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Dedicated to the memory of those who
helped turn the dream of employee

assistance into a reality.
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of splendid torch which I have got hold of
for the moment, and I want to make it burn as

brightly as possible before handing it
on to future generations."

George Bernard Shaw
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MISSION STATEMENT

o be the authoritative voice of the
employee assistance field by promoting
the highest standards of practice and

the continuing development of employee assis-
tance professionals, programs, and services.

• To provide leadership in promoting the nation-
al and international growth and development
of employee assistance programs and services
in the public and private sector workplaces.

• To provide resources for fostering national
and international public and private initia-
tives that enhance the value and impact of
employee assistance programs and services.

• To devise and maintain employee assistance
program and service standards.

SERVICES

he core services, or core technology as
it was originally termed, was devel-
oped in 1985 by two EAP researchers,

Dr. Paul Roman and Dr. Terry Blum. The core
services described those unique elements of
employee assistance practice that distinguished
it from any other mental health or workplace
discipline.

In 1996, as part of a revised Model State
Employee Assistance Professional Licensure
Act, the EAPA Board approved new language
describing employee assistance programs and
the core services as follows:

Employee assistance program, or EAP, is a
worksite-focused program designed to assist
(1) work organizations in addressing produc-
tivity issues and (2) employee clients in identi-
fying and resolving personal concerns (includ-
ing, but not limited to, health, marital, family,
financial, alcohol, drug, legal, emotional,
stress, or other personal issues) which may
affect job performance.

Employee assistance program services, or
EAP services, are services designed to address
work organization productivity issues and
employee client problems affecting job perfor-
mance and ability to perform on the job.
These services may include, but are not limited
to, the following:

1. Consultation with, training of, and assis-
tance to work organization leadership
(managers, supervisors, and union stewards)
seeking to manage the troubled employee,
enhance the work environment, and

• To sponsor improved methods for evaluating

the efficiency and cost-effectiveness of

employee assistance programs and services.

• To develop training programs for manage-

ment and labor representatives.

• To maintain a certification program for
Certified Employee Assistance Professionals
(CEAPs).

• To administer a Code of $thics for employee
assistance practitioners.

• To improve methods of record keeping
and collecting data and statistics for
research purposes.

improve employee job performance; and,
outreach to and education of employees and
their family members about availability of
EAP services;

2. Confidential and timely problem identifica-
tion/assessment services for employee clients
with personal concerns that may affect job
performance;

3. Use of constructive confrontation, motiva-
tion, and short-term intervention with
employee clients to address problems that
affect job performance;

4. Referral of employee clients for diagnosis,
treatment, and assistance, plus case monitor-
ing and follow-up services;

5. Assistance to work organizations in manag-
ing provider contracts and in establishing
and maintaining relations with service
providers, managed care organizations,
insurers, and other third-party payers;

6. Assistance to work organizations in provid-
ing support for employee health benefits
covering medical and behavioral problems,
including, but not limited to, alcoholism,
drug abuse, and mental and emotional disor-
ders; and

7. Identification of the effects of EAP services
on the work organization and individual job
performance.

According to members of the EAPA
Research Committee, research has proven that
well-designed EA programs, based on core ser-
vices, produce significant benefits to employers
and employees.
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EAPA CODE OF ETHICS

Preamble

he EAPA Code of Ethics serves as a
code of professional conduct for EAPA
members. In cooperation with labor

and management, EAPA members' primary
objective is to provide the most effective
employee assistance services to individuals and
their families facing emotional, behavioral,
alcohol, and drug-related problems. The fol-
lowing principles. are in accord with this goal
and serve as guidelines for duly-constituted
national and local ethics committees in their
efforts to educate EAPA members regarding
ethical professional conduct. Members of
EAPA affirm their endorsement of the Code of
Ethics and acknowledge their commitment to
uphold its principles by signing the member-
ship application and subsequent renewals.

Professional Responsibility

EAPA members help protect labor, manage-
ment, and the community against unethical
practices by an individual or organization
engaged in employee assistance programs, direct
treatment, or consultation activities. When an
EAPA member knows of an apparent ethical
violation by another EAPA member, it becomes
his/her ethical responsibility to attempt to
resolve the matter by bringing that alleged
unethical behavior to the other member's atten-
tion. If a resolution of ethical matters between
members is not achieved, further informal con-
sultation with colleagues and/or the local chap-
ter's ethics committee is recommended prior to
any formalized national Ethics Committee
review of a member's complaint.

