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EAPA is keeping apace with an EAP profession on the move and has fine-tuned its popular Subject Search
Catalog. The new listings, shown in the menu below, are consistent with the newly revised Content Areas
that constitute the CEAP Scope of Practice. Subject searches consist of a collection of journal articles, book
chapters, brochures, pamphlets, ect. which provide informtion in a given topic.

Here’s how to order: Mark the boxes to the left of the titles you want. Make a check payable to “EAPA”
for the total amount of your order, based on the prices shown to the right of each title. Mail the form with

d‘\“
W
o

your check or purchase order to: EAPA, 4601 N. Fairfax Drive, Suite 1001, Arlington, VA 22203.
Advance payment is required, but telephone orders will be accepted if they are billed to American

Express, Master Card or Visa. Telephone: (703) 522-6272.
MEMBER NONMEMBER

TITLE PRICE PRICE

Work Organizations
(] Cultural Diversity ........... $11.00 $16.50
(1 Labor/Management

Programs ........cccovvvinnen. 14.00  21.00
Human Resources Management
U] Career Development/

Competencies ................ $17.00 $25.50
L] Fitness For Duty ............. 20.00  30.00
L] )ob LOSS weevveeerererienrrenenn 14.00 21.00
[J Knox-Keene ........ccoceene.. 5.00 7.50
O Legislation ......ccccevrureenee. 15.00 22.50
[J Managed Care ............... 24,00  36.00
U Work and Family ........... 21.00 31.50
[ Worksite Wellness/Health

Promotion .........cceuennen. 20.00 30.00
EAP Policy and Administration
0] Confidentiality ............... $9.00 $13.50
-[JEAPs and Small Business/

Consortia .....coovviriiienne 7.00 10.50
(] Contracting: Pricing &

SERVIGES, . museeersrmgems e 5.00 7.50
(] Cost-Benefit Analysis/

Effectiveness .........c....... 25.00  37.50
L] EAP Internal/External ...... 7.00 10.50
[J EAP Models/Essential

Ingredients .........cceeennne 18.00  27.00
LJEAP History and Overview ~ 12.00  18.00
LT ELhiCS wovveereereeeecvircniraen 9.00 13.50
[J Evaluation Benchmarks .. 33.00 49.50
L) Marketing ....c.ceevcecrennen 8.00 12.00
[ Supervisory Programming 13.00  19.50
EAP Direct Services
U Critical Incident Stress

Debriefing ......cccocevueunene $48.00 $72.00
[J EAP/Chemical Dependency

Assessment ..., 13.50 19.50
L Prevention .....c.ccevvveeencns 16.00  24.00

Chemical Dependency and Other Addictions

(] Aftercare/Relapse Prevention $9.00 $13.50
(0 Co-Dependency ............. 6.00 9.00
0] Drug-Testing .....ccocvenenee. 19.00  28.50

Personal and Psychological Problems

$17.00 $25.50
16.00  24.00

[J AIDS and the Workplace
[ Stress: Job Related..........

MEMBER NONMEMBER

TITLE PRICE PRICE
Also of Interest
LJEAPs in Higher Education $9.00 $13.50
[JEAPs in School Systems .. 8.00 12.00
[J Troubled Health Care
Providers .....cccccverveenen 10.00 15.00
0 Troubled Professionals/
Executives.......cccovvennnn, 9.00 13.50
Sub-Total .......
Virginia Residents .......
Add 4.5% Sales Tax .......
Total .......
Please charge to my:
[J American Express [JVisa  [JMasterCard

Card No. U OO0OO0OOOOOO0DLOGCO

Exp. Date: L1100
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Name

Organization

Address

Telephone

Membership Category

Prices are good through June 30, 1993.
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EDITOR'S COMMENT

ANY WAY YOU SLICE IT, the standoff
in Waco, Texas between the Bureau of
Alcohol, Tobacco and Firearms and the
Branch Davidians was (or is, at this
writing) a human tragedy. It was seren-
dipitous, though, that EAPA's scheduled
editorial theme of cult groups and gangs
coincided with the event. Our featured
coverage this month explains the causes
of the gang and cult phenomena and
includes interviews with people who are “on the street” and
dealing with the social fallout. Our coverage also includes
guidance on counseling the parents of adolescents who are
under the influence of cults or gangs. As experts told the
Exchange, gangs and cults (including occult groups) appear
to be gaining a greater foothold in American society, so
these two “social ills” may start poring into EAP caseloads,
if they are not already.

THE INITIAL ENTRY of a new column-—Allies in the Work-
place—begins in this issue. You’ll find iteach month inside
the back cover. Two experts in vocational rehabilitation
describe the how’s, who's and wherefore’s of VR, and the
common interests it shares with EAPs.

This new column replaces “The Business Page,” which
enjoyed a successful run of three years and 11 months and

Tying an
event with a
social concern

helped employee assistance profession-
als sharpen their business acumen. Our
goal with “Allies in the Workplace” is to
help you become a more valuable orga-
nizational asset.

A SMATTERING OF ARTICLES about
EAPA personalities, events and new
developments is also interspersed
throughout these pages. Coverage in-
cludes: the last of a two-part article with President Sandra
Turner, who imparts her views about the state of affairs in the
employee assistance field; a biographical sketch of Vice
President George Cobbs, with a second piece about his
views on the MRO function; a photo recap of the 3rd Public
Policy Conference; testimony by EAPA before the U.S.
Department of Transportation; information about the 1993
Annual Conference and Eastern District Conference; a fea-
ture about the Houston Chapter; and an announcement
about a new EAPA-sponsored training course.

These are big doings that you need to know about, so
keep reading!
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FROM THE
C.0.0.

Being Family-Friendly

by Michael L. Benjamin
Chief Operating Officer

keynote speaker for the EAPA

South Florida Chapter confer-
ence, which had the theme, “Being
Family Friendly Makes $en$e.” Co-
sponsored by the Gold Coast Chapter,
the conference’s goal was to identify
ways for EAPs to utilize the family as a
powerful resource for business growth
and development.

My presentation focused on the
financial value of families as resources
for bringing about positive changes
among employees on the job, as well
as including the family in the EAP
Scope of Practice. | also addressed the
changing demographics in the work-
place and how those changes have
enhanced the EAP’s role in the evolu-
tion of work-family programming.

Significantly, the work environment
is currently undergoing tremendous
change. To begin with, there is an
ever-increasing number of families in
which both parents are in the work
force, either by choice or by necessity.
For example, 58% of mothers whose
youngest child is under six years old,
and almost 75% of mothers whose
youngest child is between six and 17
years old, are in the work force. Addi-
tionally, 70% of employed mothers
work full-time. According to the Bu-
reau of Labor Statistics, almost 50% of
the work force is female. Atthe same
time, a recent study by Women's Policy
Research reveals that working women
who bear or adopt children lose earn-
ings of $31 billion annually.

