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This issue of the Journal of 
Employee Assistance fea-
tures insightful information 

about how we, as EA profession-
als, can better address the prob-
lem of suicide in the workplace.

Engaging men in the work of 
addressing their mental health issues 
can prove challenging. However, 
Sally Spencer-Thomas, Jarrod 
Hindman and Joe Conrad are help-
ing men overcome the stigma many 
feel related to seeking treatment 
with an innovative approach they 
call Man Therapy®. Sally, Jarrod 
and Joe use their newly developed 
method to reach those men most 
vulnerable to risk of suicide. As 
noted in the article, this approach is 
already being accepted internation-
ally, most recently in Australia. 

Kaoru Ichikawa and Ayumi 
Nishikawa address the topic of 
EAP response to suicide in Japan.  
Suicide is the second-highest cause 
of death for those aged 40-49, which 
are the core of Japan’s working 
population. In light of this problem, 
corporate clients are increasingly 
expecting Japanese EA professionals 
to help reduce workplace stress. The 
authors describe four major aspects 
to workplace suicide in Japan and 
discuss ideas for how EA profes-
sionals can make an effective and 
culturally sensitive response.

Suicide is also a problem in aca-
demic settings. The University of 
Iowa EAP devised a unique study, 
which sought to increase under-
standing about particular interven-
tions that might positively impact 
suicide risk on its campus. Carol 
Wozniak-Rebhuhn and Marizen 
Ramirez explain how the QPR 
(Question, Persuade and Refer) 
method is forming an evidence base 
for this type of training as a health 
management strategy. Knowing 
which risk-reduction strategies are 
effective can be highly instrumental 
to quality decision making in EAP.

Outside the topic of suicide 
prevention, this issue visits other 
topics important to our field and 
practice. Mickey Parsons ponders 
whether positive psychology coach-
ing could provide EAP practitioners 
with an important service for our 
clients. Mickey reports numerous 
benefits to coaching, including 
improving overall client satisfaction 
and increasing revenue.

Picking up where they left off in 
the 2nd quarter JEA last year, Stan 
Granberry, Richard Bozzelli and 
John Burke revisit the important and 
seldom documented topic of merg-
ers and acquisitions in EAP. M&A 
activity is strong in our industry and 
in this issue, the authors explain 
various perspectives of both buyer 

and seller as they move through the 
M&A process.

Finally, Jeffrey Harris, Sandra Nye, 
and Marina London present insightful 
and practical advice in their respective 
columns. Happy reading! v

|By Maria Lund, LEAP, CEAP
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Five Websites You  
Should Know About

|By Marina London, LCSW, CEAP

techtrends

Many employee assistance pro-
fessionals are playing tech-
nological catch up, trying to 

adapt and incorporate critically impor-
tant innovations and resources into 
everyday EAP service delivery. But it’s 
not just about getting up to speed, it’s 
also about thinking ahead. Here are five 
websites to help you consider the near 
and distant future of our profession.

1) TalkSession (http://talksession.com) 
What it is: TalkSession is a new 

telemedicine platform created by a 
Wall Street trader. As Wired magazine 
explains: “TalkSession [is] a web-
site that connects patients to mental 
health providers. The site lets users 
[appraise] caregivers based on needs 
and specialties, and a diagnostic 
patient questionnaire [that] seeks 
compatibility in communications 
styles and outside interests.”

The article continues, “Then 
patient and practitioner connect via 
TalkSession’s video platform... There 
are hurdles. For one, doctors’ licenses 
aren’t portable between states...And 
fewer than 20 states force private 
insurance to reimburse telemedicine.” 
There are other issues. It is unclear if 
the site welcomes licensed social work-
ers or LMFTs. Every clinician pictured 
on the site (and all the clients,) looks 
hip and beautiful. People of color are 
notably absent – at least visually. 

Why you should check it out: I 
encourage anyone in the EAP field to 
study this site. There is much to learn 
from a marketing perspective. And 
there is no doubt that video platforms 
are here to stay, and may grow into 

the preferred service delivery method 
in the very near future.

2) Tiny Habits (http://tinyhabits.com) 
What it is: B.J. Fogg, a Stanford 

University based psychologist, was 
the first person to study the impact of 
computers on human behavior. He con-
tinues to be interested in the interface 
between people and technology and has 
developed an ingenious web and e-mail 
based five-day method for initiating a 
new habit that is effective, easy and fun. 

It works like this: Users take 
roughly 12 minutes to learn what Dr. 
Fogg’s research has revealed about 
the formation of habits and then select 
three new behaviors (habits) they 
want to develop. They practice these 
behaviors for five days and respond to 
a daily email message from Dr. Fogg 
or one of his associates. That’s all it 
takes (and it’s free)! 

Why you should check it out: 
Assigning homework has always been 
a core technique of EAP work. Tiny 
Habits is a great resource for EAP 
clients. While the platform is easy to 
use, the ideas behind the technique are 
scientifically based and important.

3) Google Crisis Response (http://
www.google.org/crisisresponse)

What it is: Since Hurricane 
Katrina, Google Crisis Response 
has made critical information about 
natural disasters and humanitarian 
crises more accessible. Google’s con-
tributions include public alerts that 
offer warnings before disasters cause 
damage, and information on how to 
stay safe, as well as updated satellite 

imagery of the disaster area, charita-
ble donations, and products designed 
to organize and coordinate critical 
response resources and information. 

Another important component of 
this free resource is an important tool 
Google created in wake of the earth-
quakes in Haiti: the Google Person 
Finder. This is a web application that 
allows individuals to post and search 
for the status of relatives or friends 
affected by a disaster. Websites can 
choose to embed Google Person 
Finder as a gadget on their own pages. 
Person Finder is free, and has been 
launched in over 40 languages. 

Why you should check it out: 
Any EA professional can access the 
Google Crisis Response toolkit and 
become a better crisis responder. It 
allows any EAP to have an expanded 
role and increased impact as part of 
the services provided during the after-
math of a major critical incident.

4) IBM 5 in 5 (http://www.ibm.com/
smarterplanet/us/en/ibm_predictions_
for_future/ideas)

What it is: Every year, IBM unveils 
five predictions about how technological 
innovations will change the way we live, 
work, and play within the next 5 years. 
It’s called 5 in 5 and debuted in 2006. 
People pay very close attention to this 
forecast because it’s not a Ouija board 
that’s talking, it’s IBM. And they have a 
track record for being very, very accurate. 

Here is one of their 2013 predic-
tions: In 5 years, doctors will rou-
tinely use your DNA to keep you 
well. “Today, full DNA testing to help 
make treatment decisions is still rare. 
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Gallus Detox Centers offer the
better way: a safe, comfortable
medical detox with IV therapy that
relieves withdrawal symptoms and
ensures your safety. Our board-
certified emergency medicine
physicians will create your
customized detox program, and our
team of registered nurses and
technicians will provide personal
attention 24/7, all in an upscale
setting with private rooms. 
Call us. Let’s talk. 855-338-6929.

Most insurance accepted • Licensed medical detox facility • Comfortable, safe, IV-therapy • Maximum 6 patients • Upscale private rooms

• HDTV & Wifi • Non-judgmental environment • Board-certified emergency medicine physicians and ICU-level registered nurses

We can help. Let’s talk.
Call Gallus Detox today - 855-338-6929.
www.GallusDetox.com

But cognitive systems and cloud com-
puting may make this form of treat-
ment mainstream. It could be done 
faster, more affordably and much 
more frequently. In addition to DNA 
testing for cancers, we may even see 
DNA-specific personalized treatment 
options for mental health conditions.”

Why you should check it out: 
I think every EAP should consider 
being ahead of the curve. Considering 
what IBM predicts for the near future 
is a great jumping-off point for brain-
storming geared at considering the 
answer to these questions: “What will 
EAPs be like in 2019?”

5) The Long Now: (http://longnow.org) 
What it is: In 1996, computer 

scientist William Hillis became con-
cerned about the speed with which 
technology and its sociological  

consequences was occurring. He 
created the Long Now Foundation, 
which aims to think about humanity’s 
impact over the next 10,000 years.

Why you should check it out: Hillis 
believes that civilization is revving itself 
into a pathologically short attention span. 
The trend might be due to the acceleration 
of technology, the short-horizon perspec-
tive of market-driven economics, the next 
election perspective of democracies, or 
the distractions of personal multi-tasking. 
All of these are on the increase. He 
believes some sort of balance to short-
sightedness is needed to encourage long-
term responsibility, one where “long-
term” is measured in at least centuries.

Summary
So I throw down the gauntlet to my EA 

colleagues: Forget the next five years. What 
will the EAP of the future look like? v

References:
http://www.wired.com/business/2013/12/

talksession-mental-health-car 
http://www.iwebu.info/2013/05/web-secret-

257-captology.html 
http://www.compeap.com/the-big-news-

about-tiny-habits 
http://www.google.org/personfinder/global/

home.html 
http://www.ibm.com/smarterplanet/

us/en/ibm_predictions_for_future/
ideas/#Healthcare 

Marina London is Manager of Web 
Services for EAPA and author of iWebU, 
http://iwebu.info, a weekly blog about 
the Internet and social media for mental 
health and EA professionals who are chal-
lenged by new communication technolo-
gies. She previously served as an executive 
for several national EAP and managed 
mental health care firms. She can be 
reached at m.london@eapassn.org.
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effectivemanagementconsulting

Coping with Suicide  
in the Workplace

|By Jeffrey Harris, MFT, CEAP

I’d like to share some thoughts 
about the important role that an 
EAP consultant can play in sup-

porting a manager when an employee 
dies traumatically or by suicide. 

Some years ago, I worked as an 
internal EAP for a company that lost 
an employee to suicide. My duties 
included providing debriefing groups 
and helping the manager answer the 
question: “How do I tell this awful 
story?” I’d like to cover some typical 
consulting an EA professional might 
encounter in the workplace through 
the following case study. Moreover, 
I believe that the proposed interven-
tions are also applicable for other 
traumatic losses in the workplace.

