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Some research and studies provide 
valuable insights, but are hard to 
translate into practice, while oth-

ers end up leading to real change. This 
issue of the Journal includes several 
articles that offer the potential to posi-
tively impact our professional practice.

Standardizing and improving utili-
zation reports has been a long-standing 
issue in EAP. Sandra Caffo and 
Kathleen Greer led a group of National 
Behavioral Consortium (NBC) mem-
bers in independent research that 
investigated the issue of customer pref-
erences in reporting and metrics. 

The NBC subcommittee exam-
ined current practices and surveyed 
customer preferences on utilization 
reporting. The goal was to under-
stand more about what customers 
valued in EAP reporting and to pro-
vide recommendations for consider-
ation by EAP providers. Sandra and 
Kathleen present key findings in this 
issue’s cover story.

Other research has cast doubt on 
the effectiveness of conventional 
wellness programs. Dr. Richard 
Brown describes how Behavioral 
Screening and Intervention (BSI), a 
new alternative approach to work-
place wellness, offers strong evi-
dence of effectiveness and cost sav-
ings. BSI is delivered by specially 
trained coaches who, among other 
duties, follow up on positive screens 
with further assessment, coaching 
and referral to available resources. 

In a future JEA, part two of this 
article will discuss how EAPs could 
deliver BSI to their customers.

This issue of the Journal has other 
articles well worth reading. Many of 
us have presented certain trainings 
so often that they become stale to us 
(and maybe to our audiences). It’s 
easy to overlook that some of these 
offerings – like supervisor train-
ing – are among the first services 
our clients see, so it is important that 
they represent our best work. If you 
are reevaluating or creating your 
own core supervisor training, Susan 
McDonald-Conroy presents some 
basic organizing principles that may 
save you time and remove a little 
uncertainty from the process. 

On an issue that is not often 
discussed, Trevor Gates shares 
that despite greater acceptance of 
LGBTQI (Lesbian, Gay, Bisexual, 
Transgender, Questioning, Intersex) 
employees in the workplace, federal 
law in the United States does not cur-
rently prohibit employment discrimi-
nation based upon sexual orientation. 
Trevor presents specific strategies 
for cultivating a work environment 
that embraces LGBTQI workers. 
Moreover, what would it be like to 
transition from one gender to another? 
Pam Wyss, a CEAP in the state of 
Washington, recalls her personal expe-
riences in an insightful narrative.

Last, but not least, we debut a 
new column, “Integration Insights” 

in this issue of the JEA. With inte-
gration and collaboration being such 
essential themes in today’s EAPs, 
Mark Attridge, an astute researcher 
in our field, begins an in-depth look 
at this trend.

Finally, watch for Jeff Harris and 
Sandra Nye to return in the next issue. 
Happy New Year and happy reading! v

|By Maria Lund, LEAP, CEAP
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integrationinsights

Focusing on Integration  
of EAP with other Services

|By Mark Attridge, PhD, MA

This is the first article of a 
new column in the JEA that 
addresses the integration 

of employee assistance programs 
(EAPs) with other kinds of work-
place benefits and services.  Each 
column of Integration Insights will 
examine the research studies and 
applied best practices for a particular 
area of integration, often focusing on 
a different type of integration partner.

I would also like to include case 
studies that briefly profile specific 
internal EAP programs or vendors 
that are doing a good job of partnering 
with the client organization in inno-
vative ways. Please contact me with 
your suggestions for a case study.

Future columns will include but 
not be limited to the following top-
ics: 1) Integration of EAP and Work/
Life; 2) Integration of EAP and 
Wellness; and 3) Integration of EAP 
and Treatment Programs for Mental 
Health and Addictions.

For this initial column, my goal 
is to present the case for why inte-
gration is a worthy topic for EA 
professionals. I present evidence 
of this trend toward EAPs offering 
a wider range of services. I also 
examine the views of EA profes-
sionals on the role of integration. 
Also relevant are conceptual issues 
of how integration reflects aspects 
of EAP Core Technology and how 
integration is defined. 

Time Trends in Integration 
The percentage of companies 

and vendors providing employees 

and family members with access to 
company-sponsored EAP and other 
allied workplace health benefits and 
programs has increased dramatically 
over the last couple of decades.
 In 1994 only 10% of the top 

100 family friendly companies had 
integrated programs that combined 
EAP, work/life and wellness related 
services (Herlihy, 1997).
 By 2002 our EAPA work/life 

committee study found that roughly 
one-third of vendors (65 of 208 = 
31%) offered integrated programs 
with some combination of EAP, 
work/life and/or wellness services.
 In 2007 a Canadian study found 

that 62% of EAP programs offered 
wellness initiatives as well as other 
kinds of workplace support services.
 In 2011 the National 

Behavioral Consortium study of 82 
external EAP vendors (Attridge, 
Cahill, Granberry, & Herlihy, 2013) 
revealed that an overwhelming 
93% offered one or more “primary 
services” in addition to providing 
EAP services – with 74% also sell-
ing work/life services and 49% also 
selling wellness services. 

EA Professionals’ Views on 
Integration

This change over time is consistent 
with a survey of 150 EA profession-
als that we did in 2011 (Attridge & 
Burke, 2011). The sample represented 
a mix of individuals who worked 
at either internal EAP programs, 
external EAP vendors or hybrid EAP 
programs. Seven kinds of services 

were examined in the study, includ-
ing integration. The results showed 
that “Integration of EAP with Work/
Life and Wellness services to support 
families, prevention and behavioral 
lifestyle change” was offered at 96% 
of the EAP programs.

Furthermore, the level of use of 
integrated services at these organi-
zational clients ranged from low use 
(23%), to medium use (37%), to high 
use (36%). Thus, some form of inte-
gration was being done in almost all of 
these organizations and yet how often 
it was being done varied quite a bit.

The majority of EA profession-
als (54%) considered integration to 
be of high importance to defining 
what an EAP should be, compared 
with 41% who rated it of moderate 
importance and only 5% who rated 
it as low importance.

Finally, when asked, “How is the 
business value of this type of service 
currently perceived in the EAP indus-
try?”, most of the sample (60%) rated 
integration as rising in business value 
– much higher than the 28% who 
rated it as being of stable value or the 
12% who felt it was fading in value. 
This study indicates that integration is 
now prevalent, variable in use across 
different organizational customers, 
considered an important aspect of 
EAP, and to be an increasing source 
of business development in the future. 

EAP Core Technology and 
Integration

Almost a decade ago, when 
editing our book on the integra-
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tion of EAP, work/life and wellness 
(Attridge, Herlihy & Maiden, 2005), 
a key issue was the “structure and 
definition” of integration. Two of the 
original seven components proposed 
by professors Paul Roman and Terry 
Blum back in the late 1980s address 
“linkages” that are relevant to under-
standing integration.

The EAP Core Technology 
represents a set of practices that 
defines the distinguishing properties 
of delivering employee assistance 
programming. Micro linkages relate 
to the creation and maintenance of 
connections between the EAP and 
other counseling, treatment, and 
community resources (for success-
ful referral of EAP cases). Macro 
linkages relate to the creation and 
maintenance of connections between 
the work organization and counsel-
ing, treatment, and other community 

resources (for appropriate role and 
use of EAP).

Thus, EAPs that endorse core 
technology should be engaging in 
some level of regular contact and 
integration with other programs and 
resources both inside and outside the 
organization. The initial expansion 
of EAP into the “broad brush” and 
“mega-brush” conceptualizations 
first discussed in the 1990s has now 
been fully realized on an industry-
wide scale. In the columns to follow, 
I will explore these kinds of issues 
more fully as they relate to the dif-
ferent kinds of integration partners 
and practices.  

Summary
Most EAPs now either directly 

or indirectly offer a wide range of 
workplace-based behavioral health 
programs and benefits that extend 

beyond the traditional focus of 
EAP. As the workplace is becom-
ing more complex, the expectation 
is that EAPs need to offer more 
comprehensive services and that 
we can effectively collaborate 
with other affiliated company 
programs. How to best deliver on 
this expectation is the focus of 
this new column. NOTE: Research 
study references are available 
upon request. v

Dr. Mark Attridge is an independent 
research scholar as President of Attridge 
Consulting, Inc., based in Minneapolis. He 
has created over 200 papers and confer-
ence presentations on various topics in 
workplace mental health, EAP, psychology 
and communication. He delivered a key-
note presentation on ROI and the business 
value of EAP at the 2013 EAPA World 
Conference and is past Chair of the EAPA 
Research Committee. He can be reached 
at: mark@attridgeconsulting.com.

Come to 
their rescue. 
Call on us.
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Addiction Care for Police, 
Firefighters, EMTs, Military 
Personnel and Corrections Officers

When you’re called on to assist uniformed professionals 
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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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Utilization reporting data 
has historically been 
the main form of mea-

suring the effectiveness of an 
employee assistance program. 
Components beyond counsel-
ing have been offered since the 
beginning of EAPs. However, 
that did not change the empha-
sis on counseling as the central 
metric utilized to evaluate pro-
gram effectiveness.

Moreover, there have been 
– and continue to be – wide 
variations throughout the EAP 
field regarding how utiliza-
tion is defined and reported. 
Professional organizations such 
as EAPA have attempted to cre-
ate a unified industry standard. 
But to date, each organization’s 
set of formulas remains different, 
and most EAPs have continued 
to compute utilization by their 
own methods.

Elements of Utilization Reports
Traditionally, utilization reports 

provide summary data regard-
ing the use of purchased EAP 
services. Currently, this includes 
EAP coaching and counseling 
and work-life services utilized by 
employees and family members, 
with specific focus on types of 
problems, services utilized, perfor-
mance-based referrals and demo-
graphic information. Employer 

services often termed “organiza-
tion services” such as manager 
consultation, training and critical 
incident support are also included 
in the report. 