I- ast month | was invited to be the

By Popular
Demand!

The EAPA Job Bank is

here! Look for our special
application form in the May
Exchange or call EAPA at
(703) 522-6272 today.

In addition to these dramatic statis-
tics, other significant changes in the
American family are occurring, in-
cluding the following: more than 16
million children in America—one in
four—live with only one parent, usu-
ally the mother; each year more than
one million children are affected by
their parents’ separation of divorce;
and, each year more than one million
babies are born to unmarried mothers.
Thus, it’s no small wonder that one of
the busiest times for personal use of
the telephone during the day is from
2:30-4:00 p.m. Why? Mothers (and
sometimes fathers) are calling to find
out if the kids made it home safely!

Can employers continue to ignore
these external “forces at work” that
tend to shape overall productivity while
still expecting to become competitive
in the coming years? Can EAPs ignore
the emerging paradigm that encom-
passes family roles, social problems,
and the workplace environment of the
21st Century?

From my perspective, the answer is
adefinite “no”! In a national survey of
mothers who worked outside the home,
almost 60% said that they needed to
spend more time with their families.
Although research has not yet an-
swered the question of how mothers’
employment affects children’s devel-
opment, itis safe to say that “parenting
responsibilities” impinge upon the pro-
ductivity of the lives of employees and
employers. With the passage of the
Americans With Disabilities Act of
1990 (particularly the “reasonable
accommodation” provisions) and the
Family and Medical Leave Actof 1993,
there is becoming less of a division
between work and family. In fact,
these two pieces of federal legislation
will shift in a most dramatic fashion
the focus of employee benefits to fam-
ily needs.

IS YOUR COMPANY
“FAMILY-FRIENDLY"?

Thus, an emerging role for EAPs will

be to assist their companies in prob-
lem solving around matching em-
ployee needs and concerns with com-
pany needs. Work-and-family issues,
in this sense, will serve to redefine the
employee/employer relationship. With
this in mind, | have developed a 10-
part questionnaire which could con-
ceivably serve as an indicator of how
“family friendly” a company is. Does
our company...

1) participate in a community-
based work and family coalition de-
voted to meeting the challenges of a
changing work force?

2) have an array of flexible work
policies (e.g. flexible leave policies,
flexitime, a compressed work week,
job sharing and phased retirement)?

3) offer benefits under the Internal
Revenue Code, Section 129(d), that pro-.
vide tax-exempt child care or depen-
dent care assistance to employees?

4) provide day-care services di-
rectly or through a joint arrangement,
or make funds available for child care?

5) offer adoption benefits, in a
manner similar to maternity benefits,
which are company-sponsored and
financially assist or reimburse employ-
ees for expenses related to the adop-
tion of a child?

6) participate fully in facilitating
the collection of child-support pay-
ments through automatic wage with-
holding?

7) inform employees in low-wage
jobs of their eligibility to the Federal
Earned Income Tax Credit?

8) assist employees who are cop-
ing with eldercare by providing
eldercare-assistance programs?

9) provide a tax-free transit allow-
ance ($60/month) under the Compre-
hensive National Energy Policy Act of
19922 This allowance is usable on all
local transit systems in your area, is
administratively simple, and has ap-
peal to small employers.

10) provide a role wherein the EAP
canserve as a corporate problemssolver
in determining the relationship be-
tween work and family?

APRIL 1993 EAPA EXCHANGE 5
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THE REAL GAINS

Employers are finding that when they
help families address their needs, they
experience bottom-line benefits for
their companies, as well. EAPs can
help to communicate the message that
being family-friendly can produce real
gains for employers and make $en$e.
These may include:

¢ reduced absenteeism, making
varied benefits available.

¢ lower employee turnover rates,
thanks to higher job satisfaction.

e greater success in recruiting em-
ployees, because job candidates are
asking about your benefit plan.

¢ higher productivity, by giving
employees greater peace of mind and
tangible support for family needs.

e acceptance by company, by
“keeping up with the Jonses,” keeping
pace with their colleagues in other
companies.

* goodwill. Companies receive a
lot of goodwill and positive publicity
for sensitivity to employee needs.

* low cost. Not many employees
will utilize all benefits, assuring com-

IF YOU MIGHT HAVE TO DEFEND YOUR
CHEMICAL DEPENDENCY ASSESSMENT
IN COURT — MAKE SURE IT INCLUDES

SUBSTANCE ABUSE SUBTLE SCREENING INVENTORY

Accurate - over 90% validity

Scientific - APA standards

Practical - 12 minutes to take and score
can be used by any EAP
computer version
scanner version

Avoids Denial -

items resist efforts at faking

Adult and Adolescent

Demonstration and Training
for the SASSI Available at
Major Conferences and for
Individual Groups on Request

SASSI

4403 Trailridge Road
Bloomington, Indiana 47408
Call 1-800-726-0526

6 EAPA EXCHANGE  APRIL 1993

patibility with cost-containment con-
cerns.

e social benefit. Children and fami-
lies are the beneficiaries of the
company’s support of various ben-
efits.

T ES———m————— |
Eastern Region Rep.,

Jim Ahern,
Passes Away

APA is deeply saddened by the

loss of one of the EAP field’s most
experienced and respected col-
leagues. Jim Ahern, Eastern Region
Representative and EAP director for
the New York City Board of Educa-
tion, died of heart failure on March
18th.

Jim, who previously served as
president of EAPA’s New York City
Chapter, was influential among his
peers along the east coast. He was a
founder  and
leader of the New
York City Mu-
nicipal Employee

%

| g~y
Assistance Con- -

sortium, repre- e 1

| ;‘,j
senting 32 mu- i .
nicipal agencies. a8 .
He was also on a I

national advisory

board of the Society of Americans in
Recovery, or SOAR, motivated by the
leadership of former lowa governor
and U.S. Senator Harold Hughes.

He was known for his wit and
candor. One of his favorite expres-
sions was, “EAP is managed care.
Why pay twice?!” On the strength of
that conviction, Jim helped to put the
Consortium in the privileged position
of providing managed behavioral
health care services in substance abuse
for NYC employees, despite competi-
tion from several managed care ven-
dors.

Jim was also founder of the Irish
Heritage Association, which has over
40 members of Irish ancestry working
in the chemical dependency field and
celebrated its first anniversary on St.
Patrick’s Day.

Jim was married to Ann P. Devlin
in 1958. They had four children and
two grandchildren. He was a deco-
rated veteran of the Korean War.