Confidentiality

EAPA members treat client information as
confidential. Members inform clients fully
about their rights regarding the scope and limi-
tations of private communications elicited dur-
ing the assessment, referral, and treatment
process. They do not disclose information
without client consent except where failure to
disclose would likely result in imminent threat
of serious bodily harm to the client or others.

Professional Competency

EAPA members who are Employee
Assistance Program (EAP) providers are
expected to possess knowledge of work organi-
zations, human resources management, EAP
policy and administration, and EAP direct ser-
vices. All members are expected to have

knowledge of chemical dependency, addictions,
and emotional disorders, and to acknowledge
the necessity of continuing experience, educa-
tion, and training to maintain and enhance
proficiency. While membership in EAPA may
not be used to suggest professional competen-
cy, attaining the status of a Certified Employee
Assistance Professional (CEAPO) does attest to
meeting the requisite standard of knowledge.

Consumer Protection

EAPA members do not discriminate because
of a client's race, religion, national origin, physi-
cal handicap, gender, or sexual preference. They
conduct research that respects and safeguards
the welfare of research participants. EAPA
members make full disclosure of the functions
and purposes of the Employee Assistance
Program as well as any affiliation with a pro-
posed therapist or treatment program; do not
give or receive financial consideration for refer-
ring clients to particular therapists or treatment
programs; do not engage in sexual conduct with
clients; do not act in any manner that compro-
mises aprofessional relationship.

Assessment and Referral

EAPA members are to make assessment
and referral decisions only within their area of
specific competency and to seek consultation
or supervision when clinically indicated. To
avoid appearances of conflicts of interest, it is
recommended that members who do the initial
assessment refer clients to individuals or enti-
ties not affiliated with the referring EAP or
original referral source. Should a treatment
decision be made to refer to the initial evalua-
tor or an affiliated program, that disposition is
to be done only if the client and contracting
organization are informed of any financial
interest in such a referral and it can be demon-
strated that the referral is in the client's best
interest.

Public Responsibility and Professional
Relations

EAPA members agree that practitioners,
both non-degreed recovering persons, as well
as other professionals, form a partnership in
providing employee assistance services. As
such, members are responsible for educating
and fostering the professional development of
trainees; are encouraged to promote EAPA to
the public and to provide statements based on

continued on page 6
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EAPA Code of Ethics
continued from 

page 5

objective information; and are expected to
work cooperatively within their professional
communities. Cooperation within a profession-
al community precludes denigrating other pro-
fessionals to promote one's own interests, as
well as fraudulent or grossly misleading adver-
tising practices, and requires that one's profes-
sional qualifications be presented to the public
in an accurate and truthful manner. EAPA
members are encouraged to assist another
member to seek treatment if that member's pro-
fessional functioning becomes impaired through
the use of alcohol, drugs, and/or mental illness.

Procedures for Review of Member
Conduct

Per Article III, Section 12 of the EAPA
Bylaws: Members of EAPA shall comply with
its Bylaws and with its Code of Ethics. Any
member who shall be found in violation there-
of shall be subject to the action of the EAPA
Board of Directors.

A. To be considered, a complaint against a
member from any source shall be submitted
in writing to the EAPA President. The EAPA
President shall designate an appropriate
investigating committee. If in the judgment
of the appropriate committee the complaint
warrants a hearing, the committee will pre-
pare aformal charge and request that a
hearing be scheduled. The charge shall state
clearly the section or sections under which
the violation is charged, as well as the
alleged conduct constituting the violation.

B. A copy of the formal charge shall be deliv-
ered to the member either in person or by
registered or certified mail, and the member
shall be given not less than thirty (30) days'
notice by registered or certified mail of the
time and place of the hearing on the charge.
A closed hearing shall be conducted, by the
member's Regional Director and the
Chairperson of either the EAPA Bylaws or
Ethics Committee as appropriate. The mem-
ber is entitled to be present at such a hear-
ing and any continuation thereof, and may
present oral or written evidence. The mem-
ber may be represented in the closed pro-
ceedings by any voting member of EAPA in
good standing. A written summary of the
proceedings shall be made. Technical rules
of evidence shall not apply.

C. When the hearings have concluded, the

Committee Chairperson and the Regional
Director shall in executive session determine
if a violation has occurred and prepare a
written confidential report of their findings
for the Bylaws or Ethics Committee. The
Bylaws or Ethics Committee, upon receipt
of the report, shall within thirty (30) days
prepare a recommended action to dismiss
the complaint; to refer the individual for a
professional assessment and treatment if
appropriate; to request a letter of resigna-
tion; to censure, suspend, or expel the mem-
ber; or any combination of these actions.