Shock and Pain
We learned on a Monday that Teri 

(a pseudonym) had taken her life the 
previous day. The news spread like 
wildfire and so did the inaccurate gos-
sip about the manner in which she took 
her life. Her cubicle spontaneously 
became a shrine and center of griev-
ing for the workforce. One interesting 
dynamic was that Teri’s co-workers 
were being comforted by employees 
from parts of the company that did not 
know her. This gesture acknowledged 
that even those less affected by the loss 
had the compassion to offer comfort 
and support to Teri’s workmates. 

The same soul-searching questions 
that family members face were occur-
ring, such as: “How could she take her 
own life?!” “Why didn’t she just reach 
out to us?” and “Were there signs that 

we missed that we neglected to pay 
attention to?” Teri had even bowled 
on the company’s bowling team on 
Saturday night, and had been observed 
laughing during the event. Surely, co-
workers insisted, this wasn’t consistent 
with her action the very next day?

Consulting Stages
Consulting to a manager in 

this early stage of shock and pain 
should center on:

• Devising a communication 
plan to cope with the crisis;

• Anticipating the range of 
emotional responses;

• Tactfully handling the matter of 
getting back to previous levels 
of work performance; and

• Addressing the impact of produc-
tivity on a grieving workforce.

The consultant may start by help-
ing the manager understand and 
anticipate the range of employees’ 
emotions, and how to form a commu-
nication plan that meets the needs of 
the group. A good plan should offer 
facts to eliminate gossip, and describe 
what steps the company is taking to 
comfort the family. Communication 
might also include announcements 
of a memorial service, where to send 
cards and flowers to the family, or 
how to donate to a charity of the 
family’s choice. Frequent and timely 
communication is paramount.

Another consulting opportunity is 
to help the manager explore options 

for resuming normal business opera-
tions in such a way as to honor the loss 
of the deceased and allow co-workers 
time to grieve, while striking a balance 
for meeting the needs of the business.

I have consulted for many com-
panies on how to revert to previous 
levels of productivity after a traumatic 
event, and I observed that nothing can 
sour the workforce and lose goodwill 
faster than insisting that “it’s back 
to business as usual” shortly after a 
death, as if nothing had happened.

Consultation may also help the 
manager anticipate that declin-
ing productivity are often signs of 
employees trying to cope with the 
loss. In this case, I have always 
encouraged the manager to ramp up 
performance discussions with strug-
gling employees instead of pursuing 
disciplinary actions. 

It’s Lonely at the Top
I noticed in Teri’s case that super-

visors and managers often felt they 
“had to be strong for the employ-
ees” and thus denied themselves 
the opportunity to grieve. Another 
supervisor started her own debrief-
ing group, even though she lacked 
the training or credentials to lead this 
process. Employees also reinforced 
the hierarchy by stifling their urges 
to comfort or engage managers about 
their own well-being.

In my column “Consulting with the 
Trauma-Impacted Manager” (JEA, Vol. 
42 No. 2 - 2nd Quarter 2012), I gave a 
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detailed model for identifying and sup-
porting managers whose management 
skills suffer when impaired by their 
own response to trauma. I’ll therefore 
just briefly mention that the EA con-
sultant should move quickly to help 
support supervisors and managers, so 
they begin to have their own needs met 
for comfort and nurturance.

The Blame Game: Torn Between 
Two Loyalties

It was the grieving family that 
actually introduced the most uncom-
fortable dynamic in Teri’s case. In 
their loss and bereavement, they con-
fronted managers with vengeful and 
painful accusations that the pressures 
of overwork must have led her to take 
her life. They wanted to scour Teri’s 
desk and emails for clues about her 
stress and threatened a lawsuit.

This led the managers to be torn 
between two loyalties – providing 
comfort and honor to Teri and her 
family, while needing to financially 
and legally protect the company.

Panic and bedlam ensued. Fear, 
suspicion, blame and guilt were now 
heaped on top of grief, and pro-
duced predictable responses, such 
as isolation and job abandonment. 
As one might guess, these feelings 
were the direct opposite of the sup-
port employees needed – since they 
benefit from the presence of structure 
and leadership during a crisis.

Eventually the cascade of blame 
and accusation came knocking on 
the door of the EAP: “You’re the 
mental health service, did you treat 
her? Did you know anything about 
her mental anguish? Did she reveal 
a threat to herself? Had you taken 
adequate precautions?”

As readers reflect upon these ques-
tions, let me suggest that you take the 
time now (before a crisis) to consult 
with corporate legal counsel and 

company leaders to inform them of 
the strict confidentiality regulations 
that the EAP would have to follow. In 
this case, consulting would help man-
agement understand why you cannot 
possibly answer any of those ques-
tions about a particular case. It can be 
useful for you, however, to talk about 
the EAP’s policies and guidelines for 
protecting life and property.

Postvention Resources
I would like to suggest that read-

ers download an online booklet titled 
“A Manager’s Guide to Suicide 
Postvention in the Workplace: 10 
Action Steps for Dealing with the 
Aftermath of a Suicide.” It is produced 
by two national workgroups on work-
place suicide prevention and postven-
tion. The steps in the guide are broken 
into three phases of postvention, as 
well as sample memos and announce-
ments. You may find the document at 
the link: http://bit.ly/mgrsui.

I’d also like to recommend a 
2-page fact sheet for supervisors 
titled “Recovery in the Aftermath of 
Workplace Violence: Guidance for 
Supervisors” created by the Center for 
the Study of Traumatic Stress. This 
guide is at: http://bit.ly/afterviolence.

The author invites you to net-
work about effective management 
consulting through his LinkedIn 
profile, at www.LinkedIn.com/in/
JeffHarrisCEAP, and Twitter at www.
twitter.com/JeffHarrisCEAP. v

Jeffrey Harris, MFT, CPC, CEAP has provided 
management consulting to a wide variety of 
organizations throughout his 20-year career in 
employee assistance, including corporate, gov-
ernment and union organizations. The author 
also has extensive experience as a manager 
and executive coach, from which he draws 
insight for his consulting. Jeff currently serves 
as Program Manager of EAP & WorkLife at 
the University of Southern California.
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Business Associate 
Agreements Require 
Immediate Attention

|By Sandra G. Nye, J.D., MSW

legallines

The Employee Assistance 
Professionals Association 
receives a lot of questions 

about whether EAPs need busi-
ness associate agreements with 
clinicians that provide EAP ser-
vices for them. Consequently, I 
thought this would make a good 
topic for a column. In fact, it is a 
very timely subject for employee 
assistance professionals as you 
will soon see.

The Health Insurance 
Portability and Accountability 
Act (HIPAA) Omnibus Rule 
went into effect on September 
23, 2013, and HIPAA-covered 
entities (CEs) and business 
associates (BAs) must be on the 
way to full compliance. Jot this 
date on a calendar: September 
23, 2014, which is the final date 
for publication of Notice of 
Privacy Practices.

The following are some basic 
guidelines that EA profession-
als need to know in order to be 
in compliance with the HIPAA 
Omnibus Rule:

The Basics
A business associate (BA) is 

a person or entity who is NOT 
a member of the workforce of 
a covered entity (CE) who per-
forms functions or activities 
requiring access to protected 
health information (PHI). 

Business associates are also sub-
contractors that create, receive, 
maintain, or transmit PHI on 
behalf of another BA.

HIPAA Rules mandate con-
tracts between CEs and BAs to 
ensure that business associates 
are appropriately safeguarding 
protected health information. 
The BA contract also clarifies 
and limits, as appropriate, per-
missible uses and disclosures 
of PHI by the business associ-
ate based on the relationship 
between the parties and the 
activities or services being per-
formed by the business associ-
ate. A business associate may 
use or disclose PHI only as per-
mitted or required by law or its 
BA contract. 

A business associate is 
directly liable under HIPAA 
Rules and subject to civil, and 
in some cases criminal, penal-
ties for unauthorized use or 
disclosure of protected health 
information – or any other  
uses not authorized or required 
by law.

A business associate is also 
directly liable and subject to 
civil penalties for failing to safe-
guard electronic PHI as required 
by the HIPAA Security Rule. A 
written covered entity-business 
associate contract must spell out 
the following:

 Specify permitted and 
required uses of protected health 
information (PHI) by the business 
associate;
 Prohibit use or further disclo-

sure of PHI by the business associ-
ate except as permitted or required 
by contract or law;
 Require the business associ-

ate (BA) to implement the HIPAA 
Security Rule (for appropriate 
safeguards) to prevent unauthor-
ized use or disclosure of protected 
health information;
 Compel the business associ-

ate to report to the covered entity 
(CE) any use or disclosure not 
provided by the contract, including 
any breaches of unsecured PHI;
 Mandate disclosure of pro-

tected health information by the 
business associate, pursuant to 
contract terms to satisfy the CE’s 
obligations regarding individual 
requests for copies of PHI; 
 Require the business associ-

ate to implement obligations under 
the HIPAA Privacy Rule and meet 
any applicable requirements;
 Order the business associ-

ate to – on behalf of the CE’s 
compliance with the Privacy 
Rule – make its internal  
practices and records regarding 
use and disclosure of PHI  
available to the U.S. Department 
of Health and Human Services 
(HHS);
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 If feasible at termina-
tion of the contract, require 
the business associate to return 
or destroy all PHI created or 
received by the BA on behalf of 
the covered entity;
 Require the business associ-

ate to ensure that any subcontrac-
tors engaged on its behalf – and 
having the same access to pro-
tected health information – agree 
to the same conditions regarding 
PHI; and
 Authorize the covered entity 

to terminate the contract in the 
event of any BA contract vio-
lations. All contracts between 
business associates (BAs) and 
BA-subcontractors are subject to 
these requirements. 

General Provisions
Business Associate agreements 

also contain general provisions, 
such as:

• Definitions of pertinent terms 
(e.g. business associate and 
covered entity);

• Obligations and activities of 
the business associate and 
covered entity;

• Permitted uses and disclosures 
by the business associate;

• Provisions for the covered 
entity to inform the business 
associate of privacy practices;

• Permissible requests by the 
covered entity;

• Terms and terminations; and
• Miscellaneous. 

Summary
The Internet is an excellent source 

for detailed information on HIPAA-
related topics. HHS.gov. publishes a 
section on sample business associate 
agreements. Also, google “Business 
Agreements” – and keep in mind 
that the 2014 materials are generally 
the most pertinent. 