The Exchange thanks Madeleine
Tramm for providing this report. @

ﬁ




22nd ANNUAL
CONFERENCE

Enthusiasm About “Value-Added” Theme

by Dennis Derr and

Linda Stoerr-Scaggs .

Co-Chairs, 22nd Annual Conference
Program Committee

/IT he Value-Added Benefits

of Employee Assistance:

Yesterday, Today and To-
morrow,” the theme of this fall’s 22nd
EAPA Annual Conference, carries a
distinct message about quality, cost
effectiveness and the need for innova-
tion in EAP design and service deliv-
ery. Many respondents to February’s
Callfor Professional Presentations, who
include labor leaders, researchers, hu-
man resource professionals, leaders of
managed care, clinical providers and
employee assistance professionals,
have commented to us about the poi-
gnancy of thistheme relativeto today’s
environment. Our embrace of the
concept of adding value now also sets
the table for EAP’s relationship with
work organizations far into the future.

The Program Committee is meeting
on April 29-30to select proposals from
among the excellent submissions that
arrived prior to the April 1st deadline.
The track chairs evaluating the pro-
posals by topic area include:

EAP Track—Tom Matlas, Michigan
Consolidated Gas; Bill Schleicher,
AT&T; and Tom Francek, Occupational
Health Centers of America. (The three
have agreed to share this responsibility.
Also, Tom Francek has been added to
the Program Committee since members
were announced in February.)

Research Track—Tom Amaral, EAP
Information Systems.

Treatment Track—Maurie Cullen,
Licensed Clinical Social Workers.

Labor Track—Terry Cowan, Work-
ers Assistance Program of Texas.

The following criteria are being used
to rate the proposals:

* What is the relevance of the pro-
posal to (1) the conference theme,
and, (2) EAP operation?

* To which identified track topic
does the proposal relate?

¢ With regard to Professional De-

velopment Hours, to which Content
Area does the proposal apply? (This is
intended to help assure distribution of
PDHs with respect to the weight given
to each of the six Content Areas.)

e |s this proposal appropriate for

-one of the non-workshop educational

formats (i.e. open forums, debate, mock
workers’ compensation hearing)?

* What is the known experience
and reputation of the proposed pre-
senter?

Pending the outcome of the April
meeting, the Program Committee will
select proposals and invite individuals
who are dynamic presenters and ex-
perts in their Content Areas.

JOSEPH CALIFANO TO KEYNOTE!

At the Exchange’s press deadline, it
learned that Joseph Califano, former
secretary of the U.S. Department of
Health, Education and Welfare, has
accepted an invitation to be the key-
note speaker at the 22nd Annual Con-
ference. Mr. Califano, who today is
chairman of the board and president
of The Center on Addiction and Sub-
stance Abuse at Columbia University
(CASA), an independent, nonprofit
research center he founded, is expert
on health care delivery and cost con-
tainment. The content of his remarks
will certainly be consonant with the
“heavy-hitting” EAP issues of the day.
More details will follow next month.
IN CLOSING...

We hope that you begin making plans
to attend the 22nd Annual Conference
atthe Disneyland Hotel. The Program
Committee has listened attentively to
comments received since last year’s
conference and is committed to the
considerable task of finding areas for
improvement.

With a busy program schedule at the
22nd Annual Conference, you’ll work
hard in Anaheim, but you'll play hard,
too. Dennis Derr, a charter member of
the “EAPA Dance Machine,” is moni-
toring the process of finding the best
entertainment available for evening
“stress relief.” Yes, we have arranged

time for attendees to experience second
childhood in Disneyland, too!

The advance program and registra-
tion materials will be mailed out on
July 1st, but now is the time to mark
your calendars, look for special air
fares, sign up for dance lessons, and
check with your professional col-
leagues to make sure they’l/be attend-
ing, too.See you in Anaheim! ¢

MANAGEMENT TRAINING FOR
EMPLOYEE ASSISTANCE PROGRAMS

THE
DRYDEN

FILE IT

MCMLXXXVIIl Motivision, Ltd.

UPDATED WITH NEW FACES, NEW
SETTINGS AND A NEW ENDING.

24 Minutes

Available on 16mm Color Film
and Video Tape (all formats).

Previews $25 U.S.
Deductible Upon Purchase
Purchase Price $495 U S.
Plus Shipping

Motivision, Ltd

2 Beechwood Road
Hartsdale., N.Y. 10530
Call (914) 684-0110

ALSO ASK FOR A COURTESY PREVIEW OF
“EAP-AT YOUR SERVICE!" TO ENCOURAGE
SELF-REFERRALS. LENGTH: 8 MINUTES.

APRIL 1993 EAPA EXCHANGE 7




UPDATE ON
CERTIFICATION

EACC Makes Targeted Improvements

by Phil Flench, CEAP, Director of
Certification and Accreditation

Yy ecently, in their last full meet-
R ing, the Employee Assistance
Certification Commission

(EACC) expanded the categories al-
lowed for CEAPs to earn PDHs toward
recertification. Certified Employee As-
sistance Professionals may now gain
PDHs by:

¢ teaching college-level courses
(allowed for first delivery only), for
which class syllabi should be included
with the post-approval application.

¢ earning thesis and/or disserta-
tion credit hours, which requires a
copy of official transcripts.

The subject matter, of course, should

apply to one of the six Content Areas of -

EAP practice to be eligible for PDH
credit. The formulaforaccruing PDHs
in these two categories is the same as
that for taking a college-level class;
namely, two PDHs awarded for every
college/university credithour awarded.

These two new categories join five
others for approval of continuing educa-
tion for PDHs via post-approval, which
are: self-study guides, exam question
development, group exam item-writing
sessions, taking classes or attending semi-
nars not preapproved for PDHs, and
presentation of EAP-related topics at
outside seminars orin-house workshops.
For additional information, see page 7
of the January 1993 Exchange.

The most recent change provides
additional incentives for CEAPs to be
involved academically and contribute
to the advancement of the EAP body of
knowledge and field of study. These
changes came at the request of CEAPs,
applying sound logic that moved the
EACC’s Recertification Committee to
act. Please feel free to contact the
Director of Certification and Accredita-
tion atthe EACC/EAPA Office with simi-

lar comments or questions regarding

certification.

Other significant decisions related
to the enforcement mechanism of the
CEAP Code of Professional Conduct.

¢ The Code of Conduct Committee
shall now act in 60 days to hold a
hearingupon receiving arequest from
the CEAP. (Refer to Section 6.32.) This
has been shortened from 180 days
upon unanimous vote.

* A new EACC/EAPA office proce-
dure was developed to enhance the
processing, notification of, and docu-
mentation of complaints. This was
unanimously approved.