D.The Board shall, no later than its next
scheduled meeting, act upon the report and
the recommendations of the Bylaws or
Ethics Committee. The member shall be
informed promptly by registered or certified
mail of the action of the Board.

E. The findings of fact of the Regional
Director and Committee Chairperson shall
be conclusive. However, the member may
appeal to the Board of Directors concerning
the interpretation of the facts or the pro-
posed penalty. The member may request
permission to appear before the Board and,
if such permission is granted, the member
may be accompanied by a voting member
of EAPA if so desired, to present arguments.
The Board shall have the right to impose a
reasonable time limitation upon such a pre-
sentation. The Board's final decision shall
be conveyed promptly by registered or certi-
fied mail to the member:

F. Any member who resigns, fails to maintain
his/her membership during the pendency of
these procedures, or is expelled, shall be eli-
gible to reapply for membership only upon
conditions, if any, specified by the Board.

G.For the convenience of EAPA, the EAPA
President may agree to accept the mem-
ber's resignation as an alternative to these
procedures.

This document was approved by the EAPA
Board of Directors on April 10, 1988.

Note:
1. Questions about or violations of ethical behav-

ioral involving Certified Employee Assistance
Professionals (CEAPsOO) should be referred
directly to the Employee Assistance Certification
Commission.

2. The President-Elect serves as chairperson o f the
Ethics Committee.

3. The Code o f Ethics Committee is currently revis-
ing the Code o f Ethics.
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ASSOCIATION CHAPTERS

Alabama

Arkansas

Arizona
(Phoenix)

11' Southern Arizona

California
Inland Empire

Los Angeles

Orange County

San Diego

San Fernando

San Francisco

Santa Clara

Sacramento

San Joaquin
Crossroads

Colorado

Connecticut
(Meriden)

Housatronic (Trumbull)

Delaware
F1rSt St2te (Wilmington)

Washington, D.C.

Florida
South Florida
North Florida
SuriCOaSt (Winter Haven)

Central Florida
Southwest Florida
Gold Coast (Port St. Lucie)

Georgia
North Georgia
South Georgia

Illinois
Northern Illinois
Illowa (Sterling)

Central Illinois

Indiana
(Fort Wayne)

Northern Indiana

Kansas
Kansas City

Mid-America (Wichiia)

Kentucky

Louisiana
(New Orleans)

Acadia (Baton Rouge)

Arlo-La-Te (Shreveport)

Massachusetts
(Pittsfield)

Western New

England

Maine

Maryland
Chesapeake (Balt;more)
Potomac (Frederick)

Michigan
Greater Detroit
Huron Valley (Ann Arbor)

West Michigan

Mid-Michigan

Greater Flint

Minnesota
(Minneapolis)

Mississippi

Missouri
St. Louis

Nebraska—
Western Iowa

Nevada

New Hampshire
Granite State (Bedford)

New Jersey

New Mexico

New Yorlc
Greater Rochester
Erie-Ontario
Hudson Valley
New York City
Northeastern New York

Long Island
Twin Tier (Eynon, PA)

Central New York

North Carolina

Ohio
Northern Ohio
Southern Ohio
Greater Toledo
Youngstown Area
West Central

Oklahoma
Oklahoma City
Tulsa

Oregon
Columbia River

Pennsylvania
Delaware Valley
Pittsburgh

South Carolina

South Dakota
Native American

Chapter

Tennessee_
Middle Tennessee

PyYamld (Memphis)

East Tennessee

Texas
Houston

North Texas

Lone Star (Euless)
Gulf Coast
Central Texas

South Texas

Utah
Salt Lake City

Virginia
(Chesapeake)

Blue Ridge (Roanoke)

Washington
Pacific Northwest
Inland Empire (Olympia)

West Virginia
(Morgantown)

Wisconsin
(Oak Creek)

North Central
Wisconsin
South Central
Wisconsin

CHAPTERS IN
H

COUNTRIES

Australia

Brazil

Western Canada

South Africa

United Kingdom
Britannic (London)
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WHY. EMPLOYERS AND EMPLOYEES
NEED SAPS

Because of substance abuse: Because of violence in the workplace:

Up to 40 percent of industrial fatalities and
47 percent of industrial injuries can be linked
to alcohol consumption and alcoholism.
Source: "Management Perspectives on
Alcoholism," by M. Bernstein and J.J. Mahoney,
published in Occupational Medicine (1989)

• 70 percent of all current adult illegal drug
users are employed.
Source: NIDA Capsules, National Institute
on Drug Abuse (June 1990).

