories to use a non-
parametric procedure.
The analyses included a 2 x 2 (Severity

x Subordinate Level), a 2 x 3 (Severity x
Duration), and a 2 x 3 (Subordinate Level
x Duration) repeated measure MANOVA
with the combined EAP variable and the
other nine combined responses as the
dependent measures. Significant main
effects were found for severity (Wilk's
Criterion = .5221, F(1,78) = 71.30, p
<.001) and subordinate level (Wilk's
Criterion = .7497, F(1,78) = 26.05, p
<.001), The means for the EAP responses
in the high and low severity conditions
and the high and low subordinate condi-
tions were 1.083 versus .132 and .364
versus .851, respectively. Thus the results
indicated support for Hypotheses 1 and 3.
Supervisors were more likely to choose
an EAP response when the performance
problem was severe or when the subordi-
nate was of a lower level. A significant
main effect was also found for duration
(Wilk's Criterion = .6733, F(2,77) _
18.Fi8, p <.01) such that the EAP response
was significantly more likely as the
confrontations progressed.
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Table 2
Scheffe Post Hac Comparisons of Mean EAP

Responses to Duration

Condition Comparison

Duration Duration Duration
1 2 3

Means .1212 .3371 .8192

Significant interaction effects were

found for severity by subordinate level

(Wilk's Criterion = .8002, F(1,78) _

1g,4~, p <.001), subordinate level by
duration (Wilk's Criterion = .8448,
F(2,77) = 7.07, p <,01), and severity by
duration (Wilk's Criterion = .7730,
p(2,77) = 11.31, p <,001). However, it is
important to note that the results for the
severity by duration interaction should be
interpreted with caution since no subjects
chose an EAP response at the first time
period with a low severity vignette. This
places a zero variance within this cell of
the MANOVA.
Tables 2, 3, 4, and 5 present the results

of the Scheffe post hoc comparisons. By
reviewing the means for significantly
different comparisons for duration (Table
2) it can be seen that supervisors were
more likely to use the EAP as the problem
progressed thus supporting Hypothesis 2.
Comparison of means for combinations of
subordinate level and problem severity
(Table 3) reveal that while no difference
was found under low severity conditions,
supervisors are significantly more likely
to refer a lower level subordinate than a
higher level subordinate under high se-
verity conditions. Additionally, supervi-
sors were increasingly more likely to refer
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lower level subordinates to the EAP as the
problem progresses (Table 4). For the low
severity vignettes there were no signifi-
cant differences in EAP utilization be-
tween the first, second, or third confron-
tation, while for the high severity
vignettes there were significant differ-
ences between the second and third
confrontation (Table 5). These results
indicated that supervisors only became
increasingly likely to utilize the EAP after
repeated confrontations for severe perfor-
mance problems rather than minor infrac-
tions.
To summarize, the vignette findings

reveal that supery-isors were most likely
to use an EAP when: 1) the performance
problem was severe; 2) the subordinates
were at lower levels; and 3) more confron-
tations had taken place. Further, the
results show that continued performance
problems increased the likelihood of EAP
use only when the problem was severe or
when the subordinate was of a lower
rather than higher level. Finally, supervi-
sors were more likely to refer a lower
level subordinate rather than a higher
level subordinate only when the problem
was severe.

PHASE 2

Method

Overview

The second phase of the study con-
cerned obstacles to EAP utilization. As
part of the ongoing integration research
described above, the four previous sur-

Table 3

Scheffe Post Hoc Comparisons of Meaner EAP Responses to Severity by Subordinate Level

Condition Comparison

Hi Sev/ Hi Sev/ Lo Sev/ Lo Sev/

Lo Sub Hi Sub Lo Sub Hi Sub

Mean .7500 .3371 .0879 .0404

fl Cell means that are underlined are not significantly different at the .05 level.
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Table 4
Scheffe Post Hoc Comparisons of Meaner EAP Responses to Duration by Subordinate Level

Condition Comparison

Dur 1/ Dur 2/ Dur 3/ Dur 1/ Dur 2/ Dur 3/
Lo Sub Lo Sub Lo Sub Hi Sub Hi Sub Hi Sub

Mean .0588 .2371 ,5667 .0594 .0860 .2418

a Cell means that are underlined are not significantly different at the ,05 level.

veys all asked respondents if they had
any additional comments they would like
to offer, These open-ended comments
were content analyzed and barriers to
EAP utilization were identified. Thirteen
quotes were selected as representative of
general categories of comments regarding
attitudes toward EAP utilization.
In the present survey, supervisors were

asked to indicate their level of agreement
to the quotes on a six point scale ranging
from "strongly agree" to "strongly dis-
agree." They were specifically told that
these quotes were extracted from actual
comments made by their coworkers. This
format had the advantage of presenting
attitudes in the language of the organiza-
tion as expressed by others in the organi-
zation, thus encouraging greater candid-
ness in responses.

Results

Several procedures were employed to
analyze the perceived barriers. to EAP
utilization. Supervisory attitudes regard-
ing perceived barriers were correlated

with self-reported behavior correspond-
ing to having referred or recommended a
subordinate to the EAP, as well as to
having received EAP training. Addition-
ally, ANOVAs were performed to test for
differences between supervisory levels
regarding the perceptions of barriers.
Overall responses. The percentage

agreement for each barrier was calculated
by collapsing the response alternatives
which indicated agreement (i.e,, strongly
agree, agree, or slightly agree). The per-
centage of supervisors who expressed
agreement with each of the quotations is
presented in Table 6.
The supervisors' responses to barriers

highlight the importance of several
classes of issues which hinder EAP
utilization. A primary area of concern
appears to center around the potential
negative impact of EAP utilization on the
employee. Almost half the supervisors
sampled expressed concern that the EAP
may hurt the employee's promotional
opportunities. In the same vein, supervi-
sors expressed preferences to send em-
ployees without documentation and a

Table 5
Scheffe Post Hoc Comparisons of Meaner EAP Responses to Duration by Severity

Comparison

Dur 1/ Dur 2/ Dur 3/ Dur 1/ Dur 2/ Dur 3/
Hi Sev Hi Sev Hi Sev Lo Sev Lo Sev Lo Sev

Mean .1188 .3111 .7000 .0204 ,1290

a Cell means that are underlined are not significantly different at the .05 level
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Table 6
Percentage of Supervisory Agreement to SAP Barriers

Agreement

farrier n

Management views being in EAP as black mark against individual which
holds up jobs and promotions 49 44.1

Prefer to send employees to the EAP without documentation 47 43.1

No positive recognition for referring an employee 39 35.5
Don't know enough about EAP to feel comfortable using it 29 25.9
Makes employees bullet proof—will not be able to take additional discipline

if performance does not improve 16 14,8
Lack of need for the EAP—thus have not looked into any information on it 27 24.3

Too risky to refer—not enough support and direction from above 24 21.8
Fear that, subordinates participation in program means questions of

supervisor's leadership 21 18.9
Reluctant to involve EAP since little remains confidential 19 17.8
Good supervisors do not need to refer—performance handled by effective

supervision 11 10.0

If refer, upper management may not think doing job accurately 11 10.0
Paperwork involved is discouraging 11 9.3
Not job to get involved in personal problems 7 6.3

Note: Total sample size =112.

fear that little remains confidential. The
supervisors also indicated that EAP utili-
zation may lead superiors to question
their leadership abilities. Other concerns
include a perceived lack of support from
top management, little recognition of
supervisors for referral, insufficient infor-
mation about the EAP, perceived lack of
need for the EAP, and a perception that
referral will preclude disciplinary proce-
dures. Conversely, it is considered a
positive finding that only ten percent or
less of the respondents agreed to state-
ments reflective of beliefs that employees'
personal problems were beyond the su-
pervisors' job responsibilities or that
effective supervision supersedes a need to
utilize the EAP.
Relationship between barriers and re-

ferral behavior. In order to assess the
relationship between perceptions of barri-
ers on actual behavior, barrier responses
were correlated with referring a subordi-
nate to the EAP, recommending a subor-
dinate to the EAP, and receiving EAP
training. The barriers which significantly

correlated with not recommending, not
referring, and not receiving EAP training
are presented in Table 7.

Certain barriers appear related not only
to not having recommended or referred a
subordinate to the EAP but also not
having received training. These barriers
included insufficient knowledge about
the EAP to feel comfortable using it,
perceived lack of need for the EAP,
beliefs that support and direction from
upper management were lacking and
therefore, referral would be "risky," per-
ceptions that it is not a supervisor's job to
get involved, and the belief that the
paperwork involved was discouraging,
Since the research is correlational in
nature, it is not possible to determine
with certainty whether a lack of training
contributes to these perceptions or these
perceptions impede the willingness to
receive training. Nevertheless, it would
appear that these perceptions are not held
by those who have received training.
Other barriers related to recommending

or referring a subordinate which are not
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Table 7
Correlation of Not Referring, Not Recommending, and Not Receiving Training

with Barrier Agreement

Barrier Refer Recom Train

Management views being in EAP as black mark against
individual which holds up jobs and promotions .11 .04 .U3

Prefer to send employees to the EAP without documentation ,02 .13 .17*
No positive recognition for referring an employee .09 .12 .24**
Don't know enough about EAP to feel comfortable using it .34 * * .25 * * .31
Makes employees bullet proof-will not be able to take

additional discipline if performance does not improve .30** .31** .17*
Lack of need for the EAP-thus have not looked into any

information on it .31 * * .30* * .32
Too risky to refer-not enough support &direction
from above .33** ,24** ,24**
Fear that subordinates participation in program means questions

of supervisor's leadership .18* .15 .12
Reluctant to involve EAP since little remains confidential .30** .26** .11
Good supervisors do not need to refer-performance handled by

effective supervision .20* .16* .15
If refer, upper management may not think doing job accurately .28** .26** .03
Paperwork involved is discouraging .27** .23** .24**
Not job to get involved in personal problems

.15 .26** .16*

*p<=.o5 **p<=.01.

related to training included beliefs that
one's ability to effectively manage pre-
cludes the need for the EAP, perceptions
that utilization of the EAP would appear
as managerial ineffectiveness, and per-
ceptions that little remains confidential
in the program. It would appear that
training does not sufficiently address
and/or is unable to alleviate such con-
cerns.
Supervisory level and barriers. The

last set of analyses related to the percep-
tions of barriers involved performing
ANOVAs for differences in responses
between supervisory levels. Table 8 pre-
sents these results. As shown, there were
significant differences between middle
and upper management for eight barriers.
Table 9 presents the Scheffe post hoc

mean differences between supervisory
level and perceptions of barriers.

Specifically, middle management were
more likely than upper management to
view using the program as calling into

question their leadership ability and
creating a perception that they were not
doing their job properly. They reported
being less comfortable using the program
than did upper management. Addition-
ally, middle management was signifi-
cantly more likely than upper manage-
ment to believe that utilizing the program
would: create a "black mark" for the
person referred; not remain confidential;
or tie the supervisor's hands in taking
further disciplinary action (i.e., "makes
employees bullet proof"). As could be
expected, upper management seem to
report the least agreement with the 13
possible barriers to referral, while line
management treaded a path between the
optimism of upper management and the
pessimism of middle management. Inter-
estingly, both upper and lower manage-
ment perceived significantly greater sup-
port and direction from above than did
middle management.
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Table 8
F Values of ANOVA Results for Differences Between Supervisory Levels in Barrier Agreement

Barrier F df

1vlanagement views being in EAP as black mark against individual
which holds up jobs and promotions 5,22** 2,107

Prefer to send employees to the EAP without documentation 2.56 2,106

No positive recognition for referring an employee 1,42 2,106
Don't know enough about EAP to feel comfortable using it 5.58** 2,108
Makes employees bullet proof-not able to take additional discipline if
performance does not improve 4.19* 2,105

Lack of need for the EAP-not looked into any information on it 2,80 2,107

Too risky to refer-not enough support and direction from above .7.53** 2,106
Fear that subordinates participation in program means questions of

supervisor's leadership 3.60* 2,107
Reluctant to involve EAP since little remains confidential 6.01** 2,104
Good supervisors do not need to refer-performance
handled by effective supervision 1.07 2,106

If refer, upper management may not think doing job accurately 3,32* 2,106
Paperwork involved is discouraging 3.14* 2,103
Not job to get involved in personal problems 1,22 2,108

Discussion

This study employed experimental pro-
cedures to investigate factors hypothe-
sized to influence whether, and at what
point, supervisors consider referring em-
ployees to an EAP as a result of perfor-
mance problems. This study also investi-
gated supervisors' perceptions of organi-
zationalbarriers to employee referrals and
the relationship between these percep-
tions and actual behavior.

It is important to highlight certain
aspects of these results with regard to
trends that have been exhibited in the
empirical and conceptual literature, It has
long been held that supervisory referral is
the key to a successful EAP (Roman &
Blum, 1988). However, much of the
empirical research has failed to show a
significant effect for supervisory referral,
Bayer & Barkin (1990) present research
which points to supervisory referral com-
prising only 12% of all EAP referrals
made in four federal agencies during one
year. In our study we found that given a
choice of 11 possible responses for deal-

ing with a problem employee, 10% of the
time respondents chose an EAP solution.
While an ultimate goal is to increase the
percentage of supervisory referrals to
EAPs it should be noted that in this
sample the EAP is at least being utilized.

It is often suggested that supervisors are
not aware of the warning signs in an
employee's performance which might be
indicative of a problem best referred to
the EAP. The results of the present study
seem to offer equivocal support for this
notion. When the vignettes are broken
down to specific aspects of the situation
we begin to see factors that contribute to
or detract from referral. Supervisors were
significantly less likely to refer an em-
ployee when the consequences of the
problem were not severe, a finding which
has been supported in the literature
(Bayer &Gerstein, 1988; Harley, 1991).
Further, while EAP referral increased as
severe performance problems continued,
supervisors failed to see a continuing
performance problem with minor conse-
quences as warranting EAP referral. In the
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Table 9
Scheffe Post Hoc Mean Differences in Barrier Perceptions Between Management Groups

Sig. Groups Mean Agreement

Barrier Difference 1 2 3

Management views being in EAP as black mark
against individual which holds up jobs and
promotions

Don't know enough about EAP to feel
comfortable using it

Makes employees bullet proof—will not be able
to take additional discipline if performance
does not improve

Too risky to refer—not enough support and
direction from above

Fear that subordinates participation in program
means questions of supervisor's leadership

Reluctant to involve EAP since little remains
confidential

If refer, upper management may not think doing
job accurately

2 vs. 3 3.34 2.56 3.67

2 vs. 3 3.75 3.20 4.27

2 vs. 3 3.90 3.61 4.40
2 vs. 3 3.81 3.16 4.27
1 vs. 2

2 vs. 3 3.72 3,48 4.47

2 vs. 3 3.94 3.78 4.53

2 vs. 3 4.13 3.87 4.53

a 1=Line Management; 2 =Middle Management; 3 =Upper Management.
Note. 1=strongly agree, 5 =strongly disagree,

case of severe problems of continuing
duration choosing an EAP at the second
or third stages may be a very appropriate
sequence of action given that the EAP is a
supervisory tool and was never intended
to supersede the first steps in progressive
performance management.
A second trend in the results involved

the greater likelihood of referral for lower
level rather than higher level subordi-
nates, particularly when the problem was
severe, This can be explained in several
ways. It may be believed that an EAP is
more appropriate for lower level employ-
ees. It may also mean that supervisors are
uncomfortable approaching subordinates
other-than those at the lowest levels, This
is a fairly consistent finding in the
empirical and conceptual literature,
Reichman, Young, and Gracin (1988)

discuss the greater likelihood of lower
level employees being identified for refer-
ral. Nord and Littrell (1989) provide
evidence of the reduced likelihood of
referral if the supervisor has worked in a
peer relationship with the subordinate.

Explanations for this trend are numerous
and include the higher personal and
organizational costs (Bayer &Gerstein,
1988) of referring or helping the higher
status employee; the likelihood of the
higher level employee having (or in this
case being perceived as having) a closer
personal relationship with the supervisor
due to their greater similarities (Beyer &
Trice, 1982), or .greater concerns over
harming, or risking, the career of the
higher level employee as compared to the
lower level employee (Kurtz, Googins, &
Williams, 1980). This latter explanation
may offer greater understanding of the
finding that supervisors are less likely to
utilize the EAP for higher level subordi-
nates, even when the problem is severe.
The supervisors in this study may be
attempting to protect the higher level
subordinate. Alternatively, the higher
level subordinate might be held to differ-
ent standards involving disciplinary pro-
cedures. The reasons behind the tendency
to not refer higher level subordinates
warrants further investigation.

EAP REFERRAL

A cautionary note to the vignette
results must be added. The questionnaire
required respondents to choose one
course of action for each problem vi-
gnette. This served to restrict responses to
one particular course of action at each
response period. As such, supervisors
must perceive referral to the EAP as the
most viable response of 11 possible
responses when asked to choose an
action. While referral to the EAP is likely

to be among a constellation of appropriate
responses, it is likely that referral would
only be perceived as the most appropriate
response in a limited set of situations.
Further research should explore the de-
gree to which the SAP is perceived to be a
viable, if not the only, management
response at different stages of perfor-
mance counseling.
The perceptions of organizational barri-

ers to referral in this organization are
similar to those reported elsewhere in the
literature. A distinction in this research
was that perceptions were explicitly
queried and therefore obviated the need
to suggest interpretations of employees'
perceptions. The strongest barriers in-
volve the notion that reliance or interest
in the EAP would reflect poorly on the
supervisor's ability to manage effectively,
as well as the perception that effective
management precludes the need for the
EAP. Supervisors' perceptions of EAP
usage as an indication of weakness or
their belief that others will perceive usage
as such should be addressed in manage-
rial training sessions. Additionally, this
finding could also be indicative of a lack
of upper management support, or at least
the perception of a lack of support, and
also must be addressed. The perception
that employee referral may hurt an indi-
vidual's career is highly dysfunctional
and needs to be confronted in training, as
well as in organizational interventions.
The idea must be promoted that EAP can
help salvage careers not hinder them. One
should note that the sample in the current
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study was drawn from aPara-military
organization and thus the generalizability
of results to other types of organizations
should be viewed with caution.
The analyses identified a core group of

s~zpervisors who had neither received
EAP training or recommended a subordi-
nate to the EAP. These supervisors
tended to know little about the EAP, see
little need for the EAP, and perceive little
management support of .the EAP. Future
research should focus on this type of
supervisor. Since the current design was
correlational, it is not possible to assess
the direction of causality. One explana-
tion for the results may be that the lack of
training contributes to an ignorance about
the EAP process which in turn inhibits
utilization of the EAP.

Several perceived barriers were related
not only to use of the EAP but to not
having received EAP training. These
barriers include beliefs that effective
management preclude the need for an
EAP, that EAP utilization would be
perceived as managerial ineffectiveness,
and that little remains confidential. How-
ever, since these perceived barriers are
not related to training per se, it would
appear that either training does not
sufficiently address these issues or that
training is ineffective in countering such
attitudes.

Finally, a comparison of perceived
barriers by organizational level indicated
that middle level supervisors perceived
significantly greater barriers to EAP utili-
zation than did upper level supervisors
with line managers treading a middle
ground between the two. These findings
are particularly interesting since they
suggest that efforts to train and gain
support for the EAP may need to be
targeted to particular organizational lev-
els to be most effective in enacting
change.
The current study suggests that super-

visors may be less likely to view EAP
referrals as a viable response under
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conditions in which the problem behav-
ior is relatively benign, i.e., a performance
problem that does not pose a severe threat
to the organization. While no one would
suggest that managers abdicate their re-
sponsibilities and consider EAP referral a
panacea, EAP training should emphasize
the importance of recognizing any
marked change in an employee's perfor-
mance as potentially indicative of a
problem requiring professional assis-
tance. As such, the EAP should be seen as
a resource which complements the range
of traditional supervisory responses. Fu-
ture research should focus on assessing
the extent to which managers reinforce
the perception that EAP referral is an
appropriate component of the overall
supervisory response.

