Section 1:

Introduction and Summary of Key Issues 

INTRODUCTION

Envision a drug-free workforce…    What does it look like?   How does it benefit employers?  …employees?  …society as a whole?   … And how is it different from a drug-free workplace?

In a drug-free
 workforce, employees are safer and more productive.  They are not impaired by alcohol or drugs and are not distracted from their work by issues related to their own substance abuse or that of their colleagues.  Employers benefit from a drug-free workforce because it enables them to better compete in the marketplace.  Employees with substance abuse problems, their colleagues, and society at large benefit because a drug-free workforce offers increased opportunity for intervention, treatment, and supported recovery, all of which reduce the many negative impacts of substance abuse. 

How does this differ from a drug-free workplace?  Whereas a drug-free workplace relies predominantly on employers to implement strategies that rid their particular workplace of safety hazards, achieving the goal of a drug-free workforce requires a broader, more holistic approach involving additional strategies and additional stakeholders.  As part of a drug-free workforce those who would fail a drug-test in drug-free workplaces can find the help needed to overcome drug and alcohol problems and become skilled, productive, and drug-free members of the workforce.  But, achieving a drug-free workforce is not the responsibility of employers alone, but rather is shared with other segments of the community notably the workforce investment system, the substance abuse treatment system, and community- and faith-based organizations.  

Employers, the workforce investment system, drug treatment communities, disability groups, worker safety advocates, community and faith-based organizations, economic development organizations, and criminal justice systems all have a vested interest in making the vision of a drug-free workforce a reality.  Yet despite individual and organizational efforts, a great deal remains to be done.  The underlying premise of the Drug-Free Workforce Conference is that individuals, organizations, and systems working together will be more effective.  The goal of the Drug-Free Workforce Conference is to bring together the communities with intersecting interests in achieving a drug-free workforce, in order to improve the outcomes for all those involved.  

This briefing book lays out key facts known at present by each of three major communities with interest in realizing the benefits of a drug-free workforce.  Armed with this knowledge, conference participants can work together to better coordinate resources and thus move more effectively toward the goal of a drug-free workforce.  

1.1 Rationale

Several White House initiatives call on us to better coordinate around achieving a drug-free workforce.  To achieve the President’s goal of reducing illicit drug use among our citizens by 25% in five years requires a focus on multiple objectives, including stopping drug use before it starts and healing America’s drug users to reduce the demand for drugs, and disrupting the illegal drug market.  A drug-free workforce supports the nation’s demand reduction objectives by sending strong, clear messages that drug use is unacceptable, intervening with workers who use drugs, and providing help to those in need of treatment, and support for those in recovery.  

President Bush’s New Freedom Initiative also calls on us to better integrate people with significant disabilities into all segments of community life, including employment.  In certain circumstances, persons with significant disabilities include persons who struggle with drug addiction.  

A drug-free workforce can also be a key element in improving workplace safety and thus further the goals of the Occupational Safety and Health Act of 1970 (The OSH Act).  The OSH Act requires employers to comply with certain safety and health rules and regulations and demands that employers generally provide a safe and healthful workplace free of preventable workplace accidents and injuries.  

In the U.S. economy, employers demand that all workers have the skills and workplace behaviors they need to be productive and high-performing employees.  Strengthening the economy provides another key motivation for this initiative.  

1.2 Scope  

Achieving a drug-free workforce requires focusing on segments of the workforce —those currently employed individuals who use drugs or abuse alcohol, and those unemployed individuals for whom drug use or alcohol abuse is a significant barrier to getting and keeping a job.  Both populations warrant attention to help ensure that employers have a reliable, productive, and drug-free workforce available.

Many employers rely on drug-free workplace programs to address drug use among their employees, but these programs are not universally available.  Even where programs are in place, access to treatment and return-to-work opportunities are not always available. Unfortunately, the benefits to employers of comprehensive programs that allow workers with problems to retain employment may not overcome their concerns about employing workers with a history of substance abuse.  This points to the need to explore the value of substance abuse treatment and return-to-work options, and how employers and substance abuse treatment communities can work together to improve both treatment and employment outcomes. 