Because of untreated depression and
other mental health issues in the
employed:

A 1993 study estimated that the economic
burden of depression in 1990 was $44 bil-
lion; 55 percent of that amount was attrib-
uted to workplace costs, including absen-
teeism and reductions in productivity.
Source: Greenberg et al., Journal o f Clinical
Psychology, 1993.

Data collected fora 1991 study by the
D/ART National Worksite Program showed
that at the First National Bank of Chicago,
40 percent of all referrals to the EAP during
one year were for depression. At Wells Fargo
Bank, 30 percent of respondents to a survey
reported symptoms of depression.
Source: "Depression: Corporate Perspectives
and Innovations" by Washington Business
Group on Health.

Ina 1995 seminar on recognizing depression
in the workplace, 12.7 percent of DuPont
Company employees said they suffered from
anxiety/depression at the beginning of the
seminar. After the seminar was presented,
19.8 percent of the same group said they suf-
fered from anxiety/depression.
Source: "Beyond Stress" by Crystal Simms,
EAPA Exchange, September/October 1996.

• The occurrence of domestic violence is high
and probably underreported with 1 wife or
child in 21 being physically abused 3 to 4
times per year. The greatest problem regard-
ing women, violence, and employment. is the
response of the organization to violence
against women.
Source: "Women at Risk: Crucial Violence
Prevention Concerns for Female Employees,"
by Beverly Younger, LCSW, published in
EAPA Exchange, May 1995.

• Violence in the workplace is caused by a vari-
ety of factors, including job stress, job-related
conflict, layoffs and firings, alcohol and drug
abuse, accessibility of weapons, and domestic
problems carried over from the home.
Source: Attorney General Janet Reno in a
1995 presentation to an EAPA conference
entitled "Responding to Workplace Critical
Incidents. "

Because of a culturally diverse work force:

In the 1990s, the number of minority work-
ers will jump by over nine percent for a total
of 30 percent of all employees. In the year
2000, projections show that 80 percent of
the work force will be composed of non-
whites, females, and immigrants.
Source: Minorities 2000: The Shape o f
Things to Come," by Marilyn Foxworth-
Kern, published in Public Relations Journal,
August 1989.

Because of work and family issues:

• Nearly three times as many employers offer
child care benefits today as in 1988.
Source: Society for Human Resource
Management (1992)

"Not only are the elderly, those 65 years old
and older, increasing as a percentage of the
population but also the eldest portion, those
over 85, is increasing faster than any other
segment. More and more often we are seeing
seventy-year-olds trying to care for their par-
ents, who are in their nineties."
Source: William Benson, Deputy Assistant
Secretary of Health and Human Services for
Aging at a 1996 conference on "The Aging

o f America: Issues and Answers. "
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HOW EMPLOYERS AND EMPLOYEES BENEFIT
FROM EMPLOYEE ASSISTANCE PROGRAMS

• For every dollar they invest in an EAP,

employers generally save anywhere from $5

to $16. The average annual cost for an EAP

ranges from $12 to $20 per employee.

Source: What Works: Workplaces without

Drugs. U.S. Department of Labor (1990).

• General Motors Corporation's EAP saves the

company $37 million per year—$3,700 for

each of the 10,000 employees enrolled in the

program.
Source: Substance Abuse: A Guide to

Workplace Issues. ASIS O.P. Norton

Information Resources Center (1990).

• United Airlines estimated that it gets a

$16.95 return for every dollar invested in

employee assistance.

Source: Substance Abuse: A Guide to
Workplace Issues. (see above).

The City of Los Angeles Department of
Water and Power reported a savings of
$350,000 over afive-year period in reduced
sickness absenteeism for employees with
alcohol problems.
Source: "Taking Inventory," published in the
EAPA Exchange, (July 1992), EAP
Association.

A small company (70 employees) reduced its
workers' compensation and vehicular acci-
dent cost by $75,000 by establishing an EAP
with an emphasis on safety awareness.
Source: Substance Abuse Prevention: It's
Your Business. Center for Substance Abuse
Prevention, U.S. Department of Health and
Human Services (1992).

• Studies done at Crestar Bank showed that
average psychiatric costs were 58 percent less
for EAP participants compared with those
who did not use the EAP. EAP participants
had an average of 8.8 sessions compared to
13.1 sessions for the non-EAP group. The
average cost of $45 per session resulted in a
savings of $193 per outpatient case.
Source: Presentation at Georgia Tech by S.
Davis. (1993) Personal Performance
Consultants (Atlanta)

• Marsh and McLennan Companies reported
evidence of savings believed to have been
achieved by businesses through drug-free
workplace programs that included EAPs.