I’ll conclude by stressing that 
the topic discussed in this col-
umn is technical and detailed. An 
attorney knowledgeable about this 
aspect of the law, IMHO, is abso-
lutely necessary to negotiate and 
draft the pertinent documents. v

Sandra Nye is the author of the popular 
“Employee Assistance Law Book.” She 
may be reached at sandra@nyelawyer.com.

Come to 
their rescue. 
Call on us.

Specialized Mental Health and 
Addiction Care for Police, 
Firefighters, EMTs, Military 
Personnel and Corrections Officers

When you’re called on to assist uniformed professionals 
in crisis, call on the Brattleboro Retreat’s Uniformed 
Service Program. On our private Vermont campus, this 
exclusive, confidential program has helped hundreds of 
brave men and women address drug and alcohol abuse, 
anxiety, PTSD, and depression. We also help our clients:  

• improve their sleep 
• feel better about themselves
• reduce tension, anger, and fatigue
• change unhealthy patterns.

Admissions 24 hours a day. 7 days a week.

Call 1-800-RETREAT
Or learn more at brattlebororetreat.org/USP

BRET7271_EAP_7x4.625_MAR7.indd   1 3/10/14   11:24 AM
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“Men have feelings, 
too,” says fictional 
Man Therapist Dr. 

Rich Mahogany. “No, not just the 
hippies… all of us.”

Dr. Mahogany is a character 
created to “man up” mental health 
and help men of working age think 
about their emotional problems 
from a different perspective. The 
tools offered by Man Therapy® pro-
vide employee assistance profes-
sionals with an innovative method 
to reach men who might not other-
wise use mental health services.

The team behind this mental 
health approach designed it as an 
“upstream” approach to stem the 
tide of the tens of thousands of 
men dying by suicide each year. 
The team, a public-private, non-
profit partnership is comprised 
of Colorado’s Office of Suicide 
Prevention, Cactus Marketing and 
Communications, and the Carson  
J Spencer Foundation.

The primary goals of the pro-
gram include:

• Creating social change among 
men and the general popula-
tion about mental and overall 
wellness;

• Empowering men to take 
action-ownership of their 
mental health and overall 
wellness by increasing help-
seeking behavior; and

• Reducing suicidal thoughts and 
deaths among men (long term).

Impact on the Bottom Line
Death by suicide often occurs 

during the height of an employee’s 
productivity. The University of 
Rochester Medical Center esti-
mates that men in the middle years 
of life (25-40) bear the largest 
public health burden due to suicide 
– more than for diabetes or stroke.

Cost of suicide completion per 
person:

• Average medical cost per 
case: $3,646

• Average work-loss cost per 
case: $1,160, 655.

Getting Started
The Man Therapy® creators 

sought to address the lack of 
comprehensive prevention efforts 
targeting men. The founders 

noted that men were four times 
more likely to die by suicide than 
women and that suicide was the 
second-leading cause of death 
among men ages 25-34.

The team decided to take an 
unapologetic, bold stance to reach 
those men most vulnerable for risk 
of suicide. They developed “Dr. 
Rich Mahogany” to help translate 
the issue into a language that reso-
nated with men.

Research and Development
For many men challenges exist 

in acknowledging mental health 
problems or suicidal thoughts due 
to deeply engrained conditioning to 
be strong and self-sufficient. This 
denial, coupled with men typically 
not accessing available services, 
contributes to their high suicide rate.

While recent evidence indicates 
that men and women experience 

coverstory

|By Sally Spencer-Thomas, Jarrod Hindman & Joe Conrad

Innovative Program 
Takes Offbeat 
Approach to  
Grim Issue
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similar rates of depression, men 
actually account for only one in 
10 diagnosed cases of depres-
sion, according to Mental Health 
America. Research suggests that 
male depression goes undiagnosed 
50-to-65% of the time.

Further, many men resist ask-
ing for help, communicating 
inner feelings and forming groups 
around emotional issues. Men 
seek help less frequently than 
women across different ages, 
nationalities, and ethnic and racial 
backgrounds. However, Man 
Therapy® argues that this trend is 
due in part on men’s socializa-
tion and in part on health delivery 
systems and not entirely on “men 
behaving badly.”

Cultural codes of achieve-
ment, aggression, competitive-
ness, and emotional isolation are 
consistent with the masculine 
stereotype – whereas depressive 
symptoms are not. Moreover, 
ideals of rugged individualism 
lead to social fragmentation and 
fewer coping alternatives.

Given this data, it is no sur-
prise that traditional approaches to 
reaching men with mental health 
and suicide prevention messages 
have been mostly unsuccessful – 
and new, innovative approaches 
need to be developed.

Next Steps
As noted earlier, the Office 

of Suicide Prevention, Carson J 
Spencer Foundation and Cactus 
Marketing and Communications 
forged a partnership and set out 
to uncover a new approach to pre-
venting suicide among working-
age men. For two years the team 
conducted eight focus groups and 

eight in-depth interviews to help 
answer the questions:

• How can we reach men in 
distress who do not access 
mental health services?

• How can we bring suicidal or 
highly distressed men “back 
to life”?

The focus groups consisted 
of people who surrounded men 
in crisis – EA professionals, HR 
professionals, members of various 
faith communities’ pastoral care, 
spouses, and other mental health 
professionals.

The in-depth interviews were 
conducted with men who had 
experienced a suicide crisis (an 

attempt or aborted attempt) as 
an adult and were now at least 
two years past the incident and 
considered to be thriving. After 
analyzing the transcribed inter-
views and focus groups, the team 
concluded that the following 
approaches would increase the 
chances of success in reaching 
men of working age.

 Approach #1: Soften the 
mental health language out of 
the initial communication. Many 
at-risk men were not seeing their 
problems through a mental health 
lens, so communication such as, 
“If you are depressed, seek help,” 
was missing an important sub-
group of men.
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 Approach #2: Show role 
models of hope and recovery. 
The men suggested that stories 
of men with “vicarious cred-
ibility” who have gone through 
tough times and found alterna-

tive ways to healing would offer 
hope that change is possible.

 Approach #3: Connect 
the dots: physical symptoms 
with emotional issues.  

Men were more willing to 
acknowledge changes in level 
of energy, sleep patterns, and 
appetite but did not always rec-
ognize how they were tied to 
mental health concerns.

Implementing Man Therapy
The campaign’s humorous design is based on a fictional 

“therapist” named Dr. Rich Mahogany, a no-nonsense 
man’s man who lets men know that honest talk about life’s 
problems is how they will begin to solve their problems.

A fully integrated medical campaign serves to drive 
audiences to the web portal www.mantherapy.org. 
Once engaged on the website, men:

• Interact with Dr. Mahogany;
• Learn about “Gentlemental Health” ®, complete with 

an “18-point head inspection” (self-assessment); and
• Receive “manly mental health tips.”

When men indicate their level of distress is high, 
Dr. Mahogany refers them to the National Suicide 
Prevention Lifeline – 1-800-273-8255, online support 
groups, or “Pro Therapy”.

Pro Therapy is a suicide prevention therapist finder 
(outside vendor) that Man Therapy® partners with. Mental 
health professionals sign up for this service and men (from 
the website) can search the database (of roughly 600 pro-
fessionals) to find someone near them who is qualified in 
suicide risk assessment and management.

After just one year more than 30,000 people had 
completed the “18-point head inspection” – a screen-
ing tool that offers feedback on levels of anger, 
anxiety, depression and substance abuse, and 17,000 
people had accessed crisis resources.

Program at Work
Preliminary evaluations demonstrate that the pro-

gram is reaching the desired target audience and hav-
ing the intended effect:

• 78% of viewers are male;
• 78% are between the ages of 25-64;

• 83% would recommend the website to a friend 
in need;

• 73% said the 18-point head inspection helped direct 
them to the appropriate online resources; and

• 51% either agreed or strongly agreed they were 
more likely to seek help after visiting the website.

Implementing the Program
 Create a wellness challenge for employees that 

involves men taking the 18-point head inspection.
 Post Man Therapy® posters in men’s bathrooms 

(contact jarrod.hindman@state.co.us to get a “starter kit”).
 Inquire how your EAP might license the 

campaign for full implementation (contact Joe@
CactusDenver.com).
 Promote Man Therapy® One-on-None Therapies 

during May – “Mental Health Month” – or during 
the second week in September, “National Suicide 
Prevention Week”.
 Obtain training in state-of-the-art suicide 

risk assessment and management and take annual 
refresher courses.
 Publish newsletter articles on why humor is 

effective when promoting men’s mental health.

Program is Expanding
After licensing the creative assets from 

the Man Therapy® team, in 2013 Australia 
launched its own version of the program (www.
ManTherapy.org.au) – with its own fictional 
therapist, Dr. Brian Ironwood.

The next stage of evolution for the program is to 
license the campaign to counties, states, and large 
organizations; expand the online mental health tools 
offered; and continue to evaluate the outcomes. v

– Sally Spencer-Thomas, Jarrod Hindman & Joe Conrad
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 Approach #4: Meet men 
where they are instead of trying 
to turn them into something they 
are not. Participants emphasized 
the importance of compelling mes-
saging using humor, especially dark 
humor, to break down social barri-
ers. Rather than expecting men to 
find information in mental health 
centers, the messages need to show 
up in locations that men frequent 
and through media targeting men. 
Finally, the research revealed that 
reaching men needs to include an 
online strategy that allows for ano-
nymity and self-assessment.

 Approach #5: Target “dou-
ble jeopardy men.” Knowing 
that not all men deal with mental 
health problems in the same way, 
the team focused on reaching a 
specific subgroup: men with the 
most risk factors who were also 
the least likely to seek help.

 Approach #6: Offer oppor-
tunities to give back and take 
meaning out of the struggle. Even 
men conditioned to never ask for 
help often do so when they have 
an opportunity to return the favor. 
In other words, “Joe” helps “Ron” 
clean the gutters on Ron’s house 
knowing that next weekend Ron 
will return the favor and help move 
Joe’s dishwasher to the dump.

The research also indicated 
that having children and a desire 
to leaving a positive legacy for 
them were often important barriers 
to engaging in suicidal behavior. 
Volunteering, spiritual growth, and 
strengthened relationships were 
also helpful in finding meaning 
after despair and creating a sense 
of belonging. For these reasons, 

the team looked for ways men 
could engage in reciprocity in a 
help-seeking, help-giving cycle.