With respect to unemployed substance abusers, ensuring that those who are less attached to the workforce and have a history of substance abuse become valuable employees requires many resources. Employers, the workforce investment system, the substance abuse treatment community, and others, such as the disability community, vocational rehabilitation and the criminal justice system, and the faith-based community, each have distinct roles to play in preparing workers for employment and addressing their substance abuse problems.  As a nation, we have responded to these connected issues by establishing distinct systems to address separate but interrelated challenges associated with employment and substance abuse.

Figure 1 illustrates how three of the communities with an interest in a drug-free workforce intersect.  While it is certainly recognized that many communities play an important role in working toward a drug-free workforce, this conference is particularly focused on enhancing coordination among employers, substance abuse treatment providers, and the workforce investment system because of their direct role in substance abuse issues as those issues affect the nation’s workforce.  

Each of these three communities or systems pursues separate goals related to either substance abuse and/or employment independently, as illustrated in Figure 1.  However, this creates particular challenges when individuals with substance abuse problems could benefit from the services of more than one of these players.  For example, if an employer with a drug-free workplace program is not aware of the benefits of treatment or the best approaches to helping an employee re-enter the workplace after treatment, then opportunities for positive outcomes may be missed.  In another example, a trainee who is sent into the workforce without dealing with a substance abuse issue is likely to fail, which likely will lead to both a dissatisfied employer customer and a discouraged trainee.  The results may be even worse if the trainee ends up on public support or in the criminal justice system.  

Given the nature of the challenges being addressed by these various systems, the intersecting issues of employment and substance abuse must often be addressed simultaneously and over time to achieve the best results.  The goal of the Drug-Free Workforce Conference, as well as of this Briefing Book, is to begin a dialogue that will support participants in providing coordinated services around substance abuse and employment issues.  Out of that dialogue, the conference organizers also seek to identify strategies that can be adopted by conference participants and also shared more widely to support broader systems change.  Ultimately, of course, the intention is that better coordination will lead to better outcomes for employers, workers, and society as a whole.   

This briefing book is designed to prepare Drug-Free Workforce Conference attendees for full participation in the meeting.   Portions of the briefing book will be used as the basis for breakout group discussions and other activities. 

The remainder of Section 1 includes a Briefing Book Summary and a Conference Discussion Guide, which provides the foundation for working group session activities during the conference.

In Sections 2 and 3, the briefing book presents a summary of available research on the impact and challenges of substance abuse followed by a summary of available research on the benefits of prevention, intervention, and treatment strategies.  

Sections 4 through 8 describe the wide variety of programs and services and community approaches to substance abuse and/or employment challenges that are currently being utilized in both the private and public sectors, as well as some of the related laws and regulations.  

Section 9 highlights “promising approaches” in coordination of services between employers, the workforce investment community, and/or the substance abuse treatment community.  

Two appendices, containing a glossary of relevant terms and acronyms and a bibliography, support the primary content of the briefing book.

1.3
Focus and Intended Audience 

The conference has been designed with the intent of improving services delivered to employers through increased coordination.  If employers aren’t willing and able to hire or retain recovering workers, then substance abuse treatment will be insufficient to help drug abusers turn their lives around.  And clearly, as the workforce development service providers seek to prepare individuals for the workplace and place them into jobs, they need to focus on employers’ needs for productive, safe, and appropriately skilled workers.  Although the focus of the conference is on serving employers by ensuring that the various systems provide a well-prepared and drug-free workforce, the briefing book and the conference were designed to assist all three communities and others in better mutual understanding of the issues and increased coordination. 