MANY PARTS, ONE PURPOSE

Evidence included the following:
• a reduction of on-the-job accidents and
lost time as a result of such accidents at
Tropicana;

• an estimated $1,750 savings per employee
at Warner Corporation because of lower
recruitment and training costs, lower
workers' compensation costs, and fewer
on-the-job accidents;

• a 75 percent reduction in in-hospital alco-
hol and other drug abuse treatment costs
at Gillette Company;
• a reduction in absenteeism and workers'
compensation insurance costs at Sawyer
Gas Company and at Oregon Steel Mills.

Source: The Economics o f Drug-Free
Workplace Programs. Marsh and McLennan
Companies (1994).

A study of 122 staff who used the EAP at
the University of Michigan showed that the
university saved a minimum of $65,341 over
a five-year period for those employees
because of improved retention rates and
reduced sick leave. The study showed strong
evidence that those employees who used the
EAP services took less sick leave and were
retained in the work force for longer periods
of time than the overall staff.
Source: "Michigan Study Shows EAP Clients
Use Less Sick Leave, Stay Longer," by Keith
Bruhnsen, MSW, CEAP, published in the
EAPA Exchange, (August 1994), EAP
Association.

Up to 68 percent of all workers will, at some
time, experience workplace problems severe
enough to prevent them from coping with
day-to-day duties.
Source: "Not Just a Handout, " by James
Tittemore, published in the CA magazine
(August 1994)

A study performed at Southern California
Edison to determine the impact of EAP case
management on healthcare claims filed by
employees with substance abuse problems
showed that the EAP's approach was more
effective at reducing overall healthcare claims
costs than the company's health plan alone.
Source: "The Value o f EAP Case
Mangelnent," by Patrick Conlin, Thomas M.
Amaral, and Kirk Harlow, published in
EAPA Exchange, (May/June 1996), EAP
Association.



November 1996

Dear Friends:

I am so pleased to send you my personal greetings as you gather to celebrate the 25th anniversary
ofthe Employee Assistance Professionals Association. I regret that I could not be with you in
person to help you commemorate this special anniversary.

Throughout the past twenty-five years the Employee Assistance Professionals Association has
worked tirelessly to address the concerns of employees. Whether it is providing assistance to
management, or dealing with employees' health, legal, marital, or financial problems, the EAPA
has remained a steadfast friend to the American worker. It is this commitment to employees that
has contributed to higher productivity in the workforce and the well-being of families and
employees.

On behalf of many Americans thank you for your commitment and care. Please accept my best
wishes for a wonderful celebration and continued success in the years to come.

Sincerely,

Tippe Gore

PRINTED ON RECYCLED PAPER
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September 26, 1996

Dear Friends and Colleagues:

Congratulations to employee assistance professionals and the Employee
Assistance Professionals Association (EAPA) as you celebrate your 25th year of
service to this essential field and to the entire nation.

The National Drug Control Strategy recognizes that an effective response to
the devastation caused by illegal drugs requires broad-based involvement from all
sectors of the community. In recent years, no sector has played a more important
role in reducing drug use by Americans than the nation's employers. Comprehensive
drug-free workplace programs--and especially employee assistance programs--
educate employees about substance abuse, discourage job applicants from using
drugs, and help substance abusing employees to get the help they need to confront
their drug problems.

The benefits of employee assistance programs don't end with the employee.
These programs help family members. They improve the safety and morale of all
employees. And they have a pos~~ive effect on the bottom line: corporate
profitability and competitiveness.

The Office of National Drug Control Policy will work closely with the
Employee Assistance Professionals Association in the days ahead to encourage the
growth of effective drug-free workplace programs, and strong employee assistance
programs, throughout American workplaces.

:-

.. ~;
Barry R. McCaffi-e
Director

i
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tl~ ~ DEPARTMENT OF HEALTH &HUMAN SERVICES Public Health Service
National Institutes of Health

~`"~~ National Institute on Alcohol
Abuse and Alcoholism
6000 Executive Boulevard
Rockville, MD 20892-7003

George E. Cobbs, Jr.
President
Employee Assistance Professionals Association, Inc.
2101 Wilson Boulevard, Suite 500
Arlington, Virginia 22201-3061

Dear Mr. Cobb:

On behalf of the National Institute on Alcohol Abuse and Alcoholism (NIAAA), I am pleased to extend

' "' ~, greetings to the participants in the 25th Annual Conference of the Employee Assistance Professionals
~ ~' Association (EAPA) and to congratulate the organization on its 25th Anniversary. EAPA and the
"~" ' ' ' NIAAA share a long history of support and cooperation. Like EAPA, NIAAA was created in 1971.