The Code of Professional Conduct
serves as protection against unprofes-
sional actions of CEAPs. It equally
benefits the workplace, employee,
community and our profession, and it
compares to many other professional
codes in both substance and form.

A new Code complaint form was
needed to make communication
clearer between the complainant and

the Code of Conduct Committee,
which is responsible for reviewing and

deciding complaints against CEAPs.

The new form contains examples
which help refer the complainant to
applicable Code sections when asked
to provide citations of violations and
to more clearly indicate expected sanc-
tions described within the Code’s dis-
ciplinary procedures for disposition.

All CEAPs will receive a new copy
of the third edition of the Code of
Professional Conduct, which will have
a revised complaint form attached. It
should be noted that as a CEAP, one
has the responsibility of reporting vio-
lations by other CEAPs. (CEAPs are
required to self-identify when report-
ing a complaint.) Accuracy in report-
ing an incident is absolutely essential.
Also, it is considered a violation for a
CEAP to make misleading, inaccurate
or false statements to the EACC at any
time and for any reason.

If you issue a complaint, please
send it in an envelope marked “Confi-
dential” and to the attention of: Direc-
tor of Certification and Accreditation,
EACC, 4601 N. Fairfax Drive,

Suite 1001, Arlington, VA 22203

Both EAPA and the EACC believe
very strongly that the utility and efficacy
of the Code contribute to the credibility
of the credential. In EAPA’s plans to
make the CEAP recognized by increas-
ingly more employers, the efforts of the

EACC are clearly a step in the right

direction. )

SALES OPPORTUNITY

Sell a highly-effective, drug-free work place program to corporations, hospitals, nursing homes, etc. This
award-winning program is video driven and meets all Federal regulatory guidelines.

This is an excellent opportunity for you or your organization to increase earnings by selling a valuable
educational tool. Earn liberai commissions while setting your own schedule!

For more information on this extraordinary sales opportunity, call: David Prichard, T.D.S., Inc.,

1-800-284-5444.
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PRESENTING A 2-DAY EAP TRAINING COURSE
AT SIX U.S. LOCATIONS

The Elements of EAP: A Comprehensive Overview

The Employee Assistance Professionals Association (EAPA) is pleased-to present this quality two-day
training, taught by one of the pioneering professionals in the field, Brenda Blair, MBA, CEAP. It is divided
into six modules covering the six core areas of EAP practice and will provide participants with state-of-
the-art information on the foundation of employee assistance programming,

This course is especially valuable to:

I human resource practitioners B nursing and medical professionals

B benefits managers 1 those associated with the allied health fields

The Need The Solution e The Goal
EAPA has recognized the need and Beginning in 1993, EAPA is presenting To develop, expand and refine EAP
desire of those professionals working six different courses on employee knowledge, skills and abilities,
with EAPs to augment their existing assistance-topics of great interest to regardless of educational and work
skills and educational experiences the public.in a way that assures experiences and encourage active
with state-of-the-art information about quality of presentation as well as class participation and discussion,
the field of employee assistance relevance and utility. EAPA’s first thereby enhancing the overall learning
programming. course offering is Elements of FAP: A experience and the direct application

Comprehensive Overview. of-presepted information to partici-

pants’ work environments.

Unlike anything presented before, the new EAPA-sponsored training courses bear the endorsement of EAPA—the
premier international association of employee assistance professionals, and the approval of EAPA’s Education and
Training Committee. EAPA’s lamp-of-knowledge emblem is your assurance of a quality educational product
representative of the EAP field.

Training Locations

B April 17-18, Portland Hilton, Portland, OR 1 September 13-14, Rime Garden Suites, Birmingham, AL
§ May 3-4, Ramada Renaissance, East Brunswick, N]  ESeptember 28-29, Somerset Inn, Troy, Ml
§ June 2-3, Hyatt Regency Woodfield, Chicago, IL # November 12-13, Disneyland Hotel, Anaheim, CA

To register or receive a training brochure contact:
Employee Assistance Professionals Association, Inc., 4601 IN. Fairfax Drive, Suite 1001, Arlington, VA 22203

EAP)

+ ASSOCIATION

Look for EAPA’s five certificate courses brochure, coming to you in July 1993. The courses are: Recognizing

Chemical Dependency; EAP as Organizational Consultant; Labor Issues for Non-Labor Personnel; Components
of Psychological Problem Diagnosis; and Ethical Issues in Employee Assistance Practice.
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ONE-ON-ONE INTERVIEW

“EAP is a systematic intervention to
add value to the human resources

component of company operations.”

EAPA President Sandra Turner comments on practice and

his is the second of a two-part
interview article with EAPA
President Sandra Turner. In
part 1, she discussed new di-
rections being undertaken by EAPA.
In this concluding part, she offers her
views on issues facing employee as-
sistance professionals in their work.

EXCHANGE: Based on your work with
ASSURED Health Systems, what are
some of the areas in which large,
external providers need to improve
their service delivery?

TURNER: Only during the past five
years have | provided EAP services by
contract as national account manager
for ASSURED. For the 10 years prior |
had been internal at Cuyahoga County,
Ohio—which includes Cleveland—
and at United Airlines. Therefore, |
consider myself to still be learning
about external contracting.

The delivery of EAP services by
external contract has changed signifi-
cantly over the past five years. Con-
tracts with medical and human re-
sources departments have shifted to
insurance or benefits departments, or
insurance/managed care companies.
As a result of forming new liaisons, the
focus of the EAP has expanded from
employee productivity and well-be-
ing to include behavioral health care
cost containment. This shift in report-
‘ing has moved EAPs from resolving
operational problems to supporting
staff functions in cost containment.
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marketplace factors facing EAPs.

(second of two parts)

As employers rapidly institute man-
aged care insurance plans which im-
pact the EAP’s traditional referral net-
work, EAPs are being jolted into action
to preserve their unique role and func-
tions in the workplace. But, we are
losing ground. Five years ago, EAPs
contracted directly with employers to
provide EAP and managed care ser-
vices. Today, insurance companies
and managed care vendors offer man-
aged behavioral health care and EAP
gatekeeper contractstoemployersasa
component of the overall health insur-
ance plan.

But the impact of an EAP is long-
term. It is not a quick fix for reducing
health care costs. Rather, it is a sys-
tematic intervention that adds value to
the human resources component of
company operations. This role is very
consistent with the total quality man-
agement philosophy of Dr. W. Edwards
Deming that is sweeping this country.
Anditis consistentwith the new Clinton
administration. Robert Reich, Secre-
tary of Labor, has said, “The commit-
ment, motivation, energy, creativity of
employees is the most valuable re-
source of any company. Viewing
employees merely as costs to be con-
tained will result in a great loss of
commitment to the organization.”