 Approach #7: Coach the peo-
ple who know and work with the 
high-risk men on what to look 
for and what to do. Several points 
of research indicated that intimate 
partners were both the most likely 
cause for suicidal distress (e.g. 
divorce, separation, death) and the 
most likely person to intervene and 
influence a man to seek help.

In addition, research uncovered 
that workplaces needed training, 
just like CPR, to help co-workers 
identify suicidal distress and 
refer the men to helpful resources 
(such as www.workingminds.org). 
Because of these discoveries, the 
mental health program needed 
not only to target men but also to 
reach the people who surrounded 
men in crisis.

 Approach #8: Give men at 
least a chance to assess and “fix 
themselves.” As one in-depth inter-
view participant said, “Show me 
how to stitch up my own wound 
like Rambo.” The blueprint for 
change needed to offer mastery-
oriented intervention strategies that 
demonstrate progress and were 
time-limited. Simple, self-help 
strategies would allow men to take 
action in smaller, concrete steps.

Summary
Man Therapy® and the inno-

vative strategies the program 
employs hold great promise for 
being the bridge between men 
struggling with mental health 
problems, and the interventions 
that can save their lives. v

Sally Spencer-Thomas, Psy.D., MNM, 
is CEO and co-founder of the Carson J 
Spencer Foundation. Jarrod Hindman, 
MS, is the director of the Office of Suicide 
Prevention with the Colorado Department 
of Public Health and Environment. Joe 
Conrad is the CEO and founder of Cactus 
Marketing and Communications. 
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Suicide Prevention
Addressing Suicide Risk in a University Setting
“Throughout the study, the EAP served as the systemic ‘glue’ by connecting the 

partners; fostering necessary internal and external communications…”

featurearticle

The risk of suicide has been 
increasing, but understanding 
which interventions are most 

cost effective and worthy of resources 
can be challenging for busy employee 
assistance professionals.

According to the Center for 
Disease Control and Prevention 
(CDC), working-age Americans, 
age 34-64, have had a 30% 
increase in the rate of completed 
suicides during the last decade. In 
addition, for young persons ages 
15-24, suicide is the third-leading 
cause of death and approximately 
1,100 college-aged individuals 
commit suicide each year. 

Recognizing the need to reduce 
risk for these two often distinct pop-
ulations on college campuses – stu-
dents and working-age persons – the 
University of Iowa EAP embarked 
on a unique study, which sought to 
better understand which interven-
tions might positively impact suicide 
risk on a major university campus. 

The University of Iowa Study
In 2011, the University of 

Iowa’s EAP, University Human 
Resources and the College of 
Public Health partnered with the 
Crisis Center of Johnson County 
to study Question, Persuade and 
Refer (QPR), a suicide risk reduc-
tion, gatekeeper training program 
in university settings. 

The selection of HR representa-
tives was crucial, since they have 
a great deal of contact with both 
working-age individuals and stu-
dents on campus. The intent was to 
maximize the role of HR represen-
tatives, whose position within the 
organization would naturally align 
with supervisors, leaders, faculty 
and staff, as well as student workers 
and those interacting with students.

The QPR Program
The QPR program equips lay 

persons with knowledge about 
suicidal behaviors and the skills 
needed for identification and refer-
ral. QPR is listed on SAMHSA’s 
National Registry of Evidence-
Based Programs and Practices. The 
University of Iowa EAP had already 
been partnering with the Crisis 

Center of Johnson County to bring 
QPR training to faculty and staff on 
an ongoing basis.

With positive anecdotal feedback 
from participants about QPR, the 
idea was to learn if the program 
could empirically demonstrate 
whether participants would be bet-
ter prepared to intervene and make 
referrals on behalf of distressed and 
potentially suicidal individuals.

The objective of the study was 
to assess the effectiveness of QPR 
in improving knowledge, attitudes 
and behaviors of trained gatekeep-
ers. A two-group quasi-experiment 
was conducted:

 The intervention group (N=85) 
was comprised of Human Resources 
representatives, who were trained in 
QPR in November 2011.

|By Carol Wozniak-Rebhuhn, M.A., LMFT 
and Marizen Ramirez, Ph.D.
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 The control group (N=128) 
consisted of University of Iowa 
staff and leaders, who had  
completed a management series 
training for professional devel-
opment with comparable demo-
graphics and influence.

Knowledge, attitudes, and referral 
behaviors were compared between 
these two groups at baseline 1-, 6- 
and 12-months follow up.

The intervention group received a 
one-hour QPR training provided by a 
certified QPR trainer during the HR 
representatives’ monthly meeting. HR 
leadership was committed to the study 
and encouraged full participation. 
Two administrations of the training 
were offered to maximize attendance.

The EAP’s Role
The University of Iowa EAP 

served in a collaborative partnership 
with the College of Public Health and 
the Crisis Center of Johnson County:
 The Crisis Center provided 

a critical role in identifying a 
community-wide need for suicide 
prevention by offering a certified 
QPR trainer for the study. In fact, 
the trainer continues to provide 
QPR on an ongoing basis and 
serves as consultant when needed 
for EAP postvention services. 

 The College of Public Health 
faculty and graduate students 
offered essential expertise in the 
design, funding, approval, analysis 
and communication of results. 

 This mutually beneficial part-
nership not only helped the EAP 
to accomplish its identified objec-
tives for the much-needed preven-
tion training, but it also ultimately 
added to the knowledge base about 

practices that are most effective in 
gatekeeper suicide prevention.

 Organizationally speaking, 
the university’s internal EAP 
“resides” within HR, and as such, 
was instrumental to the study 
by leveraging the intervention’s 
impact through the strategic use 
of the organizational structure 
and EAP’s role in workplace 
wellness. Throughout the study, 
the EAP served as the systemic 
“glue” by:

• Connecting the partners;
• Fostering necessary internal 

and external communications;
• Providing logistical support 

during the trainings;
• Facilitating access to and data on 

the control group via HR; and
• Serving as a consultant.

The EAP’s trusted relationship with 
HR served to solidify the commitment 
and support needed for the study.

Key Findings
Preliminary results of the study 

demonstrated that:

 Training in QPR led to 
increased and sustained levels 
of identifying and responding to 
potentially suicidal co-workers 
and students. See Figure 1, which 
shows that those trained in QPR 
had increased preparedness to make 
referrals. This level of prepared-
ness was sustained up to 12 months 
after being trained. Training also 
improved knowledge about univer-
sity resources for referrals.

 HR employees trained in 
QPR were much more likely to ask 

Continued on page 28
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Mergers & 
Acquisitions Part II

Two Perspectives on M & A

featurearticle

Acquisitions are complex 
endeavors that test even 
experts experienced in 

the subject matter. The authors’ 
previous article, “Mergers & 
Acquisitions: A Neglected Area of 
EAP Literature” (2013) provided 
foundational information con-
cerning the multiple intricacies of 
the M & A process. This article 
focuses largely on the perspec-
tives of the seller and the buyer, 
with some key background infor-
mation presented first.

Overview and Perspective on 
EAP M & A

The 1980s and 1990s were boom 
periods for starting stand-alone 
EAP companies. The typical own-
ership model was closely held, for-
profit, and included a sole or mini-
mal number of owners. Currently, 
the founders from the boom periods 
are getting older and this is creat-
ing a “graying effect”. The authors 
predict that over the next few years 
many EAP owners will actively 
seek to be acquired as an exit strat-
egy to fund their retirement.

Stand-alone EAP companies 
remain competitive in the mar-
ketplace. However, due in part to 
M & A activity, the total number 
of local, regional and stand-alone 
EAPs is diminishing. The precise 
number of stand-alone EAPs is 

unknown, but it’s estimated at sev-
eral hundred in the US market.

Historically, national EAPs 
were the primary acquisition tar-
gets, but as the number of remain-
ing national EAP’s decreased, 
acquisition shifted to include 
local and regional companies. 
Nonetheless, local, regional, 
national and international EAP 
companies all remain attractive 
acquisition targets by health plans 
(HP), specialty health care service 
providers, private equity groups, 
private investors and other entities. 

Business enterprises have 
an ongoing need to grow larger 
through both organic and accre-
tion strategies in a competitive 
environment. This is a business 
necessity that cannot be easily dis-
missed.  Currently, industry con-
solidation has resulted in a decline 
in the number of EAPs.

According to OPEN MINDS 
(2013) “about 60% of the United 
States EAP market across all product 
lines, defined in terms of covered 
lives is controlled by five companies”:

• Magellan Health Services, 
Inc., 15.5%;

• ComPsych Corp., 14.2%;
• Aetna Behavioral Health, 

14.1%;
• OptumHealth, 9.3%; and
• Ceridian, 6.5%.

Acquisitions & Entrepreneurs
 Strategic vs. financial 

acquisition: In order to under-
stand the drive to acquire com-
panies it is important to dis-
tinguish between two different 
acquisition goals: 

1. Acquiring strategic assets, 
such as human capital, geography 
or infrastructure that is cost pro-
hibitive to build internally, or 

2. Emphasizing a stable revenue 
base (cash flow) and profitability 
that will accelerate value.

 The vital role of entre-
preneurs: It is important to not 
underestimate the vital role of 
entrepreneurs in our economy. 
They are the essence of an unen-
cumbered free market system that 
punishes ad libitum conduct and 
rewards innovation and robust 
customer service. Successful 
entrepreneurs create jobs, prosper-
ity and opportunity. Consequently, 
their success accelerates the veloc-
ity of money moving through our 
economy, which seeds the growth 
of new job opportunities. 

Successful EAP entrepreneurs 
are members of a diverse group 
who share some common charac-
teristics. By nature entrepreneurs 
are confident, which increases 
their tolerance of risk. They pos-
sess a behavioral hardiness that 

|By Stanford W. Granberry, Ph.D., Richard L. Bozzelli, 
CPA & John Burke, MA 
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affords enhanced stress tolerance. 
And, perhaps most importantly, 
they understand that their liveli-
hoods depend upon satisfied cus-
tomers. Without entrepreneurs, M 
& A activity would languish. And 
absent EAP entrepreneurs, our pro-
fession would languish even more.