Fostering the development of what were then known as "Occupational Alcoholism Programs," the
r precursors to today's Employee Assistance Programs, was a part of NIAAA's original mandate. In fact,

the very first ~ecial Report to the United States on Alcohol and Health, issued December 1971, listed
among six key priorities for the fledgling Institute, the development of a program of research and
services to help alcoholic employees.

12

The Employee Assistance Professionals Association has clearly taken these early efforts well beyond the

original goal to have employed alcoholics treated for their illnesses rather than fired. Today, the
maintenance of employee assistance programs in Government and in industry is not only an accepted but

necessary part of an employers' responsibilities. Employee assistance programs also are as much
involved in preventing alcohol and other drug problems in the workplace as in employee treatment
issues, and they are trained to deal with a variety of employee life issues beyond the original scope of
alcohol treatment. Finally, today's employee assistance program personnel are recognized professionals
in the workplace. Much of the credit for this acceptance of employee assistance programs and staff goes
to the efforts of the EAPA and its continuing focus and insistence on quality, science-based training and
certification for employee assistance program personnel.

The NIAAA is committed to continuing support of research aimed at developing new and improved
prevention and treatment protocols. We also are committed to ensuring that this information is made
available to employee assistance and other health care professionals to help them help those whom they
serve to achieve aixd maintain healthy and productive lives. We salute EAPA and its members for 25
years of successful programs efforts, and send our best wishes for your future success.

,.~ Sincerely yours,

~~

^'~' Enoch Gordis, .D.
Director
National Institute on
Alcohol Abuse and Alcoholism