The Drug-free Workforce Conference and this briefing book are intended to provide a basic understanding for conference participants of areas of research and practice with which they are currently unfamiliar.  Specifically as follows:   
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· Employers — Recognizing the benefits to their bottom line, many employers have implemented drug-free workplace policies and programs, but many have yet to do so.  A goal of this conference is to help employers who have not implemented drug-free workplace programs to recognize the benefits of doing so and to gain access to information and tools that can help them build effective programs.  It is hoped the conference will help employers gain an increased understanding of how substance abuse treatment can help provide qualified employees, recognize that the benefits of retaining skilled workers following treatment may outweigh the risks by producing highly motivated workers determined to succeed, and learn how to get what they as employers need out of the substance treatment process.  In addition, this conference is intended to facilitate communication between employers and community- and faith-based substance abuse treatment providers about employer expectations regarding current employees or job candidates following treatment. The conference is also intended to give employers an opportunity to articulate what they need from workforce development agencies to feel comfortable providing employment opportunities to people in recovery.  

· Workforce Investment System—The workforce investment system realizes that employers hold the key to jobs, and its practitioners thus seek an understanding of what employers need and how to satisfy employer expectations.  When assisting job seekers with substance abuse challenges, workforce investment service providers can benefit from a better understanding of how substance abuse interferes with employment, how it can be effectively addressed, and how employers’ drug-free workplace initiatives can help workers retain their jobs and access treatment resources.  

· Substance Abuse Treatment Communities—Treatment providers recognize that the ultimate treatment success occurs when an individual reaches his or potential as a productive member of society.  When designing treatment programs for successful outcomes, providers benefit from understanding what employers need and how to satisfy employer expectations, and from knowing how to translate treatment success into employment success. 

In addition, the disability community shares commonalities with the recovering community and strategies currently being employed to help people with disabilities move into successful employment may also be applicable to people in recovery from addiction.  A goal of this conference is to increase understanding of these commonalities so that the disability community and the substance abuse treatment and recovery communities can recognize opportunities to join forces and work with both workforce development and employers to improve employment outcomes for people in recovery from alcoholism and/or drug addiction.   

The Briefing Book is also intended to be useful for other communities and systems that may already work with these key systems or may have opportunities to help in achieving the goal of a drug-free workforce.  Across the nation and at the local, state, and national levels, workforce development, substance abuse treatment, disability services, worker safety advocates, religious organizations, health promotion advocates, and criminal justice system participants are critical to the success of this conference and our long-term goals.  Our goal is to prepare qualified and drug-free workers to succeed in the workplace.  

BRIEFING BOOK SUMMARY 

· While relatively little scientifically rigorous research has been done to define the impact of substance abuse on the workforce, and even less research measures the impact on the workplace, the research and anecdotal evidence that exists does suggests that substance abuse has a significant negative effect on the workforce and the workplace.

· There is significant evidence that individualized treatment works in terms of reducing drug-using behavior and other indicators and that certain factors, including employment, increase the likelihood of positive treatment outcomes.

· Employer-sponsored drug-free workplace programs, particularly those that include more than one component, demonstrate some effectiveness in addressing the challenges of substance abuse issues as they relate to employment even though there is a scarcity of data.

· Research suggests that broader workplace health and wellness programs to create a healthy workplace culture also show promise in encouraging workers to stop or reduce their use of alcohol and other drugs.

· At least three key “systems” have a vested interest in responding to these challenges, but each pursues separate objectives and programs, and their practices are at least partially defined by various laws and funding streams.   These entities include the three systems that are the focus of Figure 1A, as well as other players such as advocates for persons with disabilities, worker safety advocates, community- and faith-based organizations, and the criminal justice system.  However, at present the efforts being made by organizations within each of these systems is largely uncoordinated across systems.

· Nevertheless, some promising practices addressing the challenge of substance abuse in the workforce are emerging at the local level, including some promising practices that relate to coordination between systems.  

The remainder of this section lays the foundation for the activities that conference organizers have planned during the Drug-Free Workforce Conference.  It begins with Section 1.4, which presents a series of overarching issues relevant to all the relationships illustrated in Figure 1, and which will be addressed by presenters and participants in the Drug-Free Workforce Conference.  Sections 1.5 through 1.7 will describe the nature and goals of the relationships between the systems illustrated in Figure 1, and identify opportunities and issues related to intervention and treatment.  Section 1.8 describes some opportunities for substance abuse prevention and early intervention among all systems and interactions.  