Who is best positioned within the
workplace to provide expert consulta-
tion regarding the resolution of vari-
ous employee concerns? Exactly,
EAPs! But we have not done a good

job of keeping connected with our
organizational customer. So large ex-
ternal EAP vendors must promote their
broad array of services to the highest
levels of their client organizations. If
the president, CEO, CFO, board of
directors and representative union
presidents are unaware of EAP ser-
vices like management and supervi-
sory consultation, critical incident stress
debriefing, team building and others,
then that EAP needs to make these
executives aware immediately.

EXCHANGE: Do you believe that lo-
cal and regional EAP firms are still
viable? Is their customer base different
than the national firms?

TURNER: If we assume that local and
regional EAPs are serving medium and
small companies, then these firms rep-
resent the fastest-growing sector of
employee assistance programming in
the 90s. Sixty percent of the U.S. work
force works in companies of less than
100 employees: Thistrend is expected
to continue in the future. With the
expected health care reform being
based on managed competition, | see
strong regional EAP networks devel-
oping to align with regional employer
groups which are purchasing behav-
ioral health services.

For the EAPs delivering services to
small businesses, the opportunity to
relate to the highest level of the organi-
zation and to penetrate all departments
of the company is greatly enhanced



because of the company size and sim-
plicity of organizational structure. The
occasion to provide consultation for
various human resource dilemmas is
much enhanced.

While this market is expanding and
the potential for future business is en-
hanced, the challenge that still exists
for these EAPs is economic survival.
These small EAP accounts are man-
power-intensive, yet generate limited
revenue. Experiments with consortia,
fee-for-service or case-fee contract,
management of the company’s behav-
ioral health care benefits, and con-
tracting to provide other human re-
sources services, training, organiza-
tional development, outplacementand
EEOC services as yet are inconclusive
with regard to revenue enhancement.
This is an area of employee assistance
programming where EAPA as a profes-
sional center for research, training,
education, development and public
policy will provide stimuli for growth
and economic survival in this sector of
employee assistance programming.

EXCHANGE: Do you view the role of
internal EAPs as changing? If so, how?

TURNER: Yes, | do view the role of
internal EAPs as changing. Just like
external programs, internal EAPs must
adapt to changing workplace condi-
tions. Enhanced technology, partici-
patory management techniques, job
restructuring, increasing federal regu-
lations and global competition are just
some of the factors impacting contem-
porary workplaces. The response to
these changes varies dramatically. A
successful internal EAP assesses its
organization’s response to change, in-
tervenesearly in critical circumstances,
offers a plan for problem resolution,
then supports workers, their represen-
tative unions and management through
the change. The expanded organiza-
tional consultation role of EAPs re-
quires an active, rather than passive,
posture in an organization. The EAP
offers a protocol to resolve a potential
or actual human resources dilemma

instead of passively
awaiting a request to
intervene. Such an
activerole by the EAP
requires a contract
with management to
work in this fashion
on behalf of the or-
ganization.
Intalking recently
with an internal EAP
manager about his
changing role in the
workplace, he pro-
vided the metaphor
of an orchestra con-
ductor. This EAP
manager need not
play any of the in-
struments himself,
but must know sea-
soned virtuosos who
can move in and out

of his orchestra to  gandra Turner is shown on-site at LTV Steel—Cleveland Works

perform particular, with EAP staff members Steve Brown () and Joe Calucchia.

scores with the
seated musicians.

We have recently seen some large,
internal EAPs discontinued or contracted
externally as managed care/EAP fea-
tures of the health insurance benefit
plan. One recent, tragic, example was
that of United Airlines. On behalf of
EAPA, | approached the management of
United regarding their decision to dis-
continue their longstanding EAP. Al-
though this inquiry will not bring back
United’s EAP, it did serve to draw
management’s attention to the impact
of such a precipitous decision. [See a
copyof President Turner’s letterto United
on page 13.]

EXCHANGE: Do you see new ways in
which labor can contribute to the em-
ployee assistance field?

TURNER: To speak about the chang-
ing role of labor in employee assis-
tance programming, we must first speak
of the changing role of labor in the
workplace. Thirty years ago, nearly
half of all workers in the industrialized
countries were making or helping to

make “things.” In another 30 years, it
may be down to 10 percent. Labor-
intensive manufacturing workplaces
were traditionally represented by la-
borunions. The demise of mass manu-
facturing has led to the end of mass
employment unions and fewer union-
represented workers.

Labor unions are now restructuring
for the service and information econo-
mies of the 1990s. Service and informa-
tion industries generally have a smaller
number of core staff and many part-time
and temporary workers. One role that
unions may play in this new economy is
training these part-time and temporary
workers for the highly technical jobs of
the future. This is analogous to the
apprenticeship programs of the past.
Companies could contract with unions
to provide workers for the skilled trades
of the service and information indus-
tries. Public education, unfortunately, is
not preparing students for these contem-
porary work roles.

Within EAPA, unions have main-
tained the same number of members,
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but have declined as a percentage of
EAPA membership as the ranks of EAP
managers/administrators and consult-
ants have swelled. These union mem-
bers of EAPA will continue to provide
peer assistance programs for their mem-
bers. Peer intervention will continue to
be on the basis of personal concern.
The practitioners, however, must en-
hance their counseling skills through
training and advanced education.

The members that they serve in the
future may access the EAP more often
from a union hall than from the work-
place. These members may have mini-
mal health insurance coverage. The
union EAP counselors will be required
to perform expanded clinical services
on behalfof members and their families.
The union EAP may even manage the
behavioral health care benefits of the
union health insurance plan. Advanced
degrees will be common among union
EAP counselors.

On a broader organizational level,
unions are expert at influencing public
policy, negotiating benefits, work rules
and pay with employers, as well as
fund raising. These skills must be put
to use so that EAPA can remain strong
and influential. Together, we can en-
hance EAPA's visibility as the premier
association for employee assistance
programming!

EXCHANGE: In general, are employ-
ers willing to commit more financial
resources to expanded EAP functions?

TURNER: Although I spoke earlierabout
the closing of some EAPs, that phenom-
enon coincides with an opposing trend
of employers expanding the services of
their EAPs. Sexual harassment,
downsizing, plant closings, violence,
diversity, and workers’ compensation
stress claims are workplace phenom-
ena that elicit a variety of employee
responses. EAPs that can identify and
address employees’ concerns about
these conditions add value to their pro-
grams. They will be recognized and
rewarded by their employers for con-
tributing to the management of chang-
ing workplace conditions.