MANY PARTS, ONE PURPOSE



~~~~~~ ~

DEPARTMENT OF HEALTH &HUMAN SERVICES

~+~.,a

Mr. George E. Cobbs, Jr.
President
Employee Assistance Professionals Association Inc.
2101 Wilson Boulevard, Suite 500
Arlington, Virginia 22201-3062

Dear Mr. Cobbs:

Public Health Service
National Institutes of Health

National Institute on Drug Abuse
5600 Fishers Lane
Rockville, Maryland 20857

I would like to extend congratulations to you and your organization as the Employee
Assistance Professionals Association (EAPA) celebrates its 25th anniversary. The EAPA
serves as a model of how scientific research can be used to develop effective prevention and
treatment programs.

Research conducted by the National Institute on Drug Abuse (NIDA) and others clearly
shows that the workplace is one of the most effective places to identify, motivate, and
provide treatment for substance abusers. Employers who adopt EAPs know this and they
also know that it is not only socially responsible to help individuals, but it is also cost
effective since it typically results in a marked reduction in job absenteeism, health care
expenses, interpersonal, and performance problems.

NIDA would like to especially commend the workplace-based employee assistance
professionals who are applying on a daily basis our research findings as they assist
individuals who are confronting substance abuse problems. It is only through concerted
efforts like these that we will be able to combat the problems of substance abuse and
addiction.

We wish you continued success as you work with employers to prevent alcohol and drug
abuse.

Sincer y,

A n I. Les ner, Ph.D.
Director
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25 YEARS AND STILL COUNTING:

THE BIRTH OF A NOTION

he date was Tuesday, April 27, 1971.

The place was the conference room of

the Alcoholism Council of Greater Los

Angeles. The records show that 45 people were

invited and only 18 could attend.

They had been invited by the National

Council on Alcoholism (now known as the

National Council on Alcoholism and Drug

Dependency (NCADD) as a result of a com-

ment made by one of those present: "I did not

get into this field very far before I crashed into

loneliness. I felt very much alone in almost all

the work I .did...."
The work he referred to was what would

become known as an occupational alcoholism

program. These pioneers, who helped people in

the workplace with alcoholism, recognized the
critical need to communicate with one another
and share their experiences. They hoped to
learn from one another and thus be an even
greater help to the work organizations and the
human beings who were their clients.

What developed at that first meeting would
later be described as "The Birth of a Notion."
Many people charged with administrating occu-
pational alcoholism programs had been think-
ing of establishing an organization that would
relieve the chill of loneliness they felt. It proved
to be a fairly simple task to establish this orga-
nization and to facilitate the sharing and learn-
ing that many people desired.

The group identified several objectives for
this organization:

•. To meet periodically -and develop communi-
cation methods that would facilitate sharing
experiences and methodologies and improv-
ing programs

• To develop improved training programs and
materials

MANY PgRTS, ONE PURPOSE

• To develop improved standards and tech-
niques for providing consulting services to
labor and management

• To develop methods of keeping records and
collecting uniform data and statistics

• To develop uniform and improved methods of
evaluating business and industrial programs

• To develop job descriptions and job qualifi-
cations for labor-management administrators
and consultants

The people in the room voted unanimously
in favor of creating such an organization. They
elected a president, vice-president,- a secretary-
treasurer, and an executive committee. Many of
the names are now legendary in the EAP field.
Frank Huddleston was the first president; Ross
Von Weigand was the first Vice President; Jim
Ray was the first Secretary-Treasurer. Other
members of the Executive Committee included
Willard O. Foster, Jr.; A.J. "Sully" Sullivan;
Ross Von Wiegand; Don Sandin; Joe Zuska;
Jess MacBeth; Morris Lookout; and Art Stump.

Before the end of the day, the Executive
Committee had begun drafting a set of bylaws
and a code of ethics, and had come up with a ~
suggested name for the organization—the
Association of Labor-Management
Administrators and Consultants on Alcoholism,
or ALMACA, as it was immediately christened.
The organization's name remained ALMACA
until 1989 when a majority of members voted
to change the name to the Employee Assistance
Professionals Association, or EAPA as it is
known today.

Since that April day in 1971, ALMACA/
EAPA members have developed the most
humane and most consistently successful mod-
els for identifying troubled employees and
helping them regain normal, productive lives.
These same models saved a considerable
amount of money for the employers who had
the foresight and business acumen to adopt
employee assistance programs.

On the following pages are some of the
landmarks of the past 25 years.

NOte: We hope you enjoy seeing the familiar faces

on the next few pages. Space allowed us to print

only a few of the thousands of EAPA members

whose pictures were in our files. Many thanks to

those who made photos available for this occasion.
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forming chapters,
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Executive Director lim Ray (center) ctarifia a point, Ilanked (trom IetU by 1975 Annua
Meeting Chairman Charles Landreth, Membership Chairman Ms. Pat Allen, Administrative
Assistant Ms.l~ckie Able, and Ilssist~nt Exxulive Director lim Douglas.

14PRIL ~~, 972 The first annual
meeting was held in Kansas City, Missouri.
Fifty people applied for membership.

~ 973 The Board of Directors submit-
ted agrant proposal to the National
Institute on Alcohol Abuse and Alcoholism
(NIAAA). The proposal requested funds to
conduct basic research on models of occu-
pational programming.

l

Immediate Past kesidenl Frank Nuddleston listens together with 8i11 Linngston ease
Paul Sherman. Not shown in thepholosarepdministralors Divi~~r~ !'~ ,~~m~~~ ~~
~;̂ ~d Conrdinatm ~ '
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The EKecutire Committee met rtcenllp in Atlanta to renew and act on a number of issues
of importance to ALMACA's immediate and luture ope~alions. Shawn above are, fiam left,
Labor Division Chairman Bill Livingston, Yice PresidentPaul Sherman, President A. 1. "Sully"
Sullnan, and Secretary/Treasurer Rowland Austin.

Actively pni6~.ipating in the Iwo~iay session was Mrs. ludy Rmold, recenllY ePDa~~~~
Chairman of the General Division, shown here with Consultant Uiuislon Chairman Bab
McGinn.

ling Chairman Charles N. Landreth St.
Session.

NCA's Mrs. Marty Mann and pLMACA V.P. Paul Sherman follov`
Mrs. Mann's luncheon Address. '.

JULY ̀[ 974 The Association
received a $575,776 grant to be disbursed
over two years. The grant was intended
to (a) determine the importance of occu-
pational program cost/benefit analyses
and determine what other data would be
valuable; (b) explain the record keeping
systems then in use; (c) analyze the skills
and qualities of people engaged in occu-
pational programming. In August 1.974,
ALMACA set up its national headquar-
ters in Atlanta, Georgia, and began hiring
professional staff, including Jim Ray, the
Association's first executive director. The
first chapter in San Francisco was official-
ly recognized by ALMACA Headquarters.

1975 The Annual Meeting, held from
October 31 to November 1 in Atlanta,
attracted 315 attendees from its 850
members. The first Outstanding Service
Award was awarded to Luther A. Cloud,
former president of the National Council

on Alcoholism and a consultant to
NIAAA. During 1975 there was continu-

ing debate about focusing strictly on alco-

holism versus expanding to a "broad

brush" concept that would focus on all

types of problems that affect employees.

Jim Douglas succeeded Jim Ray as execu-

tive director.

~'c~S~;
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~~' ~~^ ~~ ~~ `~ ~~~ ~"he NTAAA grant expired and AT,1VrA~A
~~ ~~ ~ became fully independent, supported solely by individ~t~ I
¢' and corporate membership dues. Tl~e headgixarters was
~~~ y~~~~ relocated to norehern Vir inia first in Reston and later i ~'.l: j i!-. y ~ 

~ j

', ~ ",.~ ~ Arlington, where it is locared today. i

;~=` ~ ~~~ The federal gaveinment had 1ppointed a fed'
'~ trusti Rind eo support occupational alcoholisrr~ grogram,

and the rights of alcoholics as "qualified” individuals
under the Rehabilitation Act. The Associaeion vvas rep<,l

edly represented in committee hearings and other open forums.
Thr.ottghout its early existence, the Association contir~tted to forge ~
close boi7d with NIAAA.