The Seller’s Perspective
 Deciding to sell and pursuing 

the “deal”: Selling a company cre-
ates a wide range of emotions; espe-
cially when the seller views their 
company as a prominent aspect of 
their professional identity and their 
role in leading the company. This 
personal reaction is ill afforded.

Planning and executing a divest-
ment strategy is complex, emo-
tional, tedious, and time-consuming 

and yet it’s essential for a favorable 
outcome. The owner(s) should 
receive appropriate compensation 
for their years of labor if they have 
built a financially viable company. 
Moreover, the owner(s) want to 
ensure continuity of their com-
pany’s reputation after the acquisi-
tion. In addition, owner(s) desire 
a “soft landing” for employee 
retention, roles and compensation. 
Unfortunately, this rarely occurs in 
the sale of a company.  

Exercising positive skepticism 
is essential to defining and execut-
ing the “deal”. Here is a practice 
conundrum: “Which is greater: An 
immovable object or an unstop-
pable force?” The answer is: “the 
ability to do both eclipses the 
ability to do either.” In order to 

optimize the acquisition outcome, 
the seller must adopt the same 
skeptical and unemotional logic 
used to solve the riddle. Be willing 
to challenge the premises and then 
refine it early in the process.

Trust is a key factor throughout 
the acquisition process. There is a 
strong relationship between trust and 
predictability. We tend to trust peo-
ple to the extent that we can predict 
their behavior. Hence, in a business 
setting, consistency of what employ-
ees are told should readily match 
what happens. But absent predict-
ability, trust erodes quickly and is 
difficult to restore whether it occurs 
between employees or the employee 
and the company leaders.

Owners, in turn, face the reality 
that they are no longer in charge, 

Advertise in

Contact
Joan Treece 

Advertising Manager
(303) 242-2046

admanager@eapassn.org



| JOURNAL OF EMPLOYEE ASSISTANCE | 2nd Quarter 2014 |•• • • • • • • • • • • • • • • • • • • • • • • • • • | WWW.EAPASSN .ORG |

20

featurearticle

decisions will be made with or 
without them and their current 
way of doing business will change. 
It is assumed that the acquired 
company was purchased for its 
strategic value, and its business 
and position in the marketplace. It 
is also assumed that the buyer will 
bring added value, new capabili-
ties and greater growth opportu-
nity to the acquired company. This 
being the case, the transaction 
should bring about excitement 
and a level of energy that creates 
a stronger and more competitive 
merged enterprise.

The first three months follow-
ing the transaction are critical to 
the success of the acquisition. It 
is during this time that the former 
owner(s) and retained staff will 
experience moderate to high stress 
about the changes. Openness and 
frequent communication between 
management and staff of the 
acquired company is essential to 
mitigate inaccurate information 
about what will and will not hap-
pen. Elimination of redundant 
positions will trigger a variety of 
emotions among the surviving 
staff. In addition, managers of the 
acquired company will likely be 
required to adapt to new ways of 
thinking and operating. 

The Buyer’s Perspective
 Acquisitions have three 

distinct phases: (1) Pre- (2) 
Mid and (3) Post-Acquisition. 
Retention of senior management is 
a key aspect during each of these 
phases. Almost all M & A transac-
tions have a component of human 
capital. The ability to recognize 
and retain senior talent during 
and following the acquisition is 

essential to ensure the transaction’s 
projected performance remains on 
track for optimal future outcomes.

Achieving the strategic goals 
of a deal hinge on having the 
right people with the right skills 
in the right roles. Even companies 
with extensive M & A experience 
struggle with the complex nature 
of this process. The future success 
of the combined company, post-
acquisition, is significantly tied to 
its’ human capital; thus making 
talent retention a top priority. 

According to Towers Watson’s 
2012 Global Workforce Study, 
employees of both the acquired 
and acquiring companies are more 
likely to leave their positions 
within two years after a transac-
tion than employees not involved 
in an M&A. The study also found 
that nearly three-quarters of suc-
cessful retention organizations 
identify talent in the due diligence 
or negotiation stages.

Ensuring effective post-acqui-
sition talent retention requires a 
meticulous assessment of human 
capital during the initial due dili-
gence of the M&A process. This 
requires a nuanced strategy that 
balances financial and emotional 
rewards to help employees under-
stand their personal gain in the 
new company’s success.

This is easier said than done! 
Early identification of talent is not 
simple. Even during due diligence, 
access to relevant employee infor-
mation may be limited, thereby 
increasing the likelihood of sub-
jective decisions. Early decisions 
require an unbiased assessment of 
an employee’s role, function, skills 
and ability to contribute to the 
transaction process.

Retaining key staff includes 
both financial and emotional com-
ponents. Although compensation is 
important it may not be sufficient 
to ensure retention. For some indi-
viduals emotional and interper-
sonal interests can equal or even 
exceed the compensation expec-
tations. Nonetheless, retention 
bonuses remain a primary method 
of retention. 

Key Practices for Retaining 
Human Capital during the  
Post-Acquisition Phase:

(1) Develop and communicate 
a clear retention strategy that 
recognizes the employee’s impor-
tance to the success of the deal 
and proper execution of the busi-
ness strategy. For managers, the 
starting point involves determin-
ing the number, mix, skills and 
cost of employees needed to meet 
the deal’s strategic objectives.

(2) Identify the retention can-
didates early. Managers should 
leverage all information available 
to make informed decisions that 
balance employee retention against 
cost and risk factors.

(3) Do not rely solely on 
money. A high degree of engage-
ment and valuing the retained 
employees’ capabilities is 
important. Consider actions 
beyond monetary ones to pro-
mote long-term strategic goals, 
such as personal outreach by 
leaders and managers.

(4) Be faithful to the retention 
strategy. While there should be 
some flexibility if issues arise, 
decisions can be made more 
quickly and readily with an 
agreed-upon framework and clear 
guiding principle.
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Completing the Deal
Completing an acquisition 

requires many sequential steps car-
ried out in a collaborative manner. 
Within these categories, there are 
multiple sub-steps taken to ensure 
the deal is brought to resolution. 
The major categories are:

• Introductions;
• Due Diligence Review;
• Letter of Intent; 
• Second, more rigorous Due 

Diligence Review; and
• Asset Purchase Agreement 

(“APA”) or Share Purchase 
Agreement (“SPA”).

Assuming that the acquiring 
entity has identified a target, a 
Non-disclosure/Confidentiality 
Agreement (“NDA/CA”) is 
executed between the parties. 
This agreement basically allows 
the seller to open up the books/
information of the company to the 
buyer and ensures that the buyer 
treats the information gathered 
during the review phase as confi-
dential information. 

Generally, the NDA/CA 
allows for the following infor-
mation to be disclosed: type 
of transaction requested by the 
seller (sale, recapitalization 
or partial sale, etc.); 3-5 years 
financial results of the business; 
review of owner’s benefits; sum-
mary of top customers; and other 
information pertinent to the 
operation of the business.

After both parties have executed 
the NDA/CA, and the overview 
information has been exchanged, 
a Letter of Intent (“LOI”) is pre-
pared and submitted to the seller. 
The LOI will contain the general 

provisions that will be included in 
the APA or SPA. This facilitates a 
quick transition to the formalized 
preparation of the APA or SPA. 

After executing the LOI, a more 
rigorous Due Diligence review 
is performed. It normally is a 
minimum 30-day period review of 
the business, including a detailed 
analysis of the accounting history 
and practices, operating practices, 
customer references, management 
references and market reviews.

Once the buyer has the con-
fidence of the seller’s business 
operations, the formalized APA/
SPA will be prepared and a closing 
date will be established. This is the 
final step in the acquisition pro-
cess. Upon completion of the legal 
process, the acquisition funds are 
wired to the seller and the acquisi-
tion is complete. 

Conclusion
The authors believe the EAP 

industry will continue to witness 
a convergence of divestment-
acquisition activity among local 
and regional companies, especially 
in the case of closely held tenured 
owner(s). Furthermore the authors 
believe consolidation and competi-
tive industry factors will continue 
to be a significant market dynamic 
driving investment and roll-up 
strategies. v

Stan Granberry is the Executive Director 
of the National Behavioral Consortium 
and the primary investigator of an EARF-
funded study, “The National Behavioral 
Consortium Industry Profile of External 
EAP Vendors.” He may be reached at 
stan_granberry@yahoo.com. John Burke 
is a strategy and business development 
consultant to the EAP and behavioral 
health industries. He may be contacted at 
jburke@coastalnet.com. Richard Bozzelli 

is Co-Founder and Managing Director at 
Capstone Capital, Inc. He may be reached 
at richardbozzelli@capstonecapital.org.
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EAP Response to  
Suicide in Japan

“In light of this situation, corporate clients have increasingly expected  
Japanese EA professionals to play an important role in managing  

corporate risk by reducing the negative impact of workplace stress.”

featurearticle

Japan’s first and foremost 
occupational mental health 
crisis is employee suicide, 

with more than 30,000 suicide 
deaths annually since 1998. Even 
more significant, suicide is the 
primary cause of death for those 
aged 20-39, and the second-
highest cause of death for those 
aged 40-49, which are the core 
of Japan’s working population 
(Ministry of Health, Labour and 
Welfare, 2011).

Reasons for the high number of 
suicides include bank failures, cor-
porate restructuring, and the long 
working hours and resulting stress-
related disorders. In Japanese, the 
word “karōshi” literally means 
death by overwork. 

Under current Japanese labor 
laws and recent Supreme Court 
decisions, employers are respon-
sible for the impact on employees’ 
health and mental health caused 
by occupational stressors such as 
long working hours (in excess of 
80 hours overtime per month), 
workplace harassment or bullying, 
major change of job responsi-
bilities or position, and traumatic 
events at work.

In light of this situation, cor-
porate clients have increasingly 
expected Japanese EA profession-
als to play an important role in 
managing corporate risk by reduc-

ing the negative impact of work-
place stress. There are four major 
aspects to workplace suicide in 
Japan of interest to EAPs:

1) The cultural context of sui-
cide in Japan;

2) The legal context to corpo-
rate responsibility;

3) National policies; and
4) The role of EAPs in preven-

tion and response.

The following sections examine 
each of these areas. 