EXCHANGE: Let’s switch gears for a
moment. As former chair of the Em-
ployee Assistance Certification Com-
mission, how has the CEAP designa-
tion program been updated to reflect
changes in practice?

TURNER: The CEAP designation pro-
gram has been in place since 1987. At
thattime, it was an enormous achieve-
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ment to establish a certification pro-
gram. There was great opposition from
ALMACA members who at the time
feared that counselors with advanced
degrees would oust employee assis-
tance pioneers from their positions in
the workplace. This early struggle
greatly influenced the development of
the certification process. ThefirstCom-
mission was comprised of members
recommended by their peers. They
were EAP representatives from the la-
bor, management, consultantand edu-

-cator ranks of EAPA. They were en-

trusted by their peers to make certifica-
tion an inclusive rather than an exclu-
sive process. That is how certification
began. Over time, however, “recom-
mendations” for eligibility became “re-
quirements”, and the certification
group has grown in sophistication. One
example is the questions included in
the exam. All are written by employee
assistance practitioners from around
the world. Astheirlevel of sophistica-
tion increases due to the expanding
complexity of EAPs and their sponsor-
ing workplaces, the depth and breadth
of questions included in the exam
change as well.

The CEAP designation has been rec-
ognized by employers, unions and in
proposed federal and state legislation
and regulations. Along with this rec-
ognition, however, have come con-
sumer demands. One is that those
CEAPs with advanced degrees be dis-
tinguished as such. Second is the
request that the CEAP designation con-
tinue to be promoted as the require-
ment to practice independently as an
employee assistance professional. And
finally, consumer groups demand re-
dress of alleged violations of profes-
sional ethics and conduct standards.
EXCHANGE: What are your observa-
tions about the new entrants coming to
the EAP field?

TURNER: The response to this ques-
tion must be directed to two differing
populations of entrants. One group is
the practitioners who join EAPA and

attend local, regional and national con-
ferences. They become immersed in
the history, philosophy, practices, eth-
ics and professional conduct of em-
ployee assistance professionals. There
are hundreds of others, however, who
enter this field upon graduation from
colleges or universities, or from mental
health centers, private psychological
practices, ministries, business, managed
care, nursing, and so forth, and do not
expand their professional knowledge to
include the full spectrum of profes-
sional knowledge found in the EACC's
six Content Areas. :

Just last week, | received an inquiry
from a mental health center adminis-
trator who was hired by an insurance
company to establish an EAP to aug-
ment its array of managed behavioral
health care programs. This individual
had no knowledge of EAPs and wanted
a crash course to learn about them.
He exuded no curiosity about EAPs
beyond the elements of program imple-
mentation. He represents that popula-
tion of individuals about whom | am
most concerned. To redress this type
of occurrence, which in my opinion
happens too often, EAPA will con-
tinue to promote professional certifi-
cation, program standards, and public
policy initiatives to enhance the rec-
ognitionand visibility of qualifiedprac-
titioners and programs.

EXCHANGE: To conclude, since your
installation as president of EAPA six
months ago, what are your outstand-
ing impressions?

TURNER: The experiences that stand
out for me thus far are the personal
contacts with my peers across the U.S.
and around the world. These fellow
EAPA members have extended them-
selves to volunteer as needed on be-
half of the field and the Association.
Some members complain about the
positions taken by the Executive Com-
mittee and/or Board of Directors and,
on occasion, request changes at the
EAPA Office in Arlington. Overall,
however, their comments have been
supportive of the initiatives of our new
administration.

No matter what contribution | may
make through my services as President
of EAPA during these two years, no one
will benefit more than me from the
education | am gaining in this position.
I thank the membership for the opportu-
nity it has given to me and the other
members of the Executive Committee
to serve in this capacity. v
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SPECIAL
MEMORANDUM

EAPA Responds to United Airlines’

Decision to Cut EAP

The following is correspondence from President Sandra Turner

on behalf of EAPA to the C.E.O. of United Airlines
after the company announced plans to cut
its EAP. It was dated

February 25, 1993.

N \o“’
C \ [ \S ssoc\x‘

Wwe 552 p.\-s N
paiex 0" 2= rest"

e es
L yesv ()u&come?\e v
Wie B anie: - Jeat®
; eYe\a“ox ovet five

Y §1¥0 S P*\O“g




PROfile

This is the first of three profiles of the
employee assistance professionals
who sit with Sandra Turner on EAPA’s
Executive Committee. Profiles of Sec-
retary Tamara Cagney and Treasurer
Madeleine Tramm will be featured in
succeeding issues.

eorge Cobbs, an affable man
G standing a robust 6"1", is

looked upto, literally and figu-
~ ratively, by his colleagues in the em-
ployee assistance field. He, in fact,
has the distinction of being the only
Executive Commiittee member to run
unopposed in last fall’s election. As
director of the labor/management-
based Drug and Alcohol Recovery
Program sponsored jointly by ILWU
and PMA, Cobbs serves union breth-
ren from his office in San Francisco.

Cobbs’ ascent to this level of pro-
fessional recognition would have
seemed unlikely in 1965, when he
took his first job as a ship holdman in
California’s maritime industry. After
an extended bout with alcoholism, he
had become sober only two years
earlier through Alcoholics Anony-
mous. During his years on the docks,
Cobbs saw that some of his cowork-
ers also needed alcohol or drug treat-
ment. He remembered the people
who had helped him to recovery and,
from those memories, found his call-
ing—occupational drug and alcohol
counseling.

After making a compelling case to
ILWU-PMA, in 1980 Cobbs was given
authority to initiate the Drug and Al-
cohol Recovery Program, for which
he became its coordinator. Since
then, he has become a model citizen
for clean, sober living to 10,000 cur-
rent union members, and has helped
hundreds of members from the depths
of addiction over the past 13 years.
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George Cobbs, CEAP, NCACII

“Serving as EAPA’s Vice President is
a way for me to give something back.”

Cobbs’ program, which started in the
San Francisco Bay Area, today covers
the entire Pacific seaboard. Since 1989,
he has been coastwide director, and
today has a staff of four.

“People who work in employee as-
sistance programs have a commitment
to helping others. There are many
good people in EAPA who have given
me the benefit of their expertise. Over
the last 13 years, I’'ve been able to take
what they do well and use it to improve
my program,” says Cobbs. “Serving as
EAPA’s Vice President is a way for me
to give something back.”