CONFERENCE DISCUSSION GUIDE

1.4
Overarching Issues 

In addition to the specific issues raised above regarding relationships between each “side of the triangle” illustrated in Figure 1, this section identifies some of the overarching issues and questions that will be discussed at the Drug-Free Workforce Conference.  It is hoped that addressing these issues will improve coordination among systems around challenges related to substance abuse and employment, with the ultimate goal of improving employment outcomes for employers and workers, as well as for the service providers in the workforce investment and substance abuse systems.   

With respect to the issue of substance abuse and employment:

· What are the commonalities and differences between systems in terms of outcomes desired? 

· What does each system need from the other to reach its definition of success? 

· What would successful coordination between these various groups look like (as represented by each of the three sides of the triad)?

· What additional partners are needed to achieve successful coordination between the three systems that are the focus of this conference? 

· What are the known strategies for coordinating efforts between these systems in order to achieve better outcomes for each?  What are the potential strategies?

· To what extent are these strategies being used in current practice? 

· What are the challenges to wider implementation of potentially successful strategies and what kind of support is needed to bring about success?

· Policy challenges?  

· Programmatic challenges?  

· Funding challenges?  

· What else would be helpful to know in order to facilitate coordination among these various systems?

· What kind of research and knowledge would be most valuable?  

· What types of skill sets are needed to implement effective coordination strategies?

· What other types of information, beyond research, would support better coordination between these two systems?  

1.5
Employers and the Workforce Investment System

1.5.1
The Nature of the Relationship

There are several fundamental realities about the nature of the interactions between employers and the workforce investment system that will impact the ways in which workforce substance abuse issues must be addressed.  

· The workforce investment system cannot succeed without employers.  The workforce investment system exists to link employers with individuals seeking work.  The system cannot be successful unless employers hire workers, so it behooves those providing public workforce development services to understand employers’ needs and seek to meet them.  

· The Workforce Investment system has established a national network of local One-Stop Career Centers.   In partnership with employers and other mandatory partners (such as Vocational Rehabilitation and Social Security) and voluntary partner agencies (which could include substance abuse treatment providers and other community and faith-based organizations), One-Stop Career Centers are intended to provide responsive workforce development services to employers and job seekers alike regardless of skill or employment level.  

· Employers serve on the workforce investment system’s policy boards.  As mandated under the Workforce Investment Act of 1998, at least 51% of a Workforce Investment Board’s members must be employers.  This is consistent with the above-stated premise that the workforce development system can only be successful if it meets the needs of employers.  

· Employers seek well-prepared, qualified workers.  The more successfully the workforce investment system can meet this need, the stronger the relationship will be between employers and the system.  Reducing the risk that employers will encounter substance abuse problems among prospective employees is one aspect of meeting employers’ needs.

1.5.2 
Defining a Successful Relationship

From the employer’s perspective, a successful relationship with the workforce investment system could be described as follows:  

· Candidates referred to employers are successful, productive, and reliable employees with the skills needed by employers.  

· The One-Stop system can be relied on as a source for developing, recruiting, and retaining drug-free workers with the skills and behaviors required to fulfill business needs.  

· Overall, the “return on investment” for hiring employees through the system can match or exceed that of using other sources.  

From the workforce investment system perspective, a successful relationship with employers might be described as one where: 

· Employers are “repeat customers” who trust the workforce investment system to provide productive, reliable workers who do not adversely affect the workplace through abuse of alcohol or other drugs.   

· Job seekers find and keep the types of jobs they want, unhindered by barriers such as substance abuse.  

· Employers provide healthy workplace settings where employees, including those with a history of substance abuse, can thrive.

1.5.3
Intervention, Treatment, and Recovery Issues

To bring the relationship between employers and the workforce development system closer to the ideal described above, the following issues related to substance abuse intervention, treatment, and recovery need to be addressed: 

· Untreated substance abuse problems among job seekers can be hard to detect up front, especially since people with these problems do not self-disclose them due to denial or fear of punishment.  If these problems are not addressed before a job seeker is placed with an employer, the job candidate will likely fail to secure employment (e.g., be disqualified by pre-employment drug test) or fail to succeed at work (e.g., show poor attendance or job performance).  Such failures to address substance abuse damage the workforce development system’s credibility to employers.

