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INTRODUCTION

As this is written (April 1989), public and private actions
intended to alleviate America's drug abuse crisis continue to
emerge. For instance, the Bush Administration has appointed
William Bennett to be the country's first "drug czar" -- having
overall coordinating authority for both demand-side and supply-
side strategies for drug abuse reduction. Public and media
attention also continue: the wife of a Presidential candidate
and a teenage movie star have recently "gone public" with their
substance abuse problems, and with their experiences in rehabili-
tation. '

Some of these actions specifically concern drugs in the work-
place, which is the central focus of this volume. The Supreme
Court has just ruled that certain Federal workers can legally be
required to take drug tests. Drug use has been implicated in
several recent major transportation accidents. The "Drug Free
Workplace Act," a portion of the Anti-Drug Abuse Act of 1988, has
recently gone into effect, requiring recipients of Federal grant
and contract funds to conduct worker education programs, to have
a drug abuse policy, and to report drug abuse convictions amongst
their workers to the Federal agency supporting their work. A
certification of compliance with these new requirements is needed
in order to receive funding. Employers and labor organizations
continue to be involved in drug abuse education and prevention
activities -- both those aimed at the general public (often using
the forces of the mass media as the "delivery system"), and those
focused on workers and their families directly.

Workers using drugs, on the job or off, is certainly nothing new.
But there appears to be a relatively greater level of conscious-
ness today about the severity and impact of workplace drug abuse,
and at least some willingness by employers, labor unions and the
general public to "do something about drugs in the workplace."
What should be done, by what individuals or organizations, who

should pay for it, and how much intervention is appropriate are
hotly debated questions, of course, but general incentive to

action does seem to exist.

In order to answer some of these questions, information, includ-
ing research data, is greatly needed. The purpose of this volume
is to provide ready access to some of the most important sources
of information, scientific research, and public/professional/
legislative opinion on drugs in the workplace. A collection of
312 brief abstracts of books, professional journal articles,
popular and business magazine articles, and research reports has
been assembled here. Details on the content and arrangement of
this collection are presented in the next section.




The ascendancy of drug abuse in the workplace as a topic of
public, professional and legislative concern is readily appraised
by the "time statistics" of this collection: one entry in 1977,
two for 1978, and so on through a large number of 1988 entries.
While we make no pretense that this is an exhaustive literature
review, considerable effort was made to identify major American
publications on this subject as part of a national research
study, described further below.

Since many of the services and education provided to American
workers and their families regarding drug abuse are offered by
Employee Assistance Programs, this volume is intended for use
primarily by EAP professionals, and by those who conduct research
or policy study on EAP activities. However, the collection of
abstracts may also be of value to human resources professionals,
and to policy-makers in workplaces or legislatures needing to
make or enforce decisions about drugs in the workplace.

The Challenges

In the United States, employer organizations such as the U.S.
Chamber of Commerce, the Conference Board, and the American
Management Association; labor organizations such as the AFL-CIO;
and government agencies such as the National Institute on Drug
Abuse have taken leadership positions on drug abuse in the
workplace. As Dr. Richard Lesher, President of the US Chamber of
Commerce, has said, "It is imperative that business people take
the lead in the campaign against drug abuse in our society...
Business people wield significant power and influence in their
communities. They are looked to for leadership in setting
standards  of personal behavior and particularly in public
affairs."

In the last three years, there has been an enormous increase in
the interest and involvement of American employers on this issue.
Countless conferences and seminars have been held; the business
press in the U.S. has been extremely active in disseminating
information about drug abuse; and many new programs have been
started.

One of the greatest influences was passage of the Anti-Drug Abuse
Act of 1986, and President Reagan's Executive Order establishing
a drug-free Federal workplace. In this Executive Order, the
President noted that "drug abuse is having serious adverse
effects upon a significant proportion of the national workforce,
and results in billions of dollars of lost productivity each
year." These events signaled the beginning of a national effort
to fight drug abuse in the workplace, a recognition that em-
ployers can have major impact on this social problem and that
they must act, out of their own economic interests.
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Federal funding for fighting drug abuse, including monies spe01f—
ically earmarked for workplace-based activities, has been in-
creased. In particular, the Office of Workplace Initiatives
(OWI) was established at the National Institute on Drug Abuse
(NIDA). OWI funds research, operates a toll-free Drug-~Free
Workplace Hotline (800/843-4971), develops educational progranms,
and consults with employers on drug testing. In September 1988,
OWI convened the first national conference on workplace drug
abuse research in Washington DC; a monograph based on the con-
ference will be published shortly.

There has been continued media attention to workplace drug abuse,
with cover stories in Time and Newsweek, numerous network tele-
vision programs, and coverage in the business press as well.

This media coverage has greatly raised the consciousness of
employers, workers and their families about drug abuse in the
workplace to a level never before achieved. Drugs in the work-
place are not new, of course, but our awareness of them and the
problems they cause is new.

Moreover, our society's attitudes about drugs and drug use are
changing. Through successful prevention programs such as the
"Just Say No" effort, we are raising the first generation of
children who as adolescents and adults may have what might be
called "positive negative attitudes" towards use of illegal
drugs. The deaths from cocaine abuse of such public figures as
athlete Len Bias have riveted our attention, and even such
phenomena as America's fitness and exercise craze have helped to
change public attitudes sharply.

According to a recent Conference Board study, the three top
social-economic concerns of Americans are: drug abuse, cost of
medical care and the Federal budget deficit. Given the enormous
financial costs of drug abuse, these three are even related in
certain ways. Such developing attitudes require that all levels
of society pay attention to the problems of drug abuse.

But what does this mean specifically for employers? Among the
many challenges employers face, here are some of the most signif-
icant ones:

* according to a research study conducted by the Research Tri-
angle Institute, drug abuse costs American employers $60 billion
a year, including lost productivity, health care costs, costs of
increased absenteeism and turnover, accidents, etc. The U.S.
Chamber of Commerce estimates it costs $7000 to replace someone
who leaves an organization because of alcohol or drug abuse.

* sometimes the losses come in large, dramatic chunks. In 1985,
an airline computer operator high on marijuana failed to load a
crucial tape onto an airline reservation system. This error cost

- the airline $18 million in the next eight hours.
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* more often, though, the losses come in a slower hemorrhage.
For instance, employers are becoming more aware of the greatly
increased health care costs of drug-abusing workers, which are
three to eight times greater than for non-abusing co-workers. 1Ip
an economy where General Motors spends more for health insurance
than for steel to build cars, this figure cannot be overlooked.

* gtatistics compiled by NIDA indicate that 10% to 23% of all
American workers have used illegal drugs on the job, and some 2%
to 5% are serious drug abusers. Getting high at work or coming
there high has become a common occurrence among workers from
factory assembly lines to the executive suite.

* at a time when American industry is struggling to maintain its
position in the world marketplace, worker drug abuse increases
absenteeism, tardiness, judgment and decision making, quality
control and other factors directly related to productivity. 1In
short, productivity suffers.

* industrial accidents attributable to drug abuse are on the
rise. From bus crashes in Los Angeles to train accidents in the
East, we are learning more all the time about how much at risk
drug abuse places both workers and the public. The railroad
industry alone has implicated substance abuse in at least 48
accidents from 1975 to 1984, involving 37 fatalities and 80
injuries.
* finally, the personal effects of drug abuse on workers and
their families are enormous, from deteriorated health, to finan-
cial difficulties, to stressed and failing relationships, to
early deaths due to overdoses or health complications of addic-
tion.

The Solutions
What are some possible solutions? How can American workplaces
respond to these challenges, including efforts by employers, by
unions, by government agencies and by workers and the local
community? Activities with great potential for impact include:
* Employee Assistance Programs
* written and widely promoted employer policies on drug abuse
* education and prevention programs based in the workplace

* drug testing programs, when used in conjunction with other
interventions
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* research on how workplace programs can be improved and imple-
mented more widely.

Many of these activities are not new, but have been re-examined
and re-shaped during the last three years, as a result of the new
emphasis on drugs in the workplace.

EAPs. Here are some facts about Employee Assistance Programs:

* some 10,000 to 12,000 EAPs currently exist in the U.S. All
kinds of workplaces have them -- General Motors, the Los Angeles
Dodgers, TV networks and film studios, universities and police
departments. Smaller workplaces are starting to band together in
consortia -- operated by city governments or business and in-
dustry associations.

* the Department of Labor estimates that the annual average cost
for an EAP ranges from $12 to $20 per employee.

* most of these programs include services for drug abuse.
Generally, the services offered include crisis intervention,
assessment and referral to inpatient and outpatient chemical
dependency programs, or to self-help groups modeled after AA.

* EAPs are becoming increasingly professionalized, through
special training programs and societies such as the Employee
Assistance Professionals Association (EAPA, foremerly ALMACA).
Major universities now offer training programs; certification
efforts are also beginning, including a national program EAPA
administers.

* 60% of employer-provided insurance covers drug abuse treatment,
permitting EAP referral to treatment programs. Insurance cover-
age is often inadequate, however -- many programs are "once in a
lifetime" benefits that don't respond well to the cyclical,
relapse-prone experience of most drug addicts, and few provide
adequate aftercare treatment.