Outcome data is variably pro-
vided with no unified definition 
of criteria. Attention to effective-
ness and return-on-investment are 
sporadically approached by EAPs, 
although there is a movement in 
the field to obtain more uniformity 
of outcome measurement.

Clients are trying to determine 
if they are getting their money’s 
worth and reports are a way of 
demonstrating value (Jorgensen 
et al, 2007). However, EA pro-
fessionals can’t assume that HR 
clients are able to interpret data 
(Christie et al, 2007).

As mentioned, one problem is 
the EAP field’s lack of industry-
wide standardization (Attridge et 
al, 2009). Another difficulty is that 
some utilization reports only cite 
clinical data, not preventive group 
activities (Csiernik, 2002).

Overall, EAPs need to do a 
better job of telling their value 
stories, including ways that the 
EAP can help to drive health and 
productivity objectives (Attridge, 
2007). This is especially impor-
tant since most users report posi-
tive personal outcomes and work 
improvements after using the EAP 
(Attridge et al, 2013). 

Utilization Report Survey Design  
A subcommittee of the National 

Behavioral Consortium (NBC) 
subcommittee was formed to 
examine current practices on uti-
lization reporting. The goal of 
the group was to evaluate these 
practices and provide recommen-
dations for consideration by EAP 
providers. (Editor’s note: This 
was not part of the recent EARF-
funded external vendor study.)

The subcommittee’s first task 
was to understand current NBC 
EAP member reports. A pre-survey 
was developed to identify utiliza-
tion tracking and reporting prac-
tices. What was learned created a 
structure for discussion with NBC 
EAP members and served as a 
basis for developing a utilization 
report survey to use with their HR 
and Benefits customers. 

The subcommittee then 
addressed two central concerns in 
constructing the survey:

 The disparity in how utiliza-
tion is reported; and
 How to ensure that utilization 

reports effectively demonstrate the 
value of EAP and Work Life pro-
grams to customers/employers in 
today’s workplace. 

The survey was designed using 
a Likert scale ranging from one to 
seven with seven being a “must 

coverstory

|By Sandra Caffo and Kathleen Greer

Improving  
Utilization Reports

“A subcommittee of the National Behavioral Consortium (NBC) was formed  
to examine current practices on utilization reporting. The goal of the  

group was to evaluate these practices and provide recommendations  
for consideration by EAP providers.”



| WWW.EAPASSN .ORG |•• • • • • • • • • • • • • • • • • • • • • • • • • • • | JOURNAL OF EMPLOYEE ASSISTANCE | 1st Quarter 2015 |

9

have” in the report and one being 
“don’t include.” It incorporated 
EAP services offered by EAP 
member organizations as identi-
fied in the pre-survey. The survey 
included questions about the value 
of the utilization report that the 
customer was receiving as well as 
rating each item included.

Limitations
The survey had a small sample 

size of somewhat like-minded 
EAP companies. The return rate 
might have been higher if EAPs 
had been willing to urge HR and 
Benefits Managers to comply 
beyond the first request and two 
reminders. Many of the com-
ments indicated that assistance 

was needed in understanding 
the data. For example, greater 
transparency and the desire for 
additional data that identifies the 
total number of unique users, 
status of case closing/referral 
to benefits, and differentiation 
between online and face-to-face 
utilization were desired.

Sample
Fourteen NBC regional EAP 

providers were invited to par-
ticipate in the survey. NBC col-
lectively represents 21,705,715 
covered lives within 35,879 
client organizations. Ten EAP 
organizations agreed to deliver 
the survey to their client  
organizations.

The subcommittee provided 
sample introduction scripting, 
Q&A information, follow-up 
timeline, email reminder lan-
guage, and customized summa-
ries of survey results for each 
participating EAP. Surveys were 
administered from the ten EAP 
organizations to their 2,025 cus-
tomer contacts, mostly within HR 
and Benefits. A total of 419 sur-
veys were completed for a 21% 
return rate.

Findings
Respondents confirmed the 

value in receiving a rich utiliza-
tion report. The overall positive 
response averaged 5.76 on a 
7-point Likert scale. Much of the 
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coverstory

data was difficult to interpret for 
a variety of reasons, including 
that respondents took an “every-
thing is important and valuable” 
approach to describing the report. 
In other words, the survey indi-
cated that all of the elements of 
the utilization report given to cus-
tomers were valued. 

However, four preferences 
emerged:

 The statement, “in-person 
counseling should be reported as 
part of utilization” was the only 
one that generated 100% response 
from survey participants.
 Outcome data was highly 

valued.
 The reporting of manager 

consultations and performance-
based referrals was highly valued.
 A high value was placed on 

listing presenting issues within the 
utilization report. 

Additional Findings
 The value of the EAP is 

enhanced when an EAP reports 
all of the services that are 
provided to an organization 
(counseling, work life, wellness, 
crisis management and manager 
consultation).
 Increased use of technology 

to enable EAP service delivery and 
accessibility to users via mobile 
devices was identified as a quickly 
developing part of utilization 
reporting. 
 At present, tracking online 

services is difficult and data 
means different things when 
working in different databases. 
Addressing these disparities is 
a necessary part of utilization 
reporting.
 Outcome data such as 

that gathered by the Workplace 

Outcome Suite (WOS) is a highly 
desirable part of any utilization 
report.
 HR and Benefits customers 

greatly desire analysis of data in 
a utilization report in the form 
of a one-page executive sum-
mary. Specific preferences broke 
out as follows:

• One-page executive summary, 
6.15;

• Outcome data, 6.13;
• Historical trending data, 5.99;
• Graphic displays (of data), 

5.96;
• Utilization rate comparison 

by industry, 5.70; and
• Narrative report, 5.48.

Why do Organizations  
Offer EAP?

Finally, out of sheer curiosity 
we asked our customers why they 
offer EAP services to employees 
and family members. Responses 
were as follows:

• Offering a helping hand to 
employees, 6.73;

• Helping family members in 
need, 6.35;

• Crisis response, 6.19;
• Providing assistance to man-

agers, 6.02; and
• Risk mitigation, 5.35.

Discussion
The EAP field in the 21st cen-

tury is very different from EAP’s 
origins. Building on the “core 
technology” foundation of the 
profession has resulted in expand-
ing service delivery to both 
employees/household members 
and employers.

The advancement of tech-
nology with a new emphasis 
on social media requires us as 

behavioral health professionals 
to look at the multiple ways in 
which individuals obtain and 
learn information. This directly 
relates to the definition of  
utilization and ultimately to  
the value of the EAP to the 
organization. 

The NBC subcommittee’s 
goal was to address the dispar-
ity in how utilization is reported 
and to ensure reports effectively 
demonstrate the value of the EAP 

and Work Life programs. Survey 
results shed some light on each of 
these goals. 

There was complete agree-
ment among customers that 
“in-person” counseling should 
be included in the report. This 
is the definition of utilization 
the EAP field has trained our 
customers to use, and they’ve 
learned it well.

“The advancement of 
technology with a new 

emphasis on social 
media requires us as 

behavioral health  
professionals to look 

at the multiple ways in 
which individuals obtain 
and learn information. 
This directly relates to 

the definition of  
utilization and ultimately 
to the value of the EAP 

to the organization.”
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Recommendations
Benefits managers desire inte-

grated data in order to look at 
the health management of their 
work populations. But how to best 
share EAP data in an integrated 
approach needs to be explored. 
The survey did not attempt to 
address the disparity in how utili-
zation is tracked. This remains a 
key area to tackle.

Respondents clearly value the 
services that EAPs provide. The 
profession has a responsibil-
ity to build on this awareness, 
defining value and providing 
clarity. Findings related to tech-
nology, outcome data, and inte-
gration efforts, for example, are 
directions for advancing both 
value and utilization reporting.

Summary
This survey serves as a 

reminder that HR and Benefits 
professionals value EAP utiliza-
tion. All of the respondents agreed 
that face-to-face meetings should 
be reported on the utilization 
report, which remains at the core 
of EAP services. In addition, there 
were two other items that stood 
out to us:
 The continued value placed 

on manager consultation and per-
formance-based referrals; and
 The value of outcome data 

and data analysis as presented in 
an executive summary.

Customers want to know 
more about what the data means 
and what they should be doing 
with it.  As one HR customer 
said, “I always intend to call 
our account manager to review 
the report, but almost never do. 
I’d welcome a 15-minute call to 
review it.”

Space precluded us from pro-
viding an example of the utili-
zation report survey and execu-
tive summary we used in our 
findings. To see a copy, email 
either of us at the addresses 
provided below. 

Finally, we hope this article 
will serve as a source of ongo-
ing discussion and, ultimately, 
decision making within the 
EAP field. v

Sandra Caffo, LCSW, MFT, CEAP, is the 
senior director of LifeSolutions, where she 
directs the strategic agenda and service 
delivery for EAP customers and clients. 
She co-chairs the subcommittee on EAP 
utilization for the National Behavioral 
Consortium and serves on a Council of 
Accreditation panel, which is updating 
EAP standards. She can be reached at 
caffsm@upmc.edu.

Kathleen Greer, M.Ed., LMHC, is founder 
and chairman of KGA, Inc., a resources 
services firm that provides high-touch EAP 
and training services. She co-chairs the 
subcommittee on EAP utilization for the 
National Behavioral Consortium and is 
a member of EAPA, SHRM, and NEEBC. 
Contact her at greer@kgreer.com. 
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Wellness that Works

featurearticle

Employers are increasingly 
relying on workplace well-
ness programs to address 

employees’ unhealthy behav-
iors and their adverse effects on 
health, health care costs, produc-
tivity, attendance, workplace inju-
ries, and bottom lines.

However, recent research has 
cast doubt on the effectiveness of 
conventional wellness programs. 
As a result, there is a significant 
gap between the demand for and 
availability of effective workplace 
preventive services, and those who 
can address this shortcoming.