In truth, Cobbs has been giving back
through his volunteer efforts in the
employee assistance field for years. He
is a founding commissioner of the Em-
ployee Assistance

Certification Com- ﬁ._ E?

mission, formerchair £
of EAPA’s Labor & °
Committee, outgo-
ing chair of its By-
laws Committee, and
a member of the Fi-
nance Committee.
Elsewhere in the
employee assistance
and addictionsfields,
he is past president
of the California-
based Association of
Labor Assistance
Programs, a board
member of the Los
Angeles advocacy
organization Prob-
lems of Addiction in
Labor and Manage-
ment, and a board member of two
chemical dependency treatment cen-
ters. Cobbs is also a faculty member of
the alcohol studies programs for sum-
mer schools at the University of Utah,
University of California at San Diego,

and State of Nevada.

He received EAPA’s Labor Award
in 1989 for the advancement of labor-
based EAPs, but Cobbs’ accolades ex-
tend far beyond the professional com-
munity. He was distinguished with a
“Thousand Points of Light” Award

which he personally received from

President Bush at the White House in
1991 for a fund-raising project to help
the homeless in the Bay Area. He was
also a presenter at the White House
Conference for a Drug Free America in
1988, presented during the U.S. De-
partment of Health and Human Ser-
vices’ Conference on Alcoholism in
1989, and was a member in a six-
person delegation of EAP professionals
to visit the Soviet Union as part of the

United Nations’ Geneva Accord.
Cobbs, a father of seven children,
lives in Berkeley, California.




i Cobbs: MROs Help to Alleviate
Labor’s Concerns About Drug Testing

S uppose a classified employee in a
regulated industry tests positive
for one of the “NIDA 5” drugs. Is there
any recourse for the employee that is
reasonably certain to protect his or her
constitutional rights and establish his
innocence if he is, in fact, innocent of
illicit drug use?

This is precisely the role of the
medical review officer (MRO), a cre-
ation of the U.S. Department of Trans-
portation. George Cobbs’ union, the
ILWU, and its health fund co-sponsor
representing employers, the PMA, are
not required to have MRO services
since longshoring is not covered by
DoT regs (asthe commercially related
maritime industry is.) Butthey agreed
to jointly use the services of Dr. Donald
lan Macdonald, chairman and CEO of
the MRO firm, Employee Health Pro-
grams, in Bethesda, Maryland.

“Maybe the employee has recently
been to a dentist, is taking prescription
medication or ingested something else
that gave a false positive reading,” says
Cobbs. “The MRO gets to the person
and offers a chance to state his case
before management has a chance to
impose punishment on the individual.
The MRO’s activities are done in the
interest of fairness, and they moderate
the potentially anti-worker impact and
cultural influence of drug testing.”

The MRO protects management,
also. “Before we had an MRO, | would
hear all the time from people saying
‘nobody called me’ after a positive
test. They would come up with all
kinds of reasons why the system is
flawed. The MRO brings the checks
and appeals that prove the proper pro-
cedures and chain of custody were

followed. He makes sure that a posi-
tive is a true positive.”

The ILWU and PMA have a joint
Alcohol and Drug-Free Workplace
Policy that governs testing activity
(which, by the way, does not include
random testing.) The policy also pro-
vides the MRO services. The follow-
ing is an excerpt.

ALCOHOL AND DRUG-FREE -
WORKPLACE POLICY

The ILWU and PMA recognize thatalcohol-
ismy/drug problems cause great economic
loss ani much physical and mental anguish
to individuals and families. Persons sufter-
ing from these problems can, however, with
the aid of an appropriate diagnosis and
treatment, be given the kind of help they
need to lead normal healthy lives.

Therefore, to achieve the goal of an
“Alcohol and Drug-Free Workplace,” the
parties endorse this Eight-Point Program
effective October 1, 1991:

(1) The workplace as defined by Sec-
tion I, including all dispatch halls (during
hours of operation as a dispatch hall), shall
be free of alcohol and drug use and abuse
and possession or sale of drugs.

(2) An educational campaign shall be
instituted to inform all employees, both
bargaining unitand management individu-
als, of this Program.

(3) This Program shall apply to all
employees, both bargaining unit and man-
agement individuals, while on or aboutthe
docks, terminals, ships and dispatch halls.
The workplace standards of this Program
shall likewise apply to other individuals
not covered by the collective bargaining
agreements to the extent allowed by law.

(4) Supervisors (e.g. superintendents,
walking bosses, management personnel)
and other responsible people (e.g. super-
cargoes/chief supervisors, Union business
agents, safety personnel, JAPC members,
and any others agreed to by the jJoint Coast
Labor Relations Committee) shall be trained
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to address and recognize prohibited alco-
hol/drug use by workers.

(5) Alcohol and drug screening/testing
shall be administered to all: (a) casuals in
accordance with Rules of Registration, (b)
Class “B” registrants, (c) applicants for skilled
training, (d)employees/individuals involved
in a serious accident where there is a rea-
sonable cause to believe that alcohol or
drug use may have been involved, and (e)
employees/individuals involved in on-the-
job conductthat provides reasonable cause
to believe that they are under the influence
of alcohol or drugs. (6) Penalties for on-the-
job alcohol/drug use and possession or sale
of drugs...shall be utilized in all instances
where employees violate Alcohol and Drug-
Free Workplace Policy and/or the related
rules of the Pacific Coast Marine Safety
Code...(7) Rehabilitation through the ser-
vices of the ILWU-PMA Welfare Plan’s
Alcohol/drug Recovery Program is avail-
able for registered employees, Employees
with alcohol or drug dependency prob-
lems are urged to seek recovery. (8) copies
of this Policy shall be made available to all
covered employees and management indi-
viduals and posted in all waterfront and
dispatch hall locations.

Cobbs says that “Registered em-
ployees,” those in safety-sensitive po-
sitions and subject to the regulations,
are actually afforded greater protec-
tions by virtue of an explicit progres-
sive discipline policy than unclassified
employees. A violation of the policy
above for registered employees requires
referral to Cobbs’ program for evalua-
tion. Fromthere, a person is referred as
appropriate, retested upon reinstate-
ment, and tested every six months as
part of a two-year probation. Disci-
plining of the employee after a second
positive test is at the discretion of man-
agement and can result in being
deregistered and terminated.

“l consider the MRO to be a union
and member benefit,” Cobbs adds. “It
has helped to make members feel that
they are not at the mercy of the system.”

%)
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CULTS AND GANGS

Social llls That Can’t
be Papered Over

The dramatic standoff in Waco is testament to what can happen when
groups that prey on people’s unmet needs, in this case a cult, g0 awry.

BY RUDY M. YANDRICK, EDITOR

hen the Bureau of Alcohol, Tobacco and
Firearms besieged the Branch Davidians’
compound outside Waco, Texas on Sunday,
February 28th, the expected media blitz
ensued, with reporters and camera people tripping over
each other to cover the moment-to-moment developments.