Additionally, future research should ex-
plore in greater depth the rationales) un-
derlying agreater resistance to referring
more senior level subordinates so that these
obstacles may be addressed by training
and/or policy. With regard to the effective-
ness of training, future research should fo-
cus on those barriers which may not be
effectively addressed through training ef-
forts (e.g., confidentiality). Finally, addi-
tional research is needed to explore the
dynamics which make middle managers
less receptive to EAP utilization.
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The traditional signifier used to identify the need for EAP intervention is
poor employee performance. By contrast, this study examines the possibility
of a positive relationship between academic performance and drinking in a
medical training environment. Also, mediating effects of social support and
narcissism on the performance-drinking relationship, and possible gender
differences, are considered. The results indicate that female performance
correlates positively and significantly with measures of alcohol use/abuse at
two time points, whereas results are mixed for males. Evidence for the
mediating effects of social support and narcissism on this relationship are
stronger at one time point, but results are mixed. These results are discussed
in terms of negative consequences of successful female work performance in
a male-dominated field, employee problem identification for EAP referral,
and needed EAP attention to environmental contributions to employee
problems,

he benefits of workplace Employee
Assistance Programs (EAPs) are
increasingly being realized by a

wide variety of organizations (Blum,
Martin &Roman, 1992). Most researchers
recognize that EAPs may perform primary
prevention functions through programs to
address possible problems before they
occur, and secondary or tertiary interven-
tion functions through attempts to help
employees as soon as possible after a
problem has surfaced. However, most
patrons of EAP programs tend to be those
with advanced-stage problems, especially
involving alcohol and/or drug abuse and
dependence (Foote, 1990; Googins, 1990),
indicating that EAP programs have
tended to fall more in the realm of
secondary or tertiary intervention. This
may be partly a result of the expectation

that supervisors should recognize em-
ployee problems, signaled by deteriorat-
ing work performance, and refer them to
the EAP (Blum &Bennett, 1990; Foote,
1990). However, the supervisor may not
be able (e.g., due to lack of training;
Googins, 1990) or willing to do this. Also,
limiting the definition of a problem to
behavior which negatively affects the
workplace, and neglecting other signals of
distress indicative. of developing prob-
lems, may preclude a broader vision of
potential EAP interventions.
Because this traditional "band-aid" ap-

proach recognizes employee problems
only at later, more severe stages, it also
results in employees re-entering the same
working environment which may have
contributed to their problems in the first
place. In this approach, the main concern

Journal of Employee Assistance Research, Vol. 2, No. 1 (Summer 1993).
O by the Employee Assistance Professionals Association, Inc.
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of the EAP is to make individuals more
functional in the workplace, whether or
not there are problems with the work-
place itself. By contrast, this article
suggests the utility of primary prevention
efforts aimed at making the workplace
less pathogenic. We specifically focus on
the career training stage (using medicine
as an example), insofar as this stage
encompasses the development of overall
lifestyle and coping patterns (Flaherty &
Richman, 1986).
Employee assistance programs have not

been discussed in terms of career fraining
settings, such as graduate or medical
school, since EAPs do not traditionally
exist in such settings. Rather, training
environments such as these usually pro-
vide or have affiliations with programs
which students can contact if they feel
that they are experiencing problems.
Although this is not an EAP per se, it still
provides the same type of help, and
functions in much the same manner as an
EAP. Specifically, such programs func-
tion in a reactive fashion, only initiated
when the student seeks help, and act
primarily to relieve the immediate prob-
lem, excluding preventative measures to
help ensure that the problem doesn't
reoccur, or to help other students who
may be at risk for the development of
problems (Huebner, Royer & Moore,
1981). Although students refer them-
selves to such programs, while in the case
of EAPs it is expected that the supervisor
will refer the employee, it has been noted
that the number of referrals to EAP
programs has declined in recent years
due to a decline in supervisory training
(Googins, 1990).

Also, the reactive approach of EAPs
and related programs assumes that pa-
thology and performance are inversely
related, which may not necessarily be
true. A recent study by Blum, Roman and
Martin (1993) indicated that supervisors
and/or coworkers rated an employee's
performance as lower if he or she drank
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more, whereas the employee's self ratings
of performance had little relationship
with the amount he/she drank. In fact,
those who drank more actually reported
lower numbers of days absent and times
late compared to those who drank less
(Blum et al., 1993), although Blum et al.
emphasize the problems of using self-
report measures of such behaviors. They
also note that, as many EAP programs rely
on self-referrals, this may be problematic,
since the data indicate that employees
may not recognize their own problem.
Other research has also found evidence

that performance is not necessarily ad-
versely affected by drinking behaviors.
Clark, Eckenfels, Daugherty &Fawcett
(1987) found that medical students iden-
tified as alcohol abusers by their re-
sponses to the alcohol use and related
problems section of the Diagnostic Inter-
view Schedule (DIS) had better grade
point averages in their first year of
medical school, and tended to perform
better on the National Boards Medical
Examination Part I. Clark et al. speculated
that medical students may use drinking
as a way to cope with the stress involved
in training, or may feel they deserve to
drink because of their exceptional perfor-
mance. However, Clark et al. also imply
that the success of such students may
actually hinder recognition of their exces-
sive alcohol use as a problem. Thus,
research examining the links between
performance and alcohol use and abuse
has resulted in mixed findings.
Researchers have also noted that cer-

tain coping resources which employees
bring into the workplace may protect
against or contribute to the development
of problems, specifically those involving
alcohol or drugs (Reichman & Guglielmo,
1990). One such coping resource is an
individual's social support. Googins
(1990) identifies social support as a key
component in the success of any alcohol
or drug treatment program initiated by
EAPs. It has also been found that women
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tend to experience higher levels of social
support compared to men (Richman,
Raskin &Gaines, 1991; Vaux, 1985), and
that social support may be protective
against alcohol abuse (Richman &
Rospenda, 1992). However, the time-
consuming nature of certain jobs, in this
case medical training, may cause such
social support networks to deteriorate,
possibly exposing students (especially
women) to increased risk for alcohol
abuse.
In contrast, other styles of coping may

contribute to the development of prob-
lems. In terms of alcohol abuse, research
has shown that narcissistic personality
style, especially involving social-rela-
tional deficits (e.g., lack of empathy and
exploitative interpersonal relationships),
is linked to increased alcohol abuse
(Richman & Rospenda, 1992). Blum et al.
(1993) also found that social relational
elements of job performance tended to be
negatively associated with drinking be-
haviors to a greater extent than technical
aspects of job performance. However,
social-relational deficits (i.e., narcissism)
may also be linked to better academic
performance, to the extent that individu-
als with greater narcissism tend to thrive
on being considered "special" (Richman
& Flaherty, 1990), and thus may put more
effort into academic pursuits in order to
reinforce such feelings, Thus, narcissistic
personality may mediate the relationship
between performance and drinking.
We examine academic performance,

styles of coping and alcohol abuse in the
context of medical training, focusing on
these relationships as they may differ by
gender status. Our hypotheses are the
following: 1) pathological coping tech-
niques such as alcohol abuse and escape
drinking are directly related to successful
performance, as measured by average
grade in the five medical clerkships and
scores on the senior comprehensive
exam; 2) narcissistic personality style
relates positively to drinking outcomes

and to academic performance, while
social support is negatively related to
drinking; 3) social support and narcissism
mediate the relationship between perfor-
mance and drinking, and these mediating
relationships are especially salient for
females; and 4) the combined effects of
social support and narcissism will have
the strongest mediating effects on the
performance-drinking relationship.

METHOD

Sample

The sample derives from a cohort of
184 students entering a large, public
medical school in the fall of 1987.
Students were administered aself-report
questionnaire during the initial registra-
tion period, with a 91% return rate (N =
167). The sample was 66.5°/o male and
33.5% female, similar to the sex distribu-
tion of the medical student cohort. The
mean ages of males and females were 23.9
years and 23.5 years, respectively. These
167 students were resurveyed in the fall
of their second and third years of medical
training. By the third time point, the
response rate was 141 out of 153 students
remaining in medical school (92%). Of
these 141 students, 21 were excluded
from the analyses because they were
repeating a year of school, and it was felt
that their responses would not be those of
a typical third-year student. Thus, data
from 120 students were included in the
analyses (78.4% of the 153 students
remaining in medical school). At time
four, 137 out of 147 students remaining in
medical school returned questionnaires
(93%). Of the 120 students represented in
the time three analyses, 118 returned
questionnaires (98% of those included at
time three, or 80% of the 147 students
remaining in medical school at time four).
The sample of 120 students was 65.8%
male and 34.2% female at time three, and
the sample of 118 students at time four
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vvas 64.4% male and 35.6% female.
Analyses performed to examine whether
differences existed between drop outs

and those who remained in medical
school in terms of the variables utilized
for this study indicated no significant
differences. One exception was a trend-
level difference in the amount of alcohol
consumed per day by drop outs compared
with those who remained in school.
However, those who remained tended to
drink more per day than those who left
school. Thus, there was little, if any, bias
due to sample attrition for the present
study in terms of the results obtained.
Problem drinking was assessed at each

time point with the 24-item self-report
Michigan Alcoholism Screening Test
(MAST), which has manifested high reli-
ability and validity as an alcoholism
screening instrument (Selzer, 1971). It is
used here as a continuous variable to
indicate the level of alcohol-related prob-
lems. For screening purposes, 5 + MAST
points places the subject in a likely
alcoholism category, while 4 points is
suggestive of alcoholism. At time one the
standard lifetime form of the MAST was
used. For subsequent points the items
were reworded to tap problem drinking in
the past year.
Alcohol consumption patterns were

measured by three items assessing the
quantity, frequency and variability of
alcohol consumption, following the Ca-
halen, Cisin and Crossley (1969) model.
The items were: 1) During the past month,
about how many days did you drink
alcohol?; 2) When you drank, how many
drinks did you usually have per day?; and
3) What is the greatest quantity you drank
at least occasionally?
The measure of escape motives for

drinking derive from the 11 items assess-
ing reasons for drinking developed by the
Alcohol Research Group (Temple, 1986).
The five items used to measure escape
motives were as follows: I drink 1) for
cheering up, 2) to escape, 3) when tense,
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4) to forget things, and 5) to forget
worries. Each item was rated on a
four-point Likert-type scale 'from "very
unlikely" to "very likely" then summed
such that higher scores represented
greater drinking for escape. The alpha
reliability coefficient of this measure was
.88 for males and .89 for females.

Clerkship scores were computed by
obtaining students' grades from tran-
scripts for the five major .clerkships
through which all students rotated in year
three, and then calculating the mean
score. These five major clerkship areas
were surgery, medicine, psychiatry, pedi-
atrics, and ob/gyn. The grading system
used by the university encompassed the
following categories: unsatisfactory, be-
low average, average, above average, or
outstanding. Values ranging from 0 (un-
satisfactory) to 4 (outstanding) were as-
signed to these categories for the purpose
of computing the average clerkship score
for each individual.
The senior comprehensive (senior comp)

exam was an exam taken by all students in
their fourth year of medical school (at this
particular medical school). The test repre-
sented information covered throughout
medical school. Scores on the senior comp
exam ranged from 56 through 89.
To measure social support; the Social

Support Network Inventory (SSNI) devel-
oped by Flaherty, Gaviria, and Pathak
(1983) was utilized. This measure con-
sists of a set of 11 items on which each of
the five most important individuals in a
student's life (as specified by the student)
are rated on a scale of one (low support)
to five (high support). Items assess such
factors as the degree to which the student
perceives the individual as listening to
problems, helping clarify goals, and sup-
plying practical help to the student. The
mean rating across individuals is then
computed as the index of overall social
support. The alpha reliability coefficient
of this measure was over .90 for males
and .88 for females.
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Narcissistic personality style was as-
sessed by the Narcissistic Traits Scale-
Revised Version (NTS-RV) (Richman &
Flaherty, 1990), an 18-item scale devel-
oped to reflect the nine criteria for
narcissistic personality disorder as char-
acterized in DSM-III-R (two items per
criterion). The scale was used here to
represent gradations in narcissistic per-
sonality characteristics rather than the
disorder per se. The instrument taps
severe reactions to criticism, interper-
sonal exploitativeness, grandiosity, feel-
ings of uniqueness/specialness, fantasies
of unlimited success or ideal love, requir-
ing constant attention, lack of empathy,
and preoccupation with feelings of envy.
The alpha reliability of this scale was .80
for males and .81 for females.

ANALYSES

To address hypotheses one and two,
Pearson correlation coefficients were
computed between the alcohol use and
abuse variables, the academic perfor-
mance variables, social support and nar-
cissism at both time 3 and time 4. To test
hypotheses three and four, partial correla-
tions were computed between the pairs of
academic performance variables and the
alcohol use variables which had resulted
in significant Pearson correlations, con-
trolling for social support and narcissism
both separately and together. These anal-
yses are presented separately for males
and females.

RESULTS

The results of the correlational analyses
between the alcohol use/abuse, academic
performance, pe :son.ality, and social sup-
port variables are presented in Tables 1
and 2. Table 1 displays the results of
these analyses for time 3, where the
academic performance variable of interest
was the average clerkship score. The
correlation coefficients displayed in Ta-

ble 1 for males indicate that average
clerkship scores did not correlate signifi-
cantly with any of the alcohol variables or
with narcissism, although clerkship
scores were positively related at the trend
level to MAST scores and the amount of
alcohol drunk on occasion. Clerkship
scores for males also were not signifi-
cantly related to social support, although
the correlation with social support was
significant at the trend level, indicating a
possible negative relationship between
academic performance and social support
for males. Narcissism was significantly
related to the MAST (r = .23, p < .05)
and to escape motives for drinking (r =
.27, p < .05). Also, social support was
significantly negatively related to the
MAST (r = - .24, p < .05).
For females, clerkship scores correlated

significantly with escape motives for
drinking (r = .34, p < .05), but not with
any other alcohol use/abuse variables.
Female clerkship scores also related to
narcissism at the trend level, but did not
correlate significantly with social sup-
port. Narcissism was significantly corre-
lated with escape drinking (r = .41, p
.01), but with no other alcohol outcome
variables. Also, social support was signif-
icantly related to escape drinking (r =
- .57, p < .001).
At time four, the academic performance

variable of interest was the senior com-
prehensive exam (senior comp) overall
score. For males, this variable correlated
significantly with escape motives for
drinking (r = -.35, p < .01), such that
lower senior comp scores were associated
with greater motives to drink for escape.
Senior comp scores did not correlate with
any other alcohol use/abuse variables,
with narcissism, or with social support
for males. However, narcissism was posi-
tively related to escape drinking (r = .26,
p < .05). Social support was not signifi-
cantly related to any drinking measure.
For females at time four, senior comp

scores correlated positively and signifi-
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Table 1
Correlations of Personality, Alcohol, and Academic Performance for Male and Female

Medical Students-Time 3

MALES
Alcohol, Performance and Personality Variables (Time 3)

Escape Days in Alc Nar-
MAST Drinking Past Mo Alc/day Occasion cissism SSNI

Clerkship .19 + .00
- .01 .10 .22 + .13 - .22

MAST .33 .27* .10 .15 .23* -.24*
Escape Drinking .21+ .11 ,10 .27* -.11
Days in Past mo .40 * * * .60'` * * - :O6 - .12
Alc./day .74 * * * .00 .O6
Alc./Occasion .04 .08
Narcissism

- 

.21 
+

FEMALES
Alcohol, Performance and Personality Variables (Time 3)

Escape Days in Alc Nar-
MAST Drinking Past Mo Alc/day Occasion cissism SSNI

Clerkship .11 ,34+ -.01 .14 .11 ,28+ -,23
MAST .33+ .24 ,06 .22 ,06 -.11
Escape Drinking .10 .34+ .32* .41** -.57***
Days in Past mo .55*** .76*** -.08 .02
Alc./day .82 * * * .06 - .O6
Alc./Occasion .01 - .02
Narcissism

- 

.30 +

cantly with the MAST (r = .33, p < .05),
with escape motives for drinking (r = .38,
p < .05), and with amount of alcohol
drunk per day (when drinking) at the
trend level. Correlations with other alco-
hol use/abuse variables, narcissism, and
social support were non-significant. How-
ever, narcissism did positively relate to
escape drinking at the trend level, and
social support related inversely to escape
drinking at the trend level.
The partial correlations between the

alcohol use and performance variables at
times three and four, controlling for
social support, narcissism, and both so-
cial support and narcissism for males and
females are presented in Tables 3 and 4.
Only those relationships for which the
zero-order correlation between perfor-
mance and alcohol variables was signifi-
cant at the trend level or below are

included in the tables (no suppressor
effects of any significance were found for
variables for which the zero-order corre-
lation was non-significant).
For males at time three, the trend-level

correlation between clerkship scores and
the MAST was reduced by controlling for
social support such that it was no longer
significant at the trend level (r = .13, p >
.10). However, the trend-level correlation
between clerkship scores and the greatest
amount of alcohol drunk on occasion was
increased such that it was now significant
(r = .24, p < .05). When narcissism was
controlled for, the correlation between
clerkship scores and the MAST was
reduced (r = .13, p > .10), as was the
correlation of clerkship scores with the
amount of alcohol drunk on occasion (r =
.21, p < ,05). Finally, controlling for both
social support and narcissism resulted in
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Table 2
Correlations of Personality, Alcohol, and Academic Performance for Male and Female

Medical Students-Time 4

MALES
Alcohol, Performance and Personality Variables (Time 4)

Escape Days in Alc Nar-
MAST Drinking Past Mo Alc/day Occasion cissism SSNI

Snr. Comp -.01 -.35** -.03 -.09 -.02 ,04 -.02

MAST .21+ .15 .22 -F .15 .16 -,15

Escape Drinking .20+ ,00 .09 .26+ -.11

Days in Past mo .17 .54"** .05 .00

Alc./day .71*** .06 -.13
Alc./Occasion .14 - .02

Narcissism - .25

FEMALES
Alcohol, Performance and Personality Variables (Time 4)

Escape Days in Alc Nar-
MAST Drinking Past Mo Alc/day Occasion cissism SSNI

Snr, Comp .33* .38* .18 .27+ .16 .21 -.11

MAST .32* .08 .29+ .16 .09 -.14

Escape Drinking .28+ .55*** .51*** .31+ -.30+

Days in Past mo .55*** .55*** -.12 -.11

Alc/day .72*** .22 -.14
Alc./Occasion - .01 - .07
Narcissism - .20

+p <.10; *p <.01; ***p 6.001.

a slightly reduced correlation between
clerkship scores and the MAST (r = .12,
p > .10), and a slightly increased correla-
tion between clerkship scores and the
amount of alcohol drunk on occasion (r =
.23, p < .05).

For females at time three, the signifi-
cant correlation between clerkship scores
and escape motives for drinking was
reduced and became non-significant after
controlling for social support (r = .16, p
> .10). Similarly, when narcissism was
controlled for, the correlation between
clerkship scores and escape motives for
drinking was reduced, although it was
still significant (r = .30, p < .05). When
both social support and narcissism were
controlled, the correlation was reduced to
the greatest degree (r = .17, p > .10).

At time four, the correlation between
male students' senior comps scores and

escape motives for drinking was un-
changed by controlling for social supports
(r = -.35, p < .01). However, when
narcissism was controlled, the correlation
was increased (r = -.40, p < .001). The
same increased correlation was achieved
by controlling for both social support and
narcissism.
For females at time four, the correla-

tions between senior comps and the
various alcohol variables were largely
unchanged by controlling for social sup-
port, narcissism and both social support
and narcissism. The correlation between
senior comps scores and the MAST
remained the same (r = .33, p < .05 in all
cases). The correlation with escape mo-
tives for drinking was lowered negligibly
by controlling for social support (al-
though the significance level was slightly
increased; r = .37, p < .01). This
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Table 3
Partial Correlations between Performance and Alcohol Outcome Variables for Males and

Females, Controlling for Social Supports and Narcissism-Time 3

MALES

Social Support Narcissism Soc Sup + Narc
Controlling for MAST MAST MAST

Clerkship ,13 .13 ,12
(.19+) (.19+) (.19+)

Social Support Narcissism Soc Sup+ Narc
Alcohol/Occasion Alcohol/Occasion Alcohol/Occasion

Clerkship .24* .21* .23*
(.22 +) (.22 +) (.22 + )

FEMALES

Social Support Narcissism Soc Sup + Narc
Controlling for Escape Drinking Escape Drinking Escape Drinking

Clerkship .19 .30* .17
(.34 *) (.34 *) (.34

Note: Zero-order Pearson correlation coefficients are given in parenthesis for comparison.

correlation was reduced to a greater
degree by controlling for narcissism (r =
.31, p <.05), and also by controlling for
both variables (r =.32, p <.05). The
correlation of senior comp scores with the
amount of alcohol drunk per day when
drinking was increased slightly by con-
trolling for social support such that it
became significant (r = .29, p < .05).
However, the initial correlation was re-
duced slightly by controlling for narcis-
sism or both social support and narcis-
sism (r = .25, p >.10 in both cases).