The Cultural Context of Suicide 
in Japan

As noted, karōshi is a contem-
porary expression to characterize 
Japanese salaried workers who 
killed themselves over depression 
from overwork without appropri-
ate breaks or compensatory time 
off. In 2011, the average number 
of working hours for Japanese 
workers was the second-highest 
among major industrialized 
nations (Japan Institute for Labor 
Policy and Training, 2013).

When there are crucial tasks to 
complete, Japanese workers tend 
to sacrifice their leisure time, as 
well as limiting their eating and 
sleeping hours.

When a psychological autopsy 
is conducted after a suicide, 
the majority of cases exhibited 

signs of mental disorders, with 
depression being the most com-
monly identified. Yoshinori Cho 
interviewed survivors of suicide 
attempts, and he found that while 
these individuals were able to 
remember the moments just 
before the attempt, they were not 
able to recall the actual moment 
of harming themselves. Thus, 
experts such as Dr. Cho challenge 
the public’s belief that suicide is 
a conscious and rational decision 
as a result of taking responsibility 
for one’s own failure.

If one assumes there is no ratio-
nal thinking during the suicidal 
event, then it stands to reason 
that additional suicide screenings 
and enhanced cooperation among 
institutions such as hospitals, 
police, local social welfare office, 
and EAPs should reduce the rate 
of suicides. 

Legal Context to Corporate 
Responsibility 

In 2000, a Japanese Supreme 
Court’s landmark judgment (the 
Oshima vs. Dentsu case) ruled 
in favor of the family members 
of an employee who committed 
suicide after working long hours. 
The Court’s decision ruled that the 
employee’s suicide was caused by 
depression due to exhaustion from 
overwork. The employer, Denstu, 

|By Kaoru Ichikawa, Ph.D., CEAP 
and Ayumi Nishikawa, CEAP
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was ordered to pay 168,000,000 
yen (approximately US $1.6 M) to 
the surviving family to compensate 
for Mr. Oshima’s suicide.

This landmark court case led to 
increased corporate responsibility 
for a worker, as well as its level 
of compensation required in such 
circumstances. In 2012, 1,257 
workers’ claims were filed with 
the Labor Standard Office, seeking 
compensation due to work-related 
mental disorders. Of these, 475 
cases were granted compensation 
(Ministry of Health, Labor and 
Welfare, 2013). 

Subsequent to the Dentsu rul-
ing, similar cases of surviving 
families filing suit for employees’ 
deaths caused by karōshi have 
been filed in civil courts, with 
the average compensation being 
100,000,000 yen (approximately 
US $1M).

As a risk-management approach 
to prevent suicide, Japanese corpo-
rations are invested in EAPs and 
other mental health consultants in 
order to assist employees, provide 
stress audits and enhance responsi-
bilities of occupational physicians 
and occupational nurses.

National Policies
Due to the increased aware-

ness of workplace suicides among 
Japanese workers, the Basic Act 
on Suicide Prevention was passed 
in 2006. The law requires central 
and local governments and work 
organizations to adopt measures to 
prevent suicide.

Another pillar of this law calls 
for cooperation between the pub-
lic and private sectors for the care 
of family members of suicide 
victims and for those who have 
attempted suicide.

In response, the General 
Policies of Comprehensive 
Measures against Suicide was 
formulated in June 2007. These 
policies provide measures against 
suicide to be strongly promoted 
in close cooperation with govern-
ments, medical institutions, and 
public organizations. The goal is to 
reduce the national suicide rate by 
at least 20% by 2016.

The National Diet, Japan’s 
national legislative body, is also 
expected to pass reform to further 
strengthen the Industrial Safety and 
Health Law. The proposed legisla-
tion would require employers to 
conduct an additional annual stress 
audit of their employees, and offer 
follow-up assistance if necessary as 
a part of public health control mea-
sures. Since 1947, Japanese corpo-
rations with 50 employees or more 
have been required to have annual 
physical check-ups.

However, the scope of these 
changes would apply to all compa-
nies, regardless of size, extending 
across job responsibilities, work 
environments, shifts, or level of 
training. In order to respect the 

privacy of employees, the pro-
posed changes will require that 
the results of stress check-ups and 
any follow-up recommendations 
to employers will only occur upon 
request of a physician and with the 
employees’ permission.

The detailed interpretation 
of the law’s regulations will be 
published by the Ministerial 
Ordinance subsequent to the 
resolution of the law, which is 
expected in late 2014. Employee 
Assistance Professionals are 
expected to play an important role 
under this legislation by:

• Offering consultation to 
employers;

• Conducting stress check-ups; and
• Providing follow-up assis-

tance to employees upon the 
instruction and guidance of 
occupational physicians.

One recent example of an impor-
tant national initiative has been the 
implementation of a Mental Rescue 
Model by Japan’s Self Defense 
Forces. The model, a modification 
of a workplace critical incident 
response, is being applied in the 
event of suicide and other related 
workplace incidents. Early results 
indicate the initiative has increased 
prevention efforts and contributed 
to the reduction of suicides. More 
comprehensive findings of this pro-
active approach are expected to be 
released in the near future.

The EAP’s Role in Workplace 
Suicide Response

In our EAP practice covering 
500 major Japanese corporations, 
our team members receive about 
five reports of mid-to-high risk 
suicidal cases daily (approxi-
mately 9-10% of all cases), 

“As a secondary  
prevention and early 

intervention approach, 
we routinely conduct 

brief suicide screening 
for every EAP client, in 

both telephonic  
and face-to-face  
case formats.”
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and we respond to at least one 
employee suicide each month. 
As a secondary prevention and 
early intervention approach, we 
routinely conduct brief suicide 
screening for every EAP client, 
in both telephonic and face-to-
face case formats. We have been 
successful in reducing the risk 
of employee suicides through 
the use of EA core technology 
elements such as management 
consultation, management refer-
rals, problem identification/
assessment, and motivational 
intervention. The results of our 
suicide prevention work have 
been reported in an EAP White 
Paper (EAP Research Institute, 
JEAP Peacemind Inc., 2013).

Summary
Although there are unique cul-

tural and social aspects, as well as 
laws and regulations surrounding 
workplace suicide in Japan, an evi-
dence-based approach for treatment 

of depression and suicide interven-
tions has proven effective.

When responding to these 
unfortunate events, our EAP 
practice has found it important 
to take time in preparing human 
resource and other key worksite 
personnel before conducting 
bereavement sessions. When 
such preparation is done appro-
priately and EAPs get adequate 
cooperation and understanding 
from management and employ-
ees, the psychosocial approach 
seems to work successfully in 
alleviating the negative effects of 
such tragedies. v

Kaoru Ichikawa is a director-at-large 
for EAPA and president of Asia Pacific 
Employee Assistance Roundtable, as 
well as executive vice president of JEAP 
Peacemind Inc., in Tokyo. She is the first 
CEAP in Japan.

Ayumi Nishikawa is chairperson of JEAP 
Peacemind Inc., the largest EA provider 
in Japan. She has extensive experience in 
human resources management. In serving 

as a master trainer for the Mental Rescue 
Association, she has conducted numerous 
critical incident interventions for Japanese 
corporations.
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Conducting Culturally Sensitive  
Responses to Workplace Suicides

Japan’s two most common religions are Buddhism 
and Shintoism, and their funeral practices are quite 
formalized, with historical records indicating ritu-
als that date back close to 400 years. For Japanese 
Buddhists, the 7th day prayers, 49th day prayers, and 
the 1st, 2nd, and 7th year memorial observances are 
important events.

Companies typically allow employees to take paid 
leave to participate in such events. It is also com-
mon for Japanese employers to support the family 
of the deceased by sending co-workers to help with 
funeral services. In order to provide effective post-
suicide services, we have found that incorporating 
a culturally-sensitive approach that embraces both 
family and workplace traditions is well received. 

Suggestions include:

• Wait until after funeral services to conduct any 
workplace response sessions;

• It is helpful to begin the initial group session 
with a short period of silent prayer;

• Be aware of the passage of important dates; the 
7th day, 49th day, 1st year, 2nd year and 7th  
year anniversary observances;

• Recognize that psychosomatic reactions are 
common among co-workers and family mem-
bers; and

• Be vigilant for the incidence of “copycat” suicide 
attempts by co-workers, even by those who may 
not have known earlier suicide victims. v
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Disability Awareness
Institute for Community Inclusion
www.communityinclusion.org
The Institute for Community Inclusion 
(ICI) offers training, clinical, and 
employment services, conducts 
research, and provides assistance to 
organizations that wish to promote the 
inclusion of people with disabilities in 
work and other activities.

Disability Awareness
Job Accommodation Network
http://askjan.org
This organization can help anyone 
with questions about workplace 
accommodations or the Americans 
with Disabilities Act.

Elder Care
National Association of Area  
Agencies on Aging
www.n4a.org
A goal of this organization is to 
ensure that resources and sup-
port services are available to older 
Americans. An elder care locator is 
among the key resources offered.

Elder Care
Caregiver Action Network
http://caregiveraction.org
This site features links for various 
caregiving situations, including rec-
ommendations for individuals who 
are both caregivers AND employees.

Health Care Reform
Health Care Reform Survey 2013
www.willis.com/documents/ 
publications/Industries/Healthcare/
HealthCareReformSurvey_2012 
_2013.pdf
The survey outlines employers’ per-
ceptions about the Patient Protection 
and Affordable Care Act (PPACA) 
and their planned responses to health 
care reform measures.

Human Resources
Society of Human Resource  
Management
www.shrm.org
The Society for Human Resource 
Management (SHRM) is the world’s 
largest association dedicated to 
human resource management. 

Medical News
MedPage Today®

www.medpagetoday.com
MedPage Today is a CE and CME 
accredited medical news service, which 
provides daily coverage of develop-
ments that impact clinical practice.

Mental Health
American Foundation for Suicide 
Prevention
www.afsp.org
AFSP funds research, education and 
treatment programs aimed at the 
prevention of suicide.

Mental Health
Beyond This Day
http://beyondthisday.com
This organization offers unique 
ways to comfort families of loved 
ones who have passed away. 
Hospice, corporate and healthcare 
provider links are offered. 

Mental Health
Crisis Centres – International  
Association for Suicide Prevention
www.iasp.info/resources/Crisis_
Centres/
Browse to find Crisis Centres 
throughout the world. The orga-
nization also provides an interna-
tional listing of suicide hotlines or 
helplines across the globe.