* models for EAP drug treatment services, and data on cost-
effectiveness, are now being developed through research, much of
it involving active employer collaboration. Models for eval-
uation also are being developed, since evidence of cost-effec-
tiveness is critical to long-term survival of these programs.

Policy. This larger program needs to start with top management's
commitment to a drug abuse policy. Clearly stated values about

the use of illegal drugs, and about providing help for those with
drug abuse problems, are essential parts of such a policy. Also:

* an increasing number of American employers are now developing
or re-writing a drug abuse policy




* effective policy development requires worker participation in
reviewing and refining the policy

* review by legal and drug abuse experts also is essential

* once an employer has developed a policy, communication of it to
the workforce is essential -- through meetings, small groups, pay
check stuffers, memos, or videotape presentations

* resources for policy development and models from companies that
have done it well are now available.

Education and prevention. These policies need to be oriented not
just to workers who already have a drug abuse problem, but to
those who are at risk for future difficulties. And the broadest
workplace programs also address the issues of education and
prevention in the community of which the workplace is a part:

* referrals to rehabilitation triple in programs that combine
drug testing with education and prevention efforts, according to
the AMA study already cited

* many education programs now concentrate on producing "smart
supervisors" -- able to detect and intervene with drug abuse
problems early enough that assistance is likely to be effective--
if supervisors wait for the more obvious signs of performance
deterioration it is often too late

* worker education also is important -- learning about effects of
drugs and about how to get help; there are still many myths about
drugs, for instance that marijuana is not medically harmful

* education and prevention programs often use audiovisual media,
worker task forces, and family involvement strategies as well

* education and prevention programs are often tied in with the
workplace's health promotion efforts -- an integrated approach
that progressive companies like Wells Fargo Bank, Union Carbide
and others are using -- frequently integrated with their health
care cost containment activities as well.

To properly implement an EAP, drug testing program, or education
and prevention program, an employer needs to make three commit-
ments:

1 - Leadership - support from top management summarized in a
written policy

2 - Resources - the personnel and financial resources from within
the organization, and the community resources such as available
treatment facilities - to support the program

vi




3 - Strategic Planning - developing and implementing the program
using principles of strategic planning as they are used in the
corporate world, with an emphasis on employee participation.

The strategic planning process has been favored by large corpora-
tions, and increasingly by organizations of all sizes and types,
in the US in recent years. It pays attention to variables that
underlie successful organizational change, and implementing a
workplace drug abuse program inevitably requires significant
organizational change. The ten steps in strategic planning are:

1 - setting organizational drug policy
2 - developing a written program design
3 - conducting supervisory training

4 - setting up activities designed to identify workers with drug
abuse problems, including drug testing and outreach efforts

5 - developing workplace security components -- dealing with drug
trafficking in the workplace, for example

6 - devising assessment and referral components -- taking a drug
history anytime someone comes into an EAP, for example

7 - establishing counseling and treatment components

8 - developing follow-up program components -- case management is
essential especially for multiple addiction cases

9 - arranging record-keeping and program evaluation components

10 - establishing prevention and employee/family education
program components. '

Drug testing. Certainly the most controversial element of
workplace drug abuse programming in the US is drug testing. For
instance, the Department of Transportation just released sweeping
requirements for drug testing, which have provoked storms of
protest from unions, threats of lawsuits, and even some com-
plaints from employers. Challenges to test accuracy, questions
about invasion of privacy, and questions about how to use the
results of testing when it is done have all been raised. The
debate is far from over. Here are some findings from a recent
Bureau of Labor Statistics survey (January 1989) of 7,500 busi-
ness establishments:

* about 20% of the nation's private workers were employed in
establishments with some type of drug testing program.
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* the proportion of establishments with drug testing ranged from
1% for small employers (fewer than 10 employees) to 60% for large
employers (5,000 or more employees).

* the mining, communications, public utilities and transportation
industries were most likely to have drug testing.

* establishments with drug testing were most likely to test
current employees suspected of drug use (64%), but 25% of the
establishments had programs in which all employees were eligible
for testing.

* of the 950,000 employees tested in the 12 months preceding the
survey, 9% tested positive for drug abuse; of the 3.9 million job
applicants tested, 12% had positive test results.

Research. A number of research studies are currently being
conducted in both academic and field settings to better under-
stand how drug abuse programs in the workplace can be implemented
and/or improved. For instance:

* Dr. Paul Roman at the University of Georgia is studying how
human resource executives characterize and deal with substance
abuse in the workplace

* Dr. Andrea Foote at the University of Michigan is investigating
whether routine 2-year EAP followup affects client recovery and
relapse rates

* Dunlap and Associates in Washington DC is studying the extent
to which tractor-trailer drivers are operating with evidence of
drugs in their blood or urine

* the organizational costs and effectiveness of Utah Power &
Light's substance abuse program is being evaluated

* the relationship of certain job behaviors (e.g., accidents,
absenteeism) to substance abuse is being investigated at the
Georgia Power Company

Preliminary findings from some of these studies are presented in
abstracts in this volume, and a forthcoming monograph (mentioned
previously) on workplace drug abuse research from the National
Institute on Drug Abuse will provide a more comprehensive over-
view of these in-progress investigations.

The National Study of Workplace Drug Abuse Programs

The National Study of Workplace Drug Abuse Programs is a three-~
year study (1987-1989) of drug abuse services provided through
American Employee Assistance Programs, supported through the
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National Institute on Drug Abuse and the private sector. The
Study has two main objectives: (a) to develop data-based typ-
ologies of EAP drug abuse services and the organizational context
in which they occur; and (b) to identify and study emerging
issues that will significantly affect further service develop-
ment. The larger objective of this research program is to
increase understanding of EAP drug treatment services, recipients
of services, treatment models and contextual variables. Findings
can be used by NIDA, other Federal agencies, employers, EAP
professionals and treatment providers in developing EAP eval-
uation standards, model programs and program components, and
training standards/programs for EAP professionals. '

Study activities have included:

(1) a national survey questionnaire study of drug abuse services
in EAPs (N= 1238)

(2) a followup telephone interview study with EAP coordinators
(N = 201)

(3) a study of recent trends and developments in Los Angeles area
EAPs (N = 75)

(4) operation of a computer bulletin board, Drugs and the Work-

place (DAWP), based at UCLA's Drug Abuse Information and
Monitoring Project

(5) development of publications designed to meet targeted needs

of EAP professionals (e.g., a directory of EAP research and
one of EAP professional associations).

-Several documents abstracted in this volume report findings from
components of this study. Development of this abstract database
was undertaken by the National Study to provide better inter-
pretive support for its research. Overall findings from the
study will be reported in a book to be published in 1990 by

Quorum, Drugs, AIDS and Managed Care: Employee Assistance for
the 1990s.

The Future: New Challenges

Employers, EAP professionals and researchers will be grappling
with additional challenges related to workplace drug abuse in the
coming years. For instance:

1. AIDS Health Crisis - 31% of all AIDS cases are IV drug
abusers, and employers need to be much more involved than they
are now in dealing with this aspect of AIDS. At the Human
Interaction Research Institute, a research study of AIDS in the
workplace found virtually no employer programs targeted to AIDS
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and drug abuse, or programs that are targeted at minorities. Yet
in one recent study, the state of Maryland found that more than
50% of all its drug abusers were employed. Clearly there is an
"AIDS-drug abuse connection" and workplaces will need increas-
ingly to deal with this through new policies and targeted educa-
tional programs.

2. Managed Care - in continuing efforts to contain health care
costs, employers are frequently turning to outside consulting
firms to help them design managed care programs. How will EAPs
relate to these, and how will managed care affect services for
drug abusing employees?

3. Minorities - lifestyles and values surrounding drugs are
different for various minorities, and thus custom-tailored or
"targeted" workplace drug abuse programs are required to effec-
tively reach minority workers.

4. Small Employers - employers with fewer than 500 workers are
struggling to develop effective workplace drug abuse programs.
The White House Conference for a Drug-Free America's report
encourages chambers of commerce and other business and industry
associations to work in partnership with government agencies to
develop resources for the smaller employer, and these are much-
needed.

Future research reports, policy analyses and discussions will

help to illuminate how America needs to respond to this "next
generation" of challenges concerned with drugs in the workplace.

For more information contact:

Kirk O'Hara, PsyD

National Study of Workplace Drug Abuse Programs
Human Interaction Research Institute

1849 Sawtelle Boulevard, Suite 102

Los Angeles, CA 90025



HOW TO USE THIS BOOK

organization of Abstracts

The 312 abstracts have been organized in ascending chronological
order beginning with 1977 and ending with 1988. Within the date
of publication, the works are ordered by the principal author's
last name. An author index is found on pages 313-316. Complete
references are given to enable location of the source document.