· What tools exist to assist One-Stop Career Centers and other workforce development staff to recognize when a job seeker has a substance abuse problem?  
· Should questions about drug use be a standard part of intake?  

· The workforce development system is not specifically equipped to address substance abuse.  One-Stop Career Centers should not be required to become experts in substance abuse, but cannot afford to ignore these issues if they interfere with employment success.

· What are appropriate interventions for One-Stop Career Centers (and other programs) to take regarding job seekers found to have substance abuse problems?  

· Persons in recovery may need flexible work schedules to participate in treatment follow-up services and may benefit from other special arrangements to reduce relapse risk factors.  Also, treatment services are best delivered at times and places that make it easier for persons in recovery who are working to maintain their employment without undue scheduling conflicts.  Continuing case management and support services may be key to both successful recovery and successful job placement and retention.  

· How can the relationship between employers and treatment providers be used to make the workplace more supportive of recovery?   
· In some instances, workforce development professionals are aware of a customer’s history of treatment and recovery status and feel it may protect the integrity of the program to inform a prospective employer about that candidate’s history—perhaps believing the employer to be a compassionate individual who would be willing to give someone a second chance following treatment.  However, federal confidentiality and privacy laws restrict such disclosure.

· How can workforce development professionals educate employers about needs and value of people in recovery without compromising confidential information?
· Should job seekers themselves ever disclose their recovery status in order to advocate on their own behalf (self-advocacy)—and if so, how can workforce development professionals help customers to decide when and how much to disclose?
1.6
The Workforce Investment and Substance Abuse Treatment Systems

1.6.1
The Nature of the Relationship

There are several circumstances under which interactions between the workforce investment and substance abuse treatment systems may occur.

· One-Stop Career Centers may refer job-seeker customers to treatment.  Generally this interaction occurs in reference to unemployed persons rather than currently employed workers, whose referral to treatment would come from their employer or employee assistance program (EAP).  

· Treatment providers may refer clients to One-Stop Career Centers so that they can obtain employment during or upon completion of treatment.   Treatment providers increasingly view employment as an essential component of maintaining stable recovery.  They may prefer using the One-Stop system instead of contacting employers directly about placement opportunities, so as not to duplicate efforts.  

· There may be significant overlap between the populations served by One-Stop Career Centers and substance abuse treatment.  A proportion of job seekers in One-Stop Career Centers and clients in treatment may be chronically unemployed or underemployed and may share the same characteristics and risk factors, such as low educational attainment or an undiagnosed co-occurring disability.  Some of the same individuals may receive services from both systems without either system knowing about the other’s services.  

· One-Stop Career Centers and treatment providers may work together with currently employed individuals in treatment or recovery who seek training in new skills and occupations.  This may occur when the current employee cannot return to the same occupation or position as before treatment, due to safety regulations or a work environment with too many potential relapse triggers, or when the employee desires to change careers or enhance skills.  Collaboration between One-Stop Career Centers and treatment providers may also be needed to assist former workers whose employers fired them for violating drug-free workplace policies instead of offering employee assistance.  

· Faith- and community-based organizations provide quality services to both systems.  Job preparation services are often delivered under contract to One-Stop Career Centers by community-based organizations (CBOs) and faith-based organizations (FBOs).  Similarly, CBOs and FBOs often provide substance abuse treatment and prevention services.  Hence, CBOs and FBOs may serve a key role in linking substance abuse treatment and workforce development services and improving systems coordination.  

1.6.2
Defining a Successful Relationship

A successful relationship between the workforce development and substance abuse treatment systems is a proactive partnership to address job seekers’ substance abuse problems before they enter the workplace.  

From the workforce development system’s perspective, in a successful relationship with the substance abuse treatment system: 

· Job seekers referred to treatment will successfully complete treatment and stop problematic substance use.  

· Job seekers referred from treatment can benefit from One-Stop services without being hindered by substance abuse. 