DISCUSSION

The results provide moderate support
for the hypothesis that success in medical
school is positively related to measures of
alcohol use and abuse, especially for
females. The time three significant rela-
tionship between clerkship scores and
escape motives for drinking by females
may indicate that success in medical
school is more stressful for females, and
consequently results in the desire to
drink to relieve this stress. Simon (1986)

indicates that stress experienced by
women at work may be the result of being
in a double-bind situation where they
must exhibit assertiveness in order to
succeed on the job, but by doing so
violate the rules of the traditional female
gender role. Simon further asserts that
such stress may lead to alienation from
oneself and one's job, which may increase
chances of alcohol abuse, especially if
such use of alcohol is sanctioned by
others as a form of stress relief. Such a
relationship between performance and
drinking is supported more strongly for
females at time four, where significant
positive correlations were found between
senior comps scores and the MAST,
escape motives for drinking, and the
amount of alcohol drunk per day when
drinking (although amount drunk per day
was only significant at the trend level).
For males, the relationships between

clerkship score and the drinking variables
were not as strong or consistent as those
found for females. However, the trend-
level significance of the positive relation-
ships between clerkship score and both



72 JOURNAL OF EMPLOYEE ASSISTANCE RESEARCH

III'~; Table 4
Partial Correlations between Performance and Alcohol Outcome Variables for Males and

~ Females, Controlling for Social Supports and Narcissism—Time 4il~,~,~
'I j MALES

Soc Sup
~~'~ Social Support Narcissism + Narc

di'~ Controlling for Escape Drinking Escape Drinking Escape Drinking

Senior Comp. —.35** —.40*** —.40**"

FEMALES

Social Support Narcissism Soc Sup + Narc
Controlling for MAST MAST MAST

Senior Comp. .33* .33* .33*
(.33*) (.33*) (.33*)

Escape Drinking
.37**
(.ss*)

Alcohol/day
Senior Comp. .29*

(.27+)

Escape Drinking Escape Drinking
.31 * .32
(.38*) (.38*)

Alcohol/day Alcohol/day
.25 + .25 +
(.27+) (.27+)

Note: Zero-order Pearson correlation coefficients are given in parenthesis for comparison.

the MAST (problem drinking) and the
greatest amount of alcohol drunk on
occasion at time three indicate that such a
relationship may also exist to a lesser
degree for males. These results substanti-
ate those of the Clark et al. (1987) study.
The one incongruous finding was the
negative correlation between males' sen-
ior comps scores and escape motives for
drinking at time four. This may indicate
that the relationship between perfor-
mance and drinking for males is not
stable over time, or may vary by level of
stress or other factors in the environment.
In particular, by time four the students
were past the stress of the clerkships
(involving the first introduction to face-
to-face interactions with patients). An-
other possibility is that success in the
medical school environment has different
implications for males versus females.
This environment is male-dominated,
thus continued success (e.g., high clerk-
ship grades and senior comp scores) for

females may produce greater stress for
females, as they are becoming increas-
ingly committed to this environment
despite the fact that it can be more hostile
to them (e.g., they tend to experience
more harassment and abuse; Richman,
Flaherty, & Rospenda, 1993), whereas
males may more easily adapt to the
environment. Thus, by time four, it may
be more stressful for males not to be
performing well, while for females suc-
cessful performance may remain stress-
ful.
The results also supported the hypoth-

esized relationship between narcissism
and measures of drinking. Correlations
were strongest and most consistent be-
tween narcissism and escape motives for
drinking for both males and females. This
is compatible with the conceptualization
of narcissistic personality style as an
etiologic factor in the abuse of alcohol
(bodes, 1990). Narcissism is character-
ized, in part, by deficits in the ability to

~~
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develop and maintain interpersonal rela-
tionships, and has been shown to be
linked to the propensity to abuse alcohol
(Richman & Rospenda, 1992). In the

present research, while high escape mo-
tives for drinking do not necessarily
indicate a drinking problem, excessive or
consistent use of drinking for such pur-
poses, rather than use of more construc-
tive coping styles, may lead to the
development of problem drinking.
Contrary to expectations, narcissism

was not found to be significantly linked

to performance outcomes. The exception
was the trend-level positive correlation
between narcissism and clerkship scores

at time three for females. This implies
that there may be personality-style indi-
cators of vulnerability to alcohol prob-
lems available to supervisors (e.g., narcis-
sistic traits of lack of empathy, sense of
entitlement or grandiosity, etc.) that are
not necessarily linked to performance.
Such indicators would be useful to help
train supervisors in the identification of
employees who may be at risk for the
development of alcohol problems, espe-
cially in cases where indices of perfor-
mance are not readily available to the
supervisor.
In terms of the hypothesized mediating

functions of social support and narcis-
sism in the performance-alcohol use/
abuse relationship, the results were
mixed. At time three for males, the
mediating effects were as hypothesized in
terms of the relationship between clerk-
ship scores and the MAST. This correla-
tion was reduced when social support
and narcissism were controlled sepa-
rately, and reduced further (although
quite negligibly) by controlling for both
variables simultaneously. However, this
relationship was only at the trend level to
begin with, and the mediating effects did
not occur as hypothesized for the rela-
tionship between clerkship scores and the
greatest amount of alcohol drunk on
occasion. In this case, the correlation

increased when social support was con-
trolled for, decreased slightly but became
significant when narcissism was con-
trolled for, and increased slightly by
controlling for both variables.
For females, the results supported the

hypothesized mediating relationships.
The correlation between clerkship scores
and escape motives for drinking was
decreased and made non-significant by
controlling for social support, decreased
by controlling for narcissism, and control-
ling for both variables decreased the
relationship to the greatest extent. Thus,
at time three, the results provide mixed
support for the mediating effects of
narcissism and social support. The stron-
gest support was for social support,
possibly indicating that students who
receive higher grades may be drinking
more and/or having more drinking prob-
lems due to the time-consuming nature of
medical training, which leaves little time
for maintaining relationships with others.
This speculation would be substanti-

ated by the wealth of literature support-
ing the buffering hypothesis of social
support (Cassel, 1976; Cobb, 1976; La-
Rocco, House &French, 1980), wherein
the negative effects of stress on mental
health are thought to be reduced for those
with access to social support: For exam-
ple, in a study of employed adults,
Holahan and Moos (1982) found that
social support was important in buffering
the effects of stress on symptoms of
depression and psychosomatic distress
for both men and women. Similar results
have been reported in a variety of samples
and with a variety of outcome measures,
including psychological strain (Haines,
Hurlbert &Zimmer, 1991), burnout (Etz-
ion, 1984), and depression (Martin &
Burks, 1985). Although tests of the buffer-
ing effects of social support have not
always resulted in positive findings
(Thoits, 1984), Haines et al. (1991) point

aut the results of studies conducted in
occupational contexts have provided the
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most unwavering support fQr the buffer-
ing hypothesis. When applied to the
results of the present study, research has
demonstrated that support tends to de-
crease during medical school (Richman &
Rospenda, 1992), leaving students more
vulnerable to the negative consequences
of stress. Thus, although the buffering
hypothesis was not explicitly tested in
this study, students may drink to cope
with the stress once alleviated (buffered)
by their support networks.
Problems in maintaining support net-

works may be heightened if the student
has narcissistic personality traits, as indi-
cated by the stronger effects obtained by
controlling for narcissism and social
support simultaneously, especially for
females. This implies that student EAP-
type programs may be more successful in
addressing alcohol use/abuse issues if
they focus on altering the training envi-
ronment to provide more support to
students, for example by developing
mentoring relationships, and also by
attending to individual personality issues
which may make a student more prone to
develop problems in the training environ-
ment.
However, the mediating effects found at

time three did not appear at time four. In
fact, for males the effects were opposite to
those expected. The correlation between
senior comp scores and escape drinking
for males was negative at time four, and
controlling for social support had no
effect. Controlling for narcissism or both
variables simultaneously, however, re-
sulted in an increase in the magnitude of
the correlation, indicating that time-four
narcissism was serving as a suppressor
variable for the relationship between
senior comp scores and escape drinking.
This reversal in the sign of the correlation
at time four may be a result of the
decreased amount of stress in the envi-
ronment, possibly due to the completion
of the clerkship, thus freeing up time for

socializing and drinking, or may be a
result of the senior comp comprising a
different type of performance than was
represented by the clerkship score vari-
able.
For females, the results were also not as

definitive at time four compared to time
three. In terms of the relationship be-
tween senior comp scores and the MAST,
controlling for social support, narcissism,
or the two combined did not reduce the
initial correlation at all, For the relation-
ship between senior comp scores and
escape drinking, the correlation was re-
duced slightly by controlling for social
support, and reduced moderately by
controlling for narcissism, although the
combined effect of controlling for both
variables was not as strong as controlling
for narcissism alone. Finally, the correla-
tion between senior comp scores and the
amount of alcohol drunk per day when
drinking was increased slightly by con-
trolling for social support, and decreased
slightly when narcissism was controlled
for, alone or in combination with social
support. Thus, there was more evidence
of support for the mediating effects of
social support and narcissism on the
performance-drinking relationship for fe-
males as compared to males. However, it
is important to note that although control-
ling for narcissism and social support
tended to decrease the drinking-perfor-
mance relationship, these reductions
were not consistently large enough. to
cause this relationship to become non-
significant. Thus, interpretations based
on these analyses should be viewed with
caution. Also, it appeared that something
about the time four environment had
changed, causing differences in the rela-
tionships between the variables. Specifi-
cally, these relationships were not quite
as strong for females, and were reversed
for males. Further study is warranted to
examine these relationships in greater
detail, especially with larger samples
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holding greater power to detect signifi-
cance,

CONCLUSION

Researchers have noted that, due to the
nature of modern organizations, it is
becoming increasingly necessary for
EAPs to take on the role of organizational
assessment to determine which factors
inherent in the working environment and
organizational structure may contribute
to employee problems (Reichman &
Guglielmo, 1990). The results of the
present study suggest that attributes of
the medical training environment are
associated with alcohol use/abuse. Spe-
cifically, success in this environment, as
represented by academic performance,
may increase an individual's propensity
to drink, especially when the reason for
drinking is to escape and the individual is
female.
These results also emphasize the im-

portance of social support as a mediator
of this relationship. This finding empha-
sizes the need for EAPs and related
programs to attend to training environ-
ments, and to specifically focus on the
role of social support in such environ-
ments. Future research should attempt to
measure support in such environments
more precisely to increase the validity
and meaningfulness of tests of mediating
relationships of social support, as our
measurement was of social support in
general.

Additionally, although we did not find
much evidence that narcissism was di-
rectly related to performance, it did seem
to play a role as a mediator of the
performance-drinking relationship. Thus,
if an individual is performing success-
fully, and also possesses narcissistic
personality traits, this may put the indi-
vidual at higher risk of developing. alco-
hol problems. In terms of implications for
EAPs, it may be important to consider the
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individual and the environment when
determining whether someone is at risk
for developing problems, and thus to
enable earlier intervention.
The results of the present study pro-

vide an interesting juxtaposition to the
prevailing ideology of EAP assumptions
about the link between performance and
the existence of problems. Although the
generalizability o£ the results may be
limited, as the sample was exclusively
from the medical profession, they point
to the fact that EAP technology may
need to be tailored to different occupa-
tions, as the results indicated that perfor-
mance, at least in medical training, may
actually be linked positively to alcohol
problems.
The results also point out the need to

address the environment in dealing with
workplace problems, especially those
aspects of the environment which may
lead to feelings of alienation, and, conse-
quently, an increased probability of
alcohol abuse (Simon, 1986). For exam-
ple, in the present study it was found
that social support, which may combat
alienation and buffer the negative effects
of stress on mental health (Cobb, 1976;
Haines, Hurlbert &Zimmer, 1991; La-
Rocco, House &French, 1980); played an
important role in determining if an
individual reported indicators of patho-
logical use of alcohol. It is possible that
the development of support within the
working environment, for example
through the initiation of programs simi-
lar to those sometimes provided to
minority students to aid their transition
to medical training, could help prevent
such problems from occurring, or from
becoming worse. This may especially be
true for females, who upon entering the
male-dominated medical environment
may be more prone to feelings of
alienation, and thus may be more at risk
for the development of alcohol prob-
lems.
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EDITORIAL NOTE: The following article was submitted for publication by an expert in business law.
Its purpose is to provide a review that indirectly but importantly bears upon employee assistance
work. While most employee assistance work does not focus centrally upon the resolution of
work-family conflicts, dual employment issues increasingly find their way into that part of employee
assistance caseloads concerned with marital and family problems. Research shows this to be the largest
single component of many employee assistance program caseloads. Employment of family members
within the same organization or by the same employer may offer convenience while generating both
active and potential conflict. This manuscript is published with the intent of broadening the focus of
readers' interests through in~'orming employee assistance professionals about a human resource
management issue that may bear upon aspects of employee assistance practice. Given the nature of this
article, citations follow the standard Chicago style of legal citations. While an exception was made in
this case, it remaiMS the policy of JEAR that submitted manuscripts should follow the guidelines
printed in the Notice to Contributors.—PMR

NEPOTISM, ARBITRATION AND
EMPLOYEE ASSISTANCE

!I ' VERN E. HAUCK, PH.D.

University of Alaska-Anchoragell1
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This article examines the nepotism rule, a rule which seeks to balance the
employer's need to reduce job bias with the employment needs of dual career
families. Included are sections on discharge and transfer for marriage, policy
for hiring kin, the status of unmarried parents, and the impact of seniority
rights. The definition of nepotism is detailed and a difference of opinion
within the courts regarding the business need for nepotism is explored, both
problematic issues. Finally, labor arbitration awards provide interpretations
of nepotism policy that may be of practical use to employee assistance
professionals, employers and employees.

he United States Postal Service
decided that married women could
not hold classified positions in

1913.' In 1918, wives employed by the
federal government were discharged if

their husbands held a federal job,z In
1932 married women holding federal jobs
were retained if they were more efficient
than their husbands, many supervisors
managing to rationalize the husband's
greater efficiency.3 As late as 1967 some

1 Tennessee Coal, Iron, and Railroad Com- Z US Civil Service Commission, Women in
pany, 5 LA 995 (1946); Tennessee Coal, Iron, the Federal Service (Second Edition, 1938).
and Railroad Company, 11 LA 1062 (1948). 3 Ibid, p. 29.
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private employers still considered mar-
ried women and relatives undesirable
workers, Arbitrators Mark Kahn and Peter
Seitz noting that most of an estimated
9,500 stewardesses had or would have to
leave their jobs as a direct result of the
airline policy baring the employment of
married women and relatives.4 Now in
1993 President Clinton has found it
necessary to test the correct application of
the nepotism rule, enacted by Congress
during the Kennedy years, to the appoint-
ment of Hillary Rodham Clinton to the
Health Care Task Force advisory commis-
sion.5 On balance then, nepotism rules
which forbid the employment of spouses,
kin or friends, the subject of this article,
have existed in one form or another for at
least eighty years.
And while this study points out many

incorrect utilizations of the nepotism rule,
an employer's refusal to employ a relative
is legal as long as the nepotism rule is ex-
plicitly, its application is consistent, and
the rule is founded upon a legitimate busi-
ness need. Notwithstanding, the potential
impact of the rule upon the level of favor-
itism confronting managers or stress faced
by dual carer families is still enormous.
But, whether the nepotism rule adds to or
subtracts from typical conflicts between
work and home is a matter of enlightened
self interest. From a family standpoint,
some individuals find that the nepotism
rule increases the difficulty of balancing
the conflicting demands systemic to a dual
career family; for other individuals, the
nepotism restriction actually reduces fam-
ilyconflict. For example in an isolated one
industry town, the nepotism restriction
may require one family member to go un-

' United Airlines, Inc., 48 LA 727 (Kahn,
1967); American Airlines, Inc„ 48 LA 705
(Seitz, 1967),

5 Ingwerson, Marshall, "Ruling That Hillary
Clinton Isn't an ̀ Official' Clouds Her Role"
The Christian Science Monitor, March 12,
1993, p.1. (US District Judge Royce Lamberth
ruled in the lawsuit, a federal court order).

employed, remain underemployed, or to
spend valuable family time driving to an
out of town job. But in a large metropoli-
tan area with many employers, the nepo-
tism rule may eliminate family conflict at
work and have little or no impact at all
upon employment opportunities and driv-
ing time.
From the employer's standpoint, en-

lightened self interest results in the
enforcement of nepotism restrictions dif-
ferently from region to region, from
company to company and from public
agency to public agency. Some firms do
not allow spouses, kin or friends to work
together, while others completely ignore
the restriction. Any nepotism policy
which discriminates unfairly against em-
ployees violates Title VII of the Civil
Right Act of 1964 which prohibits em-
ployment discrimination based upon
race, color, religion, sex, or national
origin. According to the Equal Employ-
ment Opportunity Commission (EEOC),
employment information about friends or
kin working for an employer is not
relevant to the competence of a job
applicant. To be precise, the EEOC posi-
tions that seeking information about
friends or kin is illegal if the request is
connected to disparate treatment or has a
disparate impact. By the same token, an
employer who gives preference to friends
or kin of employees violates Title VII if
such preference reduces or eliminates
opportunities for women. That is, a
nepotism rule may be illegal if it has an
adverse impact on the job opportunities
for women.fi However, an employer is not
guilty of sex discrimination by following
a nepotism policy which bars an em-
ployee from voting for a distant relative
seeking promotion to executive director.
And, an owner's decision to discharge a
female employee involved in a romance

8 421 FEP Manual 356.
Williams v. Housing Authority of Sanford,

Florida, 49 FEP Cases 1540 (MFIa Dist. 1988).
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with his son did not violate Title VII,
even though favoritism toward the son
was shown by keeping him on the job.8
Determining who is covered by Title

VII or an employer's nepotism rule is
frequently problematic. The no-spouse
rule, the no-kin rule, the no-friends rule,
and the no-fraternization rule are all
arguably subsets of the nepotism rules
Take federal policy for example; the U.S.
Office of Personnel Management allows
relatives to work for the same agency so
long as a public official neither refers nor
advocates appointment, employment,
promotion, or advancement of a relative
in an agency over which he exercises
jurisdiction or contro1.10 The list of
relatives covered by Title V, Part 310, of
the Code of Federal Regulation is exhaus-
tive, including the obvious family rela-
tionships such as spouse, father, mother,
son, daughter, uncle, and aunt, as well as
a host of in-laws, step-relatives, and
half-blood relations. Depending upon
facts and circumstances, the provisions of
Part 310 maybe affected or superseded by
other laws governing employment. Ex-
ceptions to Part 310 are made for relatives
who are "qualified preference-eligible"
meaning that they are eligible for hire or
promotion based on personal merit; for
relatives hired to meet emergencies pos-
ing an immediate threat to life or prop-
erty; and for some relatives seeking
summer or student employment.11

THE COURTS

Sex discrimination is the most common
nepotism infraction of Title VII found by

8 Platner v. Cash Thomas Contractors Inc.,
53 FEP Cases 940 (11th Cir. 1990).
9 The no-marriage rule is not considered in

this article, and the no-friends rule has seldom
been addressed by the courts and arbitrators.
'o Chapter 1, Title 5, Part 310—Employment

of Relatives, Code of Federal Regulation,
revised as of January 1, 1992.

11 Chapter 1, Title 5, Part 338—(Zualifica-
tion Requirements (General), Code of Federal
Regulation, revised as of January 1, 1992.

the courts. Yuhas v. Libbey-Owens Ford
Company,12 a leading case in this area,
was decided in 1977. Reversing the
District Court, the Seventh Circuit consid-
ered the legality of a no-spouse rule,
finding the rule justified by business
necessity. According to the Court, the
employer's nepotism policy in a nearly
all male plant did not violate Title VII
because the rule improved the work
environment, did not penalize women on
the basis of a physical characteristic,
averted potential conflicts of interest
where one spouse is a supervisor, and
helped to eliminate bias. The Seventh
Circuit deemed the no-spouse rule a
rational business policy that did not
violate Title VII, even though the busi-
ness need for the rule was supported
more by hypothetical employment con-
cerns than concrete evidence.13 Impor-
tantly, the no-spouse policy adopted by
the employer in Yuhas did not apply to
employees married after being hired.
The Supreme Court has not elected to

consider the nepotism rule directly. Nev-
ertheless, the High Court indirectly is-
sued some general support for Yuhas in
Furnco v. Waters Construction Com-
pany.14 In Furnco the Supreme Court
ruled that companies are not obligated to
adopt hiring procedures that maximize
employment opportunities for minorities
(and women). Viewing Yuhas and Furnco
simultaneously, employers rightfully an-
ticipate problems, such as work assign-
ment bias, and rightfully claim business
necessity even though these problems are
not ripe.. Yuhas and Furnco open the
possibility that fairly administered no-
spouse rules will remain in compliance

'Z Yuhas v, Libbey-Owens Ford Company,
18 FEP Cases 891 (7th Cir. 1977).