Mental Health
National Suicide Prevention Lifeline
www.suicidepreventionlifeline.org

The Lifeline is a network of 
162 crisis centers in 50 states. 
Links include “Get Help”, “Get 
Involved”, and the Lifeline’s toll-
free 24/7 crisis hotline, 1-800-273-
TALK (8255).

Mental Health
Screening for Mental Health
www.mentalhealthscreening.org
Screening for Mental Health, Inc. 
(SMH) is dedicated to promoting 
the improvement of mental health 
by providing the public with edu-
cation, screening, and treatment 
resources.

Mental Health
Suicide Prevention Resource Center
www.sprc.org
This site features information on 
government suicide prevention 
efforts, news, events and links to 
important prevention publications.

Research
Employee Assistance Research 
Foundation
www.eapfoundation.org
The EARF seeks to influence the 
power of employee assistance 
programs to transform individual 
lives and maximize employees’ 
contributions to the success of work 
organizations by funding and dis-
seminating research of the highest 
scientific quality.

Workplace Wellness
The Wellness Junction
www.wellnessjunction.com
The Wellness Junction contains 
strategies for building a success-
ful workplace wellness program, 
up-to-date health news reports, 
and more. v
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Positive Psychology Coaching – 
EAP’s Next Wave?

“EA professionals who provide coaching say that these services have had a positive effect  
in their client companies by improving the way they mentor, develop future leaders,  

manage, and embrace their creativity for more innovative problem solving.”

featurearticle

As a veteran CEAP, for-
mer director of employee 
assistance programs 

for a family service agency, 
and owner of an Atlanta-based 
coaching company, I receive a 
fair amount of coaching-related 
referrals from EA providers and 
call centers around the country. 
Fifteen years ago, this was a 
very rare occurrence. However, 
the frequency of referrals has 
steadily increased as coaching 
has evolved from a “fad” to a 
field of practice and now to an 
aspiring profession.

Simultaneously, EA providers 
have ventured beyond traditional 
roles of moving employees from 
dysfunctional states to serv-
ing the broader organizational 
development needs of their cor-
porate clients. Consequently, I 
began to wonder if the tides are 
changing elsewhere too: in other 
words, are other EA profession-
als around the globe beginning 
to see coaching as less competi-
tive and more complementary to 
their services?

The Fit between EAP & 
Coaching

In recent years, other factors 
have raised my curiosity about 
the fit between EAP and coach-
ing. For example, I’ve men-

tored more licensed psycholo-
gists and therapists-turned-
coaches than I can easily count. 
Additionally, people like Martin 
Seligman, Anthony Grant, Carol 
Kauffman, Steven Palmer, and 
Robert Biswas-Diener began to 
scientifically link the practice 
of life and executive coaching 
with the new field of positive 
psychology. In fact, Biswas-
Diener states in Practicing 
Positive Psychology Coaching 
that positive psychology as an 
applied science has turned to 
coaching as the delivery method 
for putting positive psychology 
into practice.

Lucy Henry, president-elect 
of the Employee Assistance 
Professionals Association 
(EAPA), agrees, stating, “As the 
EA industry works to become 
more proactive, it makes perfect 
sense for us to utilize coaching 
services that enable employees 
to increase personal and work 
related well-being.”

Lucy goes on to say she 
believes EA providers who are 
embracing coaching and other 
positive psychology approaches 
are discovering these fresh 
methodologies as a “triple-win” 
that provides new motivational 
tools for helping to support and 
hold employees accountable for 

their own success, while posi-
tively affecting their corporate 
clients and the EA providers 
themselves.

Specifically, she has observed 
that offering coaching services 
has promoted the reputation and 
profitability of her employer, thus 
allowing customers to experience 
the diversity of their capabilities 
while viewing them as committed 
corporate partners.

George Martin, president of 
EASNA (Employee Assistance 
Society of North America) and 
owner of CorpCare EAP states 
that, “there is growing appeal for 
coaching-related services that are 
strength and skill-enhancement 
focused versus problem and solu-
tion focused.” Rather than paint-
ing EAPs with solely a clinical 
brush, George sees professional 
members as having a broad set 
of skills with the ability to adapt 
interventions (coaching, counsel-
ing, and consulting) to the needs 
of the individual.

Moreover, the UK and 
Australia have seen a significant 
movement in combining the 
study and research of coaching 
with psychology (particularly 
the more positive and humanistic 
brands) into coaching psychol-
ogy. Therefore, the time seemed 
right to conduct a survey to 

|By Mickey Parsons, M.Ed., MCC, CEAP
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determine just how many EA 
professionals are, in fact, offering 
coaching services.

About the Survey
Although not statistically 

significant, EA providers and 
organizations from our firm’s 
recent online survey report that 
they are overwhelmingly adopt-
ing coaching services in their 
business models. In fact, 83% 
of the 72 EA practitioner and 
provider organization represen-
tatives responded “yes” to the 
question “Do you or your EA 
organization provide coaching 
services?” These EA providers 
report offering an array of coach-
ing services including:

• Performance coaching (68%);
• Management coaching (62%);
• Leadership coaching (60%);
• Executive coaching (52%);
• Health and wellness  

coaching (50%);
• Career coaching (43%); and
• Life coaching (43%). 

Survey respondents also view 
coaching as a process grounded 
in education, consultation, and 
psychological theory, specifi-
cally cognitive-behavioral and 
positive psychology.

Only 11% of EA professionals 
who provide coaching report not 
having any specific training in 
this area. A majority have either 
attended workshops on coach-
ing (25%), engaged in self-study 
efforts (23.3%) or participated 
in an accredited coach-training 
program (15%). Almost three-
quarters of this group hold 
a credential such as Board 
Certified Coach (BCC), through 

the Center for Credentialing; 
and Education or Associate, 
Professional, and Master 
Certified Coach (ACC/PCC/
MCC, respectively) through the 
International Coach Federation.

Half of respondents would like 
coaching to be more regulated 
so that it would limit practice 
to “credentialed coaches” while 

improving the overall quality of 
coaching. Additional regulation 
would encourage them to expand 
coaching services and seek coach 
credentialing.

EA professionals who provide 
coaching say that these services 
have had a positive effect in their 
client companies by improving 
the way they mentor, develop 
future leaders, manage, and 
embrace their creativity for more 

innovative problem solving. 
They also report that coaching 
has helped improve overall cli-
ent satisfaction while increas-
ing revenue. In their work with 
individual clients, EAPs report 
that coaching helps clients take 
ownership of their choices while 
giving them an enhanced sense 
of control over their lives (both 
at work and at home). 

Coaching – a Natural Evolution?
According to survey respon-

dents, EA professionals who 
offer coaching are generally 
more likely to utilize other posi-
tive psychology tools in their 
work such as mindfulness, 
strengths-based development, 
positive leadership, and building 
psychological capital. Like most 
practitioners of positive psychol-
ogy, coaching EA practitioners 
seem to be more focused on 
creating positive emotions, hap-
piness, and well-being through 
the development of character, 
strengths, and virtues. Positive 
psychology is anchored in the 
study of how to be happy, how 
to achieve success, and how to 
create meaning and purpose in 
our lives.

Similarly, the idea that healthier, 
happier employees are more pro-
ductive and innovative is a driving 
force behind employee assistance.

As a result, perhaps it is a 
natural evolution for innova-
tive EA providers to embrace 
and leverage positive psychol-
ogy through coaching. After 
all, they have been at the fore-
front of helping both individu-
als and organizations function 
at optimum levels for decades. 
Conceivably additional research 

“It is no secret that 
I credit much of my 
coaching success to 
my background in 

employee assistance. 
Accomplished EA  
professionals and  
masterful coaches  
alike use expertise,  

specialized knowledge 
… and skills to train, 

consult, mentor,  
and coach within  
the workplace.”



| JOURNAL OF EMPLOYEE ASSISTANCE | 2nd Quarter 2014 |•• • • • • • • • • • • • • • • • • • • • • • • • • • | WWW.EAPASSN .ORG |

28

featurearticle

will find that coaching/positive 
psychology will serve as the cat-
alysts for integrating EAPs into 
an indisputable, profound, and 
long-lasting partnership with the 
organizations we serve.

Summary
It is no secret that I credit 

much of my coaching success 
to my background in employee 
assistance. Accomplished EA 
professionals and masterful 
coaches alike use expertise, 
specialized knowledge (of 
behavior, motivation, psychol-
ogy and business), and skills to 
train, consult, mentor, and coach 
within the workplace.

Therefore, it is my hope that 
future research will validate  
our survey findings: that EAs 
are embracing coaching as 

the artful expression of posi-
tive psychology and that they 
provide a sound framework 
for life, career, and executive 
coaching.

In the meantime, I would 
encourage EA practitioners who 
want to strengthen their roles 
and relationships with corpo-
rate clients to consider becom-
ing trained in coaching and 
positive psychology. At that 
point, they can strategically  
add services that will help  
companies develop talent, 
accelerate innovation, be 
more socially responsible, and 
promote ethical leadership. I 
believe the EA profession has 
the capacity not only to move 
in a new direction but also  
to help transform our client 
companies along the way! v

Mickey Parsons is the founder of The 
Workplace Coach (www.theworkplace-
coach.com), a PsyD candidate and a 
psychology professor at Life University 
in Marietta, Georgia.

Resources
Positive Psychology Coaching: Putting the 

Science of Happiness to Work for Your 
Clients by Robert Biswas-Diener

Flourish: A Visionary New Understanding 
of Happiness and Well-Being by Martin 
Seligman

Cognitive Behavioural Coaching in 
Practice: An Evidence Based Approach 
edited by Michael Neenan and Stephen 
Palmer

Coaching Psychology Manual by Margaret 
Moore and Bob Tschannen-Moran

Positive Psychology Center: http://www.
ppc.sas.upenn.edu/

MentorCoach Positive Psychology Coach 
Training: http://www.mentorcoach.com/
positivepsychology/

featurearticle Continued from page 17

a co-worker or other employee if 
he/she were considering suicide.

 And most importantly, at the 
12-month follow-up, 37% of HR 
representatives actually referred 
co-workers to resources because of 
concerns, in contrast to the control 
group, which only referred 13%. 