~ ~78 There were 1500 members in 30 chapters across the Unit ~~
States, including Hawaii. The annual meeting in San Francisco featt~~
72 workshops and attracted an estimated 800 attendees.
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`~ 979 Labor-management cooperation had been a
linchpin in the historical growth and development of
occupational alcoholism programs and employee assis-
tance programs. Since the mid-1970s, ALMACA had
been drawing many of its members from the ranks of
organized labor, In 1979, joint programs were honored
with the installation of the Ross Von Wiegand Award.
The award was given to the sponsoring company and
unions) of an exemplary labor-management program.
The first winners were General Motors Corporation
and the United Auto Workers. (See list on page 33) In
May, the Association held its first Regional Conference
as a service to those members who had neither the time
or the money to attend an annixal meeting outside of

their area. The Education and Training Committee con-

ducted anational member survey to gather information

on their EAPs. The survey indicated a need for certifica-

tion and suggested it should come from a separate inter-

disciplinary board established for certification purposes.
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~ 98~ Thomas J. Delaney, Jr.,
one of NIAAA occupational program consul-
tants labeled the Thundering 100, was appoint
ed executive director by then-President Ed
Small and his Board of Directors, effective
January 1, 1981. Chapters were forming rapid-
ly. Thirty-two chapters had been. formed and
22 others were forming. A national member
survey indicated that 69 percent of the
responding members were "very active" or
"moderately active" in chapter activities.
Ninety-six percent of the respondents felt
strongly about setting standards for EAPs. The
Standards Committee, chaired by Don Sandin,
CEAP, developed proposed program standards
that were considered and adopted by the Board
during the Tenth Annual Meeting in San Diego.
The Occupational Program Consultants
Association, the National Council on Alcoholism,
NIAAA, and the AFL-CIO were contributors to
the draft document. Credentialing was also cited
as a priority issue, with one prominent EA pro-
fessional commenting that it would "add credibil-
ity and increase public confidence in occupational
programming." '

~ 982 All five regions were encouraged to
host conferences for their members. An
Association Conference on Research
Methodology in Occupational Alcoholism helped
raise awareness of the necessity of research as a
means of validating program effectiveness.
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98.'3 The Association launched an
Industry Outreach Program to estab-
lish ongoing working relationships
with chambers of commerce and cen-
tral labor councils as well as EAP con-
ferences by local chapters.

1984 The Association began
developing long-range plans by adopt-
ing amission statement and identify-

ing nine priorities: (1) providing direc-
tion to regions and chapters; (2) devel-

oping personnel credentialing and pro-

gram standards; (3) fostering EAP

development; (4) setting a course for
public policy; (5) sponsoring forums
(for example, annual meetings) to
exchange information; (6) responding
to the needs of its members; (7) pro-
moting research; (8) establishing crite-
ria for utilization of treatment and
recovery resources; and (9) establish-

ing liaisons with other organiza-
tions. The annual meetings contin-
ued to get bigger with more than
1000 people at the Denver meeting.

X985 The Association began inves-
tigating and developing a certification
process. It would be two years before the
program would formally start.
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~ 986 ALMACA began along-running fund-
raising program, using pledges from Anheuser-
Busch Foundation and Republic Health
Corporation for $25,000 challenge grants. A 15-
person employee Assistance Certification
Commission (EACC) was formed as a quasi-inde-
pendent arm of the Association charged with
developing and administering the process that
would transform the EAP field into a profession.
Jack Hennessy was named as the first ACC
chairman.

~ 987 The EACC conducted the first session
of the Certified Employee Assistance Professional
(CEAP) examination. The Association began
offering publications through a new Resource
Center (originally called the ALMACA
Clearinghouse £or Employee Assistance Program
Information). In California, a protracted regula-
tory battle that pitted California-based EAP
providers against the state's Department of
Corporations was named Knox-Keene after the
sponsors of a consumer protection bill passed in
1975. Knox-Keene presented the first major regu-
latary challenge to ALMACA and the EAP field.
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