Key Words

Key Words have been used to help readers locate the most per-
tinent articles for a given purpose. There are two categories of
key words:

* Type of Article. Five different types of articles have been
abstracted. A News Story is an article which reports current
events, without editorial comment. (These are mostly articles
from newspapers.) A Discussion goes beyond the actual event and
incorporates editorial comments and social implications on the
event or subject matter. A Review brings together the works of
different writers, with implications and ramifications drawn. A
Feature Article is a composition in a publication, such as a
business periodical, that doesn't regularly cover issues of drug
abuse in the workplace. A Research Study is a report of an
effort to gather empirical information on the topic; survey
research and experimental studies are two common examples.

The index for Type of Article key words is found on pages 317.

* Subject Content. Subject Content key words are used to des-
cribe the topical area of the publication. Since many works are
about more than one topic, many abstracts have more than one
Subject Content descriptor. Where appropriate, the type of
industry sector to which the article refers is given as the final
Subject Content key word. A total of 29 different key word
indicators have been used to describe the subject area of the
article, and a list of them follows on the next page.

The index for Subject Content key words are on pages 319-320.
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Employee Assistance Program
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Executive Addiction
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Health Care Cost Containment
Insurance
Labor
Legal Issues
Manufacturing
Prevalence
Program Design/Evaluation
Safety
Services
Small Business
Strategic Planning
Supervisory Training
Transportation
Utilities
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ABSTRACTS
1977 - 1988




Title: The Problem of Employee Drug Use and Remedial
Alternatives

Date: 1977

Author(s): Ken Jennings

Source: Personnel Journal, November, 554-560
Type of Article: Research Study

Subject Content: Employer Policy
Education and Prevention

Interviews conducted with 95 drug abusers once employed in
industry indicated that 50% (or 48) of the respondents sold drugs
to other employees. Other statistics reveal an increase in drug
use among workers as well as rising concern among management
about this problem. Whereas management concern about drug abuse
is well~documented, there are virtually no surveys indicating the
precise size of this problem for specific companies. The author
contends that this lack of published research is in part due to
possible adverse publicity which may result for companies.
Surveys also suggest that relatively few companies have
established substance abuse policies. One survey of 222
industrial firms found that only 18 of these firms have written
policies concerning drug abusers. A reason for this lack of
response might be that many companies do not know enough about
the problem to formulate an appropriate policy. Another reason
offered for lack of employer policies is the attitude that the
effects of drug problems are insignificant to overall
productivity. Drug testing as a means of detecting substance
abuse problems is discussed. Management appears concerned with
drug screening procedures because they are too time-consuming,
expensive and subject to analytical errors. Supervisors are also
considered to be a method of detection. Supervisors in some
firms are trained to look for symptoms of drug usage, while other
firms encourage supervisors to focus on observing changes in work
peformance behaviors that might be related to substance abuse.
Surveys indicate that 22% to 33% of company respondents report
that employee drug usage would result in automatic discharge.
Another approach to this problem chosen by employers is to
rehabilitate the employee. Rehabilitation efforts such as the
"business consortium" approach where companies pool funds to
establish a treatment and rehabilitation center are recommended.
One concern over rehabilitation programs is the level of
confidentiality that is possible. As for educational and
preventative efforts, the following two principles are stressed:
(1) the program must communicate within the context of a drug
using society; and (b) employee participation in these programs
must be encouraged.




Title: Developing an Occupational Drug Abuse Program

Date: 1978

Author(s): Mae Stephen
Robert Prentice

Source: Rockville, MD: National Institute on Drug Abuse, 94 pp.
Type of Article: Review

Subject Content: Employer Policy
Program Design/Evaluation

For those companies that may be interested in establishing drug
abuse programs, there has been little information available on
the procedures that might be followed, the types of programs that
may be effective, and the kinds of issues that need to be
confronted. This document was prepared to provide practical
guidelines for companies establishing drug abuse programs. Its
information is based on a review of relevant business and
professional literature, consultation with experts in
occupational programming, and onsite interviews with officials
and program staff at 15 companies and 2 unions with operating
drug abuse programs. The following four sections are contained
in the book: (1) a brief summary of studies that have attempted
to assess the extent and costs of employee drug use; (2) some
preliminary practical and conceptual issues that are important to
consider when assessing the basis of a drug abuse program; (3)
suggestions on components to be included when implementing a drug
abuse program; (4) basic program models designed to draw together
and formalize issues formerly discussed. Appendices provide
sample policy statements and individual program descriptions
which may serve as illustrations or examples, a list of drug
abuse program coordinators in each state, and a list of drug
abuse manpower training Regional Support Centers. A selected
annotated bibliography is included.



Title: Spirits and Demons at Work: Alcohol and Other Drugs on
the Job

Date: 1978

Author(s): Harrison M. Trice
Paul M. Roman

Source: New York: ILR Press, 268 pp.
Type of Article: Review

Subject Content: Education and Prevention
Employer Policy
Labor

This book focuses on the relation between the use and abuse of
mood~-altering substances and the performance of work roles. The
main premise is not that the solution of America’s drug problem
lies in the work world, but rather that the workplace may provide
a framework for prevention without opening debates about the
morality or appropriateness of drug use. In Chapter One, the
social aspects of alcohol use and abuse, the extent of these
problems in U.S. society, and some of the reasons why work
organizations should be concerned with control and intervention
are outlined. In Chapters Two and Three, a similar overview is
presented for illegal and legal drugs. Chapter Four focuses upon
risk factors, the characteristics of job roles which may make
alcohol or drug abuse particularly attractive to employees and
which provide them with opportunities for substance abuse to go.
unnoticed. Among job risk factors are low visibility, freedom to
set work hours, work addiction, occupational obsolescence and
severe role stress. Chapter Five focuses on the impact of
alcohol and drug abuse on specific behaviors, including the
relationship between such deviance and turnover, absenteeism and
accidents. Chapter Six describes typical reactions to alcohol
abuse in work organizations and outlines basic barriers to
intervention that are built into the supervisor’s role as well as
into the supervisor-subordinate relationship. Chapter Seven
highlights the fundamentals of the intervention strategy of
constructive confrontation. Chapter Eight emphasizes the
importance of union-management cooperation in policy program
development and implementation. The final chapter covers various
treatment resources for troubled employees. The authors hope to
reverse the trends of moving away from supervisor’s use of
constructive confrontation and towards referral to treatment
agencies. The rush to treatment, they contend, may deny the
employee the right to choose how to bring his or her performance
back into line. In addition, it circumvents a major preventative
opportunity and, reduces policy and program to little more than a
pipeline to a treatment agency.




Title: What Tests Can and Can’t Do

Date: 1980

Author(s): Pat Guy

Source: USA Today, November 10, p. 11
Type of Article: News Story

Subject Content: Drug Testing
Legal Issues

A survey of Fortune 500 companies showed that 18% use drug
testing and 20% are considering it. Another sign of interest in
drug testing issues was a conference in Washington D.C. on drug
and alcohol issues in the workplace that drew 300 people from 31
states. According to Peter Bensinger, former head of the U.S.
Drug Enforcement Agency, among drug users, absenteeism is 2.5
times greater, medical claims are 3 times higher and accidents 3
to 4 times more likely. Leading users of drug tests are
airlines, utilities and railroads, for which safety is paramount.
Among the firms using the tests are IBM, some General Motors
plants and Burlington Northern Railroad. Some drawbacks
regarding drug testing measures are mentioned. For instance, it
is not always possible to relate the results of a test which can
indicate marijuana use a month before testing to job performance.
Others call for an emphasis on prevention, rather than on drug
testing. As for legal issues, arbitrators have ruled both ways,
generally accepting the testing authority of management for
safety reasons. The biggest problem legally according to
attorney Alfred Klein is that results are being misinterpreted.
The accuracy of test results are also being questioned. A study
by the Centers for Disease Control found error rates in detecting
drugs in some labs as high as 100% and false positive rates as
high as 86%. It is recommended that companies doing testing
should set up a strict procedure to ensure that a specimen
actually belongs to the person identified as the donor and
occasionally to send blind samples to verify the laboratory’s
work. J. Michael Walsh of the National Institute on Drug Abuse
recommends that companies use the test as a diagnostic tool to
get workers into treatment and back on the job, instead of a
device for weeding out possible drug abusers.



Title: Employee Assistance Programs
Date: 1980

Author(s): Martin Shain
Judith Groenvald

Source: Lexington, MA: Lexington Books
Type of Article: Review

Subject Content: Employee Assistance Program ,
Executive Addiction

The major goal of this book is to engender debate about the
utility of the "ideal model" approach, which has become an
established part of the ideology of many who wish that industry,
business, and other employment sectors would opt for EAPs, and of
an influence group in the workplace which would like to
disseminate this model on a widespread basis. The authors
contend that in the long run such an approach may rigidify and
therefore render less useful a method which is of great value but
of which too much may be expected. In covering the theory and
philosophy of EAPs, the following four implications are
presented: (1) EAPs cannot be properly evaluated unless the
underlylng philosophy of their advocates is made clear; (2) if
the goal is assistance to impaired employees in recovering their
health and economic status, shifting the emphasis from managerlal
identification of problem employees to self-identification
through education may be desirable; (3) in disseminating EAP
approaches, a greater awareness of economic issues such as
workmen’s compensation and arbitration costs is needed; and (4)
it will be necessary to conceptualize the role of the EAP
consultant as that of an organizational change agent. The
following should be considered in evaluating EAPs: (1) the rate
and type of case finding; (2) the rate and type of case
disposition; and (3) the nature, quality and rates of desirable
and undesirable outcomes. The problems of treating executives
are discussed. Many reasons advanced for the current shortfalls
of EAP approaches for executives are underpinned by the lack of
constraints or coercive measures for them. Therefore, the normal
basis for identification and confrontation is structurally
weakened by the absence of sanction and anyone to apply it. For
executives, a health and lifestyle approach is recommended which
would emphasize health, fitness, well-being and consequent
efficiency. Preventative health programs are suggested as an
alternative approach to current EAP models, which may better meet
the objectives of those served by EAPs and other interested
parties.