· Continuing recovery-related services, if needed, are provided to the successful job seekers once they are employed.  Such services are coordinated with other job-retention activities by the One-Stop Career Center staff but provided by the treatment provider.

From the substance abuse treatment perspective, in a successful relationship with the workforce development system: 

· There will be fewer “repeat customers” and less of a “revolving door” of chronic abusers who return to treatment after repeated failure to maintain abstinence and employment.  

· Clients referred to One-Stop Career Centers will receive services in a manner that maximizes success by supporting recovery and minimizing the likelihood of relapse.  

1.6.3
Intervention, Treatment, and Recovery Issues

Forming and maintaining successful relationships between the workforce development and substance abuse treatment systems will require the following issues regarding intervention, treatment, and recovery to be addressed:  

· Although both systems serve similar customers and both have a role in preparing prospective workers for employers, they often do so independently with little or no interaction with each other.  For example, some substance abuse treatment providers deliver vocational training and employment services to clients without any use of or even knowledge about local One-Stop Career Centers and what they can offer.

· What can be done to raise workforce development and substance abuse treatment providers’ awareness of each other? 
· The workforce development system has an opportunity to recognize substance abuse problems among job seekers that may interfere with their employment success and to refer these job seekers to appropriate treatment.   The job seeker’s need for treatment may be discovered at any point in the service process, including at intake (e.g., by a standard screening process for substance abuse), during job counseling or other case management, or following a problem (e.g., not showing up for scheduled One-Stop services, or failing an employer’s pre-employment drug test).

· What does the workforce development system need in order to detect and intervene in job seekers’ substance abuse as early as possible in the service delivery process?
· What kind of assistance can treatment providers offer?  
· There is evidence that paid employment can provide motivation to participate and progress in treatment and that access to treatment has positive effects on employment.

· What kind of assistance can One-Stop Career Centers provide in encouraging this process? 
· When there is interaction between the two systems, it is often a simple referral relationship with little or no true coordination.  For example, One-Stop Career Centers who refer job seekers to treatment may have little follow-through contact with treatment providers.

· Is it appropriate for the One-Stop vision of comprehensive, “seamless” services to include substance abuse treatment?
· If so, how can better coordination be encouraged?  

· In some cases, neither system is motivated or prepared to integrate or coordinate their services.  For example, some treatment providers may have a “first things first” philosophy and thus do not begin to address a client’s employment issues until stable recovery has begun.  Likewise, some One-Stop Career Centers have little incentive to serve “hard to place” job seekers and may prefer customers to complete treatment and reach stable recovery before utilizing One-Stop services.  However, ensuring a smoother transition from treatment to work is an important way to reduce the risk of relapse.

· Would it make sense to provide workforce development services early in substance abuse treatment?
· What types of workforce development services would be appropriate and who should provide such services?
· What kinds of services would make sense for treatment providers to offer to their clients who are using One-Stop Career Centers?
· How could these employment and treatment needs or services be better coordinated or integrated?  
1.7
Employers and the Substance Abuse Treatment System

1.7.1
The Nature of the Relationship

There are several circumstances under which interactions between employers (or their intermediaries) and the substance abuse treatment system may occur.

· Employers offer treatment options for current employees.  This interaction occurs when employers provide opportunities for their employees with alcohol or drug problems to receive substance abuse treatment.  (Employers that choose to terminate current employees who use drugs are unlikely to interact with substance abuse treatment providers.)  The goal of the interaction is to ensure that employees’ addiction is treated effectively and valued workers return to full performance.  

· Employees request that providers verify treatment participation to employers.  It is less common for employers and substance abuse treatment providers to interact regarding unemployed workers.  However, in some cases employees who lose their jobs as a result of behaviors related to substance abuse—with or without the employers’ knowledge of the substance abuse—may subsequently seek treatment.   When such employees are ready to regain employment they may ask a treatment provider for verification that past job performance problems were the result of addiction, or for verification of participation in treatment in order to request a second chance with a former employer.  Either situation could result in an interaction between substance abuse providers and employers with the goal of helping a former substance abuser return to work.