13 Cleveland Board of Education v, La Fleur,
6 FEP Cases 1253, 414 US 632 (1974) and
Dothard v. Rawlinson, 15 FEP Cases 10, 433
US 321 (1977).
14 Furnco v. Waters Construction Company,

17 FEP Cases 1062, 438 US 567 (1978).
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with Title VII despite a sexually discrim-
inatory disparate impact. That is, the
nepotism rule is probably lawful, despite
a disparate impact, provided all relatives
and spouses (male and female) are re-
fused employment,15 But, if an exception
is made for male employees, failure to
make the same exception for women
violates Title VII as well as a majority of
state fair employment practice laws.18
Three other Title VII cases may be

relevant to nepotism policy. Citing Yu-
has, the district and appellate courts in
Espinoza v. Thoma17 agreed that the
no-spouse rule is not outlawed by Title
VII. In Thoma, the women lived with an
employee and gave birth to a child out of
wedlock. While not formulated with the
live-in mate in mind, the appellate court
felt that the no-spouse rule was broad
enough to apply to unmarried employees
living together. Meier v. Evansville School
Corporation18 is an instance where no
evidence of intentional discrimination
could be provided to show harm from the
no-spouse rule. Prior to marriage, the
female and her husband taught in the
same public school. After marriage, the
woman, without her consent, was trans-
ferred to another school. The court could
not find a violation of Title VII because
the marriage was undertaken with full

15 Bracamontes v. Amstar Corporation, 16
FEP Cases 1525 (ED LA Dist. 1976); Harper v.
Trans World Airlines, 11 FEP Cases 1074 (8th
Cir. 1975); and Sime v. Trustees of California
State University and Colleges, 11 FEP Cases
1104 (9th Cir, 1975).

1e Linebaugh v. Auto Leasing Company, 18
FEP Cases 752 (Ky Dist. 1978); Tuck v.
McGraw-Hill, Inc., 13 FEP Cases 778 (SD NY
Dist. 1978); and Sanbonmatsu v. Boyer, 8 EPD
9704 (NY S.Ct, 1974),
"Espinoza v. Thoma, 17 FEP Cases 1362

(8th Cir. 1978).
1e Meier v. Evansville School Corporation,

16 FEP Cases 1713 (Ind Dist. 1975). See also
Thomas v. Metroflight, Inc., 43 FEP Cases 703
(10th Cir, 1987) and George v. Farmers Electric
Cooperative, Inc., 32 FEP Cases 1801 (5th Cir,
1983).

knowledge of the nepotism rule. The
husband became department chair;19 the
spouse did not suffer financial loss; and,
marriage, not the sex of the woman, led to
the wife's transfer. Meier opens the
possibility that, if spouses hold similar
teaching jobs at the same location, trans-
fer of either spouse without consent
violates Title VII (sex bias) unless a
business need is demonstrated. To date,
courts interpreting Title VII have not
found the transfer of a spcsuse improper.2O
The requirement that the employer

provide a compelling business need to
justify a no-spouse policy that effectively
excludes female applicants was consid-
ered by the Eighth Circuit Court in EEOC
v. Rath Packing Company.21 The Eighth
Circuit used essentially the same decision
criteria as Yuhas, but came to different
conclusions. The Rath court found that
the no-spouse rule in the meatpacking
plant violated Title VII because most of
the workers were male and none of the
business justifications cited by the em-
ployer for the nepotism policy could be
considered compelling. In Rath the em-
ployer testified that the no-spouse policy
was followed to avoid problems of dual
absenteeism, vacation scheduling, super-
vision of spouses, and employee pressure
to hire kin.

LABOR ARBITRATION

The right of employers fo construct and
amend nepotism policy is supported by
arbitrators. And, the application of a
nepotism rule is more likely to be
sustained by arbitrators when the rule
clearly lists those family members who

19 Fitzpatrick v. Duquesne Light Company,
37 FEP Cases 843 (3rd Cir. 1985).

20 Harper v. TWA, 9 FEP Cases 105, 385 F.
Sup 1001 (1974).
' EEOC v. Rath Packing Company, 40 FEP

Cases 580 (8th Cir. 1986). See also Terbovitz v.
Fiscal Court of Adair County, Ky., 44 FEP
Cases 841 (6th Cir, 1987).
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~, ~' For the most part, couples who meet on~, ;.
~'~` ,;;4~,,,; I ~~~~ the job and subsequently marry are not

subject to discharge for nepotism. Arbitra-
`~' I' "~ I I for Raymond R. Roberts considered the

;~~' ! ~ ~ ~ ' ~~, ~ ' application of a nepotism rule when the
~~ ~j employer discharged a female employee

after her marriage to a co-worker,28 Arbi-
~II'' trator Roberts ointed out that "arbitra-I~,~ p

tors have uniformly held that a No Hire
Spouse policy does not apply to employ-
ees presently in the work force who might
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shall not be considered for employment.zz

In the opposite corner, ambiguous nepo-
tism policy or a nepotism rule which
essentially does not exist cannot be used
to justify a failure to follow contractual
seniority provisions nor to by-pass a
worker for promotion,23 particularly
when the grievant is qualified.24 For
example, a nepotism policy that was too
broad was struck down by Arbitrator
Edward A. Pereles in Miami Shores
Village.25 Arbitrator Pereles faulted the
employer because the couple had lived
together prior to marriage with no nega-
tive impact upon job performance. Arbi-
trator Pereles felt the employer should
have remained flexible in light of the
couples' previous work record. However,
Arbitrator Pereles did find the grievant's
shift change following marriage proper
despite managements knowledge of the
grievant's live-in arrangement before mar-
riage.

'~,I 22 New Mexico Public Service Company, 78
LA 883 (Harr, 1982). See also County of
Dauphin, LAIG 3230 (O'Connell, 1982).

z3 Twentieth Century Fox Film Corporation,
87-2 ARB 8520 (Christopher, 1987). See also
Brinks, Ltd., 18 LAC(3d) 422 (Saltman, 1985).

24 Marysville Exempted Village Board of
~~ ' Education, 16 LAIS 3324 (Heekin, 1988).

Z5 Miami Shores Village, 16 LAIS 4270
(Pereles, 1989).

Ili° ze Ritchie Industries, Inc., 74 LA 650 (Rob-
erts, 1980).

it

subsequently marry." In his conclusions,
Arbitrator Roberts ruled that the em-
ployer did not provide adequate evidence
that the no-spouse rule was reasonably
related to the needs of the business. Put
another way, intrusion into the personal
lives of employees after hire is not
justified by a no-spouse rule.27
Furthermore, many arbitrators require

that the "just cause" standard frequently
enunciated in labor contracts must be
satisfied in order to discharge an em-
ployee for marriage to a co-worker. In his
opinion, Arbitrator Marshall J. Seidman
stated the "test of "just cause" still must
be satisfied. If the application of the rule
would do an injustice in the particular
case, the Arbitrator not only has the
authority, but the obligation, to set aside
the discharge where it does not constitute
"just cause" to remove an employee from
his employment.2e Arbitrator Seidman
rationalized that the actual record of
service, seniority, attendance, and loyalty
of the grievant counted against the notion
that the worker would become an entirely
different worker the moment he married a
co-worker. The no-spouse rule has also
been set aside where the rule is improp-
erly communicated to employees,29 not
followed consistently,30 or when the rule
is unreasonable.31

A few arbitrators have allowed dis-

Z' World Airways, 64 LA 276 (Steese, 1975);
Food Basket Stores, 71 LA 959 (Ross, 1978);
Hayes Industries, Inc., 44 LA 820 (Teple,
1965); Sierra Pacific Power Company, 75 ARB
8348 (1975); Dover Corporation, 63 LA 1268
(Williams, 1974), For opposite, see Kewanee
Machinery, 64 LA 844 (Gibson, 1975).

Ze Columbus, Inc., 83 LA 163 (Seidman,
1984), See also Van Nuys Communications
Company, 84 LA 882 (Gentile, 1985)

za Western Airlines, 53 LA 1238 (Wyckoff,
1969) and Hayes Industries, Inc., 44 LA 820
(Te~le, 1965).
3 World Airways, 64 LA 276 (Steese, 1975);

Food Basket Stores, 71 LA 959 (Ross, 1978).
31 Hayes Industries, Inc., 44 LA 820 (Teple,

1965).
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charge for marriage. In I.B.E.W., Loca123z

Arbitrator James P. O'Grady agreed with
management's decision to terminate an
office employee who married another
member of the organization. Arbitrator
O'Grady cited the grievant's full knowl-
edge of the nepotism rule and the fact that
the rule had been applied consistently for
eighteen years as the basis for his award.
Arbitrator Robert L. Gibson concurred
with the discharge of an employee who
married a co-worker despite a plant rule
prohibiting the employment of members
of the immediate family.33 Arbitrator
Gibson concluded that neither the con-
tract, state law, nor Title VII were violated
because Kewanee Machinery did not
intend to engage in sex discrimination.
Summing his opinion Arbitrator Gibson
found that the nepotism rule did not
deprive either males or females of work
because of their sex, and the rule was
uniformly applied.

TRANSFER

Arbitrators have considered grievances
involving the transfer of spouses, sup-
porting employers who establish business
need.34 The New York City Board of

32I.B.E.W., Local 2, 90 LA 383 (O'Grady,
1987). See also State of Michigan, Dept. of
Social Services, LAIG 3159 (Rayl, 1982) and
Abbie J. Lane Memorial Hospital, 2 LAC(3d)
126 (Christie, 1981).

33 Kewanee Machinery, 64 LA 844 (Gibson,
1975). For opposite see Phelps Dodge Magnet
Wire Company, 8 LAI 4402 (Ipavec, 1981);
New Mexico Public Service Company, 8 LAI
4776 (Cohen, 1981); and Steadley Company,
81-1 ARB 8222 (Penfield, 1981).

34 Hughes Aircraft Company, 48 LA 1123
(Beatty, 1967); Midland Ross Company, 55 LA
258 (McNaughton, 1970); New York Shipping
Association, 52 LA 931 (Turkus, 1969); Roland
Industries, Inc., 76-1 ARB 8066 (1976). For
contrary opinion, see Robertshaw Controls, 55
LA 283 (Block, 1970); Norandix, Inc., 71 LA
1168 (Feldman, 1978); and Mid-America Dair-
ymen, 79-2 ARB 8525 (1979).

Education35 did not violate the labor
agreement when it involuntarily trans-
ferred the grievant because her husband
was promoted to a supervisory position
over her. But without proof of business
need, transfer (like the discharge of
co-workers who marry after employment)
is considered improper.36 In Duquesne
Light Company,37 for example, Arbitrator
William J. Hannan found that manage-
ment improperly transferred a married
employee due to its kinship restriction.
The couple worked together prior to
marriage and continued to work effi-
ciently in the same department for eleven
months after ~rhe wedding. Arbitrator
Hannan agreed that the nepotism rule
was reasonable, but unenforceable be-
cause the restriction was unknown to
employees. Even when the nepotism rule
is known to employees, however, many
arbitrators have required the employer to
meet the "just cause" requirement of the
labor contract before transferring employ-
ees who marry co-workers.38

SENIORITY

Unions have consistently reversed the
transfer of employees when management
ignores contractual seniority rights in
favor of nepotism policy.39 That is, both
involuntary transfer40 and the denial of

35 New York City Board of Education, UFT
000347 (Altieri, 1980). See also, Boston School
Committee 138 AIS 5 (Conlon, 1981) and
Hillsboro School District No. 3, (Levak, 1980).

3s Temple-Eastex, Inc., 9 LA 782 (Taylor,

1977); Linn County, Iowa, 78-1 ARB 8057

(1978); North Central Airlines, 77-2 ARB 8376

(1977); and Mason and Hanger, 64-3 AKB

8985 (1964).
37 Duquesne Light Company, 87 LA 420

(Hannan, 1986).
38 North Pocono District, 86 PSEA 2875

(McCaffree, 1986).
3e .Bureau of the Mint, Denver, LAIRS

14754 (Bardwell, 1982).
4o State of Michigan, Social Services, LAIG

3163; Lucky Stores, Inc., 1673 RSLR A-18
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transfer41 because of a nepotism policy
frequently violate seniority provisions of
the labor agreement. Arbitrator Peter
Florey ruled in favor of the union because
the grievant was a qualified senior bidder
seeking transfer, because the no-kin pol-
icy had been inconsistently applied,4z

and because management failed to pro-
vide evidence that the grievant's perfor-
mance would be impaired because his
son worked in the same department.43

Along the same lines, Arbitrator John B.
Coyle granted the grievant's transfer te-
quest in Plymouth-Canton Community
Schools 44 The grievant sought transfer to
a custodial position in a school where his
step-daughter-in-law was Head Custo-
dian. Arbitrator Coyle reasoned that the
clear and specific seniority clause in the
labor contact required that the senior
qualified bidder be awarded the job-in-
point.
Like Arbitrator Coyle, Arbitrator Ar-

nold B. Peterschmidt found in favor of the
union in Safeway Stores, Inc.45 The
contract contained provisions requiring
that transfers involving promotion be
determined by seniority and qualifica-
tions. Arbitrator Peterschmidt noted that
(a) the contract was silent regarding
kinship policy; (b) that the no-kin policy
was not discussed during negotiation;
and (c), that nothing in the seniority
clause stopped the grievant from report-
ing directly to his relative. Contractual
silence regarding kinship restrictions,
distance between relatives in the chain of

(Blackmar, 1981); and Food Basket, 81-2 ARB
8426 and 8533 (Kaufman, 1981),

41 SUNY-Oswego, Auxiliary Services, 15
LAIS 2090 (Denson, 1988).

4Z Frys Food Stores Inc., 87-1 ARB 8273
(Blinn, 1986).

43 Long Island Jewish Medical Center, 10
LAIS 1264 (Florey, 1983).
44 Plymouth-Canton Community Schools,

203 AIS 1 (Coyle, 1986).
45 Safeway Stores, Inc., 74 LA 886 (Peter-

schmidt, 1980).

command, and senior qualified bidder
requirements are all, grounds for finding
in favor of a union which elects to
challenge nepotism 46 For example, Arbi-
trator Norwood J. Ruiz awarded promo-
tion to foreman even though the grievant
would be supervising his brother. The
grievant was the only employee qualified
to fill the position permanently and the
employer's inconsistent application nulli-
fied the nepotism rule.47

Arbitrator John F. Sass considered the
right of an employee to transfer and
promotion who was cohabitating with
another employee in A.J. Bayless Markets,
Inc.,48 a matter raised before the courts in
Thoma. The employer first promoted the
grievant to Produce Department Manager
and then demoted him on the basis of a
no-kin policy. Arbitrator Sass ruled that it
was reasonable for the company to apply
its no-kin rule to the grievant's situation
even though the policy did not specifi-
cally refer to cohabitating couples. And
since A.J. Bayless Markets had the right to
demote the grievant from a management
position £or nearly any reason, Arbitrator
Sass ruled that the demotion could not be
considered a disciplinary action subject
to the "just cause" provision of the labor
contract. Even so, a specific seniority
clause overwhelms a general company
policy against kinship.

NEW HIRES

Arbitrators seldom consider grievances
emanating from those refused employ-

48 LOC, Washington, DC, LAIRS 15213
(Bowers, 1983).

47 VA Medical Center, New Orleans, LAIRS
15836 (Ruiz, 1983). See also Clevepak Corpo-
ration, 11 INDUS REL REP 25.4 (Jewett, 1980).

4a A.J. Bayless Markets, Inc., 8 LAIS 100
(Sass, 1981); see also, McKellar General
Hospital, 15 LAC(3d) (Beatty, 1984). For
denial of bidding, see Martin Marietta Chemi-
cals, Cement Division, 11 INDUS REL REP
20.3 (Dunn, 1980).
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ment, but arbitrators who have been
confronted with grievances from job ap-
plicants have consistently indicated that
employers can refuse to hire kin of
current employees.49 To be precise, arbi-
trators almost always find nepotism pol-
icy reasonable and based upon business
necessity when the policy specifically
bars the hiring of spouses already married
to an employee as well as hiring a son,5o

daughter,sl or nephew.62 For example, in
Euclid Electric .and Manufacturing Com-
pany,53 Arbitrator Samuel S. Kates held
that the "rule against having both a
husband and wife in the bargaining unit
at the same time is in my opinion not an
unreasonable one."

Arbitrator Kates specifically ruled that
the agreement barring sex discrimination
was not violated because the company rule
in dispute only prohibited the hiring of a
spouse married to an employee. Arbitrator
Ralph S. 1Vovak considered the no-spouse
rule "in compliance with all state and fed-
eral laws and regulations pertaining to"
sex discrimination.54 In fact, Arbitrator No-
vakconcluded that his award followed the
federal call for affirmative action required
under Executive Order 11246 and Alex-
ander v. Gardner-Denver.55

In a little different factual situation,
Arbitrator A.L. Springfield decided two

49 Ritchie Industries, Inc., 74 LA 650 (Rob-
erts, 1980) and World Airways, 64 LA 276
(Steese, 1975).

5o Amgraph Packaging, Inc., 89-2 ARB 8334
(Greenbaum, 1989).

51 County of Riverside, 86 LA 903 (Gentile,
1985).
5z Florida Power and Light Company, 90 LA

195 (Sloane, 1987).
s3 Euclid Electric and Manufacturing, Inc.,

45 LA 641 (Kates, 1965).
s4 American Machine and Foundry Com-

pany, 68 LA 1309 (Novak, 1977). See also,
Studebaker Corporation, 49 LA 105 (Davey,
1967).
5s Alexander v. Gardner-Denver Company,

415 US 147 (1974). See also Griggs v. Duke
Power Company, 401 US 424 (1971), recently
amended. by the Civil Rights Act of 1991.

disputes between the parties regarding
the nepotism rule. First, Arbitrator
Springfield ruled that a nepotism bar
against the employment of married co-
workers does not require the discharge of
two divorced employees who are living
together. Second, Arbitrator Springfield
found that the reasonableness of the
no-spouse rule is not arbitrable.58 In
another unusual case, a decision to
terminate a new hire after the end of her
probationary period was reversed by
Arbitrator P.M. Williams.57 Dover Corpo-
ration, the employer, allowed the griev-
ant's probationary period to laps despite
management's knowledge that the griev-
ant was married to an employee on
military leave. Arbitrator Williams ruled
that the employer's inaction constituted
contributory negligence. The grievant no-
tified Dover Corporation that she was
married to a co-worker when she was
initially hired. Arbitrator Williams did
not consider the grievant's renege on a
commitment to resign from her job when
her husband returned from military duty
to be a violation of the labor agreement.

SUMMARY AND CONCLUSION

One important goal of employee assis-
tance is to achieve a productive work
force and to reduce the impact of dys-
functional work structures. Whether or
not a nepotism restriction is a dysfunc-
tional work structure is a matter of
enlightened self interest. Unquestionably,
some dual career families who experience
a more complex life or have less time
together because of a legitimate nepotism
rule are negatively impacted by the rule.
However, a nepotism rule which reduces
job bias or co-worker antagonism poses a
positive impact upon the typical conflict

se public Service Company of New Mexico,
70 LA 788 (A.L. Springfield, 1978).
57 Dover Corporation, 63 LA 1268

(Williams, 1974).
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between work and home faced by many
families.
The courts agree that where a business

need can be shown Title VII is not
violated when an employer refuses to hire
a spouse, kin, or close friend of an
existing employee. However, the Seventh
Circuit Court in Yuhas and the Eighth
Circuit Court in Rath set forth an impor-
tant difference of opinion regarding the
type of evidence required for an employer
to show a business need for a nepotism
policy that stops the hiring, requires the
discharge, or mandates the transfer of
relatives or friends. According to Yuhas
hypothetical concerns for employment
bias, vacation scheduling, and work as-
signment favoritism are legitimate justifi-
cation for the nepotism rule, but accord-
ing to Rath hypothetical concerns are not
enough and the avoidance of real bias
must be shown. The Rath court sought
compelling evidence, not just hypotheti-
cal concerns, that a nepotism policy
actually reduces absenteeism, work
scheduling conflicts, and job favoritism.
Married and unmarried employees living
together are subject to the no-spouse rule.
Thoma deals with the birth of a child out
of wedlock as well as the application of a
no-spouse rule to its unmarried parents.
Now since the court willingly extended
the no-spouse rule to unmarried parents
in Thoma, it would seem appropriate that
the definition of relative should be ex-
tended to unmarried parents in other
controversial employment assistance mat-
ters such as health care. To date, courts
interpreting Title VII have not found the
transfer of a relative improper.
The ability to logically justify the

dismissal of co-workers who marry after
meeting on the job is suspect. Clearly, the
courts and a majority of arbitrators have
no use for the discipline of employees
who fall in love and marry. Labor
arbitrators normally make their decisions
based upon a multiplicity of standards

rather than a single decision rule. Hence,
distance in the chain of command, actual
record of service before and after mar-
riage, aleck of just cause such as impact
upon job performance, improper notifica-
tion of the rule's existence, and inconsis-
tency of application are all justifications
that have been combined by arbitrators to
find the nepotism restriction in violation
of a labor agreement.