Title: The Employee Assistance Program: Update for the 1980’s
Date: 1980

Author(s): James T. Wrich

Source: Center City, MN: Hazelden Educational Foudation
Type of Article: Review

Subject Content: Employee Assistance Program
Program Design/Evaluation

The dynamism of change in the occupational programs field is
reflected in the sheer numbers of new programs developed. One
NIAAA study shows that the number of Fortune 500 companies having
programs increased from 25% in 1972 to 57% in 1979. An employee
assistance program (EAP) will only incidentally improve the
performance of those employees who do not have serious personal
problems, but it can and does significantly and directly assist
troubled employees in dealing with their personal problems, thus
producing an acceptable level of performance. The following
outline is presented to cover procedures for implementing EAPs:
(1) major decisions must be made such as where the program should
start and how to develop a procedural outline for it; (2)
discussions should be conducted at the worksite concerning
problem identification and information gathering; (3) an
inventory of community services should be made; (4) minimum
standards for health care programs should be established; (5) a
survey of the employment setting should be taken; (6) a joint
implementation committee should be formed; and (7) an assessment
and referral resource should be designated. The author estimates
that the cost of helping all troubled employees under an EAP is
about one-tenth of what alcoholic employees will cost a company
that does not address the problem. In addition, data suggests
the EAP will prove to be the single most effective tool in
identifying and referring to care women with alcohol and drug
problems. The need for developing licenses and standards for
EAPs is stressed since the prestige of EAPs and chemical
dependency treatment will continue to be lower when compared to
other fields until credentialing or certification occurs.
Effectiveness of EAPs should be measured by the number of people
identified, referred to appropriate care, rehabilitated, and
returned to the job to function in a productive capacity. A
final chapter contains sample materials for implementation,
operation, and evaluation of EAPs. The author concludes by
reporting the results of an ALMACA study indicating agencies were
aware of the value of EAPs and that 72% felt these treatment
agencies were meeting the needs of their employees.




Title: EAPs: A Descriptive Survey of ASPA Members
Date: 1981

Author(s): Robert C. Ford
Frank S. McLaughlin

Source: Personnel Administrator, September, 29-35
Type of Article: Research Study

Subject Content: Employee Assistance Program .

Available literature provides little information on who uses an
EAP and what types of services are typically included in these
programs. There is also little data on how effective these
programs actually are. This study was undertaken to provide
descriptive data which would help managers evaluate the
usefulness of employee assistance programs in their
organizations. In cooperation with the Personnel Research
Committee of the American Society of Personnel Administration
(ASPA), a questionnaire was sent out to a random sample of 1,000
ASPA members. Responses were received from 504 (51% return rate)
members of whom 110 (21%) had an EAP. The data revealed several
findings concerning the characteristics of EAP users as well as
characteristics of EAPs. First, the survey indicates that there
is no reason to believe that the percentage of firms having EAPs
varies by industry. However, the data did reveal that
manufacturing organizations tended to lead the way in
implementing EAPs. The average age of workgroups in
organizations with EAPs was not different from the average age in
organizations without EAPs. However, it appears, the more
educated the workforce, the more likely an organization is to
have an EAP. Also, the more standardized the mode of production,
the more likely an organization is to have an EAP. Most EAPs
tended to be fairly young. Of those organizations reporting they
had an EAP, fully one third (33%) indicated their program had
been in existence one year or less. More than 50% of
organizations with EAPs indicated their programs were less than
four years old. Willingness to use EAPs is greater among workers
lower in the organizational ranks. Concerning program
effectiveness, drug abuse services had the highest effectiveness
rating. The next step in EAP research, according to the authors,
is to develop more sophisticated evaluation mechanisms.




Title: Contracting for EAP Services: A Guide to Making the Right
Choices

Date: 1981

Author(s): Richard T. Hellan
William J. Campbell

Source: Personnel Administrator, September, 49-51
Type of Article: Discussion

Subject Content: Employee Assistance Program
Program Design/Evaluation

Because of the abundance and variety of providers, companies
shopping for EAP services now have greater assurance of being
able to develop an EAP which meets their particular philosophy
and needs. Before contracting with a provider it is recommended
that employers clearly define what type of program they want to
offer and at what cost. When evaluating prospective EAP
providers, the following questions should be asked: What is the
quality of the counseling services and how comprehensive is the
approach? Will the EAP provide for assessment and referral only
or will it include short-term counseling? How will the program
be promoted? How will supervisors be trained to refer employees
to the program? With what frequency will the provider report to
management on employee use of the program? And, are there
specific mechanisms by which troubled employees can evaluate the
program without jeopardizing confidentiality? The latter is
important because it provides an additional way in which the
employer can evaluate cost-effectiveness of the EAP. Another
important area for assessment is fee structure. Questions to ask
in this area include how the fee structure is determined and what
sort of increases the employer can expect after the first year or
two. The philosophy of the EAP provider should be assessed
carefully to determine how well it fits the employer’s needs.
Image of the EAP is highlighted as a key factor which will
determine whether employees will seek out services. Generally
speaking, the provider’s offices, staff and quality of
promotional materials tend to reflect the EAP’s overall image.




Title: Beyond Contemporary Employee Assistance Programs
Date: 1981

Author(s): Robert W. Hollman

Source: Personnel Administrator, September, 37-41
Type of Article: Discussion

Subject Content: Employee Assistance Program
Education and Prevention

While contemporary EAPs represent positive responses to the
challenge of dealing with troubled employees, it seenm
short-sighted to view these as an "ultimate solution." The
following characteristics are cited as common to contemporary
EAPs: an overall philosophy of rehabilitation; a specialized
program approach focusing on specific areas such as drug abuse;
written policies stressing treatment and rehabilitation over
punitive measures; an emphasis on employee problems related to
job performance; a locus of responsibility centering on the
personnel or medical departments; a reactive rather than
proactive nature; professional assistance; and a short-run time
frame, usually up to a year. One limitation of most EAPs is that
they are treatment and symptom oriented, as opposed to focusing
on the individual or organizational root of employee problems.
Also, they tend to be reactive rather than preventative in
nature. Finally, a lack of integration with other areas of the
organization and with other related problems tends to occur in
EAPs. The author proposes a progressive approach for EAPs
including a shift of philosophy to rehabilitation and prevention,
a methodological change from narrow independent programs to
broad-based interdependent programs, the nature of activity would
shift to reactive and proactive, and the program’s test
perspective would involve the short-run and long-run. Within the
progressive approach, integrative and preventative dimensions
would emerge. The integrative dimension has the following three
major elements: (1) integration of the problem areas facing the
troubled employee; (2) integration of EAP activities with other
human resources management activities; and (3) integration of EAP
activities with other organizational programs. The preventative
dimension would include the following three forms of prevention:
(1) internal research such as EAP evaluation; (2) in-house
education; and (3) community involvement. The progressive
approach is aimed at building upon the strengths of current
programs while simultaneously reducing their limitation.




Title: The Workplace as a Setting for Drug Abuse Prevention
Date: 1981

Author(s): Louisa Messolonghites

Source: Prevention Resources, Winter, 1, 4
Type of Article: Review

Subject Content: Employee Assistance Program
Prevalence

Several studies of drugs in the workplace as early as 1970 show
that employees at every level abuse a wide variety of drugs. A
study published in 1970, conducted for the Research Institute of
America, showed that, in the New York City area, 90% of the
companies surveyed reported incidences of drug abuse on their
premises. Increased absenteeism, poor work performance, thefts,
higher insurance rates, and consequent costs of drug abuse ran
into millions of dollars. The Conference Board published a
report in 1974 indicating that drug abuse had become a problem in
31% of 800 large companies surveyed. This study found drug abuse
to be most prevalent in companies located in, or employing most
of their workforce, in cities of 100,000 population or more.