Wellness Programs lack 
Evidence of Effectiveness

Researchers at the Rand 
Corporation have reviewed stud-
ies on 33 conventional wellness 
programs since 2000. They only 
examined studies that compared 
outcomes for employees who did 
… and did not… participate in 
the programs. This was important 
because such studies can indicate 
whether any positive changes are 
attributable to wellness programs 
as opposed to other factors, such 
as community wellness campaigns 
or increases in tobacco taxes.

Most of the programs studied 
involved education, coaching, 
biometrics or some combination. 
Researchers found that most pro-

grams were ineffective, and the 
rest were only slightly effective 
– clearly not sufficient enough to 
generate any return on investment 
(ROI). Programs focusing on diet, 
fitness and weight loss were espe-
cially ineffective (Osilla, 2012).

A study of Pepsico’s compre-
hensive, conventional wellness 
program, published in early 2014, 
followed over 20,000 employ-
ees over seven years. The study 
found that the wellness program 
was associated with only slight 
reductions in health care costs and 
absenteeism. For each dollar spent, 
the program reduced costs by only 
48 cents (Caloyeras, 2014).

A similar, three-year study of 
more than 6,000 employees of the 
University of Minnesota obtained 
comparable findings. Thus, the 
most rigorous available research 
suggests that conventional well-
ness programs are, at best, slightly 
effective and fail to deliver ROI. 
Clearly a new approach to work-
place wellness is needed.

BSI – A New Alternative
Behavioral screening and inter-

vention (BSI) is a new alternative 
approach to workplace wellness 
that offers strong evidence of 
effectiveness and cost savings 
(Brown, 2011; Brown, 2014). BSI 
is delivered by specially trained 

coaches who may or may not have 
a background in mental health 
or employee assistance. Coaches 
meet one-on-one with employees 
annually, assure them of confiden-
tiality, and ask roughly one dozen 
screening questions on various 
behavioral risks and disorders.

Coaches follow up on positive 
screens with further assessment 
questions to determine the sever-
ity of risks or disorders. Coaches 
offer feedback on possible areas of 
risk, collaborate with employees in 
selecting issues for discussion, and 
conduct motivational interviewing 
to promote readiness to change 
unhealthy behaviors.

More than 1,200 studies have 
documented the effectiveness of 
motivational interviewing in pro-
moting a wide variety of healthy 
behaviors. Comparison studies 
have demonstrated the superiority 
of motivational interviewing over 
other methods in addressing smok-
ing and unhealthy drinking.

Coaches assist employees com-
mitted to change in constructing 
plans for behavioral change. These 
plans include setting behavioral 
limits or targets, as well as behav-
ioral triggers, alternate behaviors, 
medications, follow-up coaching 
appointments, and others. Plans 
may also include participation in a 
variety of wellness and treatment 

| By Richard L. Brown, Maria Lund, and Stanford W. Granberry
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resources offered by workplaces, 
healthcare providers, health insur-
ance companies, and community-
based organizations.

At subsequent sessions, which 
can be delivered by phone for 
convenience and confidentiality, 
coaches review progress, guide 
employees in refining their plans 
to meet their goals, and refer 
struggling employees to additional 
resources. Thus, health coaches 
administering BSI can serve as the 
hub of wellness services for each 
employee and enhance utilization 
of these services.

BSI is especially effective for 
unhealthy drinking and smoking. 
Straightforward screening ques-
tions on smoking and amounts 
of drinking and lengthier alco-
hol assessment questionnaires 
elicit accurate information when 
respondents do not fear adverse 
consequences (Del Boca, 2003). 
Consider that BSI for alcohol elic-
its reductions of:

• 20% in emergency room visits;
• 33% in serious injuries;
• 37% in hospital admissions;
• 46% in arrests; and
• 50% in vehicular crashes 

(National Business Group on 
Health, 2011).

BSI can also target depression, 
which goes undiagnosed in 30% 
to 50% of affected individuals. 
Employees with positive responses 
to a brief screen, such as the PHQ-
2, complete a lengthier assessment, 
such as the PHQ-9. For employ-
ees with likely major depression, 
coaches initially provide education 
about depression, instill optimism 
for treatment, and make referrals 

for medication and/or counseling. 
They also deliver behavioral acti-
vation, promoting behaviors such 
as exercising and socializing to lift 
depressive symptoms.

In regular follow-up contacts, 
coaches support full engagement 
in treatment, re-administer the 
assessment, and request that other 
treatment professionals reconsider 
the treatment plan if results do not 
improve as expected. This set of 
services, called collaborative care, 
increases the odds of remission at 
6 and 12 months by 75% (Thota, 
2012). Behavioral activation alone 
may be effective for minor depres-
sion and prevent progression to 
major depression (Cuijpers, 2007).

Effectiveness and Cost Savings 
of BSI

Several studies demonstrate that 
using BSI for unhealthy drinking, 
smoking and depression elicits 
substantial reductions in health-
care and other costs. Drawing on 
findings from prior research, U.S. 
employers can expect cost sav-
ings of $820 for each employee in 
the year after screening. Although 
several studies suggest that BSI is 
effective for drug use, economic 
impacts have not been studied.

Because of the well-docu-
mented effectiveness of BSI, its 
services are recommended by the 
Centers for Disease Control and 
Prevention, National Business 
Group on Health, U.S. Preventive 
Services Task Force, White House 
Office of National Drug Control 
Policy, and others.

Behavioral screening and 
intervention can also target car-
diovascular risks, although less 
effectively. One year after a highly 

structured intervention, only 1 in 
12 healthy, sedentary individuals 
sustained recommended levels of 
physical activity. Brief advice can 
increase fruit and vegetable intake.

A typical obese individual who 
participates for 6 to 12 months in 
a structured, intensive weight-loss 
program loses 9 to 15 pounds and 
demonstrates small declines in 
blood pressure, blood glucose and 
lipids (Appel, 2011).

Unfortunately, none of these 
services are known to prevent 
cardiovascular disease nor to 
generate ROI. In fact, ROI may 
not be possible for obesity inter-
ventions (Trogdon, 2009). The 
difficulty in modifying diet, 
exercise, and weight may be one 
reason why conventional wellness 
programs lack effectiveness and 
ROI. Perhaps a combination of 
BSI and various efforts to modify 
workplace and community culture 
deserves study.

Summary
As stated, research has shown 

that most current workplace well-
ness offerings are, at best, slightly 
effective and are not economical. 
This leaves employers without 
options for addressing the root 
causes of high healthcare costs, 
loss of productivity, absenteeism, 
and workplace injuries.

Conversely, ample research 
has demonstrated that BSI for 
unhealthy drinking, drug use, 
smoking and depression is effec-
tive and generates substantial cost 
savings for employers.v

The second article in this 
series will discuss how EAPs 
could deliver BSI. 
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webwatch

Affordable Care Act
EAPs Take on Expanded Role 
with ACA
http://ebn.benefitnews.com/news/ebn_
hc_health_plans/eaps-take-on-expanded-
role-with-aca-2744474-1.html
With mental health and substance abuse 
disorder services deemed an essential 
health benefit under the Affordable 
Care Act, EAP providers are taking on 
a new role – helping employers and 
health plans find fraudulent health care 
activity at substance abuse and mental 
health treatment facilities.

Employee Assistance
EAS-C Training Courses
http://www.eapassn.org/i4a/pages/
index.cfm?pageid=3646
EAS-C training courses are scheduled 

for March 19, 2015, in Winston-
Salem, N.C.; May 20, Indianapolis, 
Ind., and others to be announced. 

Health & Business News
Benefits Canada
www.benefitscanada.com
What are the legal implications of man-
aging mental health in the workplace? 
Why don’t more small businesses have 
a group retirement plan? These are 
among the useful articles at this site.

Substance Abuse
Addiction Inbox
http://addiction-dirkh.blogspot.com/
This site features articles and health 
studies about drugs, addiction and 
alcoholism, including the most recent 
scientific and medical findings.

Substance Abuse
Addiction Search
www.addictionsearch.com
This comprehensive site offers a 
list of treatment providers, recovery 
blog, hotlines, FAQs, and more. 

Workplace Disaster Preparedness
Ebola and EAP Best Practices
http://www.eapassn.org/i4a/pages/
index.cfm?pageid=3746
EAPA has put together a basic list 
of Ebola resources and sample 
communication to employees at  
the link listed above. In addition, 
several discussions on this topic 
are posted on EAPA’s LinkedIn 
group. Check out: https://www.
linkedin.com/groups?gid=94553 
&mostPopular= v
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Continued on page 30

Imagining the  
EAP of the Future

|By Marina London, LCSW, CEAP

techtrends

Last year I returned to Las 
Vegas after a 40-year 
absence. Some things had 

changed. Vegas had gone from 
seedy to glitzy; from neon lights 
to state of the art projections; and 
from a Magic Fingers vibrating 
bed to a flat screen TV.

But a lot of things in Vegas 
weren’t that different at all. 
In the casinos, scantily clad 
women delivered drinks. There 
were slot machines everywhere 
and you could play poker, 
blackjack and shoot craps. The 
Cirque du Soleil show was, 
well, a circus show.

I went to a comedy show and 
it was just like any standup I had 
ever attended – a person stood 
on stage, talked and made me 
laugh. The magician escaped from 
a water-flooded tank – just like 
Houdini did over 100 years ago.

In other words, the Vegas 
experience hadn’t changed at all.  
The Internet, computers and cell 
phones hadn’t touched it. It was 
“tech-proof.” 

We spend a lot of time focus-
ing on what is rapidly changing 
in our world. The change has been 
remarkable. But equally remark-
able is what remains, “tech proof.” 
The Urban Dictionary defines tech 
proof as: “Those objects, activities, 

feelings or experiences that exist 
regardless of electronic technology.”