Arbitrators are split in their support for
the transfer of co-workers who marry.
Arbitrators support transfer where a valid
business need to avoid job bias exists or
when just cause can be provided by the
employer to justify the nepotism rule.
Arbitrators have almost always found in
favor of the union when the discipline,
promotion, or transfer of kin violates
contractual seniority provisions. That is,
contractually negotiated seniority rights
take precedence over the nepotism rule.
Where employees are consistently in-

terchanged or are under the supervision
or influence of a spouse, the nepotism
rule helps to prevent dissension. How-
ever, humane application of the nepotism
rule is more likely to occur through
flexible application of the rule on a
company-by-company basis. The likeli-
hood that a nepotism rule will be upheld
by the courts or an arbitrator is greater
when the rule explicitly states who is
covered, is consistently enforced, and
serves a verified business need. An
accurate understanding of the legal re-
quirements as well as the proper opera-
tion of nepotism policy on-the-job can aid
in the elimination of a major dysfunc-
tional work structure of immediate con-
cern to most everyone, employment dis-
crimination.
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EDITORIAL NOTE: The following replaces the article by the same title published in the journal of
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errors in the editorial office, the tables and figures in the earlier publication are in an incorrect order,
and do not correspond to the discussion in the text. Please make a note in your copy of the earlier issue
that will direct future readers to the corrected version of the manuscript appearing here.—PMR.

SOCIAL STRATIFICATION, HEALTI~, AND
WELL-BEING OVER THE LIFE COURSE

JAMES S. HOUSE
University of Michigan

Overall levels of health and longevity have improved dramatically over the
past century. The most advantaged portions of the American and world
populations are approaching the maximal levels of longevity and health
attainable, given the biological limits on the human life span, However,
racial and especially socioeconomic inequalities in health remain marked in
the United States, with socioeconomic differences largest for infants,
children, and adults of working age, who are often members of the same
families. The existence of similar socioeconomic differences in health in
Canada, the United Kingdom, and other countries both before and after the
introduction of national health insurance or medical care plans reinforces
other evidence that access to care and insurance cannot explain most of the
socioeconomic differences in health in the U.S. Rather, these differences
appear due to increased exposure to environmental and psychosocial risk
factors (e.g., environmental hazards, risky health behaviors, chronic and
acute stress, and lack of social relationships or supports and/or self-efficacy
or control) in lower socioeconomic groups. Efforts to improve the health and
longevity of higher socioeconomic strata are likely to have diminishing
returns, but there are great opportunities to improve the health of lower
socioeconomic groups through risk factor reduction and alleviation of more
extreme socioeconomic deprivation and inequality.

ork, family, and health are
inextricably related. In this pa-
per Itry in two ways to put our

thinking about these issues into a larger
context. First, we need to think about
these issues in a multigenerational life
course perspective. Second, we must

recognize that the health, well-being, and
conditions of life experienced by family
members at home and at work are
importantly stratified by gender, race/
ethnicity, and especially socioeconomic
status (or SES). Achieving greater equality
across age, racial/ethnic, gender, and
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especially socioeconomic lines is a key to
improving the health and well-being of
children and working age adults in our
society, and the families of which they
area artA

Health and Well-Being Over Time and the
Life Course

I~'i
Over the past century, American soci-

~,'' I, ety and other developed societies have
'~', experienced probably the greatest in-

crease in material well-being, and surely

II' 1
the greatest improvement in health and

I, life ex ectanc in the histor of theP Y Y
world. Whether such physical and mate-

'I'~

rial ros Brit has, or ever will, increaseP P Y
s cholo ical well-bein commensuPY g g

!I' ,:1 becau.,eebatab eratel is much more d ,Y
physical and socioeconomic well-being
and psychological well-being are not

I~
tightly linked. Still, if health and wealth

~i ever thin the certain 1 he 1are not y g, y y p
While Americans are on average better

'

w lth the are'n terms of health and eaoff i yi!I
1 and never have been.not all e ua ,q

i ~ 

II

,, il, I ~ Americas basic economic strategy for
'~','' most of this century has been to try to

foster economic growth or prosperity in
order to improve everyone's status (Sam-

1 ','~ uelson, 1992), hoping that this may also

IIIli
mute inequalities, but not worrying much

'
I'

h r it does so—in ast andabout whet e p
I.' ~' .

III
current political parlance, "a rising tide

i''I' ~ raises all boats." Our approach to health
has been similar—by conquering infec-
tious or chronic diseases, we seek to

VIII

im rove the health of all, a ain ho inP g P g

I''
t hat ine ualities ma also decrease butq Y

~~,~ not focusing explicitly on inequality.
Ironically, social inequalities in health

~~ ;~, may even have increased as our overall

1, ~;'', i levels of health have improved. Before we
''~~ ~;,I'~~ began to conquer diseases and extend life

expectancy in the last 200 years, it was

b'; ~ much more difficult to use power or
domains toi',~lk privilege in other gain advan-

~, f! tages in health because there was much

f'~i I: ~~~II less humankind could do, individually or

collectively, to combat pestilence or

plague.
Whether inequalities in health or mate-

rial well-being have grown or declined,
however, is not my major concern. What

is critical at this juncture is that such

inequalities are sizable, and, I believe,
central to improving the health and
well-being of children and adults of
working age, and the families of which
they are a part.

The Increasing Centrality of Inequality to
Improving Health

Inequality must be central to research
and policy aimed at improving the health
and well-being of children and adults of
working age and the families of which
they are a part, not only because inequal-

ities in these domains are large, which
they are, or because they are growing,
which they may be, but primarily because
alleviating inequalities is increasingly a
principal, and in some cases perhaps the
only, avenue for improving health and
well-being—a point which has been in-
sufficiently recognized.
This is most evident in the area of

health, Barring a major alteration of basic
genetic and biologic mechanisms which
govern processes of aging and health, a
significant portion of the population is
approaching absolute levels of longevity
and health which may be close to the
optimum attainable under current genetic
and biologic regimes. Average life expec-

tancy has increased from 49 years to 75
years since 1900 in American society,
with similar and even more dramatic
gains in other developed and even less
developed societies. Yet the maximal
human life span has increased much
more gradually, if at all—the longest
authenticated human life remains at or
under 115 years, with the current average
maximal life span in the range of 85 or at
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most 90 years (Fries, 1980; Olshansky,
Carnes, &Cassel, 1990).

Infant and Child Health

The great gains in human life expec-
tancy of the first half to three-quarters of
this century were achieved by reduction
of mortality from infectious diseases,
especially among mothers and children.
The result is that absolute levels of infant
and child mortality are now generally
quite low in the developed countries—
with the levels in the most advantaged
countries such as Sweden or Japan, and
in the most advantaged portions of the
population in American society (e.g.,
economically prosperous whites) ap-
proaching the best levels attainable, short
of maintaining otherwise unviable chil-
dren by heroic medical means or con-
quering genetic abnormalities which ac-
count far much of the remaining infant
and child mortality among the most
advantaged human populations. The eth-
ics and cost-effectiveness of efforts in
these directions are much in dispute
(Anspach, 1992).

~iowever, substantial racial and socio-
economic inequalities in infant and child
mortality persist in our society, For
example, the black infant mortality rate is
almost twice that for whites. And it is the
persistence of these inequalities which is
largely responsible for the relative rank-
ing of the United States on infant mortal-
ity among nations of the world to have
fallen from 7th in the early 1950s to 16th
in the early 1970s to 22nd in 1986,
despite our spending far more on health
care than any other nation (Sagan, 1987:4;
National Center for Health Statistics,
1990). Thus, there is increasingly little
that can be done to improve infant and
child health among the economically
advantaged white portions of our popula-
tion, but a great deal that can be done
among the economically disadvantaged
and African-Americans. A rising tide

cannot raise all boats, because some are
about as high as they can get, and only the
ones which are currently foundering have
room to rise. Investments of resources in
the most advantaged individuals or pop-
ulations can produce small returns at
best. However, there is a great opportu-
nity and challenge to improve maternal,
infant, and child mortality and health
among less advantaged portions of the
population. The overall societal standing
of the United States in terms of health can
only be improved by addressing persis-
tent racial/ethnic and socioeconomic ine-
qualities.

Adult Health

In the last 25 years, gains in life
expectancy and health have increasingly
been produced not by reductions of
mortality and morbidity from infectious
diseases at younger ages but rather by
reductions in mortality and morbidity in
chronic diseases among adults of middle
and older age. But here again, the abso-
lute levels of adult life expectancy' and
health being achieved in the most advan-
taged nations and the most advantaged
portions of the population of pur society
are increasingly approaching the highest
levels attainable, short of heroic medical
efforts or biologic/genetic interventions
which are also much debated on ethical
or economic grounds (Callahan, 1987,
1990).
There are also substantial inequalities

by gender, race, and socioeconomic status
in mortality and health in middle and at
least early old age, but these are less well
recognized than similar inequalities in
infant and child mortality and health. In
our current research, I and my colleagues
have documented striking patterns of
gender, racial, and especially socioeco-
nomic variation in health over the life
course. The incidence and prevalence of
chronic illnesses or conditions increases
with age. Sooner or later we all become ill
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and ultimately die. However, the rate of
increase in chronic conditions with age
varies markedly by levels of education,
income, or the combination of the two.
Put another way, the extent of socioeco-
nomic differences in rates of chronic
conditions varies greatly across age
groups of our population.
This can be seen in Figure 1, which

presents data from interviews with a
probability sample of 3,617 adults aged
25 and over in the continental United
States conducted in 1986 for the Ameri-

can's Changing Lives (ACL) survey by
myself and colleagues at the University of
Michigan Survey Research Center. The
figure graphs the average number of
chronic conditions (out of a list of 10)
reported by individuals in six different
age groups across four levels of socioeco-
nomic status defined by a combination of
education and income. What is most
notable in these data is that socioeco-
nomic differences in health are almost
nonexistent among persons aged 25-34,
but are large at ages 35-44 and continue
to increase until ages 65-74, after which
they show signs of converging. Most
striking is that the lowest socioeconomic
strata manifest levels of chronic condi-
tions by ages 35-44 which are not seen in
the highest strata until after age 75. These
results have been replicated using similar
measures in the 1985 1Vational Health
Interview Survey (House et al., 1990).
Another way of indexing health is in

terms of functional status or limitations.
Figure 2 provides similar data on a
functional status index from the 1986
ACL survey. In this figure a high score
indicates no limitations, and lower scores
indicate progressive limitations ranging
from problems in doing heavy work
around the house, to problems in walking
several blocks or climbing several flights
of stairs, to confinement to a bed or chair.
Average levels of functional status de-
cline with age, but again the pattern is
very different across socioeconomic

groups. At ages 25-34, limitations are
quite rare and there are few or no
socioeconomic differences. Significant
differences again emerge by ages 35-44
and increase until they begin to converge
at ages 65 and over. It is again striking
and sobering that the lowest socioeco-
nomic stratum experiences levels of limi-
tation in functional status by ages 45-54
which are not seen in the highest socio-
economic strata until after age 75. These
results have also been replicated in the
1985 National Health Interview Survey
(House et al., 1990).

I should note that these data are
comparisons of individuals of different
ages at a given point in time; not changes
within individuals as they age. We have
no such data on a cohort of individuals
from ages 25 to death, but longitudinal
comparisons at shorter intervals suggest
the cross-sectional data reflect differences
in the relation of aging to health (House et
al., 1992). Further, similar differences
occur between whites and nonwhites,
and between men and women, with
nonwhites and women manifesting
poorer health on average, and these
differences increasing over the ages of
peak paid labor force activity. Some of
these race and gender differences are
explained by socioeconomic status, and
the socioeconomic differences are the
largest that were observed. However, if
we look at race, gender, and . socioeco-
nomic status together, lower status, non-
white females tend to have the steepest
declines in health across the adult work-
ing years, showing an accumulation of
the effects of different dimensions of
social stratification.

Similar patterns by age and socioeco-
nomic status have been observed for
mortality or risk of death over the life
course. Importantly, these differences are
observed not just in the United States, but
also in other developed countries, most of
which have some form of national health
insurance. Thus, access to medical care is
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Figure 1
Age by Number of Chronic Conditions Within Levels of Socioeconomic Status

2.5

2 0 Socioeconomic
Status (or SES)

1.5

1.0

0.5

91

25-34 35-44 45-54 55-64 65-74 75+

AGE (YEARS)
Reprinted from house et al. 1992 by permission of Lawrence Erlbaum Associates, Inc.

not the major explanation of these socio- over the life course, and also by gender.
economic differences in aging and health. In this figure a ratio of 1 indicates no
Figure 3 shows how the relative mortality relative advantage for either socioeco-
rates of urban Canadians living in the nomic group, and ratios greater than 1
poorest vs. least poor neighborhoods vary indicate greater mortality at lower socio-
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Age by Functional Status Within Levels of Socioeconomic Status
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j Brancker, 1989). tality than the higher SES groups. Sec-

Note several things in this graph. First, ond, the SES differences in mortality are

the mortality ratio is always either close large among infants and children, small
to 1 or greater than one—at virtually all in late adolescence and early adulthood,

III ages over the life course the lower larger again in middle adulthood, and
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Figure 3
Relative Mortality (Q5/(Z1)"
Urban Canada, 1971-1986

1-14 15-24 25-34 35-44 45-54 55-64 65-74 75-84 85+

AGE (YEARS)
Q5 = poorest neighborhoods
Q1 =least poor neighborhoods

Source: Statistics Canada. Reproduced with the permission of the Minister of Industry, Science and
Technology, 1993. (also see acknowledgement note.)

increasingly smaller in older age. That is,
socioeconomic variations in mortality are
greatest among infants and children, and
adults of working age, who are often
members of the same families. Finally, in
the case of mortality, SES differentials in
midlife are greatest among males, but the
life course variation in SES differences is
similar for males and females. The trends
are also similar in 1971 and in 1986,

indicating little effect of the introduction
of national health insurance in Canada
over this period (except perhaps for
female infant and child mortality).
In sum, data on illness and morbidity,

functional status, and mortality all indi-
cate that most advantaged positions of
our population are achieving levels of
health that approximate the best that can
be hoped for. However, the less advan-

'~ ~ r
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taged have much room for improvement,
and this disadvantage is greatest among
children, adults of working age, and the
families of which they are a part. As with
infant and. child health and mortality,
levels of morbidity, mortality and func-
tional limitations among working age
adults in the most advantaged nations
and parts of our population are approach-
ing their absolute optimal limits.

Economic Well-Being

It is notable and significant that current
economic analysis also identifies chil-

I dren and adults of working age as
', increasingly deprived. The economic dif-

ficulties of American society over the last
two decades have not affected all our

li citizens equally. Slow growth or decline
in incomes and increases in poverty have
occurred disproportionately among chil-
dren and among working age adults at
lower educational and occupational lev-
els. Poverty among children under age 18
was reduced from 27% in 1960 to 14% in
1969, but climbed to 22% in 1982-83,
and has remained at or above 20% since
then. Poverty also increased among work-
ing age adults over the last two decades.
In contrast, poverty among persons aged
65 and over declined from 30% to 15%
between 1967 and 1974, and to about

11% in 1989 (Johnson et al., 1991).

Among those of working age, earnings
have declined most sharply among
young, less educated males (Levy &

i. Murnane, in press).
Addressing the economic problems of

i children and adults of working ages may
go a long way toward addressing their
health problems. Again, however, in-
creasing overall levels of income and

~ wealth is not enough, as the experience of
the 1980s in America has shown. We

' must not just hope that the fruits of such
growth trickles down to those in need,
but must ensure that resources reach
those in need, and consider even some

redistribution of resources over the life
course and socioeconomic levels. Let me
turn to explanations of differences in
health over the life course and their
implication for how we might improve
the health, wealth, and well-being of
children, adults of working age and the
families of which they are a part.

Explaining Differences in Health by
SES and Age

How can the sources of the socioeco-
nomic differences in the way health
varies by age be understood or explained?
We know that. over thirty million Ameri-
can adults of working age or their
children currently lack health insurance
and that the risk of being uninsured or
underinsured is greater at lower socioeco-
nomic levels (except for persons covered
by Medicaid). Such absolute deprivations
and inequalities in access to care must be
addressed, and undoubtedly would help
to reduce socioeconomic, gender, and
racial/ethnic inequalities in health and
the relation of age to health. However, the
continued existence of such differences
not only in the U.S., but also in Canada
both before and after the introduction of
national health insurance, or in England
which has a National Health Service,
suggest that medical care can provide at
best a partial explanation. Confirming
this point, adjustments for possession of
insurance or level of medical care utiliza-
tion have little effect on the results in
Figures 1 and 2.

If it is not medical care, then what?
Increasingly, we are recognizing that the
causes of ill health, morbidity, and mor-
tality in our society are environmental,
social, psychological, and behavioral in
nature. These include: (1) health behav-
iors, such as smoking, drinking, and
eating; (2) chronic and acute stress; (3)
social relationships and supports; (4)
sense of efficacy, mastery or control; and
(5) exposure to physical, chemical, or

HEALTH AND WELL-BEING 95

biological hazards at work or home (see
House et al., 1990; 1992). The ACL data
contain measures of the first four of these
factors and we find that on every one of
these lower socioeconomic groups are
disadvantaged. They are more likely to
report smoking, immoderate drinking and
weight, greater chronic and acute stress,
lower levels of social relationships and
supports, and lower self-efficacy.
For some of these risk factors, the lower

SES disadvantage was constant across age
groups, but for more than half of our
measures the lower SES disadvantage was
greater in middle and early old age and
reduced in later older age, with SES
differences in young adulthood being
sometimes small and sometimes as large
as those in middle and early old age.
Examples can be seen in Figures 4 and 5,
Figure 4 shows the prevalence of cigarette
smoking and normal weight (vs. under or
overweight) for persons of upper and
lower SES. Smoking is greater in the
lower SES stratum at all ages but most
notably so in middle age. Normal weight
is always more prevalent in the upper
SES stratum at all ages, but especially in
middle to early old age. Figure 5 shows
that self-efficacy is always greater at
upper SES levels, but the SES difference
diminishes with age, especially at age 65
and over. Finally, we find that the impact
on health of about half of these risk
factors increases with age.
Thus, we hypothesize that the largest

adult SES differences in health occur in
middle and early old age because these
age groups are characterized by a combi-
nation of high levels of SES differences in
exposure to psychosocial risk factors for
health and a high level of impact of them.
In later old age, SES differences in
exposure are diminished, while at
younger ages, either exposure to risk
factors or their impact or both may be
muted. Thus, if we adjust for levels of
exposure to and impact of psychosocial
risk factors, most of the SES differences in

Figures 1 and 2 should disappear. This is
exactly what happens as shown in Fig-
ures 6 & 7.

Adjusting for SES and age differences
in exposures to and impact of health
behaviors, chronic and acute stress, social
relationships and supports, and self-
efficacy accounts for 50-75% of the
previously observed SES differences. We
were unable to include adjustments for
physical, chemical, and biological expo-
sures because of a lack of appropriate
measures, or for physical activity, be-
cause it is too confounded with func-
tional status in a single cross-sectional
survey. Inclusion of these and other
unmeasured psychosocial risk factors
would undoubtedly further improve ex-
planatory power,
We are also not able to analyze the

sources of SES differences in maternal
and child health, Undoubtedly differ-
ences in availability and utilization of
prenatal, obstetric, and preventive pedi-
atric medical care play an important role
here. However, SES differences in expo-
sure to environmental, social, psycholog-
ical and behavioral risk factors may also
be crucial here. These may include
differences in nutrition, alcohol and drug
use, exposure to environmental hazards,
age at birth, opportunity to form and
sustain stable and supportive marital and
family relationships, and sense of self-
efficacy or control over life.