Drug abuse prevention in the workplace is an objective of some
broader-based EAPs and health promotion programs. The number of
health promotion programs has increased recently, yet is still
fairly small overall. One survey in 1980 cited as a "generous
estimate" the number of 600 health promotion programs among the
500,000 U.S. companies employing more than 100 persons. The
author notes that as prevention programs, EAPs clearly have
potential, but have essentially been associated with helping
employees with drinking problems that have affected their job
performance. EAPs are accessible to only a minority of American
workers. The 4,500 EAPs in existence in 1980 are only starting
to meet the drug abuse prevention and treatment needs for the
93.8 million civilians in the workforce. Consortia of EAPs for
groups of smaller employers are recommended. Figures are
presented to indicate the financial savings of substance abuse
programs. For example, Allis Chalmers reported that its
absenteeism rate attributed to substance abuse dropped from 8 to
3% after initiation of an EAP. For prevention, worksite programs
are highly recommended since the worksite is a place where strong
social support networks are available that encourage worker
participation.
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Title: Labor Perceptions of Drug Use and Drug Programs in the
Workplace

Date: 1981

Author(s): Paul D. Steele

Source: Journal of Drug Issues, 11(37), 279-292
Type of Article: Research Study

Subject Content: Prevalence
Education and Prevention
Labor

This study undertook survey interviews of 981 union members from
226 locals, the majority of which held some official office. The
survey covered topics concerning the perceptions of, degree, and
tendencies in drug use, the unions, management programs and
policies, and suggestions for dealing with drug usage in the
workplace. In general, the majority of respondents felt that
drug usage was more prevalent in the country as a whole than in
their own workplace. Participants perceived a growing
willingness on management’s part to hire employees with past drug
histories, yet indicated a lack of awareness of organizational
programs and policies that existed regarding education as an
alternative to termination. The largest number of suggestions
regarding how to deal with occupational drug usage concerned
educational programs aimed at the community and schools, and not -
at in-house counseling; suggestions were more directed at
education before one enters the workplace.
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Title: Survey of Industry and Government Programs to Combat Drug
and Alcohol Abuse

Date: 1982

Author(s): W. Altman
W. Brown.
et al.

Source: Washington D.C.: U.S. Nuclear Regulatory Commission, 42
pp.

Type of Article: Research Study

Subject Content: Prevalence
Employer Policy
Utilities

This report describes the results of an NRC Task Force survey of
the drug and alcohol programs of ten licensed nuclear utilities,
of two Federal agencies, and of two large corporations not in the
nuclear industry. The Task Force solicited and reports on
utility management views on the extent of the drug and alcohol
problem, company policies on the work-related use or possession
of alcohol or drugs, and utility management views on proposed NRC
regulatory initiatives which would address the drug and alcohol
question. The report also describes utility practices and
perceptions: the use of background investigation; psychological
tests; supervisory training and behavioral observation; employee
awareness programs; employee assistance and rehabilitation
programs; and the use of chemical tests and other measures to
detect drug and/or alcohol use. Non-nuclear programs reported on
are: Department of Defense, Federal Aviation Administration,
Kimberly~Clark Corporation, and General Motors Corporation. The
Task Force’s survey was limited generally to the better, more
comprehensive drug and alcohol programs and discussions with
corporate officials. The schedule for the survey did not permit
the gathering of data to determine the quantitative effectiveness
of the programs reported on, or of drug or alcohol programs in
the nuclear industry in general.
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Title: Drugs in the Workplace
Date: 1982

Author(s): Peter B. Bensinger

Source: Harvard Business Review, November/December, 48-50, 54,
56, 60

Type of Article: Discussion

Subject Content: Employer Policy

In 1981, drug use among a civilian workforce of some 108 million
may have cost employers $16.4 billion. According to Bensinger,
the use of drugs in the workplace is not a remote or isolated
phenomenon. Rather, it reflects national drug use patterns and
trends. The following suggestions are made to help companies
deal with substance abuse problems: (1) establish and
communicate a clear policy on drug use; (2) be sure to reinforce
the policy appropriately; (3) provide education and accurate
information to the workforce about drugs; (4) anticipate the
problems of drug abuse, so they won’t come as a surprise; (5)
maintain a good relationship with law enforcement; and (6) don’t
attempt to deal with the problem on your own--seek experienced
professional advice. In addition, Bensinger recommends that
management and unions should focus on the drug problem in their
negotiations to ensure that company drug policies and workplace
rules are not arbitrarily drawn up, but reflect the common
interests of the company and its employees. Finally, companies
should offer help to those employees with drug problems who are
willing to seek assistance.
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Title: Why Occupational Substance Abuse Programs?
Date: 1982

Author(s): Robert L. DuPont
Michelle Basen

Source: Rockville, MD: DuPont Associates, 38 pp.
Type of Article: Review

Subject Content: Education and Prevention
Program Design/Evaluation

Problems resulting from the use of alcohol and other psychoactive
dugs are among the most preventable of today’s health problems.
Alcohol and drug abuse programs based in the workplace are among
the most effective of all drug abuse and alcoholism programs.
Industrial substance abuse programs are growing because of
concern for both the well-being of the worker and the maintenance
of productivity. While employed people have lower rates of
alcohol and drug problems than do the unemployed, the extent of
the problem of substance abuse among the workforce is large.
Occupational programs are now based on constructive confrontation
(involuntary) and self-help (voluntary) models with a wide range
of programs including the use of health insurance benefits,
industry-based treatment programs, and most commonly, referral
from the workplace to community substance abuse treatment
resources. Future development of these programs should include
greater attention to research, an increased emphasis on -
prevention (as opposed to treatment), focus on the unique and
generally poorly served groups such as women, youth, and polydrug
users, and the extension of services not only to employees, but
to families as well. Integration of alcohol and drug abuse
prevention into an overall health promotion strategy offers great
hope of overcoming one of the key resistances to wider adoption
of these programs -- their past preoccupation with the
involuntary, confrontation approach. Finally, because of the
behavioral control issues raised by traditional industrial
substance abuse programs, it is essential that joint
union/management mechanisms be developed. This goal is
facilitated by the fact that the overt objectives of management
and unions for these programs are similar.
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Title: Substance Abuse in the Workplace
Date: 1982

Author(s): Herbert Freudenberger

Source: Contemporary Drug Problems, Summer, 243-250
Type of Article: Discussion

Subject Content: Employee Assistance Program

The values of modern society may contribute significantly to the
occurrence of substance abuse in the workplace. A three-step
process of identification, treatment and rehabilitation is
outlined for persons with drug abuse problems. As far as
identification is concerned, the author recommends that employers
look for signals by observing decreased job performance,
increased absenteeism and frequent illness. On the treatment and
rehabilitation phases, EAPs are considered to be the best
solution. The author encourages union support for EAPs. In
particular, alternatives can be explored for handling the
stresses of modern living and work, along with other health
promotion approaches.
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Title: Effect of Alcohol and Drug Abuse on Productivity

Date: 1982

Author(s): Gordon J. Humphrey

Source: Washington, D.C.: Joint hearings before the Subcommitte.
on Alcoholism and Drug Abuse, and the Subcommittee on
Employment and Productivity

Type of Article: Discussion

Subject Content: Employee Assistance Program
Health Care Cost Containment

The added price we pay for health care, costs of days away from
work and lost productivity as a result of drug addiction and
alcoholism is about the same as the amount requested by the
President to run the 400 programs in the Department of Health and
Human Services - $70 billion. Employees with a drinking or drug
problem are absent 16 times more than the average employee, have
an accident rate that is four times higher, use a third more
sickness benefits, and have five times more compensation claims
while on the job. From the 1944 inception of the first known
alcoholism program =-- in a major, multi-plant company by the
DuPont Corp. -- employee assistance programs have grown to over
5,000 programs nationwide serving 10.5 million workers. However,
less than 12 percent of all American workers have access to
employee assistance programs. The purpose of this congressional
hearing was to determine why the U.S. has not paid the proper
amount of attention to the substance abuse problem as it relates
to productivity, and how to encourage employers to take a more
active role in better defining and resolving this problem. Early
intervention through employee assistance programs is strongly
advocated.
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Title: Employee Assistance Today: Structure, Staffing and
Utilization

Date: 1982

Author(s): Susan Intveldt-Work

Source: Contemporary Drug Problems, Summer, 203-222
Type of Article: Research Study

Subject Content: Employee Assistance Program
Program Design/Evaluation

Today’s EAP, according to the findings of the survey reported
here, is most often an in~house, on-site program located in a
business or industry that employs over 5,000 people. Five
hundred EAP administrators were selected at random from the
registry of the ALMACA membership directory. Of those contacted,
365 (73%) returned usable questlonnalres. The typical program,
usually broad brush in focus, is company sponsored, with union
support. Its function is to train supervisors, identify troubled
employees, assess the nature of their problems, and make
referrals for treatment to appropriate community facilities. The
author adds that although this sketch describes the most commonly
structured program, diversity is characteristic of the field.
Some recommendations are made concerning staffing and training
implications for EAPs. First, persons who establish EAPs should
ensure staff diversity to the extent that company resources
allow. Factors to be considered are the proportion of women in
the company, the emphasis to be placed on drug and alcohol
problems, and the desirability of hiring mental health
professionals rather than paraprofessionals or persons with
business orientations. The survey also found that administrators