Summary
Previous studies using the QPR 

gatekeeper training have been 
largely limited to K-12 school set-
tings. This first-of-its-kind study 
in a university establishes an evi-
dence base for this type of training 

as a health management strategy.
EAPs can develop collaborations 

within their own workplace settings 
to provide QPR trainings that:

• are low cost;
• are effective;
• are easily replicable; and
• increase referrals to the EAP.

The demonstrated outcomes rela-
tive to behavior change, specifically 
referral behavior to mental health 
professionals and EAP, is potentially 
helpful in increasing the visibility of 
EAP and utilization rates. Knowing 
which risk-reduction strategies are 

effective and worthy of consider-
ation can be instrumental to EAP 
decision-making and impact. v

Carol Wozniak-Rebhuhn is the Behavioral 
Health Clinic Administrator, Faculty and 
Staff Services EAP at the University of 
Iowa. She may be contacted at  
carol-wozniak-rebhuhn@uiowa.edu. 
Marizen Ramirez is Associate Professor, 
The College of Public Health, Injury and 
Prevention Center, at the University of 
Iowa. She may be reached at marizen-
ramirez@uiowa.edu. Also contributing to 
the University of Iowa QPR Research Team 
were: Leah Wentworth, MPH, doctoral 
student; Keri Neblett, LMSW, Crisis Center 
of Johnson County; and Pat Kenner, M.A., 
SPHR, Human Resources.

Continued from page 27
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Top 10 NewsBriefs

The following are the top 10 
most accessed EAP NewsBrief 
articles from the past year:

1. New manager’s guide to sui-
cide postvention in the work-
place aims to help traumatized 
work groups;

2. Forget work-live balance – 7 par-
adigm shifts for “new normal”;

3. NBC releases key findings 
from external EAP study;

4. Suicide risk factors mapped;
5. Controversy about DSM-5 

rages on;
6. Marijuana-like compound 

could lead to first medication 
for PTSD;

7. NIH study: Chronic alcohol 
use shifts brain’s control of 
behavior;

8. Benefits consultants predict a 
new era for EAPs;

9. Study: Companies that offer 
staff access to EAPs could see 
an ROI of more than $10,000 
per participant; and

10. Study: Employee stress 
an issue for 98 percent of 
employers.

See the EAP NewsBrief Archive (for 
members only) at www.eapassn.org.

EA Archive Offered Online

The Employee Assistance Archive 
is a free, publicly accessible deposi-
tory created to preserve important his-
torical documents in the EA field and 
to provide a depository for significant 
EA-related articles and publications.

EA professionals are encour-
aged to help build the archive by 
posting original works, historical 

documents, or other related papers. 
The digital archive is hosted by the 
University of Maryland, Baltimore. 
Visit: http://archive.hshsl.umary-
land.edu/handle/10713/2345.

Calling all SAPs: DOT 
Issues Changes

The U.S. Department of 
Transportation’s Federal Motor Carrier 
Safety Administration (FMCSA) 
recently announced a proposed rule 
to establish a drug and alcohol clear-
inghouse for all commercial drivers’ 
license (CDL) holders.

The clearinghouse would help 
improve roadway safety by mak-
ing it easier to determine whether 
a truck or bus driver is prohibited 
from operating a commercial motor 
vehicle for failing to comply with 
federal drug and alcohol regula-
tions, including mandatory testing. 

Current federal regulations 
require employers to conduct man-
datory pre-employment screening 
of a CDL driver’s qualifications 
based upon his or her driving 
record. However, until now, there 
has not been a single federal reposi-
tory recording positive drug and 
alcohol tests by CDL holders that 
employers would be able to search 
to ensure that the driver is able to 
perform safety-sensitive duties. 

The proposed rule would 
require employers to conduct pre-
employment searches for all new 
CDL drivers and annual searches 
on current drivers. 

Private, third-party USDOT 
drug and alcohol testing labora-
tories also would be required to 
report summary information annu-
ally. This information would be 
used to help identify companies 
that do not have a testing program.

For a copy of the Federal 
Register announcement, see: www.
fmcsa.dot.gov/rules-regulations/
administration/rulemakings/rule-
programs/rule_making_details.
aspx?ruleid=471

EAPA Reviews  
ACA Exceptions

According to the Federal 
Register, the Proposed 
Amendments to Excepted Benefits 
Regulation would add certain 
employee assistance programs as 
excepted benefits for purposes of 
the Health Insurance Portability 
and Accountability Act and the 
Affordable Care Act, and make 
certain other changes to the 
excepted benefits definition.

The proposed rules address 
the requirements necessary for 
employee assistance plans to be 
treated as excepted benefits. The 
Departments of Labor, IRS, and 
Health and Human Services spec-
ified that until final regulations 
are issued, EAPs can be treated 
as excepted benefits if they do 
not provide “significant benefits 
in the nature of medical care or 
treatment.” 

EAPA agrees with and endorses 
this criterion. “However, EAPA 
encourages the Departments to 
look to indicators other than a par-
ticular number of outpatient visits 
or sessions as a determinant of 
‘significant’ medical care. Today’s 
EAPs deliver services in multiple 
modalities, including face-to-
face visits, telephone, video, text, 
online chat, and others.” More 
information is available at: www.
multibriefs.com/briefs/EAPA/
EAPACommentsBenefts.pdf.
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Savings That Add Up
Professional Liability and Business Office 

Insurance for Employee Assistance Professionals

*  The insurance policies offered through TRMS are underwritten by ACE American Insurance Company, Philadelphia, PA, or other companies within the ACE Group.  
Surplus lines insurance sold only through licensed surplus lines producers. All products may not be available in all jurisdictions. The product information contained herein 
is a summary only. The insurance policy actually issued contains the terms and limits of the contract. Savings apply only to Professional Liability Insurance and may not 
apply to all applicants.

Every time you provide professional services, you 
risk allegations of malpractice, error, or professional 
negligence. If you’re in independent practice, you 
also need protection from injuries, crimes, and 
damage to property occurring in your office. The 
EAPA-endorsed programs from TRMS provide 
affordable coverage tailored to your profession.

Whether you aim to buy insurance for the first 
time, switch from another carrier, or supplement 
your employer’s coverage, insurance is available 
to protect you in a broad range of employee 
assistance settings. Visit eapa.trustrms.com to 
learn about our broad coverage, competitive 
rates, and acclaimed customer service.

eapa.trustrms.com • (855) 655-1801

Important savings: 10% for CEAP designation, 10% for switching your 
coverage to TRMS (with no gap in coverage), 10% for obtaining CE Credit,  

and 5% for applying online.

Including case managers, counselors, occupational therapists, psychotherapists,  
substance abuse practitioners, marriage and family therapists, social workers, and  

students of the listed professions.

TRMS
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Liability Insurance  
Offered Through EAPA

EAPA has arranged with Trust 
Risk Management Services, Inc. 
(TRMS) to make EAPA-endorsed 
professional liability and business 
office insurance coverage avail-
able to employee assistance pro-
fessionals and students at afford-
able rates. CEAPs are eligible for 
a 10% premium credit.

Other significant discounts 
include 5% for applying online 
and 10% when switching to the 
EAPA-endorsed program from a 
different carrier. Policies are pro-
vided by ACE American Insurance 
Company, which is rated “A+ 
Superior” by A.M. Best. For more 
information, go to: https://eapa.
trustrms.com. 

Veterans’ Employment 
Toolkit Updated

The Department of Veterans 
Affairs and the National Center 
for PTSD recently created a 
new section on the Veterans 
Employment Toolkit (www.
va.gov/vetsinworkplace) specifi-
cally designed to support  
EA professionals in their work 
with veterans.

The update provides informa-
tion aimed at assisting EAP pro-
viders in how to better support 
veteran employees, gain mili-
tary cultural competence, and 
address common readjustment 
as well as behavioral and mental 
health issues.

A plethora of other resources 
are also provided. Visit the new 
EA professionals section at 
www.va.gov/vetsinworkplace/
eap.asp.

Few Asian Employers  
Take Steps to  
Reduce Stress

Except in China, stress has been 
ranked as the No.1 lifestyle risk fac-
tor — higher than physical inactivity 
and obesity — by all employers it 
surveyed in Asia and the Pacific, 
the professional services company 
Towers Watson said recently.

However, only a third of the 
companies polled cited “improving 
the emotional and mental health of 
employees” among their priorities 
in developing health and produc-
tivity programs. Only one in four 
(26%) employers in Asia currently 
offer stress management programs, 
according to the 2013/2014 Towers 
Watson Staying@Work Survey.

“Employers would do well 
to look at longer-term options 
such as promoting an EAP, 
which requires more plan-
ning and resources upfront, but 
would lead to a greater payoff 
in the long run,” said Rajeshree 
Parekh, Asia Pacific director for 
global health and group benefits 
at Towers Watson.

Meanwhile, companies that 
have well designed health and 
productivity programs are said to 
have developed a “holistic work-
place culture of health,” wherein 
employees are responsible for 
their own health and understand its 
importance. Such programs have 
already been proven to pay off, 
Towers Watson added. 

Workplace Key to  
Suicide Prevention

Over 2,000 Australians take 
their lives every year. The major-
ity of these deaths are among 

people of working age (25-44), 
and research suggests almost one 
in five of these suicides is employ-
ment-related. The suicide rate of 
males is up to four times higher 
than females. 

The workplace is therefore a 
critically important focus for sui-
cide prevention activities and pro-
motion of good mental health.

“Australia has the capacity 
to halve the suicide rate within 
ten years if we have the will and 
resources to do it,” says Jack 
Heath, CEO of SANE Australia, a 
mental health charity. “The work-
place is [also] a great place to con-
nect with men who might  
be struggling.”

A position statement on Work 
and Suicide Prevention can be 
downloaded at http://www.suicide 
preventionaust.org/resources. v

Exclusive Online Content

Journal of Employee Assistance 
Editor Mike Jacquart interviews 
employee assistance professionals 
Paul Yin and Grace Ding about the 
Malaysian Air mystery. Go to the 
news brief archive at: https://www.
eapassn.org/i4a/ams/amslogin.
cfm?nextpage=/i4a/pages/index.
cfm?pageid=3592.

Continued from page 29
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