Implications

What are the implications of these
results for efforts to better understand and
to improve the health and well-being of
children, adults of working age, and the
families of which they are a part? Perhaps
the most common inference drawn by
scientists and policymakers, including
President Bush, is that lower SES individ-
uals and families need to adopt healthier
life styles, reduce their levels of stress
exposure, improve their social. relation-
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Figure 6
Age by Number of Chronic Conditions Within Level of Socioeconomic Status Controlling for

Exposure to and Impact of Psychosocial Risk Factors

2.5

C
O

c.~

C
O

V 1.5U.~

O._

U
y--
O

~ ~.~

~~

0.5

Soc
Staff

O—t

a—~

H

t--1

0.0
~i 25-34 35-44 45-54 55-64 65-74

AGE (YEARS)
Reprinted from House et al. 1992 by permission of Lawrence Erlbaum Associates, Inc.

75+

ships and supports, and increase their to improve their own health and well-
self-efficacy. This appears to be largely a being.
problem of individual responsibility. Cer- What this "individual life-style ap-
tainly individuals should do all they can proach" neglects, however, is the evi-
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Figure 7
Age by Functional Status Within Levels of Socioeconomic Status, Controlling for Exposure to

and Impact of Psychosocial Risk Factors
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dente that socioeconomic status is a
major causal force producing differential
exposure to, and impact of, these risk
factors. Individuals often smoke, fail to
eat or drink moderately, or experience
stress, lower self-efficacy and poor social

i

relationships and supports because they
are less educated or poor or both. Associ-
ations of race and gender with these risk
factors also are importantly due to the
disadvantaged social and economic posi-
tions of many women and many members
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of nonwhite racial/et~inic groups in
American society. Not only do people
manifest heightened psychosocial risk
factors because of these disadvantaged
positions, but their own or others efforts
to change their behavior may be directly
counteracted by other social forces, for ex-
ample, cigarette companies targeting Afri-
can-Americans and lower SES women for
new brands and special marketing tech-
niques or governments locating more bars
and liquor stores in areas with high con-
centration of lower SES or racial/ethnic
minority populations (Williams, 1990,
1992).

Further, the history of the persisting
impact of SES, gender, and racial/ethnic
group membership on health suggests
that socioeconomic status and inequality
are the more fundamental causes of these
persisting gender, racial/ethnic and SES
differences in health. SES differentials
have persisted over time despite repeated
equalization or neutralization of the inter-
vening or explanatory variables produc-
ing these differences (Antonovsky, 1967).
Infectious diseases-once the leading
causes of morbidity, disability, and mor-
tality-have been markedly reduced or
eradicated, as have SES differentials in
sanitation, nutrition, vaccination, and
access to medical care, yet the SES
differential in health persists virtually
undiminished. Chronic diseases and their
risk factors have replaced infectious dis-
eases and (heir risk factors as the major
cause of morbidity, disability, and mortal-
ity, and have come to be characterized by
the same SES gradient.
Over time, socioeconomic differentials

in the same disease or risk factor have
literally reversed themselves as the dis-
ease or risk factor becomes an increas-
ingly important cause of morbidity, dis-
ability, and mortality. Earlier in this
century, smoking, high fat diets, and lack
of exercise were more prevalent in high
SES groups; but as their impact on health
has grown, they have become more

prevalent in lower SES groups (Figure 6
above). Similarly, as various diseases
(e.g., coronary heart disease in the first
part of the century and AIDS in the last
part) have come to be increasingly impor-
tant sources of morbidity, disability, and
mortality, they have gone from being
mare incident and prevalent in higher
SES groups to being markedly more
incident and prevalent in the lower SES
strata (e.g., Marmot et al., 1987; Peterson

& Marin, 1988).
Socioeconomic differences in health

are arguably, then, a fundamental out-
come of stratification and inequality in
terms of education, income, and combina-
tions or correlates thereof. Thus, reduc-
tions in absolute socioeconomic depriva-
tion or degrees of socioeconomic inequal-
ity appear to be essential to both reducing
socioeconomic inequalities in health and
to improving the overall health and
well-being of children and working age
adults, and the families of which they are
a part. Our data suggest that what is
required here is not revolutionary. There
are diminishing returns to health, as in
other areas, from increases in education
and income. Increasing the proportions of
the population finishing high school and
greatly reducing or eliminating poverty
could go a long way toward eliminating
the socioeconomic differentials in health
that we observe, and to promoting well-
being more generally.

Overall improvements in economic
growth and prosperity are helpful, but not
sufficient, and perhaps not even neces-
sary in these regards. We have opportuni-
ties to redirect public and private re-
sources from nonproductive consumption
to more productive investments in human
as well as economic or physical capital.
This will include some redistribution of
resources across socioeconomic, racial/
ethnic, gender and age lines. Without
compromising the health and well-being
of more advantaged populations at any
age level, it is possible to redirect re-
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sources from older and more advantaged
portions of the population to younger and
less advantaged ones. This can occur
through increased investments in educa-
tion and training for children and work-
ing adults, especially those less advan-
taged, through increased generation of
well-paying jobs, and through basic guar-
antees of medical care and job or income
security. Improving the health and well-
being of children and adults of working
age and the families of which they are a
part is an investment not only in them in
their own right, but also in the productive
capacity of the society, and the health and
well-being of future older generations.
Reductions in absolute deprivation and
inequality in health well-being and well-
being among our citizens aged 65 and
over represent a major societal achieve-
ment of the past quarter century. We can
and must do as well by the less advan-
taged portions of our population under
age 65.
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Bruce E. Kaufman, The Origins and Evolution
of the Field of Industrial Relations in the United
States. Ithaca, Mew York: ILR Press, 1993.
xv+286 pp. ISBN 0-87546-191-3, cloth.

Reviewed by: Andrea Foote, Ph.D., Research
Scientist, Institute of Labor and Industrial
Relations, The University of Michigan

The reader might expect from the title
of this book to find a history of industrial
relations in the United States. However,
the book is about industrial relations not
as a field of practice, but as a field of
teaching and research within academic
institutions. Its main audience will be
found in colleges and universities, but it
may be of some interest to employee
assistance practitioners who want a
broader understanding of where their
work fits into the larger historical per-
spective on employment relations.
The author lists three objectives for this

book: (1) to describe the intellectual
history of the field of industrial relations
(IR), including its relationship to related
fields such as personnel management and
organizational behavior; (2) to assess the
reasons for the decline of IR as a field of
academic interest; and (3) to develop a
strategy to reverse this decline. The book
tracks the history of two sets of tensions
in the field: the tension between science-
building (focusing on issues of interest to
academics) and problem-solving (focusing
on issues of interest to practitioners); and
the tension between two opposing views
of the content of industrial relations.

Overall, the book represents a well-
organized and well-documented history
of industrial relations in academia, and
should be useful to schools and colleges

as they consider the future of the field in
their own institutions. The author's rec-
ommendations, however, represent more
of a whimper than a bang.
Throughout the book, the author traces

the history of two approaches to IR—the
personnel management/human relations
(HR) approach and the institutional labor
economics (ILE) approach. But in his
recommendations for the future the au-
thor ignores HR, apparently assuming
either that it is better handled by individ-
ual academic disciplines or that it is
unlikely to join forces with a newly
defined IR. Yet, to define management
practices as outside the field of industrial
relations (or employment relations) seems
incoherent.
A second dichotomy addressed in the

book is between science-building and
problem-solving. This represents an ex-
ample of a much larger problem in
academia, the problem of how to sustain
productive interdisciplinary research. As
an academic field, industrial relations
began with aproblem-solving focus, and
it is arguable that all multi-disciplinary
units begin this way. IR represented the
academic response to a wide variety of
labor problems that occurred as a result of
industrialization (hence the label "indus-
trial" relations). No single academic dis-
cipline had the knowledge or skills to
address these problems. As industrial
relations dropped out of public view as a
problem, however, there was no incentive
within academic organization to continue
the multi-disciplinary focus.
The author argues that as the field

moved from problem-solving to science-
building, people necessarily moved back
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to their parent disciplines, and that
"carried to its logical extreme, the process
of science-building will result in the total
demise of any multi-disciplinary field"
(p. 130). This occurs, he says, because
what one discipline looks at as back-
ground, the other looks at as foreground,
e.g., the ILE school ignored some internal
social processes in order to examine the
effects of external factors (technological,
economic, legal), while the personnel
management school did the opposite. He
suggests that no single theory can incor-
porate variables from both arenas.
In fact, however, academia is well able

to sustain multi-disciplinary research
around problems that produce sustained
public concern. The field of medicine is a
prime example. The public has a continu-
ing concern about health, and academia
responded by institutionalizing medical
schools that draw from many scientific
disciplines.

I would argue that the decline of
industrial relations within higher educa-
tion represents the failure of academia to
sustain support for problem-solving re-
search when public attention to the
problem wanes. Left to itself without
public pressures, academics will retreat
behind their ivy walls and follow what-
ever research problem strikes their fancy.
This basic research is the foundation of
academic life. But the public repetitively
calls on academia for assistance in soly-
ing public problems. The scientific com-
munity comes together on an ad hoc basis
to address pressing problems that create
sufficient upheaval to command public
attention, but has no way of sustaining its
combined attention to longer-term prob-
lems once public attention wanes, be-
cause there are no organizationally sanc-
tioned means of doing so. Institutional
myopia, the inability to focus on multiple
actors and causations, is bred by the
disciplinary structure of colleges and
universities and fed by the reward system
that reinforces disciplinary work and

punishes or ignores extradisciplinarywork. In this environment, industrialrelations has been remarkably successfulat sustaining itself for as long as it has,compared to academic attention to other
social problems (for example, crime,
poverty, social unrest).
This situation is unlikely to change

unless academic institutions make
changes in their organizational structure
to require and reward multi-disciplinary
research. As an example, faculty might be
required to establish allegiance not only
to a discipline, but to one or more fields
of practice that are structured around
problem areas. Such a change would be
well-received by the public. However, the
additional overhead required to do this
makes it unlikely that academic institu-
tions will adopt such a model using their
current resources. In the past only exter-
nal public pressures (and earmarked
funds) have made this happen,
This book will be of interest to em-

ployee assistance professionals who are
seeking to understand the various sources
of academic knowledge that have contrib-
uted to the IR field. It may also serve to
remind them that there are multiple
levels of explanation for behavior, all of
which may have some validity, and none
of which is likely to provide the entire
answer. Just as individual employees are
affected by their internal needs and by
their work, family, and community envi-
ronments, so also the behavior of the firm
(and of the academic institution) is
affected by its internal needs and its
external environment. Finally, employee
assistance professionals may find,in this
book part of the reason why there are so
few EAP research or training programs
within institutions of higher education.

Daniel Nelson, A Mental Revolution: Scientific
Management Since Taylor. 1992, Columbus,
Ohio: Ohio State University Press, 249pp.
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Reviewed by: Walter Reichman, Ed.D, Pro-
fessor and Chair, Department of Psychology,
Baruch College; Professor, Graduate Center,
City University of New York

Current management theory is often
understood as a reaction against the
management philosophy known as scien-
tific management or Taylorism (named
after its founder, Frederick Winslow
Taylor). Current management procedures
such as participative management, job
enrichment and management by objec-
tives are perceived as improvements
upon job specialization, overly close
supervision, and time-motion studies de-
veloped by the industrial engineers of the
scientific management movement. A
Mental Revolution: Scientific Manage-
ment Since Taylor is a collection of nine
original essays, each written by historians
and scholars of the field, that analyze
how the scientific management principles
developed by Taylor have evolved and
been applied since his death in 1915. The
collection's editor, Daniel Nelson, is a
Professor of History at the University of
Akron and the author of several books
and articles on scientific management.
The essays discuss some of the important
people and organizations who adapted
scientific management and provide inter-
esting background reading not only for
scholars of management theory, but also
for those interested in the theory's ori-
gins; however, the essays perhaps convey
more information than most practitioners
need in order to function adequately in
the business sector.

Taylor wanted to eliminate the chaotic,
informal methods of management com-
mon among the early 20th century with
scientifically based administrative sys-
tems that would increase employee moti-
vation, productivity and efficiency. The
nine essays suggest that Taylor's attempts
to improve the lives of workers and the
effectiveness of business were thwarted
by an incomplete conception of human

behavior, along with the belief that
people are logical, rational and motivated
only by economic gain. While Taylor
believed that a management system must
give satisfaction to both employer and
employee, his lack of understanding with
respect to the psychology of motivation
led him to erroneous conclusions. For
example, he believed that employees only
wanted high wages from their jobs; as a
result, Taylor designed a management
strategy purported to increase efficiency,
but unfortunately at the expense of
non-monetary human motives and needs.
When scientific managers encountered
resistance to their programs, they attrib-
uted it to employee ignorance, obstinacy
and even Bolshevism.

Plants which implemented a strategy of
scientific management succeeded in in-
creasing output and lowering manufac-
turing costs; however, once again, such
achievements were at the expense of the
workers' mental and physical health. For
example, workers received minimally
higher wages for substantially greater
effort and were required to execute
unquestioningly the detailed instructions
of their superiors. Such conditions pro-
duced ademoralizing atmosphere indeed;
it was no wonder that employees rebelled
against management. Scientific managers
responded to the defiance by implement-
ing tactics such as union-busting, coer-
cion and anti-Semitism. They never both-
ered to examine the flaws in their own
philosophy.
The first essay, "Scientific Management

in Retrospect," written by the collection's
editor, deftly traces the theory from its
inception through the 19506, indicating
that the theory is basically a plan for
enhancing business performance which
consultants implement for a fee. Nelson
quotes Taylor as describing the theory
and its procedures as a "mental revolu-
tion" on the part of workingmen and
management; however, Nelson is some-
what vague on this notion of a "revolu-
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tion." Readers interested in exploring
such a concept will inevitably be disap-
pointed. In another essay, entitled "Sci-
entific Management and the Transforma-
tion of University Business Education,"
Nelson describes how scientific manage-
ment became part of business school
curricula after 1908. The essay suggests it
was the only theory available and there-
fore was adopted to give such curricula
more substance—not a very compelling
reason for the theory's study.
Some of the essays examine particular

individuals who were involved in the
scientific management movement. "The
Diffusion of Scientific Management," by
Steven Kreis, details the management
consultant Charles Eugene Bedaux. Bed-
uax was the stereotypical promoter and
an intellectual confidence man of sorts.
He had no original ideas or special
insights into management and is de-
scribed by the author as little more than a
quack or charlatan who became a leading
practitioner of scientific management on
both sides of the Atlantic.
Brian Price, in an essay about Frank

and Lillian Gilbreth, describes the pair's
obsession with efficiency. As I read the
essay I recalled the movie Cheaper by the
Dozen in which the Gilbreths' twelve
children demonstrated how to take a
complete bath in 30 seconds through
efficient manipulation of soap and wash-
cloth. The Gilbreth's major contribution
to scientific management was their prop-
osition that there was One Best Way to do
a job. Imposing one absolute procedure
reduces the likelihood of originality,
creativity and innovation, simultaneously
reducing the worker to an automaton; it
was no wonder that workers rebelled
against and ridiculed the Gilbreths and
their methods. On another note, the
Gilbreths were probably among the first
self-proclaimed management experts to
sell themselves to industry as high-priced
consultants.

Luckily, not all representatives of sci-
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entific management were as base or as
odd as the Gilbreths; in fact, some were
quite the opposite. EA professionals
might find the essay "Mary Van Kleek
and Scientific Management" particularly
interesting; the author, Guy Alchon, him-
self a social worker and professor of
history, examines the career of Van Kleek,
the pioneering social worker. Mary Van
Kleeck was very concerned about the well
being of employees and sought ways of
improving their lot. She embraced Tay-
lorism because she saw it as a key to
raising living standards and developing a
more harmonious society. Her hopes that
scientific management would be the basis
of a new socioeconomic order were never
realized; consequently, she began to look
elsewhere for her utopian goals. Her
search led her to examine less popular
alternative economic systems. If she were
alive today she would probably be a
major supporter of and activist in the
social movement created by EA programs.
Other essays. in the collection consider

scientific management's impact on partic-
ular companies. While these essays serve
as interesting examples, they are basically
historical studies and certainly not re-
quired reading for EA professionals. "Sci-
entific Management and Industrial Engi-
neering at DuPont," by John C, Rumm,
describes the rise and fall of scientific
management as the major philosophy and
procedure in this widespread organiza-
tion. Essentially, scientific management
at DuPont meant implementing a detailed
set of instructions which would be given
by the supervisor and executed by the
worker. Intelligent following of "detailed
instruction" was the lot of the DuPont
employee—a dull existence to say the
least.
There were a number of people who

tried to improve upon Taylor's basic
scientific management model. In an essay
by historian David J. Goldberg, the author
profiles the suit manufacturer Joseph. &
Feiss Company and their attempt to
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combine scientific management with pa-
~ ternalism. Thus, along with time-motion

studies, and rules of conduct worthy of
the penitentiary, employees were re-
quired to participate in company dances,
picnics and choral groups.
A controversial essay by Stephen P.

Waring attempts to align Peter Drucker's
Management by Objectives (MBO) strat-
egy with scientific management in order
to conclude that Taylorism was still
influential in the 1950's. While he pre-
Bents a legitimate critique of Management
by Objectives, he does not succeed in
linking its origins to scientific manage-
ment; however, Waring does summarize
the shortcomings of scientific manage-
ment, as well as current philosophies of
management which are of course in
opposition to Taylorism. Waring con-
eludes that scientific management led to
organizations that were overly bureau-
cratic and centralized, increased mean-

~' ~ ingless task specialization, divided the
~ manager from the managed, and debili-

,~ ~. ~;I ~a~au ~~rYuiauviis. ui ~~liva~~, uic uiaii-

~~ ~+' ~ agement philosophies developed in the
1950s by Drucker, McGregor, Argyris and
Maslow maintained that only satisfying

- '; work could fulfill the needs of the
~ '~ individual for autonomy, security, dig-

nity, usefulness, belonging and self-
respect; and only the worker could fulfill

~a = ~ ~ ~, ~ ~, the needs of the or anization for rofitg P
and continuity. Therefore, the organiza-
tion must accept responsibility for fulfill-
ing the needs of the individual; and the
individual must accept the responsibility
for fulfilling the needs of the organiza-
tion, The manager needs to find ways of
achieving economic goals through moti-

!' eating employees to work to meet their
psychological and economic needs. The
EAP as a management tool certainly
contributes to the process. A well-

I' designed and functioning program helps
~ troubled employees to resolve their prob-
~'~ lems and become productive employees.

At the same time, EAPs serve as an

internal consultant to develop conditions
of work that meet the needs of the
employee and the organization,
These original essays present a descrip-

tion of the development and implementa-
tion of Taylor's model, The evidence
presented suggests that the model was
flawed because it failed to understand
and take into account the psychology of
the worker and manager. Because of
Taylorism's overemphasis on physical
efficiency and lack of concern for the
mental well-being of the worker, what
Nelson labels as Taylor's "mental revolu-
tion" is really Taylor's mindless revolu-
tion.

Paul K. Chapman, Trouble on Board: The
Plight of International Seafarers. Ithaca, New
York: ILR Press, 1992. xxxi + 176pp. ISBN#
0-87546-181-6., paperback.