‘'with advanced degrees in mental health specialties performed some

job functions with greater frequency than did their counterparts
with non-mental health orientations. In addition, mental health
specialists seem to focus less on serving the alcoholic because
their professional training does not include coursework in
substance-abuse counseling. The author advocates the following
courses for EAP administrators or staff persons: an introductory
course in mental health in the workplace; a course in assessment
and referral; courses in counseling skills and in counseling the
substance abuser; a course in group dynamics and/or
organizational development; and a course in administration and
evaluation of mental health programs.
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Title: Human Services in Industry
Date: 1982

Author(s): Dale A. Masi

Source: Lexington, MA: Lexington Books, 247 pp.
Type of Article: Review

Subject Content: Employee Assistance Program '
Services
Small Business

The increase in involvement of human services in industry is
related to the convenience of bringing services to the location
where most people are, namely, the workplace. This book
concentrates on the strategies by which human services
professions such as social work can be appropriately introduced
into the worksite. In Chapter Five of this book, the author
covers occupational alcoholism (OA) and employee assistance
programs (EAPs). According to the author, 2,250 OA/EAPs exist
today. Some of the components every OA/EAP must contain are a
view of alcohol/drug abuse as a disease, the availability of
counseling, educational and referral resources, and strict
confidentiality. In addition, OA/EAPs may be structured inside
or outside workplaces, depending on the size and characteristics
of the company that initiates the program. For example, the
consortium or cooperative approach is recommended for smaller
employers (fewer than 1,000 employees). Some of the issues
regarding OA/EAPs that still require resolution are the need for
research and evaluation, the role of professionalism, the
necessity for confidentiality, the lack of executive
participation, the image of social work that many business people
have, and the need for controlled training for social workers who
work in OA/EAPs.




Title: Barriers to the Use of Constructive Confrontation Within
Employed Alcoholics

Date: 1982

Author(s): Paul M. Roman

Source: Journal of Drug Issues, Fall, 369-382
Type of Article: Review

Subject Content: Employee Assistance Program
Program Design/Evaluation

Constructive confrontation was originally the central strategy in
work-based programs to deal with problem drinking employees. The
broadening of these programs to employee assistance programs
(EAPs), coupled with the rapid growth and diffusion of EAPs in
all types of workplaces has been accompanied by the
medicalization of employee performance problems and the
professionalization of means for handling such problems. These
trends, together with certain ideologies based in organizational
management and value orientations of American society are
barriers to supervisory use of constructive confrontation,
according to the author. Data from a 1981 national survey of
external program consultants reveals continuing attitudinal
support for the use of constructive confrontation in dealing with
the troubled employee. Other attitudes reported by these
consultants point, however, to a strong need for specially
designed support systems that encourage supervisory use of
constructive confrontation.
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Title: Preventing Drug Abuse in the Workplace
Date: 1982

Author(s): Judith R. Vicary
Henry Resnik

Source: Rockville, MD: National Institute on Drug Abuse, 47 pp.
Type of Article: Review

Subject Content: Program Design/Evaluation
Employer Policy

This monograph is designed to help employers, employees,
managers, and union officials develop effective workplace
policies and programs to prevent drug and alcohol abuse and other
health problems. Specifically, it: (1) presents information
regarding the costs of drug and alcohol use in the workplace and
evidence of potential cost-savings to employers (both in dollars,
and human energies and aspirations that have resulted or may
result from introduction of different types of programs); (2)
describes the evolution of programs in the workplace, including
development of multi-problem area (or "broadbrush") programs and
the spectrum of options available from primary prevention to
treatment and rehabilitation; (3) analyzes issues to consider in
developing and implementing a primary prevention/early J
intervention program in the workplace. References are included.
The appendix provides sources of additional information about
drug abuse prevention and health promotion programs in the
workplace.
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Title: Guidelines for Developing an Employee Assistance Program
Date: 1982

Author(s): James T. Wrich

Source: Minnesota: AMA Management Briefing
Type of Article: Review

Subject Content: Employee Assistance Program
Program Design/Evaluation’

A survey taken in 1979 indicated that there were more than 5,000
employee assistance programs (EAPs) in the public and private
sectors, covering approximately 10 million workers. The
following three activities are depicted as essential to helping
troubled employees: (1) accurate assessment of the nature and
severity of the problem; (2) appropriate treatment; and (3) a
continuing recovery plan with regularly scheduled follow-up. The
EAP, according to the author, is an effective system for
identifying people who need care and motivating them to accept
it. The first chapter of this document discusses the roles of
the supervisor, labor, the family, physicians, and employees in
the EAP process. Next, procedures for implementing an EAP are
reviewed. Careful planning is urged since most program failures
occur in the first year where demands on program personnel are
the greatest. A survey of the employment setting is recommended,
as well as formation of a joint implementation committee '
representing management, the program consultants, and labor
unions when present. The third chapter divides cost factors
into: the cost of implementing the program, and the cost of
actually running the program. Finally, methods for evaluating
EAPs are covered. Evaluation outcomes can be placed in four
major categories: (1) access to and utilization of the program:;
(2) assessment and referral resource effectiveness; (3) treatment
results; and (4) changes in the severity or impact of the
employee’s problems in the workplace and in personal affairs.
Appendices include a sample EAP policy and a sample information
letter to employees.
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Title: Drugs in the Workplace
Date: 1983

Author(s): Sidney Cohen

Source: Drug Abuse and Alcoholism Newsletter, August, 1-3
Type of Article: Discussion

Subject Content: Cocaine
Drug Testing

Although every type of drug, including heroin and PCP has been
bought, sold and used during working hours, the principal
industrial drugs of concern are alcohol, marijuana and cocaine.
Statistics from a study conducted by Flrestone Tire and Rubber
Co. demonstrate the effects of drug use on workplace safety and
productivity. For instance, this study estimated that drug
abusing workers functioned at about 67 percent of this work
potential, and are 3-6 times as likely to be involved in a plant
accident than employees who do not use drugs. Some occupational
reasons given by workers using cocaine are also discussed.
Cocaine-abusing employees tend to seek the over-alertness,
hypervigilance, speeded-up thoughts and feelings of competency
that small amounts of the drug can provide. Even these amounts,
comments the author, can skew the fine tuning of judgement and
intricate decision making. Marijuana, studies have revealed, has
detrimental effects on memory and complex task performance. The
legal issues surrounding urine testing are highlighted.
Employers are warned to be aware of litigational vulnerability
resultlng from violations of contract or negligence actions due
to improper laboratory performance. A number of suggestions on
how employers can avoid legal problems are presented, including
monitoring of laboratory procedures, thorough documentation and
notification of procedures and policies to employees, as well as
demonstrating a relationship between drug abuse and its negative
impact on job performance.
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Title: Alcohol and Drugs: Issues in the Workplace
Date: 1983

Author(s): Tia S. Denenberg
R. V. Denenberg

Source: Washington, D.C.: The Bureau of National Affairs, 201
pp.

Type of Article: Review

Subject Content: Legal Issues
Employee Assistance Program
Labor

The economic damage of substance abuse in the workplace in terms
of lost productivity and medical expenditures is enormous: more
than $100 billion annually, according to some estimates. This
book is intended to meet the need for a full discussion of the
important industrial relations issues raised by the impact of
alcohol and drugs upon the workplace. The first chapter is
concerned with disciplinary infractions by employees who are
regarded as alcoholics. The second chapter discusses discipline
or discharge for conduct related to drugs. Chapter three details
the potential impact of an employee assistance program on the
handling of cases which involve either alcohol or drugs; and
Chapter four analyzes the strands of proof and evidence in both
cases. Chapter five takes up the medical and technical questions
often presented by alcohol cases, while the sixth chapter does
the same for drugs. In the seventh and eighth chapters, the
application of employer rules and the impact of the collective
bargaining agreement respectively are examined in relation to
both alcohol and drugs. According to the authors, a review of
the history of alcohol and drug arbitration argues powerfully for
joint approaches to the problem through the collective bargaining
agreement.