At the 2014 World EAP 
Conference I asked an interna-
tional audience of EA profes-
sionals attending my presenta-
tion, “Imagining the EAP of the 
Future,” to “Let your imagination 
run wild. Think 50 years into the 
future. What EAP core technolo-
gies, services, concepts, and prac-
tices will be tech-proof?”

This is what they answered:

w There will still be a need for 
human contact.

w There will still be a focus on 
mental health.

w There will still be critical inci-
dents and a need for CISM.

w Confidentiality will still be 
important.

w We will still be assessing and 
referring.

w We will still have to educate 
managers about EA and how 
to refer underperforming 
employees.

w Outcomes and other kinds of 
data will still be important.

w We will still be looking at the 
overall health of our clients.

w The act of helping is “tech proof.”

In a time where technology 
and sociological consequences are 
evolving at warp speed, many of 

us make business decisions based 
on market-driven forces, looking 
no further than five, at most ten, 
years into the future.

However, precisely because 
everything is moving so fast, we 
need to set aside time to think 
about the core values and ser-
vices of our industry, and work to 
preserve them. And then we need 
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EAPA Learning Center Features 2014 World EAP Sessions
EAPA’s Learning Center provides more value to 

EAPA members than ever. The Learning Center is a 
collection of live online courses and webinars, featur-
ing experts in the field, as well as EAPA’s Conference 
on Demand website, which hosts courses from 
EAPA’s 2014 & 2013 World EAP Conferences, and 
a free members-only, non-credit archive of all previ-
ously recorded Annual World EAP Conferences.

The Conference on Demand, www.eapassn.org/
OnDemand, allows users to access professional devel-
opment opportunities from Android, Windows, or iOS 
powered tablets and mobile phones, in addition to 
desktop or laptop computers.

The table below lists all of the sessions  
presented at the 2014 World EAP Conference  
in Orlando, Fla.

SESSION TITLE (*top 25% ranking) Presenters PDHs Domain

Work, Love & EAP and EAP in the 21st Century: Imagine 
Employee Assistance as a Confident and Unique Profession*

Wolfgang Seidl, M.D. 1 I, II

Blending Technology and Cultural Appropriateness for a 
Sustainable EAP

Karuna Baskar, M.A. 1.25 I

Design and Create 21st Century Supervisor Training that Makes 
an Impact!

Greg Brannan, B.S. 
Rosalind Laraway, LMFT, LICSW 
Susan McDonald-Conroy, LMFT, 
CEAP

1.25 I, II

Broadening the Value of CIR: Using Research to Guide Policy 
and Practice

Jeff Gorter, LMSW 
Jodi Jacobson Frey, Ph.D. 
Sharon O’Brien, MSW, LSW

1.25 II

Beyond Theory: An Innovative Social Construction Approach to 
EAP Counseling

Brian Milliken, LMFT, CEAP 1.25 III

Can Implementing SBIRT Enable You to Demonstrate Improved 
Workplace Outcomes?*

Tracy McPherson, Ph.D. 
Henrietta Menco, LICSW, CEAP 
Andrea Stidsen, LICSW, CEAP

1.25 II

Joint Discussion of the Impact of Legal Marijuana on EAPs in 
Colorado and Washington

Christopher Knoepke, LCSW, CEAP 
David Mitchell, LMHC

1.25 II

An Investigation into EAP Counsellors’ experiences in Kenya Cecilia Rachier, M.S. 1.25 III

What’s Eating Your Clients?  Addressing Eating Disorders in the 
Workplace

Jamie Atkins, RD 
Jennifer Henretty, Ph.D. 
Jessica Setnick, M.S., RD

1.25 III

Getting Down to Basics: Best Practices for Working with EAP 
Individual Clients

Shari Bernstein-Meyer, LCSW, 
CEAP

1.25 I

Idea Generation Workshop: Re-Imagining EAPs for the Future! Liliana Dias, M.S. 
Sandra Monteiro, MBA

1.25 I

Human Performance, Distractibility, Fatigue: The Impact of 
Workplace Psych Resources

John Dillon Riley, Ph.D. 1.25 II, III

Worksite Depression Screening & Treatment: An Integrated, 
Innovative Program

Tony Kreuch, Psy.D., CEAP 1.25 II, III
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SESSION TITLE (*top 25% ranking) Presenters PDHs Domain

Working Effectively with “Involuntary” Clients Across the EAP 
Spectrum

Julia Corbett, LCSW, CEAP  
Thomas Hofmann, LMFT, CEAP 

1.25 II, III

Demonstrating the Impact of EAP Services on Workplace 
Outcomes: Preliminary Research Findings

Bernie McCann, Ph.D., CEAP 
Elizabeth Merrick, MSW. Ph.D. 
Melissa Richmond, Ph.D. 
Randi Wood, LCSW, CEAP

1.25 I, II

Catalysts to Success: Personality, Work Styles and Leadership Jude Miller Burke, Ph.D. 1.25 III

EAP Mergers & Acquisitions: Friend, Foe or Inevitable? John Burke, M.A. 
Stan Granberry, Ph.D.

1.25 II, III

Imagine the Possibilities: Using Technology to Foster Healthy 
Employees and Companies

Lisa Meck, MPH 
Alison Mcgee, MSW, LICSW

1.25 II, III

What Comes Next: Retaining Your Veteran Hires Rosalinda Maury, M.S. 
Jennifer Roseman, M.A.

1.25 II, III

Employee Retention and Motivation: Re-imagining Rewards 
Programs

Dirk Antonissen, M.S. 
Manuel Sommer, Ph.D. 
Inge Van den Brande, Ph.D.

1.25 I, II

The Prescription Drug Abuse Epidemic: Practical Considerations 
for EAPs

Misty Aaberg, M.S., CPS II 
Maureen Carney, LCSW, CEAP 
Christopher Knoepke, LCSW,  
CEAP

1.25 II, III

Imagine One of the Worst Days in the Life of a Client Company: 
Are You Ready to Help?

Judy Beahan, MSW 
Dennis Potter, MSW

1.25 II

Making EAP Services Relevant to the Facebook Generation Scott Cousino, MBA 1.25 I, II

Imagine a Workplace Without Bullies Julia Bain, Ph.D., CEAP 1.25 III

Let’s Calibrate!  A Quality Approach to EAP Services Kelly Hill, LPC, CEAP 
Jennifer Sewell, M.S., CEAP

1.25 I

From Imagination to Implementation: Bringing a National 
Paradigm Shift into Being*

David Minetta, MSW 1 III

Imagine a Sustainable EAP Field: Successful Succession 
Planning

Susan E.Erickson, M.A. 
Terri Lee, LCSW, CEAP 
Beverly Younger, Ph.D., LCSW

1.25 I

iEAP: Balancing Quality and Price Pressures in EA Programs Igor Moll, drs MWO 1.25 I

LGBT Employees Facing Addiction: New Data and Treatment 
Options*

Pablo McCabe, LCSW 
Buster Ross, M.A., LPC-RI

1.25 III

Trust and Justice in the Workplace: The EAP’s Influence Chester Taranowski, Ph.D.,  
CEAP

1.25 II

Expat Services: Intercultural Flexibility and Innovative 
Approaches to Difference

Liliana Dias, M.S. 
Sandra Monteiro, MBA

1.25 III
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SESSION TITLE (*top 25% ranking) Presenters PDHs Domain

Innovation in Video Counseling: Digital Delivery of EAP Clinical 
Services*

Stan Pope, RSW 
Barbara Veder, MSW, RSW

1.25 I, III

The Recovery Cooperative: A Paradigm Shift for Treatment Jessica Hansford, LPC 
Shane Moes, MA

1.25 I, III

Is That an Elephant in the Room? Assessing Workplace 
Culture*

Jennifer Rebarchik, CEAP 1.25 II

Risky Business: How International Reverse Marketing Will Affect 
U.S. Centric EAPs

John Burke, M.A. 
Stan Granberry, Ph.D. 
Wolfgang Seidl, MD  
Tom Shjerven, CEBS

1.25 I

Utilizing Peer Support to Reduce Suicide Risk: A Fire Service 
Approach

Daniel DeGryse, B.A. 1.25 II

You Don’t Understand, I’ve Got PAIN: Managing Pain & 
Addiction in the Workplace

Martin Grabois, M.D.  
Michael Klaybor, Ed.D., CEAP

1.25 III

Innovative Therapy Technology To Expand Treatment to 
Employees and Their Families*

Emily Stevens, Ph.D., LMHC 1.25 III

Would you buy your EAP? Alexander Gnilka, Ph.D. 
Karla Lever, Ph.D.

1.25 I

The Power of Imagining* Neil McCord 1 III

The Entire Spectrum of EAP Outcomes for Measuring Impact 
and Effectiveness*

Tom Amaral, Ph.D. 
Dave Sharar, Ph.D.

1.25 I

Emotional Intelligence and Diversity:  An Intervention to Change 
Work Culture*

Jorge Cherbosque, Ph.D, CEAP 1.25 II

The Impact of ASAM Criteria (2013) on Employee Assistance & 
Addiction Professionals

Michael Weiner, Ph.D. 1.25 III

Understanding and Responding to Cyberbullying Kelly Hill, LPC, CEAP 1.25 III

Current State of EAP in China Zhao Ran, Ph.D. 
Zhanbiao Shi, Ph.D

1.25 I

The Ethics of Workplace Consultation:  Imagine the Complexity* Bernard Beidel, M.Ed., CEAP 
Henrietta Menco, LICSW, CEAP 
David Nix, LPC, CEAP

2 I

Parent Coaching: An Innovative Approach to Helping with 
Challenging Child Behavior*

Tina Feigal, M.S., Ed. 2 III

Up In Smoke: Medical Marijuana at Work* Tamara Cagney, Ed.D., CEAP 2 II

Imagining the EAP of the Future* Michael Klaybor, Ed.D., CEAP 
Marina London, LCSW, CEAP

2 I

Post-modern Psychology in EAP Services:  Principles and 
Techniques

Haibo Zeng, Ph.D. 2 III
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The following is a “roundup” of 
some of the sessions attended 
by JEA Editor Mike Jacquart at 

EAPA’s 2014 World EAP Conference 
in Orlando, Fla., September 
29-October 2, 2014. More in-depth 
articles from some of these sessions 
are planned for the JEA this year.