After the combatants reached loggerheads and the
media’s adrenalin rush subsided, news analysis of the
relevant, but broader-based, social implications began.
Among the queries: How does a situation come about in
which dozens of people become utterly devoted to a single
individual, especially one who allegedly commits acts of
violence on his devotees? How widespread is the cult
phenomenon? Could it happen to members of an “average”
family? What becomes of the adults and children left high
and dry when their leader is dethroned? Can they ever be
reoriented to the social mainstream?

The sociological and psychological alchemy that occurs
in cults and another type of unorthodox social group—
gangs—are matters of intrigue to mental health prac-
titioners. Cults (including a related but more extreme
phenomenon, the occult) and gangs are two of the

Cults thrive in relative isolation except for recruiting and
fund-raising activities and may attract people of all ages,
although confused or disenchanted adolescents are gener-
ally the most susceptible to manipulation.

NUMBERS ON THE RISE

Cult and gang activities seem so far removed from the T
everyday lives of most people that one wonders if they are
a problem blown out of proportion. In fact, from an EAP
perspective, members of cults or gangs are not likely to be 1

a major clientele, since most are unemployed or only
marginally unemployed.

However, if EAP services that are offered to employees’
family members, as most are, the program may see children,
adolescents or even elderly parents who are enticed or
victimized by gangs or cults. (Geriatric recruiting is prac-
ticed by some cults, in an effort
to obtain money.) Also, be-

cause many EAP profes-
sionals
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extremes resulting from fractured family systems
and a lack of social supports. They suggest that
when basic human needs—nurturing, attention
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are committed to social causes, these phenomena may be of
more than passing interest.

So what are numbers? Surveys of high school students
show that two to three percent had some cult involvement.
According to Michael D. Langone, Ph.D., surveys of reli-
gious and parareligious participation suggest that perhaps
25% of the adult population has had at least a transient
involvement with a “non-mainline group,” most of which
are noncontroversial, while one to two percent appear to
have been involved in controversial groups.

It is difficult to find estimates of the total number of gang
members, especially since there is no universal definition of
“gang.” One study of youth gangs in Arizona by the state’s
Criminal Justice Commission, however, provided some statis-
tics for Maricopa County, which includes Phoenix and has a
total population of 2.1 million people. Law enforcement
agencies therereported 4,701 total gang members in 1990. Of
that total, 2,408 were identified as Hispanic, 1,398 as Black,
342 as “subversive,” and 553 as other (including White). (This
breakdown is not intended to be a representative sample of
gangs throughout the U.S.)

While the numbers of actual members are not excessive,
the ripple effect of gang and cult influence is more perva-
sive. Those who are victimized, harassed or indirectly
affected are undoubtedly a sizable multiple of the number
of actual members.

CULTS AND THE OCCULT: MIND GAMES

The provocative anecdotes about cults and the occult can
scare even the doughtiest and most righteous people. These
clans generate fear because of their association with mind
control, “reprogramming,” transcendentalism in some cases,
and a sense that they are of a predatory nature. (See Chart
1.) Cults can be conceptualized in a couple of different
ways. They may be destructive or benign, and theologically
or psychologically/sociologically based. According to Jim
Valentine of Milwaukee, Wl-based C.A.R.1.S., a research
team specializing in cults and the occult, people most
susceptible include those who are idealistic, docile, impres-
sionable (especially young people), lonely, or experiencing
a life trauma. “While idealism is a virtue that most of us
value, these people are somewhat more predisposed. They
may respond to the call of a recruiter who says, ‘Join my
group to help apply your answers and revolutionize the
world.” The person who is more street smart, more cynical,
is a little more protected,” Valentine explains.

He says that the psychological shock of divorce, break
up of a romance, uncertainty in school or on the job, death
of a love one, and otherife tragedies that everyone experi-
ences at one time or another, can raise a person’s suscepti-
bility, especially if the “right” recruiter comes along. “Love
bombing,” a technique that Valentine attributes to Rev.
Moon’s Unification Church, is typically used to manipulate
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people experiencing loneliness.

Cults number between 700 and 5,000, depending on
who you ask, and vary dramatically in size, from fewer than
100 people to thousands. Cultism can be highly controver-
sial depending on how it is defined and what groups are
included, witnessed by the fact that Christianity is a belief
system said to have originated as a cult. '

In addition to seeing a person who is under the influence
of a cult—or the worried parents of a young person—in a
counseling session (see Chart 2), there are two particularly
relevant, albeit disparate aspects of cults to employee
assistance work. First, many marriages end because one
partner enters a cult that ruins the compatibility of the
relationship. EAP professionals involved in marriage coun-
seling should be cognizant of this fact. Second, one
particular form of cult—the psychotherapy cult—is imbed-
ded in the helping community. A legitimate psychothera-
pist, or a charlatan for that matter, may gather a flock of
psychologically dependent patients around him or her and
take control of their lives for personal gain.

Valentine says that a person seeking to leave a cult is
usually at risk of self-destruction. For example, suicides are
high among people who drop out of a cult, often because of
a “planted seed” that once they leave they are cut off from
god. Sexual promiscuity, destructive use of drugs and
alcohol and typical behaviors of people who leave.

He cautions EAP professionals to be cautious while
intervening with people involved in cults. “This can quickly
get into legal complications. Because many people in cults
were basically kidnapped from their home environments,
helping an individual may require kidnapping them from
their ‘captors.” This job should be left to people who are
better prepared to handle the consequences,” Valentine
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explains. He suggests consulting a specialist such as the
Chicago-based Cult Awareness Network.

The occult is on the mystical, preternatural fringe of cult
activity and considered by experts to be the more dangerous
because of its techniques to inflict altered states of con-
sciousness—especially through the use of drugs—on its
devotees. According to Jack M. Roper, RN, a colleague of
Valentine at C.A.R.L.S., occult groups often either are
satanistic or “they pervert the Bible for their own gain.”
Examples of occult groups include witchcraft covens, the
Santerias, who are followers of a magical religion among
Haitians and Cubans that has experienced a resurgence in
the U.S. following the Marietta boatlift, the Church of Satan,
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factions of the punk and skinhead movements, and even
groups which are into heavy metal music. The game
“Dungeons and Dragons,” he says, is grounded in occult
beliefs and can be particularly destructive when confused
adolescents who are engaged in the game can no longer
distinguish between fantasy and reality.

Roper sees cult and occult activity as increasing through-
outthe U.S., though he says the extent of it is nearly |mp055|ble
to document. “Morals and values are changing so quickly in
the country, along with family structures,” he says, “and it
provides ample opportunity for cult groups and the occult to
make a strong appeal to people whom they want to subvert.”