Title: Providing Consultation to Corporate EAPs - The Time Is
Right

Date: 1983

Author(s): Ron Holman
Mindy Zasloff

Source: Consultation, Winter, 19-33
Type of Article: Discussion

Subject Content: Employee Assistance Program
: Program Design/Evaluation

Ultimately, employee assistance programs (EAPs) can help
employees and employers if developed and implemented correctly.
Ron Holman, an outside EAP consultant, and Mindy Zasloff, a
corporate executive supervising an EAP, discuss the various
aspects of implementing an employee assistance program in a large
organization from both an internal and external perspective. The
following four barriers to setting up an EAP are highlighted:

(1) ignorance by EAP consultants of the reality of the workplace;
(2) lack of direct experience with employee problems such as
substance abuse by EAP operations; (3) inadequate development of
program components; and (4) a "constant sell" by EAP consultants.
Some criteria for evaluating prospective EAP consultants are
presented. Also, a plan for different pricing strategies of EAPs
is provided. The authors include some case studies of typical
employee problems faced by EAP counselors. It is stressed that
EAPs should be viewed as a legitimate fringe benefit for all
employees. Both authors contend that EAPs will, in the future,
expand their services to all areas related to human resources.
Holman also predicts that outside EAP consultants will become the
.preferred vehicle for EAP service due to their flexibility, and
the benefits of having an extra-organizational atmosphere for
employees using these services.
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Title: Employee Assistance and Counseling Programs: Help for
Employees . . . High Returns for the Company

Date: 1983

Author(s): Roy L. Leavitt
Susan MacDonald

Source: New York: Community Council of Greater New York, 71 pp.
Type of Article: Review

Subject Content: Employee Assistance Program
Program Design/Evaluation
Small Business

Employee assistance and counseling programs are here to stay
because both employers and employees find that these programs
meet their needs. This booklet contains the proceedings of a
research utilization workshop on employer-sponsored human
services held by the Community Council of Greater New York. The
stated purpose of this organization is to provide a community
linkage between researchers and decision makers in the community
aimed at improving services to people with need. The first
section presents research findings on EAPs as well as some
examples of successful programs. Some conclusions about EAPs,
obtained from studies of Utah Power and Light’s CONSULT Program
and AT&T’s employee assistance program, are presented: (1)
counseling programs are most successful in attracting employees
who have many years of service to the company, and who are,
therefore, among employer’s most valued employees; (2) most

employees who use counseling programs have personal problens; (3)

counseling programs improve the work performance of employees who
use them; and (4) employee counseling programs can provide
savings to companies by reducing the costs associated with
turnover and replacement, absenteeism, accidents and disability
payment. In addition, one chapter discusses EAPs from a small
business perspective, which points to the necessity of
discovering accurate program information (eg. costs to implement
EAPs for small businesses). The second component of the workshop
was a poster session of ten successful operating EAP programs.
Managers of these programs provided descriptive information.
Appendices detailing workshop presentations and evaluations are
included. This project marked a departure in target groups for
the community council which usually deals with lay and
professional leaders of New York City’s human service system.
Instead, this workshop was aimed at transferring information to
New York City companies with 100 to 1,000 employees.




Title: How Drugs Sap the Nation’s Strength
Date: 1983

Author(s): S. McBee
S. Peterson

Source: U.S. News & World Report, May 16, pp. 55-60
Type of Article: Feature Article

Subject Content: Prevalence
Drug Trafficking
Entertainment/Lodging

Drug abuse in the United States has penetrated practically all
levels of society including schools and the workplace.
Demographic statistics concerning drug use are presented
including comparisons with other countries. Drug abuse in the
workplace is illustrated with several examples of problens
experienced by American companies. The detrimental aspects of
drug use on the educational system also is depicted. The article
next covers the difficulties involved in curbing the amount of
drug trafficking in the U.S. Self-help groups such as Cocaine
Anonymous are highlighted along with the services for drug
abusers offered through employee assistance programs. The author
then analyzes the debate about the effects of the media and the
entertainment industry on the drug problem. Finally, a dramatic
case study of a cocaine addict is presented. '
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Title: Developing an EAP Within a Clinical Practice
Date: 1983

Author(s): Jack D. McInroy
Scott G. Howard

Source: In D. A. Keller & L. G. Ritt (Eds.), Innovations in
clinical practice: A source book (pp. 353-364).
Sarasota, FL: Professional Resource Exchange

Type of Article: Discussion

Subject Content: Employee Assistance Program
Program Design/Evaluation

It is estimated that over 5,000 companies in the United States
have developed EAPs to meet specific needs of both the employer
and worker. This article focuses on methods for clinical
practitioners who are involved in developing EAPs. Forming a
multidisciplinary group consisting of psychologists, doctoral
candidates in psychology, social workers and consulting
psychiatrists is recommended. The multidisciplinary group
provides the following benefits, according to the authors: (1)
it offers the availability of many different types of therapy to
better serve clients; (2) fees reflect the experience and
educational attainment of each therapist, thereby offering a
multilevel fee structure; (3) both male and female therapists can
be made available; (4) co-therapists for family and marital
therapy are easily provided; (5) a group of therapists can more
easily cover evening and weekend calls than one person; and (6)
the group can meet for supervision and consultation weekly,
insuring good quality of service as well as meeting the legal
requirements for supervision. The following recommendations are
made for marketing an EAP: evaluating the competition, targeting
the size of the business, developing marketing brochures,
contacting and follow~up with potential client organizations,
becoming acquainted with referral groups and agencies and
becoming an affiliate to a national EAP firm. The EAP
practitioner must also determine the cost effectiveness of
services provided.
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Title: Failures in Prevention: Why We Can’t Prevent the
Devastating Effect of Alcoholism and Drug Abuse

Date: 1983

Author(s): Peter E. Nathan

Source: American Psychologist, April, 459-467
Type of Article: Discussion

Subject Content: Education and Prevention

A review of alcoholism and drug abuse prevention efforts on the
Federal, State and local levels reveals the following: (1)
prevention has ranked the lowest among all alcoholism and drug
dependence funding priorities established by the U.S. government;
(2) prevention is an infrequent component of employee assistance
programs in industry, despite its proven favorable cost-benefit
ratio; (3) prevention activities directed to groups at risk for
alcoholism--among them women, youth, minority groups and the
elderly--have increased in number, but failed to yield reduction
in drinking rates by target groups; (4) although drunk driving
and fetal alcohol syndrome are now recognized as major public
health problems and have begun to be serious targets for
prevention, debilitating disagreement interferes with efforts to
prevent drunk driving, and the incidence of fetal alcohol
syndrome remains unconscionably high.
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Title: Danger Signal: Alcohol and Drug Abuse by Railway Crewmen
Poses Threat to Safety

Date: 1983

Author(s): Bill Paul

Source: The Wall Street Journal, August 16, pp. 1, 20
Type of Article: News Story

Subject Content: Safety
Education and Prevention
Transportation

Given the one million carloads of hazardous material moved each
year by the major U.S. railroads, few industrial problems pose as
great a threat to public safety as alcohol and drug abuse. Last
September in Livingston LA, a freight train derailed, and two
tank cars carrying chemicals exploded and burned. About 3,000
people who lived within five miles of the accident site had to be
evacuated for up to two weeks. The National Transportation
Safety Board found that a contributing cause of the accident was
the engineer’s alcohol impairment. Also, another example: a
commuter train carrying 300 people was about to pull out of Union
Station in Washington D.C. when a supervisor, by chance, noticed
that the engineer appeared to be drunk. A hospital test found
that he had a blood-alcohol level of 0.22%. Several railroad
companies, such as Union Pacific, are trying to cope with the
problem through education and counseling efforts. Others are
calling for stricter regulations from Federal agencies such as
the Federal Railroad Administration. Of the 23 alcoholics and
drug abusers interviewed for this article, most don’t think
punishment or education, or even a combination of both will solve
the problem. These abusers, who now are in counseling prograns,
say that the real answer lies in changing the nature of the work
itself. They want unions and management to eliminate irregular
workhours, the long layovers in isolated places far from homne,
and the lack of direct supervision. Railroad unions tend to
support measures aimed at rehabilitation for substance abusing
workers over direct punishment.
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Title: Surveying EAPs in Community Mental Health Centers
Date: 1983

Author(s): Laurie Poul

Source: Consultation, Winter, 44-46
Type of Article: Research Study

Subject Content: Employee Assistance Program

Employee assistance programs (EAPs) can contribute to the
financial viability of community mental health centers while at
the same time providing a much needed service to employers and
employees, a study recently conducted by the National Council of
Community Mental Health Centers (NCCMHC) indicates. The study
involved a telephone survey of NCCMHC member centers, and the
analysis was completed under a professional services contract
from the National Institute of Mental Health (NIMH). A total of
544 (82%) centers participated in the study. Of that number, 155
(28%) currently have in place active employee assistance
programs; 343 (63%) presently have no such initiative ongoing
with outside organizations; 26 (5%) are developing an EAP, but
currently have no contracts for these services; and 20 (4%) have
other types of initiatives with outside organizations. Centers
that do not plan to establish EAPs offered a variety of
explanations. The most frequently cited reasons were funding
problems, high start-up costs, inadequate staffing, a depressed
economy resulting in a deteriorating industrial base and high
unemployment rates.
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Title: American Productivity: The Devastating Effect of
Alcoholism and Drug Abuse

Date: 1983

Author(s): Dan Quayle

Source: American Psychologist, April, 454-458°
Type of Article: Discussion

Subject Content: Prevalence
Employee Assistance Program

The cost to our society of alcohol and drug abuse in both
financial and social terms is devastating. It is estimated that
3-7% of the more than 100 million people currently employed use
some form of illicit drug, ranging from marijuana to heroin, on a
daily basis. Employees with a drinking or drug problem are
absent 16 times more than the average employee, have an accident
rate that is 4 times greater, use a third more sickness benefits,
and have 5 times more compensation claims while on the job.
Forty percent of industrial fatalities and 47% of industrial
injuries can be traced to alcohol abuse. Many employers appear
to be unaware of their own company’s problems with substance
abuse. Studies reveal that 50% of the executives from leading
insurance, banking, transportation and financial organizations
believe that alcohol and drug abuse was "not really a problem"
for their organization. Only 1.8% perceived it to be a "very
serious problem". However, in the past decade, a number of
employers have adopted employee assistance programs (EAPs) to
counteract the financial impact that substance abuse has had in
the workplace. EAPs have demonstrated dramatic benefits such as
recovery rates for employees referred to EAPs in the ranges of
50-90%. For every dollar invested in EAPs, employers realize
returns ranging from $2 to $20. Although EAPs have been
demonstrated to be successful, only 12% of all American workers
have an EAP available to them. Among the reasons for employers’
reluctance to start EAPs are: a belief that the EAP will not
really make a difference; the assumption that the company does
not have an employee substance abuse problem; the stigma
associated with alcoholism and drug abuse; and absence of a way
to finance treatment. Employers who have adopted EAPs cite the
following reasons for doing so: corporate social responsibility;
evidence of drinking or drug problems; indications of poor work
performance; expected savings; and pressure and support from the
union. Employers are encouraged to see the long term benefits,

both financial and societal, to adopting EAPs despite some short
term barriers.
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Title: Drug and Alcohol Abuse: Bases for EAPs in the Nuclear
Utility Industry

Date: 1983
Author(s): L. R. Radford
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et al.