 Demonstrating the Impact 
of EAP Services on Workplace 
Outcomes: Preliminary Research 
Findings – Presented by Elizabeth 
Merrick, Bernie McCann, Melissa 
Richmond, and Randi Wood, these 
professionals explained how a land-
mark study conducted by the OMNI 
Institute is examining the relation-
ship between EAP services and 
work-related outcomes… research 
that is often lacking in the EA field. 
“Many of us have been waiting for 
research like this to happen,” Wood 
stated. “Don’t underestimate what 
this will do for [EAP] credibility.”

Study goals included: quantify-
ing EAP impact on workplace out-
comes (such as absenteeism, pre-
senteeism and workplace distress); 
identifying where EAP is most 
effective; and estimating cost sav-
ings from reduction in absenteeism.

Strengths from the study 
included: with 4,000 employees in 
the Colorado State EAP who com-
pleted the online survey, there was 
a demographically and geographi-
cally diverse employee base; with a 
selection of matched controls, it also 
had a rigorous study design. (The 
study was funded by the Employee 
Assistance Research Foundation.)

 Video Counseling: Digital 
Delivery of EAP Clinical Services 
was led by Stan Pope and Barbara 
Veder with Shepell.fgi. This interac-
tive session examined the role of video 
counseling as an innovative opportu-
nity for supporting current and future 

employees. The presenters discussed 
the findings and lessons they’ve 
learned since launching video counsel-
ing in Canada in September 2011.

“In your day-to-day interactions, 
how much technology are you 
using?” Veder asked the audience. 
“I’ll bet it’s more than last year, or 
the year before. Then think of how 
this affects you professionally.”

Shepell has used video coun-
seling for over 3,000 clients. It 
is convenient, and simulates real 
time, person-to-person access from 
anywhere with an Internet connec-
tion, crucial in a large country like 
Canada, Veder stated. “In addition 
to mobility and geographic issues, 
some users also have a higher 
need for privacy. They live in a 
small town and don’t want to be 
seen as using this service.

“It also represents a paradigm 
shift since we’re going into a cli-
ent’s home,” she added. “How 
many times do we usually go into 
a client’s space?” she asked. “So 
in video counseling we need to set 
boundaries. For instance, can fam-
ily members be present? Would 
smoking be allowed?”

Pope explained that EAP prac-
titioners using video counseling 
need to:

• Be confident about using 
technology, curious to learn and 
willing to learn new skills as they 
adapt to this medium;

• Have a basic understanding of 
cameras and lighting, including the 
need to look at the camera, and not 
the person’s face, and minimizing 
use of gestures; and

• Be comfortable counseling in 
a client’s home.

 Current State of EAP in 
China was led by a panel of four 
Chinese EA professionals… Zhao 
Ran, Zhanbiao Shi, Houjin Shi and 

Peifang Tan … and was translated 
from Chinese into English. The 
presentation outlined the develop-
ment of EAP in China, its struc-
ture, growth, and future. Some 
highlights included:

• As of July 2013, there were 82 
EAP vendors in mainland China… 
most (75%) are private and provide 
comprehensive services. Health 
management is an emerging trend.

• Twenty-five Chinese EA pro-
fessionals attended the 2013 World 
EAP Conference in Phoenix.

• In terms of service coverage, 
91% offer packaged EAP; 83% 
offer mental health; and 66% offer 
health checkups.

• The EAP outlook in China 
depends upon: the ability of EA 
professionals to provide HR for 
EA-developed, systematic training; 
and a collaboration of government, 
EAP, EAP customers and research 
organizations.

 Making EAP Services 
Relevant to the Facebook 
Generation – Scott Cousino, co-
founder and CEO of myStrength, 
Inc., shared his observations 
of how technology needs to be 
actively integrated as part of EAP 
services… but not as a replace-
ment and treatment in and of itself. 
According to Cousino, digital 
delivery needs to address these key 
points: participation, scalability, 
cost (of delivery), efficacy, owner-
ship, and return on investment.

“Seventy percent of [digital EAP] 
users are female, which is not shock-
ing as more seek help than men,” 
he noted. “Nineteen percent have 
health apps, with 20-year-olds using 
apps much more actively.” Overall, 
Cousino reiterated that digital EAP 
services, “need to be actively inte-
grated and promoted, not just pas-
sively ‘there’ on a website.” v

EAPA’s 2014 World EAP Conference
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Back to the Basics for 
Supervisor Training

“Keep it simple. Start with the expected content and introduce a few things you cannot afford 
to leave out. Add just enough information to make it interesting and informative to supervisors 

without stretching too far. Think of it as your foundation. You can build upon it later…”

featurearticle

In our rush to create value 
and offer a multitude of 
trainings and services, we 

often neglect the foundation 
of EAP. The very first train-
ings expected of any EAP are 
basic Employee Orientation and 
Supervisor Training. The fact 
that we offer these trainings so 
regularly may paradoxically 
allow habitual indifference to 
the very face of our programs. 
In other words, they become 
so rote that we no longer pay 
attention to them. 

But the fact is, these core train-
ings are the first look employees 
and leaders receive of our EAP. 
Do we really want that initial 
impression to be a stale Slideshow 
or dated video? Why do we cling 
to outdated trainings so long 
before we make a change? 

Several years ago I inelegantly 
lifted dated, heavy equipment 
up a flight of stairs in a flop-
sweat. As I set up to deliver this 
supervisory training in a state-
of-the-art conference room I 
thought, “I’m never doing this 
again, never ever again.” VCRs 
were in the process of extinction 
and the technology of one of our 
contracted companies had out-
paced us, forcing this exercise in 
humility and our inevitable move 
to join the 21st century.

As a small hybrid, we knew we 
needed to update our EAP trainings, 
and if we had been able to find a fit 
for our EAP we would have pur-
chased it. While EAP means some-
thing very specific to those in our 
field, programs vary vastly in terms 
of both sessions and services.  

Although it is fairly easy to 
customize purchased training by 
augmenting specifics via verbal, 
written or website information, it 
is sometimes impossible to remove 
mention of services you do not 
offer, especially when they are 
digitally embedded.  

Transitioning to a new 
PowerPoint Slideshow is easy 
and a snap to maintain. They are 
extraordinary for content flex-
ibility, and you can easily tinker 
with the content between trainings. 
The disadvantage is a drawer full 
of ad hoc variations leaving EAP 
staff ill-prepared and your training 
never quite complete.

After many of our own 
PowerPoint presentations and 
a search for trainings we might 
purchase, we decided to design 
our own along with a generalized 
version that might work for other 
EAPs, too. The goal is to create 
core trainings in an interesting 
way that people can remember, 
and that can be delivered with 21st-
century technology. 

If you are reevaluating or cre-
ating your own core supervisor 
training, there are some basic 
organizing principles that may 
save you some time and remove a 
little uncertainty from the process. 

Prepare
Start by reviewing EAPA core 

technology, gathering content 
from your current training, from 
the EAP industry and your unique 
environment. Whittle the con-
tent down to a palatable amount 
of information given attention 
spans, and deliver the content to 
your organization(s) keeping cost, 
technology and adult learning 
principles in mind.

You will want to have standard 
supervisory training material 
available to all training staff, at 
all times, in all locations or a dig-
ital version you can include and 
play on your website, represent-
ing your program the way you 
want it represented. 

Establish Cost
Before setting a budget you 

need to clarify your goals and 
determine what resources are 
available. If your goal is to 
increase credibility or build your 
brand, you will probably need a 
professional level of quality to 
achieve your goals. Be realistic 

|By Susan McDonald-Conroy, LMFT, CEAP
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and do not expect a professional product at a semi-pro 
rate. EAPs with limited budgets may choose a less 
expensive vehicle, yet if properly planned, they can 
provide real impact.

If you have the skills or availability of in-house 
production, you will need to allocate time to gather 
and conceptualize content, create or review scripting, 
and participate throughout the process to ensure the 
focus and representation is authentic to your organiza-
tion. Budgetary approval is a primary consideration 
and often guides us in deciding what training vehicle 
we chose. The following figures represent what you 
might expect to pay when seeking outside assistance: 

 Creating a video is likely to necessitate partner-
ing with a marketing team with video production 
capabilities. The price may vary widely depending 
on specifics, but it generally costs $1,500-$3,500 per 
completed minute.
 To create a PowerPoint or Slide show with 

voiceover, you may expect to pay $1,500-$2,000 if 
produced by an outside firm (De Cook, 2014).
 If you are hosting a live or recorded webinar, 

you may utilize sites such as GotoWebinar to man-
age invites and subscriptions, based on the number of 
attendees, ranging from $80-$400 per month.

Determine Content
For your training to be considered valid, you 

need to start with a solid foundation and EAP Core 
Technology should underlie the content you create. 
Keep it simple. Start with the expected content and 
introduce a few things you cannot afford to leave out.