· Substance abuse treatment providers seek employment opportunities for clients.  When substance abuse providers recognize vocational skills and employment as goals of treatment and make employment goals part of their treatment plan, these providers may seek out employers in their community that are willing to provide employment opportunities for their clients.

· Employer-sponsored health care plans pay for substance abuse treatment.  While the extent of coverage varies, many employers’ health insurance plans pay for some level of substance abuse treatment.

Employer policy dictates whether drug use and alcohol abusing employees are retained.  Because employers typically utilize some form of drug-free workplace policy and program to determine how they address substance abuse among employees, the providers of services such as drug testing and EAPs often mediate the relationship between employers and substance abuse treatment providers.  It is increasingly common for employers to contract out these services.  In these situations, the interactions between employers and substance abuse treatment providers occur indirectly.

1.7.2
Defining a Successful Relationship

From the employer perspective, a successful relationship with substance abuse providers could be described as follows: 

· Employees referred for treatment readily return to full productivity and do not violate work rules.  

· Relapse either does not occur or if it does, it does not result in workplace impact.

· Substance abuse treatment provides successful job candidates to employers.

From the treatment provider perspective, a successful relationship with employers might mean that: 

· Employers offer return-to-work opportunities to employees who complete substance abuse treatment or hire new employees who are in recovery from substance abuse.  

· Clients who are employees maintain stable recovery, and successful employment helps to protect against relapse.

· Employer’s workplace culture supports recovery and minimizes risk of relapse by offering employee assistance services, flexible work hours, mentoring programs, or other similar benefits or programs.

1.7.3
Intervention, Treatment, and Recovery Issues

Addressing the following issues and questions related to substance abuse intervention may help to foster a successful relationship between employers and substance abuse treatment providers: 

· Currently available information indicates that Drug-Free Workplace programs can help intervene in substance abuse and result in workers being referred to treatment. 
· What is needed to encourage more employers to offer opportunities for treatment?
· Employers have some influence over treatment, for example, through the level of insurance coverage selected.
· What is the employer’s responsibility with respect to ensuring that appropriate treatment is provided that will increase the likelihood of a successful outcome?

· If treatment for substance abuse succeeds only at ending an individual’s substance abuse, without preparing him or her to maintain recovery on the job, then treatment has not been successful.  As such, employer needs have not been met and employers’ confidence that treatment will work is compromised.  This can result in a breakdown in the relationship between employers and substance abuse treatment providers.
· How can substance abuse treatment providers be encouraged to adopt a definition of treatment success that includes employment goals?

· Federal regulations require information about an individual’s substance abuse treatment to be kept confidential.  This holds true for potential and current employees.   Employers seek assurance that both populations have achieved successful treatment outcomes, but substance abuse treatment providers are constrained in how much information they can share with employers about individual cases.  Likewise, when current employees are in substance abuse treatment, the employer may need to know about their progress in treatment in order to prepare for their return to work.

· Employers seek assurance that employees or potential employees have had successful treatment outcomes, but substance abuse treatment providers are constrained in how much information they can share about individual clients.

· How can treatment programs provide pertinent information to employers about individual cases without compromising client confidentiality?
· Employers may want guarantees that an employee who has undergone substance abuse treatment is “cured.”  However, given the relapsing nature of the illness it is not possible to make that guarantee.   Individuals who have completed treatment are not necessarily free and clear of any substance abuse related challenges.  Some employers may view the possibility of relapse as a sign that treatment does not really work, or as a reason not to hire or re-hire persons in recovery.

· What kind of information or education do employers need about treatment and recovery issues?
· Is it appropriate for this information or education to come from treatment providers?  If not, who should provide it?
· What is needed to increase employer confidence in the success of treatment, given that relapse is a known aspect of addictive illnesses?

1.8
Prevention and Early Intervention Opportunities 
While you are reading the text that follows, please consider the following questions.