Source: Washington, D.C.: U.S. Nuclear Regulatory Commission,
122 pp.

Type of Article: Research Study

Subject Content: Prevalence
Employee Assistance Program
Utilities

The nuclear utility industry, like all other industries,

| recognizes that some alcohol and drug abuse problems exist among
| its personnel. However, their estimates for alcohol abuse are

| much lower than the general population and general workforce
estimates, and estimates provided by representatives from
Seattle—area, non-nuclear industries. Eight representatives of
nuclear utilities agreed to be interviewed about drug and alcohol
abuse at their plants out of 40 representatives who were
contacted as part of the nuclear utility industry telephone
survey. The representatives stated that they were aware of few
drug-related problems at their plants. Five of six
representatives who estimated alcohol abuse prevalence, estimated
that less than 3% of the employees had alcohol abuse problens;
the other representatives estimated that prevalence rate might be
as high as 9%. Regardless of the actual prevalence rates in the
nuclear utilities industry, the problems caused by drug and
alcohol abuse in other industries and the usefulness of employee
assistance programs in overcoming these problems suggest that
such programs are needed in the nuclear industry as well.
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Title: A Survey of Drug Abuse in Organizations
Date: 1983

Author(s): James W. Schreier

Source: Personnel Journal, June, 478-484
Type of Article: Research Study

Subject Content: Prevalence
Employer Policy

Over 80% of the organizations surveyed by the author in this
research reported direct encounters with drug abuse problens,
which marks a substantial increase over the 50% reported in 1976.
This survey is the latest of three Schreier has conducted over
the past ten years, each covering manufacturing, service and
non-profit firms. Results from the survey (done by mailed
questionnaires) indicate that (1) management perceives the
problem of alcohol and drug abuse in the workplace as
increasingly serious; (2) managers still believe that the problem
is more serious in OTHER organizations than in their own; and (3)
there is an increasing incidence of drug abuse problems among '
women, especially as compared with 1976 survey findings.

Schreier also provides a list of problems that managers have
encountered with policy development and program implementation.
Survey responses point to the relative failure of employee
assistance programs to curb drug abuse in the workplace. Some
suggestions are made as to how top management can work towards
more effective solutions to drug abuse problems among workers.
This longitudinal study vividly mirrors the growing concern or
organizations with employee drug abuse problems in the 1980s, and
suggests some possible solutions.
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Title: Community Mental Health Centers and Industry: Discussions
with Some Key Informants

Date: 1983
Author(s): Andrea G. Sodano

J. Richard Woy

Source: In S. L. White (Ed.), Advances in occupational health
(pp. 75-83). San Francisco: Jossey-Bass

Type of Article: Research Study

o

Subject Content: Employee Assistance Program
Services

Can community mental health centers and industry form viable and
useful partnerships? In order to answer this question, an
informal study of 22 people representing industry, the federal
government, unions, private entrepreneurs, community mental
health centers and academia was conducted. In general, results
indicate that further development of partnerships between
community mental health programs and industry is both desirable
and feasible. A number of barriers to such collaborations were
presented including 16 dramatically different orientations of
industry and mental health, the image of community mental health
centers in the private sector and potential conflicts of interest
in publicly subsidized programs actively competing with private
providers in marketing EAP services to industry. The following
two main strategies were proposed to assist in the collaboration
process: aggressive outreach by Community Mental Health Centers
(CMHC) to industry; and developing positive relationships with
unions and industry by involving them in mental health affairs
and educating them about mental health issues and their impact on -
work and life. A method of implementing this latter strategy _ i
would be to add industry people to a Center’s board, establishing ‘
an advisory board drawn from industry to the EAP, or asking
retired executives to volunteer to consult to the mental health
center. The findings of the survey also suggest the need for a
certain amount of caré in formulating goals and planning, and
implementing programs in this area. In addition, the respondents
urged careful consideration of the balance between development of
programming in industry and continuing emphasis on services and
target groups traditionally associated with the community mental »
health movement. : i
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Title: Evaluating EAPs: A Sourcebook for Administrators and
Counselors

Date: 1983

Author(s): Jerry Spicer
Patricia Owen
David Levine

Source: Center City, MN: Hazelden, 100 pp.
Type of Article: Review

Subject Content: Employee Assistance Program
Program Design/Evaluation

There is little published evaluative literature on the
broad-brush employee assistance program and what has been made
public often lacks research sophistication. The authors attempt
to evaluate several dimensions of EAPs including who uses them,
for what reasons, and to what extent they are demonstrated to be
effective. The following conclusions are made about EAPs: (1)
there are many troubled employees in the workforce, and this
number exceeds the number using EAPs; (2) alcoholism in the
workplace is clearly a major problem; (3) the rate of troubled
employees and types of problems they have varies by employer and
occupational group; (4) the majority of employer costs due to
troubled employees is probably incurred by a minority of all
troubled employees; (5) employees with alcohol and drug problems
will use a broad brush EAP; (6) training and written materials
can be effectively used to inform employees; (7) concern about
confidentiality is a primary reason for NOT using an EAP; (8)
employees’ job performance and personal problems can improve
following help from an EAP; (9) the majority of employees believe
that an EAP is a valuable benefit and will support such a
program; and (10) personal problems do impair job performance,
but often in ways not easily quantified, such as efficiency and
concentration. The authors note that the current evaluations of
EAPs have shortcomings especially in the area of methodology.
Cross-validating EAP evaluation studies is recommended.
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Title: Employer’s Guide to the Employment of Former Drug and
Alcohol Abusers

Date: 1983

Author(s): N/A

Source: Washington D.C.: National Institute on Drug Abuse
Type of Article: Discussion

Subject Content: Legal Issues
Employer Policy

Alcoholism and drug abuse are acknowledged as treatable diseases
by the American Medical Association, the American Psychological
Association, and the many employers who have established employee
assistance programs. This booklet provides accurate information
to employers about Federal and State laws affecting the hiring of
persons with substance abuse histories. It also contains
practical information, based on medical and empirical studies,
about the ability of former drug and alcohol abusers to perform
as reliable and competent employees. After explicitly covering
laws relevant to employers hiring former substance abusers, the
booklet outlines the potential benefits that hiring these
recovering workers may offer. References are included. This
guide is quite useful for employers that are in a position to
hire former drug and alcohol abusers.
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Title: How Two Companies Curb Drug Abuse
Date: 1983

Author(s): N/A

Source: Occupational Hazards, April, 93-96
Type of Article: Discussion

Subject Content: Employee Assistance Program
Supervisory Training
Manufacturing/Utilities

Drug abuse cost employers an estimated $16.4 billion in 1981,
according to a study conducted by the Research Triangle
Institute. Recently, companies have developed employee
assistance programs (EAP’s) to spot early-on those employees with
alcohol or drug abuse problems. Some of the benefits of these
EAPs have been less absenteeism, increased productivity, fewer on
and off the job accidents, and less frequent use of medical
benefits. A report of some of the most commonly used drugs and
their effects is presented. A survey of Fortune 500 companies
shows that 57% have instituted EAPs. The authors examined the
EAPs at General Motors and American Telephone and Telegraph to
illustrate the methods and impact of these programs. GM’s EAP
started as an alcoholism recovery program in 1972. It has
expanded to include drug abuse and other problems that interfere
with job performance. GM completed a two-year study which showed
that workers helped by the programs cut their absenteeism rates,
reduced use of medical benefits, and increased productivity. As
a result, GM got a return of $3 for every $1 invested in the
assistance program. AT&T’s EAP deals with a variety of medical
and behavioral problems including drug and alcohol abuse. AT&T
conducted a study of 150 employees referred to the EAP. The
study findings showed that the total number of on-the-job
accidents dropped from 36 before the EAP referral to five, two
years later. In this single category, the company saved over
$100,000. Both companies have issued strongly stated drug abuse
policies supported by management. Also, both companies stress
that training line supervisors to identify troubled employers is
essential to the success of their EAPs. An emphasis is placed on
supervisors regarding their role in the EAP referral process as
one of monitoring job performance and taking appropriate action
to correct performance problems.
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