Add just enough information to make it interesting 
and informative to supervisors without stretching too 
far. Think of it as your foundation. You can build upon 
it later by offering more advanced trainings in supervi-
sor communication, emotional intelligence, resiliency, 
engagement, and managing difficult employees. The 
following are some suggestions of expected, and sug-
gested, additional content:

Expected Content
F What is an EAP?
F Importance of early problem identification
F Signs/changes/trends, with examples
F Preparation for performance-focused, constructive 

confrontation

F Objective observation and documentation
F Reference to organizational policies
F Voluntary vs. mandatory referrals
F Role of Release of Information
F Productive referral components:

• Privacy/concern/respect
• Don’t diagnose or judge, focus on performance
• Normalize seeking support
• Follow-up
• Consequences
• Confidentiality
• EAP management consultation
• Critical incident support

Suggested Content
F Differentiating between individual and organiza-

tional causes
F The role of emotions
F Supervisory self-check for personal reactivity
F Role model productive approach
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EAP counselors are regularly 
challenged when working with an 
individual identified as a problem 
employee, only to realize that 
departmental dynamics are at play, 
or communication and training 
may be insufficient. 

Up-front training in organi-
zational versus individual issues 
creates the language and context 
to consult effectively with super-
visors. Differentiating between 
poor performance that is general-
ized, and task specific, individual 
or team-based, may influence 
who the supervisor attributes the 
problem to, how solutions are 
addressed, and whether EAP refer-
rals are made (Cagney, 2012).

How employees and supervi-
sors react in terms of their emo-
tions may contribute to avoidance, 
unproductive discussions, frustra-
tions and shame. Preparing super-
visors for human reactions is vital.

Just as counselors learn to 
practice a new skill in a session, 
so must we offer supervisors the 
opportunity to see a referral con-
versation in action; whether that is 
on video, a demonstration, or in-
person role play. A picture is worth 
a thousand words.

Organizational and Delivery 
Considerations

How can each mode of 
delivery meet the needs of the 
organization(s) you serve? Several 
years ago, I delivered a marathon 
of orientations over two days, 
reaching just about every employee 
on three shifts, shifting our 
PowerPoint presentation between 
conference rooms, break rooms and 
sometimes projecting on cement 
block walls. Some presentations 

went great, some were spotty, and 
there were times when equipment 
didn’t work at all.

In retrospect, the company’s 
request was an excellent oppor-
tunity for guidance and con-
sultation. It was expensive for 
them to shut down production. 
Sometimes, offering a training 
that can be emailed to employee’s 
homes or workstations, streamed 
online, or delivered in person can 
offer flexibility for you and your 
company audiences.

A digital end-product will give 
you the ability to present your 
training in a variety of ways, meet-
ing the needs of just about any 
individual, group, whether sched-
uled or on-demand.

If your goal is to deliver train-
ings in a multitude of locations or 
you are spread out geographically 
with limited trainers, you may 
want to choose an online option, 
whether it is a hosted streaming 
video, an automated slideshow, 
webinar formats, or a digital file 
that you can post and play on your 
website as well as burn to DVDs 
for in-person hard copies. 

When delivering in-person 
training, you are smart to have 
several means of accessing your 
training. We have all walked into a 
room set up by others with failed 
technology, so bring a few of the 
following:  laptop, jump drive, 
CD/DVD, streaming Internet, and 
speakers if needed. 

To offer both remote and in-per-
son training, you can utilize your 
basic online training and augment 
it with additional information, 
practice, case studies and discus-
sion, resulting in personalized, 
robust in-person training.

Quick Reference Guide
What do supervisors remember 

after the training is over? Not a 
lot. Adult learning principles tell 
us that adults are only willing to 
learn what they think is impor-
tant. They are not as engaged 
when the topic of discussion isn’t 
as pertinent.

A step-by-step, simple refer-
ence is best, something supervisors 
take back to the office or access on 
your website can be critical later. 
After all, you want to make sure 
they apply the training you worked 
so hard to create. 

The following 4-step quick 
reference is designed to illustrate 
possible organization of content, 
but it is not meant to be extensive 
or all-inclusive. 

Step 1: Noticing an Issue – 
You’re in the best position to iden-
tify troubled employees and refer 
if appropriate. Look for an emerg-
ing pattern, such as increased 
errors, safety concerns, absentee-
ism, and mood swings.

Step 2: Should you refer? 
– Before addressing the actions 
of an employee, step back and 
look at the context.  Is the issue 
organizational or individual?  
Once you determine referral 
is appropriate, encourage the 
employee to take advantage of 
this free benefit.
 Intervene individually and 

consider EAP referral if:
F The issue applies to all areas 

of the individual’s work, you can 
rule out unclear communication, 
training, or others in the work-
group are not experiencing the 
same performance issues.
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 Intervene organizationally 
and offer EAP support if:

F The issue involves a group, 
is a reaction to other events, or 
seems to be the result of lack of 
specific training or instruction.

Step 3: Prepare for referral – 
Assess your own emotions before 
your discussion with the employee. 
Is there conflict, avoidance, lack 
of understanding? Have you pre-
viously addressed the issue and 
documented it? Are you fearful of 
the reactions of the employee or 
yourself? Be proactive and avoid 
more serious problems, don’t diag-
nose, concentrate on performance, 
stay on task and don’t include old, 
unrelated complaints.

Step 4: During your conversation 
-- Meet in private, show concern, be 
clear and stick to the facts. Don’t diag-
nose, suggest EAP support, normalize, 
plan follow-up, stress confidential-
ity. Respect privacy, acknowledge 
employee’s value, follow up whether 
they use EAP or not, acknowledge 
changes if noted, continue support.

Summary
In creating supervisor train-

ing, you don’t need to reinvent the 
wheel, just do it right. List must-
have content, prioritize the items, 
and build from there. Good luck. v

Susan McDonald-Conroy LMFT, CEAP 
works as Program Manager for the 
Employee Assistance Center at Mayo 

Clinic Health System in La Crosse, WI. 
She invites you to view online training at 
EAPcoreresources.com. She may be reached 
at mcdonaldconroy.susan@mayo.edu. 
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newsbriefs

EAPA Presents  
Annual Awards

The Employee Assistance 
Professionals Association 
(EAPA) celebrated its best and 
brightest during the annual 
awards luncheon at the 2014 
World EAP Conference in 
Orlando, Fla., Sept. 29-Oct. 2, 
2014. Recipients included:

Lifetime Achievement – 
Dave Worster; EAPA Member 
of the Year – Maria Lund; 
Outstanding Chapter – 
Alabama EAPA; Outstanding 
Branch – China; John J. 
Hennessy Award – Brian 
LeBlanc; and EAP Quality 

Award – Nationwide Mutual 
Insurance Company AAP.

EAPA Enjoys  
Banner Year

EAPA’s revenues this year were up 
9% over the previous year, accord-
ing to the audited financial results 
released at the 2014 World EAP 
Conference in Orlando. At the same 
time, expenses were down by 2%, 
resulting in a positive net margin 
of more than $231,000 and raising 
EAPA’s net assets to nearly $900,000, 
the highest level since 2001.

“Our continually improving 
financial position will allow us to 

implement major improvements in 
services to members and the EA 
profession,” according to EAPA 
CEO, Dr. John Maynard. “One 
significant improvement that’s 
currently underway is the conver-
sion to a substantially upgraded 
association management database 
system, which will allow us to 
operate much more efficiently 
while improving the member 
and customer service experience. 
Connected with that will be a total 
redesign and upgrade of EAPA’s 
website in coming months, which 
will be easier to navigate and 
much more customer friendly than 
our current site.”

Continued on page 27
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Overcoming Discrimination 
Against LGBTQI Employees

“Despite greater acceptance, a comprehensive federal Employment  
Non-Discrimination Act protecting all LGBTQI workers, regardless of their  

jurisdiction or place of employment, has not been enacted…”

featurearticle

Tolerance for discrimina-
tion against lesbian, gay, 
bisexual, transgender, 

questioning and intersexed 
(LGBTQI) employees in the 
United States is on the decline, 
as employers are increasingly 
considering them as fully func-
tioning members of their orga-
nization and extending them 
the same rights as heterosexual 
employees (Herek, 2006). 

The reason for this progress 
may be attributed to the open-
ness of LGBTQI individuals in 
regard to their sexual identity 
and the acceptance of friends, 
family, colleagues, and society 
in general. Prominent LGBTQI 
people are visible within the 
workplace culture and profes-
sional organizations. Numerous 
social service associations 
(including EAPA) support 
LGBTQI human rights issues.

There’s been Progress, but…
The military’s “Don’t Ask 

Don’t Tell” policy was repealed 
in 2011 (Servicemembers Legal 
Defense Network, 2011), and 
various corporations and juris-
dictions in the U.S. now protect 
LGBT workers from termination 
based solely upon their sexual 
orientation.

Despite greater accep-
tance, a comprehensive federal 

Employment Non-Discrimination 
Act protecting all LGBTQI work-
ers, regardless of their jurisdic-
tion or place of employment, 
has not been enacted (American 
Civil Liberties Union, 2007; 
Human Rights Campaign, 2012) 
and LGBTQI individuals who 
do not benefit from private and 
local protections can be openly 
discriminated against due to their 
sexual orientation.

Progressive laws and chang-
ing social mores in America are 
expanding the role of counselors 
and other human service providers 
to intervene on behalf of LGBTQI 
workers. This includes employee 
assistance professionals. 

Ethical Responsibility of EAPs
The Williams Institute, a 

think tank on sexual orienta-
tion law and public policy, 
estimates that between 16–43% 
of LGBTQI workers report 
experiencing various types of 
employment discrimination 
(Badgett, Lau, Sears, & Ho, 
2007). Because there are no fed-
eral protections in many juris-
dictions, LGBTQI individuals 
can be arbitrarily fired without 
recourse due to their sexual ori-
entation. Discrimination is com-
plicated by other factors, such 
as racial and ethnicity, gender 
and gender identity, social class, 

and education (Appleby, 2001; 
McDermott, 2006; Oldfield, 
Candler, & Johnson, 2006). 