· What is needed to encourage wider use of the following substance abuse prevention opportunities in the workplace, the workforce development system, and the substance abuse treatment system?  
· Besides those listed below, what are other opportunities for prevention in each of these settings, and how can they be assisted by other parts of the triangle?  
· Are job training and employment themselves prevention strategies?
1.8.1
Workplace Prevention Opportunities

· Drug Testing: Evidence indicates that drug testing—particularly random testing—can be effective as a deterrent to substance abuse by encouraging non-addicted employees to abstain from drug use.  It can also deter drug users from applying for jobs at a particular company, which enhances that company’s ability to sustain a drug-free environment. 

· Employee education:  Employee Assistance Programs, and sometimes drug testing providers as well, provide employee education that may have a preventative effect.  (These programs may also be useful as early intervention tool, particularly given that the “broad-brush” programs provide opportunities for individuals to seek help without acknowledging possible underlying drug use.)   

· Educational resources from the treatment and prevention systems:  While the substance abuse treatment system is not generally involved directly in workplace prevention, many of the same community- and faith-based organizations that provide treatment services also have an interest in prevention.  Many join together with other segments of the community to form broad-based community prevention coalitions.  Employers can join existing community prevention coalitions and tap into the educational resources available.  Employers may wish to coordinate with community providers to deliver in-service training for front-line supervisors and managers as part of ongoing human resource development and training process.

· Workplace improvement initiatives:  Prevention opportunities may also arise within the broader context of organizational culture and wellness promotion activities.  Research illustrates promising approaches to improving workplace culture that not only help prevent drug use and alcohol abuse, but may also create a healthy, supportive environment for individuals in recovery.  These programs address health promotion issues such as cardiovascular health and weight loss, stress management, work-life balance, and workplace communication and team building. Such programs may be attractive to employers because they have appeal to general worker interest but avoid the up-front stigma often associated with substance abuse.  

1.8.2
Prevention Opportunities in the Workforce Development System

· Substance abuse prevention messages can be effectively delivered when educating job seekers about employers’ expectations about job readiness and on-the-job behavior.  

· Prevention messages can also be presented within “life skills” training that is sometimes offered to new entrants into the workforce, such as persons transitioning from public assistance.  

· Primary and relapse prevention messages addressing stigmatization and discrimination against substance abuse can also be presented to co-workers and colleagues, thereby helping to facilitate a more integrative work environment for recovering employees.  

· Employment can be a critical part of the key to sustaining recovery, and it also provides alternative activities to drug use and can also build self-esteem and attachment to community.    

1.8.3
Prevention Opportunities in the Substance Abuse Treatment System

· Treatment providers could provide education to job seekers at One-Stop Career Centers and to current employees in the workplace about substance abuse/addiction dangers and symptoms and how to seek help.  

· Treatment providers could work with One-Stop Career Centers and employers to provide the policies and supportive services needed to minimize the risk of relapse among job seekers and workers in recovery from substance abuse.  

· Treatment providers could seek to research, locate, and integrate potential partnership opportunities with faith-based organizations whose “personal transformation” capabilities would help insure successful overall treatment outcomes.

1.9 
Conclusion

This conference is a first step in promoting successful coordination and inter-system referrals between employers, workforce development, and substance abuse treatment.  Much remains to be done.  Your participation in this conference is an important contribution toward achieving the goal of improving productivity and other employment outcomes through substance abuse prevention, intervention, treatment, and recovery—the goal of a Drug-Free Workforce.  

� For the purpose of the Conference and this Briefing Book, the term “drug-free” does not imply that either the workplace, the workforce, or society at large should be free of appropriate, therapeutic use of prescription or over-the-counter drugs.  Neither does it suggest that social off-the-job use of alcohol should be limited or restricted.  It also does not necessarily imply that strict “zero-tolerance” approaches are required to achieve the “drug-free” goals that ignore the relapsing nature of addiction.  Rather, for the purpose of the Conference and Briefing Book, a variety of policy approaches and strategies will be considered in order to achieve the goal of a workforce that is ready and able to work free from the negative effects of alcohol abuse or illicit drug use because ample opportunities are available in the workplace and the community to access treatment and the other social supports needed to return to health and productivity.  
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