Reviewed By: Daniel J. Molloy, D.S.W.,
C.E.A.P., Director, Personal Service Unit,
National Maritime Union, Pension Welfare
Plan

It is virtually an impossible task to do
justice to the complex and pervasive
suffering international merchant seamen
encounter, but Paul Chapman has made a
strong effort and major contribution to-
ward that end. Chapman does an impres-
sive job in describing how an extraordi-
narily fractured industry with almost
countless, diverse organizational ele-
ments all conspire to make merchant
seamen one of the most oppressed occu-
pational groupings in the world.
Chapman tells the story of the plight of

international merchant seamen out of his
own experience as the founder and
director of the Center for Seafarers'
Rights, a department of Seamen's Church
Institute of New York and New Jersey.
The author weaves a compelling and
moving account around his own work at
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the Center, the reports of hundreds of
Chaplains to seafarers throughout the
world, and the statistical reports and
research of various international mari-
time organizations and registering bu-
reaus. The result is a book that is
readable, compassionate and scholarly.
The focus of Chapman's book is almost

exclusively Third World seafarers, the
vast majority of whom are from Asia, but
with representatives from the Caribbean
and Latin America as well. Chapman
makes a strong case for them being among
the most abused workers known, but their
oppression is largely unknown to the
industrialized world and of little or no
concern.
Perhaps this ignorance attains its great-

est irony in the cruise ship industry,
where partying takes place on the upper
level supported by exploitation and hor-
rid labor conditions below. Such condi-
tions are not limited to cruise vessels,
though; Chapman provides overwhelm-
ing documentation of their pervasive
presence in the maritime industry of bulk
carriers and liners. A small segment of the
industrialized world is not at all ignorant
of the abuse of merchant seamen. An
international network of shipowners, reg-
istries, hiring agents, financiers, subcon-
tractors, and corporations (sometimes
hiding the true identity of the owner) all
combine to exploit seamen for profit.
These elements interlock and reinforce
each other, making most attempts to
redress abuse frustrating and totally inef-
fective.
The exploitation and abuses include

Third World seamen being underpaid, or
not paid at all; forced overtime below pay
scale; allotments to families never reach-
ing home; horrible working conditions;
inadequate supplies of food and water;
being forced to pay for their own equip-
ment and gear; having to pay to obtain
jobs and to travel to them; and discipline
which may even include punishment.
One would think that the author must be
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talking about another age and time, but
Chapman points out that seamen in the
past were often treated better. This was
especially true in cultures which recog-
nized the enormous contribution mer-
chantseamen made to the nation or to the
people who engaged them.
The exploitation of seafarers has flour-

ished in the international arena where
there are no effective means to prevent
these practices, which seem to be growing
at an alarming rate, rather than receding.
The global web makes it almost impossi-
ble to find who is doing what to whom.
Chapman does point out the high quality
and effective work of the International
Transport Workers Federation and the
International Labor Organization, both of
which have worked hard to bring some
relief to this problem. He also alludes to
responsible companies and to registries
that attempt to hold vessels flying that
nation's flag to some level of acceptable
standards. Yet the door to exploitation is
so wide open that this good work is still
by far the exception and not the rule.
Until there is an international uproar,
which does not seem to be on the
horizon, not much is likely to change.
Chapman's work has relevance to EAP

practice on several levels. The book treats
the occupational health and safety issues
that seamen encounter, elements which
are often convergent with EAP. Although
the concentration is on Third World
seafarers, the clear and obvious message
is that as an industry relies on inexpen-
sive labor from underdeveloped nations
workers from the industrialized nations
are displaced. Jobs in the United States
merchant marine have plummeted as
American companies have for a variety of
reasons not been able to compete with
their international counterparts whose
costs are only a fraction for operational
standards and personnel. Downsizing and
job displacement are issues with which
EAPs need to be familiar. Perhaps most
important is that EAPs need to pay
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attention to the story of the industries and
occupations they serve. The tensions,
struggles, hopes and aspirations of work-
ers and work organizations are integral
background and landscape of EAP. The
EAP's helping effort gets its character and
flavor from the occupation in which it is
set. Whether an industry is suffering or
thriving, the EAP interacts day in and day
out with its story.

Obviously, this is a highly favorable
review of Chapman's work. Two ele-
ments, though, seem to need further
discussion and development. The book's
final chapter changes gear. After a por-
trayal of deep and incredible suffering,
seven reforms are offered which hold the
potential for greatly improving the life of
seafarers. The reforms are sound, but not
much is offered for conceptualizing how
this agenda could be moved forward.
Chapman correctly points out that inter-
national seafarers must realize their col-
lective strength. True. However, the vehi-
cle to bring that about seems as elusive as
ever.
Secondly, Chapman does not take up

what has been the centerpiece of the
policy pursued by maritime unions and
shipping companies in the United States,
which is cargo preference legislation.
Such a policy aims at an equitable
distribution of cargo among trading part-
ners and international shippers. Every
major trading and maritime nation has
such a policy. In the United States it has
been resisted by free market economics,
consumer groups and producers fearing it
would raise the cost of goods. The result
is that instead of a 40% share of the
shipping market, American seafarers are
fighting to hold on to a 3% share. A
number of Third World seafarers have
already come into U.S. maritime unions
in spite of diminishing opportunities.
With cargo preference policy the door
would be opened to many more, as well
as the way out of exploitation and abuse.
Vital merchant marines in the industrial-

ized world could raise the tide for all
seafarers.
Chapman has taken on a difficult,

complex issue with intelligence and com-
passion. In addition to his own seven fine
chapters, there is a very solid introduc-
tion by Clifford Donn, which provides a
useful overview. The book is highly
recommended to all EAP practitioners
and those serious students of work,
workers and occupations.

Lawrence D. Weiss, No Benefit: Crises in
America's Health Insurance Industry. Boulder:
Westview Press, 1992. xii + 156pp. ISBN
0-8133-1215-9, cloth $26.95.

Reviewed by: Lee Wenzel, The Wenzel
Group, Inc. , Eden Prairie, Minnesota

Intrigued by newspaper reports of
health insurance rates increasing 20 to 30
percent while the cost of health care
services and commodities increased 9 or
10 percent, the author undertook a per-
sonal investigation for the discrepancy.
Not finding abook-length critical analysis
of the health insurance industry, he
undertook to fill that void. It would
indeed be nice if in a single book one
could gain a balanced understanding of
financing for health care.
The first chapter attempts to place the

social fact of private health insurance in
perspective. What we receive are the
opinionated perspectives of the author.
At times these are elucidating and at
other times elusive or factually question-
able. For example, the first sentence of
the first chapter states that "In the United
States having or not having adequate
private health insurance has become
synonymous with having or not having
adequate access to health care." One
immediately wonders if he has heard of
Medicaid, Medicare, other governmen-
tally sponsored health care services and
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the fact that about half of American
health care is presently paid by govern-
ment.
I expected a book written by a sociolo-

gist might be a sociological analysis of
health care delivery and of health insur-
ance as a vehicle for meeting health care
needs. What I found was a journalistic
attempt at muckraking the private health
insurance industry. The style reads easily
and the agenda is explicit, even if there is
little resembling good science or good
analysis. Opinions are expounded and
supported by selective references to arti-
cles, books and private correspondence
rather than by scientific studies methodi-
cally reviewed.
Given that I happen to also have

misgivings about private health insur-
ance, Iread on trying to glean tidbits of
value. "The private health insurance
industry is the keystone of the bizarre and
dysfunctional health care edifice now
burdening the American people. The
industry's structure and conflicting inter-
ests prevent it from effectively controlling
physician and hospital costs or quality of
care." (4) While the language was more
journalistic than sociological, I high-
lighted the words. Then I wondered, Is
private health insurance any more bizarre
or dysfunctional than public health insur-
ance? Weiss states that "Despite its
shortcomings, Medicare involves no pri-
vate health insurance, no insurance prof-
its, no excessive overhead costs, no
medical underwriting, and no denial of
coverage." (28) 'Obviously he had not
heard of Ross Perot. Medicare involves
private insurance in its administration;
one might argue about excessive over-
head, and while maybe it isn't underwrit-
ing, the pricing and cost-shifting certainly
distorts the marketplace. I continued to
wonder, With private-public combina-
tions, how do we define the difference?
Does it matter whether private or public
sources are paying for or administering
the insurance? Is not the real issue the

applicability of insurance as the way to
pay for medical services?

I agreed that reliance on individual
underwriting certainly has created the
uninsured. Weiss elucidates many of the
financial dynamics of health insurance,
although other profound dynamics are
omitted such as the practice of accumu-
lated reserves staying with the insurance
company after an employer terminates a
contract. This produces incentives for
churning and brief relationships between
employers and insurance companies. Se-
rious charges are made without support-
ing evidence, such as "It is a system
characterized by institutionalized racism
and sexism." (42)
When I read an opinionated book such

as this and find errors of fact, limited doc-
umentation and major omissions, I begin
to wonder what I can trust of the things I
read and like. The author's response to a
dysfunctional system is to highlight the
dysfunctions and some dynamics of that
dysfunction and to do so in a blameful
way. Blaming a perpetrator is not that much
different than blaming the victim in terms
of evolving a workable solution. The au-
thor would have us believe that insurance
is bad, is inhabited by unscrupulous peo-
ple and the industry is about to collapse
because of fraud and evil people. This is
documented in a journalistic style with
many examples. Employers are not pre-
sented in a much better light and are
blamed for trying to limit their costs and
liabilities. Insurance is bad, but it is also
bad that people don't have insurance. In-
surance companies are blamed for health
insurance not working, and also blamed
for dropping it as a product line.
What the reader needs is analytical

problem-solving. Health care is very dif-
ferent than medical services. Health clubs
are definitely part of health care, as are
EAP's and chemical dependency treat-
ment. Are they medical services? Can
health be a right? Who has the capability
of insuring that everyone will be healthy?
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The prerequisites of insurance are not
presented. For example, insurance only
works for objective events out of one's
control for which financial protection is
required and feasible through premiums.
The premiums spread the cost over time
and multiple insureds. But people are not
compensated for their loss of health as
loss is typically covered by most insur-
ance programs. The principles of moral
hazard are central to insurance. Insurance
requires that payment be made for unde-
sirable events beyond one's control. To
what extent can we control our health
and the need for health care and medical
services? There are many ambiguities as
to what services are "needed." These are
decisions of balancing value against cost
rather than adjudicating insurance by
matching claim data against the insurance
contract.
Maybe insurance should be dropped

altogether. If so, what are the viable
alternatives? Such analysis would have
made the book much more valuable. The
author misses the fact entirely that most
health insurance companies have more
revenue from Administrative Services
Only for "self-insured" employers than
from medical insurance. From the num-
ber of insurance companies dropping
medical insurance and from the move-
ment towards Administrative Services
Only, it would appear that most of the
insurance industry recognized some time
ago that there is not a good fit between
insurance and an efficient health care
delivery system.
The author's agenda is that health care

should be a right rather than a commod-
ity, and that the excessive costs of health
care coupled with the lack of access are
direct results of private sector greed in
trying to maximize profits. Private health
insurance should be abolished. Question-
ing my liberalism is probably sociologi-
cally predictable as I pass my fiftieth. If
health care should be a right, how about
groceries? Is not nourishment and food as

essential to health as medical services? In
my personal experience, food on a daily
basis has been crucial to my health while
medical services have been a rare and
non-essential part of my life. The majority
of public funding for poverty programs is
going to buy medical services and in
effect supports people who are anything
but poor. If not private health insurance,
what kind of delivery system would best
provide for basic human needs for health?
The most interesting chapter was the

second on history. As Weiss indicates, "It
relies substantially on Paul Starr's bril-
liant Social Transformation of American
Medicine." Starr's work is indeed the
classic. Starr gives a more objective and
sociological accounting; the obstacle in
Starr's book is the detail and length.
Particularly revealing for me in Weiss'
chapter was the work of the Medical
Committee for Human Rights composed
of health activists of the 60's and 70's
who worked with Ron Dellums to intro-
duce federal legislation for national
health services rather than insurance. (15)
Also of interest is the history of how
health insurance has been part of the life
insurance industry, while worker's com-
pensation has been part of the other side
of the insurance industry providing prop-
erty and casualty insurance. Current
developments of 24 hour coverage is thus
a major challenge to traditional insurance
structure. While Weiss states that "The
health insurance industry is in the mid-
dle of a process of significant and
widespread restructuring," the forces
driving the restructuring are not expli-
cated very well (25). For example, ERISA
is not explained and given an appropriate
analysis as to its impact on health care
financing.
Weiss attacks the private health insur-

ance industry and indeed the insurance
industry in general but provides very
little methodical analysis leading to a
better solution. I kept waiting for the end
of the attack and to see the solution.
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Chapter nine is a good summary as of
1991 of various political groups and their
legislative proposals. While dated, the
summary has value in understanding and
placing into context the current initia-
tives. Weiss points out how most of the
proposals continue to support the private
insurance industry, with the public sector
in various ways paying for the inefficien-
cies of the private insurance industry
"while relieving political pressure for
meaningful, comprehensive health care
reform." (124)
This is not a book to help the individ-

ual prudently buy or financially have
access to medical services. Similarly,
there is little of pragmatic help for how an
EAP should cope with insurance systems.
Ralph Nader once commented that anger
at a problem has little to do with when
change will happen; change happens
when people unite around a solution. It
would be nice to have a well designed
solution, although that may be a luxury as
we move to health care reform.
The National Rifle Association holds

that guns are good but criminals are bad.
Weiss similarly blames the people and
industry while overlooking an appropri-
ate analysis of the tools. Both guns and
insurance have legitimate functions and
both can be very destructive to our
society. Instead of blaming the criminals
with guns or the criminals running the
insurance industry, we need to focus on
how tools can be appropriately designed,
used, regulated or obliterated and re-
placed with something better.

D. Keith Denton, Recruitment, Retention, and
Employee Relations: Field-Tested Strategies
for the '90s. Westport, Connecticut: Quorum
Books, 1992. xiv + 212 pp. ISBN 0-89930-
661-6, cloth.

Reviewed by: William J. O'Donnell, MA,
CAC, CEAP, NCAC-II, Manager, Employee
Assistance Programs, Unocal Corporation

111

For those of us who came into the
Employee Assistance Program (EAP) field
from other disciplines or business units,
Professor Denton has provided us with an
excellent overview of the major move-
ments within industry in the last two
decades or so. Many of us in EAP are not
Human Resource professionals. Professor
Denton's book, therefore, provides an
invaluable tool for us to "speak the
language," of the HR professional we
encounter in our worksite-based counsel-
ing programs.
This is not a book for the theoretician.

It is a practical approach to solving HR
problems in three basic areas: recruit-
ment, retention, and employee relations.
His writing style is crisp., economic—and
more important—illustrates each point
with practical examples from both large
and small industries. Professor Denton
makes a point, then gives elaborate,
practical application in specific compa-
nies (U.S. and foreign). His figures are
well thought out applications of the
theory, and he summarizes each chapter
with concluding remarks.
Professor Denton does not propose any

one solution as the panacea of all U.S.
business ills. Nor does he propose that
each approach to a specific problem will
work in every industry or corporation. He
constantly cautions us to pay attention to
the corporate culture, to adjust or
"tweak" these solutions to fit better into
the existing cultures. In some cases, he
realistically observes, a specific solution
may just not work in a certain culture for
various reasons.
While he deplores the crisis U.S.

business finds itself in today, he does not
stop with the hand-wringing anguish we
find in the laments and blaming of certain
authors. Instead, Professor Denton moves
on to proposed solutions in these three
critical HR functions.
• Interviewing techniques as proposed by
Merck's interview skills workshop and
Hewlett-Packard's "Behavioral Interview-
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ing" are discussed in detail. Marriott's
"Adopt a School" program illustrates a
creative way of accessing available la-
bor—which promises to be even scarcer
in Workforce 2000.
He deplores the lack of emphasis on

teaching in business schools which, he
feels, place too much emphasis on re-
search. Apathy on the part of certain
corporations in their support is also
deplored.
Much space is deservedly given to

Federal Express "Guaranteed Fair Treat-
ment Procedure" (GFTP). He also dis-
cusses in some detail many different and
innovative incentive and communication
programs.
Professor Denton does not shy away

from some really tough problems facing
industry today—specifically how to moti-
vate employees in a company undergoing
downsizing. Are there alternatives to
promotions? He gives graphic examples
of empowering and motivating employees
in this environment. The "flatter" organi-
zations of Pepsico, TRW, and DuPont are
described. The job redesign: "eliminate,
simplify, and combine" is discussed.
Other examples from Maids International
to Colgate Palmolive are included.
He explains in appropriate detail Mo-

torola's Six Sigma Program, Merck's Flex-
time Program, and Cypress' Goal Setting
process. In discussing Flextime, he
clearly illustrates the advantages as well
as some disadvantages and warns that it
is not for everyone—or every department.
American Express' corporate culture

with its "focus on the customer" central
theme is presented in all its phases:
fraining (including attitudinal training),
tracking, reviews, feedback, etc.

Professor Denton does not limit himself
to U.S. companies but describes how
Fujitsu became a "world class competi-
tor" by revising its "Ringi" (request for
authority) system. By streamlining this
process—especially by reducing the num-
ber of approvals—employees and then

teams were empowered to get the job
done smarter and faster.
While many companies avoid initia-

tives with the excuse that their labor
union won't "buy it," Professor Denton
responds with a description of Employee
Involvement (EI) with Ford and the
United Auto Workers. He also describes
multi-skilled teams at G.E. and Rohm and
Haas. The Dow experience in team build-
ing is discussed at length with outstand-
ing charts illustrating: problem solving
roles, communication techniques, and a
summary of sequential steps in team
building.

Merck's Face-to-Face Communication
program is presented with checklists and
other practical tips. He also includes
recognition and compensation programs
at Hewlett-Packard, the "(2uality of Work
Life" (QWL) at American Airlines, Pepsi-
co's "Share Power."
In summary, this is an excellent, prac-

tical treatment of current movements,
programs, and solutions in the 1990's
business climate. While Professor Denton
gives much credit to corporations who
put into practice the old adage, "people
are our most important asset," he gives
scant mention to EAPs. At the risk of
sounding somewhat provincial, perhaps
EAPs could have been used to illustrate
how a corporation can care for their
own—especially when experiencing cri-
ses in their lives. While no index listing
for EAP is given, he does mention IBM's
pioneering efforts in child care and elder
care, includes Ford/UAW labor and man-
agement EAP, and lists the EAP as one of
Hewlett-Packard's benefits. Perhaps Pro-
fessor Denton would consider another
book on benefits, EAPs, managed care,
etc., after the dust settles from the Clinton
administration initiatives.
In conclusion, I would heartily recom-

mend this book for the Human Resource
professional who needs a quick, practical
proposal of solutions to our current
problems. For those of us in the EAP field
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with little or no HR experience, it
certainly should find a place on our
bookshelves. Otherwise, we risk becom-
ing dated in our knowledge of HR
strategy. We must be able to talk their
language. Many of us, of course, are part
of the quality movements within our
corporations and can apply many of the
concepts to our own programming.

Kenneth J. Sher, Children of Alcoholics: A
Critical Appraisal of Theory and Research.
Chicago: Univ, of Chicago Press, 1991.x+226
pp. ISBN 0-226-75271-2, paperback $24.95.

Reviewed by: Santo J. Albano, Ph.D., LEAP,
Director, Employee Assistance Program, State
University of New York at Stony Brook

Kenneth Sher's critical appraisal of the
theory and research on children of alco-
holics (COAs) is a sobering experience.
Much of what appears in the popular
literature about the impact of parental
alcoholism and alcohol abuse on children
is not supported by the scientific litera-
ture.
In a thorough and comprehensive re-

view of more than 500 citations, Sher
evaluates and summarizes the research
literature across a broad spectrum of
topics: genetic and environmental influ-
ences, co-morbidity (alcoholism and re-
lated pathologies), cross-sectional and
prospective studies on COAs, mediating
and moderating variables, physiological
responses to alcohol, and the psychologi-
cal and biological characteristics of
COAs. In addition, he critiques the popu-
lar and clinical literature on COAs and
evaluates current models of vulnerability
related to drinking motivation, expectan-
cies, medical consequences, etc.

Sher's basic thesis is that despite
improving research methods and increas-
ing knowledge, it is too early to draw firm
conclusions about the etiology of alcohol-
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ism and its impact on children. Conse-
quently, despite the likelihood that many
people are probably being helped to some
degree by existing treatment modalities,
no firm conclusions can be drawn about
optimal strategies for preventing and
treating alcoholics, alcohol abusers and
their children.
He draws these conclusions for a

variety of reasons: few research findings
have proven replicable across laboratories
(a finding. common to the social sciences
in general); studies with questionable
sampling procedures; studies that do not
consider the heterogeneity of alcoholism
and do not consider co-morbidity: the
possibility that effects upon children are
related to co-existing pathologies, such as
borderline and anti-social personality dis-
orders. He could have also commented
upon the fact that even in those studies
that do find a statistical significance
between alcoholism and specific effects
on children, often the amount of actual
variance accounted for by the predictor
variables is low (a problem also common
to the social sciences).
Sher expresses the belief that contem-

porary researchers are beginning to ad-
dress the limitations of most existing
COA research. He states, however, that
there are underresearched areas worthy of
investigation: (1) the relation between
race/ethnicity and the effects of parental
alcoholism; (2) the validity and effects of
the Adult Children of Alcoholics and
Co-Dependency movements; and (3) the
development of empirically grounded
interventions and the development of
prospective data which would permit
analysis of developmental progressions
and moderating influences operating at
different developmental stages.
This book falls under the scope of

practice (Content Area 5: Chemical De-
pendency and Addiction) of EAP Practi-
tioners. Although, most likely, too techni-
cal for those Employee Assistance Profes-
sionals without some study of research
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theory and design, the book is worth the
effort expended to digest its material
because it provides the EAP Practitioner
with the knowledge base to realistically
evaluate the claims made by treatment
providers, recovered famous people, and
self-help recovery movements.