Employee assistance profes-
sionals have an ethical respon-
sibility to promote a merit-
based workplace and offer edu-
cation and consultation to foster 
a safe workplace.

In addition to EAP, other coun-
seling human service organiza-
tions concur that service provid-
ers have an ethical responsibility 
to provide affirmative services for 
LGBTQI workers and to speak 
out against discrimination. These 
position statements speak to the 
generally positive treatment of 
LGBTQI employees by many 
human service providers.

For example, the American 
Counseling Association (2013) 
asserts that providers should 
offer non-threatening services 
that reduce some of the social 
stigma that accompanies LGBTQI 
inequality in the workplace. 
Social work organizations note 
that providers need to acknowl-
edge the wide range of social 
identities, and learn to treat all 
people, regardless of their iden-
tities, with dignity and respect 
(NASW, 2005).

The American Psychological 
Association (2008) adds that 
LGBTQI identity is part of a nor-
mal continuum of sexual  

|By Trevor Gates
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orientation identity, and that it is 
not pathological.

Consultative Role of EAPs
EAPs also have a responsibil-

ity to provide consultation and 
training within their scope of 
competence and areas of exper-
tise (EAPA, 2008). LGBTQI 
workers, as a whole, have been 
historically marginalized in the 
workplace and their contributions 
devalued. This type of discrimi-
nation can situations in which 
LGBTQI employees expect every 
work-related interaction to result 
in stigmatization (Pinel & Paulin, 
2005). Even if the LGBTQI 
worker rejects this label, he or 
she may be conscious of the pos-
sibility of stigmatization through-
out his or her career.

EAPs should also be con-
cerned with workplace dis-
crimination because it is a 
human rights issue. Article 23 
of the Universal Declaration 
of Human Rights notes that, 
“Everyone has the right to 
work... [and has] the right to 
just and favorable remunera-
tion ensuring for himself and 
his family an existence worthy 
of human dignity, and supple-
mented, if necessary, by other 
means of social protection” 
(United Nations, 1948, n.p.). 
Work is an important part of a 
person’s individuality and pro-
vides the means to access the 
material and social benefits  
of life.

For these reasons, EAPs need 
to assist management in imple-
menting strategies that allow 
LGBTQI workers to receive  
the same benefits as other 
employees.

Strategies for Providing Services 
to LGBT Workers

The following are some specific 
strategies for cultivating a work 
environment which embraces 
LGBTQI workers:

 Consider your own 
knowledge base and/or biases 
about LGBTQI workers. Many 
EA professionals grew up in 
societies that tended to margin-
alize or undervalue the contribu-
tions of LGBTQI individuals. In 
order to effectively provide ser-
vices to LGBTQI workers, EA 
professionals must examine their 
own knowledge base, includ-
ing any stigmatizing beliefs that 
they may inadvertently endorse.

 Seek allies within your 
organization and your corpo-
rate clients. Some large corpora-
tions may have LGBT employee 
resource committees while smaller 
organizations may have more 
informal LGBT support groups. 
Such groups can be useful referral 
sources for LGBT employees who 
are experiencing challenging con-
ditions in their workplaces.

 Clearly state that 
you advocate on behalf of 
LGBTQI employees. LGBTQI 
workers will not assume that 
you will advocate on their 
behalf unless you make this 
known. Announcing your com-
mitment to “diversity” is not 
enough. EAPs need to specifi-
cally state that their services are 
LGBTQI-centered.

 Discuss LGBTQI issues. 
Encourage your organization and 
your clients to openly talk about 

LGBTQI issues. This should go 
beyond human resource training 
seminars on discrimination and 
harassment prevention. Promote 
an active dialogue by offering 
small group discussions about 
the contributions of LGBT work-
ers. For instance, the organiza-
tion could celebrate birthdays 
of prominent LGBT civil rights 
leaders and discuss their impact 
on society.

 Encourage affirma-
tive LGBTQI employment. 
LGBTQI individuals are often 
overlooked when they apply 
for a job or are denied a pro-
motion and receive fewer 
employment privileges and 
benefits than their heterosexual 
counterparts. (They are often 
denied insurance for their 
same-sex spouse or paid less). 
Actively encourage your orga-
nization and the organizations 
you serve to hire and promote 
LGBTQI workers. 

 Use inclusive language. 
EAPs should always use inclu-
sive, gender-neutral language. 
An LGBTQI employee may be 
assessing whether you, in fact, 
offer safe and affirmative ser-
vices. If you ask a worker dur-
ing an assessment whether he 
is “married” and/or refer to his 
“wife” when he responds that he 
is married, you may be inadver-
tently communicating a lack of 
inclusiveness. Use gender-neu-
tral terms like “spouse” or “part-
ner” and include a blank space 
after options such as, “Single,” 
“Married,” and “Divorced” 
on an assessment form so the 
worker can respond accordingly. 
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 Start with the LGBTQI 
worker’s present problem. 
Although discrimination is always 
a possibility, do not assume that 
he or she is experiencing issues 
related to sexual orientation. 
Many LGBTQI workers are very 
comfortable with who they are 
and have found themselves in 
supportive workplaces. In other 
words, their LGBTQI identity 
may be a non-issue.

 Operate from a 
strengths perspective. 
Conversely, when providing 
services to LGBTQI workers 
experiencing discrimination, 
it is important to remember 
that many of them have expe-
rienced prejudicial behavior 
in other workplaces. Engage 
these workers in solution-
focused talks about how they 
overcame these obstacles. 
They may be able to leverage 
past experiences to help man-
age their current workplace 
issues.

 Come out to LGBTQI 
workers. While the clinical 
implications of disclosing one’s 
sexual orientation goes beyond 
the scope of this article, EAPs 
should consider the possibil-
ity of “coming out” to LGBTQI 
workers if he or she identifies 
as LGBTQI. Doing so can com-
municate that LGBTQI identity is 
a part of everyday life, a normal 
part of the workplace and inspire 
a personal sense of affirmation 
and pride. This also conveys 
that your organization does not 
tolerate discrimination against 
LGBTQI workers.

Summary
Overcoming organizational 

tolerance for workplace discrim-
ination against LGBTQI work-
ers remains an ongoing debate 
in the United States. LGBTQI 
individuals make important con-
tributions to the workplace, and 
workplace advocates, including 
EAPs, have a responsibility to 
ensure that the workplace is safe, 
inclusive, and affirming.

Although changing social 
mores and progressive organiza-
tions have implemented changes 
in some workplaces, EAPs must 
continue to campaign for the pro-
tection of all LGBTQI workers.

Trevor G. Gates, Ph.D., LCSW, is an 
Assistant Professor in the Department 
of Social Work, College at Brockport, 
State University of New York. His clinical 
specialty is strengths-based practice with 
lesbian, gay, bisexual, and transgender 
communities.
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Top Ten Behavioral  
Health Apps Listed

With the U.S. workforce now 
comprised of 36% Millennials 
and 16% GenXers, these “digital 
natives” see apps as a viable mech-
anism for self-help. As a result, 
KGA, an employee assistance and 
human resources program, sought 
to identify the current “Best 10 
Behavioral Health Apps for 2014.”

Once the list was pared down to 
30, counselors started testing them, 
analyzing the usefulness of the app 
and trying to break down apps for 
each category of need. The top 10 
behavioral health apps, released 
from KGA and reported by the 
Boston Business Journal are:
 Optimism – An emotional 

well-being app that tracks mood, 
behaviors, and more;
 Mindshift – A mental health 

wellness app that gives people the 
opportunity to control anxiety;
 SnoreLab – Track sleeping 

patterns with this app;
 What’s My M3 – This self-

help app lets users test the symp-
toms of several behavioral health 
disorders;
 Tactical Breather – Features 

breathing exercises;
 My Fitness Pal – Track 

weight goals my logging meals, 
snacks and more;
 Quit Smoking – Let go of 

the urge to smoke with audio-led 
instruction and set-up reminders;
 MindTools – Features team 

management, stress management, 
and others;
 Get Some Headspace – 

Features meditation sessions that 
build from one step to the next; and

 Recovery Record – Learn 
to track and control an eating 
disorder by logging meals, snacks 
and thoughts.

Medical History Requests 
Enter Murky Territory

Asking an employee for access 
to his or her family’s medical 
history is difficult to justify in 
court, legal experts say, just as 
a new lawsuit puts the issue of 
“overbroad” medical inquiries in 
the spotlight.

The Equal Employment 
Opportunity Commission is 
alleging in a recently filed 
lawsuit that Indiana-based 
Cummins Power Generation 
broke federal laws – both the 
Americans with Disabilities 
Act (ADA) and the Genetic 
Information Nondiscrimination 
Act (GINA) – when it required 
an employee to submit “over-
broad” medical release forms 
as part of a fitness-for-duty 
examination.

The suit, Equal Employment 
Opportunity Commission v. 
Cummins Power Generation 
Inc., alleges that Cummins, 
which designs and produces 
power-generation equipment, 
told employee Grant Habighorst 
that he was required to undergo 
a fitness-for-duty examina-
tion in 2012. As part of the 
exam, Cummins required that 
Habighorst sign a release for 
all of his medical records, the 
EEOC claims in the suit.

The real issue here, says John 
Hendrickson, regional attorney for 
the EEOC’s Chicago district, is 

not that the company asked for the 
information, but why.

“GINA relates to seeking hered-
itary and genetic information, and 
that’s prohibited by GINA unless 
you can show that the inquiry is 
job-related and consistent with 
business necessity,” he says. “The 
same is true with these inquiries 
that violate the ADA.”

Habighorst, the EEOC claims, was 
fired as a direct result of his refusal to 
sign the medical-release forms.

New Study Reveals  
High ROI Rate for EAP

A study conducted by the 
Morneau Shepell research 
group found that every $1 
invested in an employee and 
family assistance program 
translates into a return on 
investment of $8.70 through a 
combination of improved pro-
ductivity at work and less time 
away from work.