Scientific data serves as a moderating
influence on the understandable zeal
with which Employee Assistance profes-
sionals promote the viability and cost-
effectiveness of treatment to their organi-
zations and potential clients. With esca-
lating health care costs, a weak economy
and calls for greater accountability by
payers, Employee Assistance Profession-
als will need data to back up the
assertions they make. The data will come
from the research community. Being
informed about the status of research on
COAs, therefore, is essential. Dr. Sher's
appraisal greatly assists the EA Profes-
sional in being informed of the "hard"
data.

Mark L. Rosenberg and Mary Ann Fenley, eds.
Violence in America: A Public Health Ap-
proach. New York: Oxford University Press,
1991. '

Reviewed by: Susan E. Martin, Prevention
Research Branch, National Institute on Alcohol
Abuse and Alcoholism

Until recently the problem of violence
was the province of the criminal justice
system rather than the public health
system. It was only 15 years ago that the
Centers for Disease Control (CDC) initi-
ated a grogram of violence epidemiology
after recognizing that three of the five
leading causes of years lost due to
premature death—injuries, homicide and
suicide-are related to violence and that
non-fatal outcomes may present an even
larger social problem. Violence in Amer-
ica: APublic Health Approach is edited

by the director of the CDC's Division of
Injury Control. The book identifies the
nature and scope of the challenge that
violence presents to public health, illus-
trates CDC's effort to gain wider recogni-
tion and awareness of this emerging
perspective on violence, and demon-
strates why CDC was made the lead
Public Health Service (PHS) agency for
the coordination of injury control activi-
ties.
In its origins and goals lie both its

strengths and limitations of this book. It
provides both a comprehensive overview
of the problem and abundant epidemio-
logical detail in a series of essays written
by leading scholars of various types of
violence. It also contains a host of ideas
for programs and research. However,
these often are oversimplified due to the
brevity with which each is presented.
Several of the essays are mechanical in
style, making the volume more of a
reference and a source of ideas than
engaging reading. It is an important
volume signaling a paradigm shift but
does not quite achieve a cohesive vision
for social change.
A brief introduction by Mark Rosenberg

and Jim Mercy (Chief of the Epidemiology
Branch in the CDC's Division of Injury
Control) presents summary statistics on
the scope of the problem and presents the
Year 2000 Violence-Related Health Objec-
tives of the PHS. The subsequent chapters
are on assaultive violence (by Rosenberg
and Mercy), child abuse (by Eli New-
berger), child sexual abuse (by David
Finkelhor), rape and sexual assault (by
Judith Von, Dean Kilpatrick, Ann Burgess
and Carol Hartman), spouse abuse (by
Evan Stark and Anne Flitcraft), violence
against the elderly (by Karl Pillemer and
Susan Frankel), and suicide (by Patrick
O'Carroll, Mark Rosenberg and James
Mercy). The introduction provides a brief
glimpse into the redefinition of (and
political transfer of responsibility for) an
old social problem: violence. It appears
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that development of a measure of poten-
tial productive life lost (YPLL or the
number of years before age 65) shed new
light on the major causes of morbidity
and mortality and resulted in the inclu-
sion of various types of injury in the
Public Health Service's goals for the
1980s. Updating that statement as
Healthy People 2000, in 1990 the PHS
published its health objectives for the
next decade. These include a number of
objectives for Violent and Abusive Behav-
ior related to health status (e.g., "Reduce
Homicides to No More than 7.2 per
100,000 people [Rate in 1987 = 8.5 per

100,000]"), risk reduction (e.g., Reduce by

20 percent the incidence of weapon-

carrying by adolescents ages 14 to 17
[Baseline to be Established in 1991]), and
services and protection objectives (e,g.,
Reduce to Less than 10 Percent the
Proportion of Battered Women and Their

Children Turned Away from Emergency
Housing Due to the Lack of Space
[baseline in 1987 = 40%]). Their recita-
tion also suggests the style in which some
of the material is presented.
Each chapter follows the same format:

an introduction which is a summary of
the chapter; a Statement of the Problem
section that includes subsections provid-
ing an Overview and Definitions; Data
Sources with subsections on National
Data Sources, State and Local Data
Sources and their assessment; Causes and
Risk Factors; Outcomes; Interventions;
and an annotated bibliography. There is
the benefit of consistency across the
presentations in addressing the editors'
epidemiological and public health con-
cerns and providing the reader with an
abundance of facts and sources for addi-
tional material. The weakness of this
format is that several of the authors seem
intellectually cramped and their chapters
are often boring reading, making the book
more useful as a reference than one that
any but the most determined reader
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would opt to plow through on a Sunday
afternoon, as I did.
The chapters are uneven in length,

depth, and quality. Part of that variation
seems to result from differences in the
state of the field, Less is known about the
magnitude and scope of the problem of
abuse against the elderly than about child
abuse. In part, however, the difference
arises from the authors' skill and passion
in transcending the limits of the format.
As principal actors in reformulating the

problem of violence, Rosenberg and
Mercy in their keynote chapter on as-
saultive violence make the case for the
value of a public health approach to
violence as follows:

(This approach provides) a unified framework
for developing relevant information and trans-
ferring that information into effective action.
The science through which information is
analyzed to enhance the prevention of public
health problems is epidemiology, or the study
of the occurrence and distribution of disease
and other health-related conditions in human
populations (p. 17).

A public health strategy for dealing with
violence involves four interrelated steps.
public health surveillance (i.e. develop-
ment and refinement of data system); risk
group identification; risk factor identifi-
cation; and program development, imple-
mentation, and evaluation. Each of these
steps, however, pose new challenges and
problems when applied to social behavior
rather than a disease. Some of these are
identified by the authors, others ignored.

All types of violence pose definitional
problems. Most definitions rest on legal
statutes which are often inadequate;
some, like child abuse and elder abuse,
are defined inconsistently in both the
legal and social intervention contexts. As
the various authors make clear, these
inconsistencies have major implications
for the development of statistical mea-
sures of the incidence and prevalence of
various types of behaviors of interest.
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What is less clearly explored are the
ramifications of these definitions for the
ownership of the problem and responsi-
bility for addressing it.
In discussing causes and risk factors for

assaultive violence, Rosenberg and Mercy
summarize the Theories on Causation as
biological, psychological, and sociologi-
cal approaches (the latter including four
variants: cultural, structural, interaction-
ist, and economic) and identify Factors
Associated with Homicide which are then
located within a theoretical perspective.
For example, poverty is identified as a
structural factor; alcohol and drug con-
sumption as an interactionist factor. All
of the theories and factors are laid out in
four figures that classify the factors and
associated prevention strategies related to
the homicide of a friend or acquaintance,
abuse of a child, murder of a spouse, and
robbery-motivated killing,
While it is useful to think broadly about

structural, cultural, and interactionist fac-
tors and link them to prevention strate-
gies, there are a number of misclassifica-
tions and oversimplifications in the
figures. Solutions are equally simplistic
in their effort to be comprehensive. For
example, the authors propose "reduce
alcohol and drug consumption" and
"teach how to walk away from a poten-
tially violent situation" as solutions to
spousal homicide (the latter without
specifying who should walk away or
how). They take an important step for the
public health community in pointing out
the need to address firearms but their
"solution" (i.e., "reduce firearm inju-
ries") does not address questions of
access, licensing or availability (which
are political).
In sum, the authors document the

magnitude of the problem of homicide
and assaultive violence with epidemio-
logical data and propose a variety of
changes needed to reduce violence, in-
cluding four that are broadly social and
cultural and 13 that are health and related

social services changes (e.g., develop
educational programs to teach conflict-
resolution skills, address and remedy
problems in the recognition of cases of
violence, and decrease disincentives for
medical personnel to become involved).
These recommendations are sensible and
likely to reduce violence if implemented.
To do so, however, is. an enormous job
that will involve not only health care
providers but educators, community lead-
ers, police, social welfare system person-
nel, and bureaucrats who operate medical
insurance and surveillance and record-
keeping systems. Just as violence is not a
criminal justice problem alone, it cannot
be fully addressed by the public health
system.
The. most interesting essay was that on

Spouse Abuse, written by Evan Stark and
Anne H. Flitcraft. They make a number of
useful and innovative distinctions (e.g„
between spouse abuse and battering
which is a syndrome observed only
among abused women but not men) and
frequently point to the political (in this
case, feminist) issues underlying the
problem of spouse abuse. They identify
three explanatory models of spouse
abuse: the interpersonal violence, family
violence, and gender-politics models. The
latter contends that "violence in the
family is merely a special instance of a
pattern of male control ...that extends
from dating relationships through parent-
ing and marriage to economic life" (p.
132). They highlight a number of risk
factors including marital status (married
women are less likely than single, di-
vorced, or separated women to be abused
by an intimate), age (inversely related to
abuse), pregnancy (a high-risk period),
and alcohol (a consequence in the context
of victimization but cessation of alcohol
use does not appear to affect the abuser's
behavior). They report research findings
that indicate widespread neglect and/or
mistreatment of victims by health and
mental health professionals based on
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medical records, patient interviews and
observation that results in "the dual
trauma" of assault and institutional vic-
timization. Their suggestions for inter-
ventions to prevent womanbattering call
for substantial change in the medical
community and for "complex social pre-
vention" involving a variety of alliances
at the national and local level between
health care providers, shelters, and orga-
nizations representing services for spouse
abuse victims.
One general omission across the chap-

ters is the lack of discussion of ethical,
legal, and political issues that lie like
icebergs, hidden just beneath the sur-
face. As this group of public health
researchers and advocates embark like
explorers on a journey to chart the reefs
and shoals of the problem of violence,
perhaps they might consider such issues
as the dangers of over-medicalization of
social problems and the frustration of
the public that expects quick medical
solutions, the concerns of ethnic and
racial minority communities about the
intrusion of even well-intentioned pub-
lic health advocates making them targets
for change, the conflicts between free
speech, the right to bear arms, the
increasingly evident need to reduce
displays of violence in the media and
the easy availability of firearms which
are the primary source of violent injury
and death. The surveillance and report-
ing systems that have proven effective in
dealing with outbreaks of lyme's disease
or tuberculosis are not easily trans-
formed into institutions for inducing
broad social changes.
Despite these criticisms this book is an

important one, marking a shift in thinking
about violence and the role of the public
and private public health community in
addressing it. It represents the beginning,
not the end of the journey, points to some
of the problems that must be addressed,
and provides some of the resources for
doing so.

Koss-Chioino, J. (1992). Women as Healers,
Women as Patients: Mental Health Care and
Traditional Healing in Puerto Rico. Boulder,
CO: Westview Press, Inc. 229pp. paperback
ISBN 0-8133-8321-8.

Reviewed by: Muriel Gray, School of Social
Work, University of Maryland at Baltimore

This book is a description of an
ethnographic study entitled the "Thera-
pist-Spiritist Project in Puerto Rico"
funded by the National Institute of Men-
tal Health. As the title implies, it is about
women, illness, and healing in the cul-
tural context of Puerto Rico.
This study resulted in part from the

author's personal observations and expe-
riences as a psychotherapist, a spiritist
folk healer, a woman, and an anthropolo-
gist who is Puerto Rican. Using data from
the cases of selected women who pre-
sented to mental health clinics or Spiritist
centros in Puerto Rico, the healing inter-
ventions of traditional Spiritist healers
and mental health healers were explored
and compared. This book is a description
of the evaluation process and a report of
the study.
In addition to chapters which provide a

contextual overview of the setting, and
the nature of the work of the healers, the
author has devoted most of the book
chapters to a description and discussion
of patient philosophies and expectations,
and healer philosophies and approaches
in relation to the "treatment" of selected
psychiatric categories. Thus, there are
also specific chapters on dysphoric mood
and depression, madness and schizophre-
nia, nerves and anxiety disorders, somatic
styles, bodily ills, and somatoform disor-
ders.
This book is clearly an outgrowth of the

author's attempt to integrate her personal
experiences as a Spiritist and a woman
with her professional experiences and
training as a mental health process.
The author views the healing process as
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a state of renewal for the healer and states
"the central theme of this book is that
Puerto Rican women, as healers, often
recognize and participate in these essen-
tial acts of renewal because they are
prepared to do so by cultural understand-
ings and expectations regarding their
roles and behavior. Puerto Rican culture
orients women toward pain, suffering,
and caring for others."
This book reflects, both, the complexity

and difficulties of comparing processes
and outcomes across very diverse and
sometimes divergent healing systems.
This research is also complex because it
attempts to quantitatively explore healing
approaches which are based in entirely
different paradigms. The Spiritists ap-
proach is non-medical with a belief in the
existence of spirits, a belief that spirits
may be responsible for physical and
emotional distress, a reliance on the
power of spirits in illness and in healing,
and a belief that Spiritist healers (Medi-
ums) possess special "faculties" which
allow them to communicate with the
spirit world. In this study, this Spiritist
approach is compared with that of mental
health practitioners who are typically
trained to help others using a paradigm
with a focus on psychiatric and medical
concepts which do not typically include
the concepts of "spirits."
The author does not believe that all

healers must be spirit Mediums, but she
does assert the power of a personal
healing experience in being able to help
others. In this regard, the author's basic
premise is that "the mental health practi-
tioner who has experienced illness or
trauma and who has realized and ac-
knowledges those experiences possesses
unique coping options to offer to pa-
tients." She presents a paradigm which
describes the healer-patient relationship
as circular in that the healer is motivated
to become a healer and is effective as a
healer by having been a patient. Accord-
ing to the author, this is one of the

similarities of all the healers in the study,
regardless of discipline.
The study also found that men and

women patients presented with different
complaint profiles. Therefore, using a
psychiatric nonsociological paradigm
which lists the psychiatric categories
which most closely paralleled the com-
plaint profiles commonly presented by
women, the study explored the healing of
major depression, dysthymia, schizophre-
nia, anxiety disorders, somatoform disor-
ders, and personality disorders. The
study compared similarities and differ-
ences of healing concepts, approaches,
beliefs and practices between mental
health practitioners and traditional Spir-
itists healers. Many case studies were
presented.
Using case studies, the author succeeds

in providing insight into the healing
process from various healers' perspec-
tives and various patients' perspectives.
However, the nature of the comparisons
are often one-sided in favor of the
Spiritist's perspective. For example, de-
scribing acomparative analysis of treat-
ment strategies for depression using a
case staffing format, Koss-Chioino offers
the following case as presented by a
psychiatrist to the staff:
The Case of Delia:

Delia is a young woman, twenty-two years of
age, married to a younger man. The couple
have two children. Delia works in a factory
and is the family's provider. She reports that
she has problems with her husband who
doesn't work, causing her to have to work
overtime to pay their bills. She is also
distressed over conflict with her father, Delia
originally presented at the mental health
center with "palpitations," "insomnia," "little
appetite," and "headaches" lasting seven
months.

The author reports that after ruling out
physical problems, the psychiatrist com-
mented that Delia was "dealing with her
problems by channeling them through her
body ... "The Spiritist focused on the
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headaches and explained that headaches
"occur when the volume of problems
alter the clamor in your head." The
Spiritists recommended baths, rests, and
exorcising the spirit out of the body to
help lift the depression. This case is
one-sided in that it does not include the
recommendation of the psychiatrist.
The focus of the book is both relevant

and timely for EAP practitioners in that
the EAP field is represented by clinicians
from various disciplines of study with
differing approaches to and concepts of
distress, illness and healing. Some clini-
cians are motivated to enter the profes-
sion by insights resulting primarily from
academic training and professional expe-
riences. Many of the clinicians motivated
by personal recovery credit their own
healing to spiritual forces and incorporate
this concept into their "clinical reper-
toire" when assisting clients. Clinicians
motivated primarily by professional train-
ing may also have recovered from per-
sonal trauma but they are more than
likely to seek their understanding of
illness and the healing process through
more cognitive approaches using aca-
demic theories.
This book focuses on the clinician

("healer"), the patient, the therapeutic
relationship and the influencing cultural
context. It has direct implications for EAP
practitioners in that it challenges practi-
tioners to consider what they bring to the
therapeutic relationship, what the client
brings, and how the definition and nature
of the therapeutic relationship impacts
the healing process.

This book is also relevant because as
the workforce becomes more culturally
diverse, EAP practitioners are likely to
assist more workers who perceive illness
and healing from anon-medical paradigm
which may include a belief , in folk
healing. To this end, the book sensitizes
its readers to the role that culture plays in
shaping the perspectives of both the
clinician and the patient. Similarly, there

is sensitivity to the impact that cultural
norms and values have on the larger
society, as well as the impact that cultural
beliefs, norms, and values of the specific
treatment settings have on the healing
process.
This book is not written for an EAP

audience; however, it does explore a
topic that is a challenge to EAP practi-
tioners. Among EAP practitioners these is
much debate about the relative impor-
tance of differing motivations and ap-
proaches to treatment. There is also
debate about whether EAP clinicians. with
differing training, experiences, and ap-
proaches should have the same titles or
whether they should be referred to by
titles that are more descriptive of the
nature of their experience and training.
Koss-Chioino also addresses this issue in
her book. She introduces the title
"healer" to refer to all who provide direct
healing services regardless of the specific
healing system.
On the other hand, one of the themes of

the book is that "what is considered
psychopathology is a judgment tailored
by a particular medical or healing sys-
tem." Thus, the Spiritist as a folk healer
who believes that emotional and physical
distress are individualized representa-
tions of spirit interventions related to
inharmonious or immoral behavior in this
or a past life, and the psychiatrically
trained mental health healer who denies
the existence of "spirits" in favor of a
more biologically, cognitively based treat-
ment approach often define, approach,
and treat problems-in-living differently.
As the workplace and the health care
delivery system change to include people
from varying cultures, an understanding
of and respect for different approaches
and beliefs may result in more positive
treatment outcomes.

Unfortunately, this research does not
provide an understanding of the relative
effectiveness of the two systems nor the
differential effectiveness of the systems
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according to psychiatric categories or
complaint profiles. Further, it does not
clearly provide an understanding of how
the two systems may be utilized to
provide a holistic healing approach to
clients, Yet, it is a systematic study which
challenges all healers to recognize the
extent to which their healing approach,
beliefs, and expectations are related to
their own training, and beliefs about how
"the self," in general, and "the self," as a
woman in particular, is approached
through illness and healing.
For EAP researchers, this book shows

how naturalistic, anthropological re-
search techniques, using observations,
interviews and questionnaires may be
quantified to aid in the understanding of
similarities and differences in biomedical
and traditional healing perspectives.
However, when exploring such naturalis-
tic and culturally defined phenomena,
the research demonstrates the difficulty
of operationally defining abstract and
subjective concepts. In this study, there
was particular difficulty with such con-
cepts as "spirit," "disease," or such
phenomenon as "hallucinations" and
their varying cultural meaning across the
two healing systems. On the other hand,
the use of qualitative case study was more
successful in demonstrating how percep-
tions of cultural patterns and norms may

result in suffering, and influence subse-
quent ways of coping. However, while
this reviewer is not an anthropologist and
is not trained in the anthropological
tradition of reporting research findings,
one could easily wonder if these findings
could have been reported as a profes-
sional paper rather than as a book.

All in all, for EAP practitioners, the
topic of this book is relevant and timely.
As a comparative study of the process of
healing, it give insights into how emo-
tional distress and psychiatric disorders
are perceived and treated by healers and
patients with differing perspectives.
For EAP practitioners specifically

working on clinical interdisciplinary
teams, multicultural teams, or working
with Puerto Rican women, this book may
be extremely helpful because it provides
an understanding of how folk healers
(specifically, Spiritists), mental health
professionals, and medical doctors define
health and illness and how these defini-
tions impact the helper-client relation-
ship. Even though it falls short of identi-
fying effective healing techniques it does
provide a contextual framework by which
EAP practitioners may better understand
how the socialization of women and
cultural norms impact the nature of
illness and the definition, expectation
and nature of healing.
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