The Return on Investment 
for Employee and Family 
Assistance Programs is the larg-
est Canadian study to assess 
the impact of employee and 
family assistance programs on 
employees and their productiv-
ity. It is based on data collected 
from 80,000 cases in Canada of 
Morneau Shepell’s EFAP, the 
largest employee and family 
assistance program in the country.

“One of the most critical 
factors for business success is 
employee productivity: it impacts 
an organization’s bottom line,” 
said Paula Allen, Vice President 

Continued from page 23
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The Importance of Perspective: 
A Personal Account

“The lesson she taught me was the importance of perspective. I had spent  
untold hours anticipating and worrying about all the terrible reactions my clients  

would have. But when she asked me that simple question about my brain,  
she put everything into perspective for me.”

featurearticle

I transitioned from male to 
female over a two-year period 
in the late 1990s while serv-

ing as manager of the EAP where 
I still work today. Prior to begin-
ning my own transition, I helped a 
client cut through some of the red 
tape as she began hers. From that 
process, I learned that two people 
before her had “come out” and that 
my employer (a county government 
agency with 13,000 employees) 
would not automatically discharge 
someone who is a transsexual.

However, I saw that there were 
many individuals — including 
some who meant well — who 
clearly did not understand what 
being trans-anything meant and 
who held many biases and mis-
conceptions. I also got my first 
real glimpses of the inevitable 
bathroom issues and how they 
could become the ultimate battle-
ground for those who don’t under-
stand and/or oppose a transsexual 
employee’s dilemma.

On My Own
As the manager of the EAP, 

I had no choice but to begin the 
process entirely on my own. I had 
no idea how my manager would 
react, let alone what to expect 
from my co-workers, professional 
colleagues, or clients.

My manager made it clear 
that she was supportive, but she 
also said that I would take the 
lead in this process and every-
one else would follow. This 
was both good and bad. On the 
one hand, I did not have to fear 
someone stepping in and telling 
me what I could do, when or 
how I could do it, and so on. On 
the other hand, it meant I had to 
take responsibility for educat-
ing my manager, her manage-
ment team, key people in human 
resources, my co-workers, and, 
finally, my clients.

I offered ideas about which 
bathroom I would use during 
the transition (although I was 
totally on my own when I went 
to another building). I anguished 
many hours over how and when 
to tell people and the appropriate 
materials to selectively copy and 
distribute to different groups, fig-
uring out how to provide enough 
(but not too much) information, 
how to inform but not offend, and 
so on. I also arranged twice for 
specialists from the community to 
meet with my co-workers (with-
out me present) to explain what 
it means to be a transsexual, how 
the process of transition works, 
which bathrooms are appropriate 
to use, and other issues.

In retrospect, I believe this pro-
cess worked well. But if I had not 
had many years of EAP experience 
under my belt, I would have been 
totally lost when my manager told 
me I would be the driver. As it was, 
I was able to go to work and, for 
the most part, invoke my profes-
sional role as an EA professional. 
However, there were many dark, 
lonely days when I was barely able 
to function and I was grateful to 
have an office with a door.

Lesson Learned
Perhaps the single best lesson I 

learned from my experience was 
from the first client I told. She had 
called me to make an appointment 
for an initial visit. After taking the 
basic information from her and 
scheduling the appointment, I told 
her, “I have a few changes going 
on in my life I need to tell you 
about, too.”

I proceeded to give her a very 
quick summary of what I was 
doing and told her that when she 
came to see me I might look kind 
of strange, since I was just begin-
ning my transition. I let her know 
that if she thought she’d be more 
comfortable seeing someone else, 
we could easily arrange that.

Without skipping a beat, she asked 
me, “Well, has your brain changed, 

|By Pamela Wyss, MS, CEAP



| WWW.EAPASSN .ORG |•• • • • • • • • • • • • • • • • • • • • • • • • • • • | JOURNAL OF EMPLOYEE ASSISTANCE | 1st Quarter 2015 |

29

too?” I couldn’t help but laugh as I 
told her it hadn’t. She replied, “Well, 
that’s all I care about.”

The lesson she taught me was 
the importance of perspective. I 
had spent untold hours anticipat-
ing and worrying about all the 
terrible reactions my clients would 
have. But when she asked me that 
simple question about my brain, 

she put everything into perspective 
for me.

Yes, I was making some pretty 
serious changes, but it was really 
about becoming whole. The things 
that needed to change did change, and 
the rest of me has just improved. v

Pamela Wyss is a licensed indepen-
dent clinical social worker in the state 
of Washington, a Certified Employee 

Assistance Professional, and one of 
two qualified DOT Substance Abuse 
Professionals who work with King 
County’s safety-sensitive employees. She 
is also immediate past president of the 
Northwest Chapter of EAPA, and con-
tinues to serve as an active Executive 
Committee member. Editor’s note: Pam 
wrote this article seven years ago. “I 
stand by what I said then and also knowl-
edge that the experience and culture of 
gender has changed since [that time],” 
she stated in 2014.

Navigating the Process
There are many ways EAPs can help. For example, 

depending on the frequency and duration of visits 
allowed, EAPs assisting an employee transitioning 
from male to female can help the client identify and 
explore the following issues:

 Plans for transitioning: when and how he wants 
to start, his timeline for completion, and his assump-
tions and expectations regarding what will happen 
during the transition, including the reactions of super-
visors, co-workers, and customers along with poten-
tial consequences.

 Support systems: the existence, relative 
strength, awareness of, and access to support sys-
tems within and outside of the workplace (e.g., 
community support groups, therapists with experi-
ence dealing with gender identity issues, LGBTQI 
support organizations at the workplace, family mem-
bers, friends, etc.).

 Work record: length of time with the company, 
value to the firm, and past, present, or pending disci-
plinary actions that could be affected by the timing of 
the transition.

 Restroom use: plans for, and addressing ques-
tions about, bathroom use and options for that partic-
ular workplace as well as potential offsite locations.

 Flexibility: the employee’s willingness to make 
compromises as necessitated by the realities of the 
particular workplace.

 Attire: written and unwritten dress codes and any 
potential complications arising from them.

 Insurance: the potential impact of transition on 
employer-paid insurance coverage and available alternatives, 
including time off work for related surgeries if necessary.

 Functioning: any areas uncovered in the bio-psy-
chosocial assessments that may need to be addressed 
relative to the transition.

In addition to assisting the employee client, EAPs 
are especially well-positioned to help employers and 
co-workers navigate the transition process. EAPs can:

 Identify key workplace personnel (human 
resources, management, co-workers, unions, customers, 
etc.) who “need to know” and coordinate the timing and 
options for announcing the upcoming changes; and

 Help the employer understand the etiology, 
nature, and course of transsexualism and anticipate 
specific problems.

Helping the workplace through an employee’s transi-
tion is really not unlike most of the other things we do for 
our clients. We’re there to be open, receptive, and reassur-
ing, to demonstrate an interest, to advocate, support, chal-
lenge, counsel and advise. Who could possibly be better 
situated than an EA professional to help when someone 
announces his or her plans to undergo a sex change?

- Pamela Wyss
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techtrends

to be open minded about imple-
menting the changes in our prac-
tices that younger generations 
will demand and technology will 
make possible.

In the U.S. that means advo-
cating for national licensure 
allowing for counseling and other 
services to be delivered across 
state lines. It also means offer-
ing secure video counseling, 
encrypted email communication, 
and online appointment schedul-
ing. Even a very small EAP can 
implement these types of services, 
as most of them are inexpensive 
or even free. 

I often hear EA profession-
als expressing concern about the 

confidentiality of online counsel-
ing. While I am not advocating 
for a cavalier attitude towards 
privacy, we should be aware, 
(as my conference audience 
confirmed,) that younger gen-
erations are far less concerned 
about confidentiality than they 
are about the convenience and 
potential immediacy of chat 
and other Internet-based ser-
vice delivery methods. They 
have grown up revealing all 
on Facebook. Look for them 
to access their EAP through an 
Apple Watch.

Concerned about Millennials 
entering the workforce? Get 
ready for Generation Z, the 

cohort of people coming after 
Gen Y. These youngsters came 
into the world in the mid-2000s 
and beyond. They are the first 
generation to be born into a 
world of iPads, smartphones, and 
social media. The oldest among 
them will enter the workforce in 
about ten years. 

Are you ready? v

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.

Continued from page 15
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of Research and Integrative 
Solutions at Morneau Shepell. 
“The personal issues of employ-
ees impact their productivity and 
providing them with an EFAP can 
help to resolve those issues and 
protect their productivity.”

The dollar value for return 
on investment was calculated 
using the average wage for each 
client’s industry based on July 
2013 Statistics Canada data and 
the case cost was standardized to 
the average.

Do Wellness Programs 
Lower Obesity Costs?

Are the employee-sponsored 
wellness programs sprouting up in 

corporate America to get employ-
ees healthier and drive down the 
cost of health benefits succeeding, 
especially regarding obesity?

A study presented during 
“Obesity Week” has found that 
wellness programs are commonly 
setting weight goals for employ-
ees, but most often they are paired 
with employer health plans deny-
ing coverage for evidence-based 
obesity treatment.

The first-of-its-kind study was 
conducted by Ted Kyle, RPh, 
MBA, of ConscienHealth, and 
Joe Nadglowski of the Obesity 
Action Coalition (OAC). The 
study surveyed more than 5,000 
employees who are required to 
participate in wellness programs 

to qualify for full health benefits. 
The investigators found that most 
employer-sponsored health bene-
fit plans (59%) do not cover obe-
sity treatment, even though these 
same employers commonly set 
weight, diet, and exercise goals 
for employees.

“Our study shows how some 
programs can amount to a sub-
terfuge for discrimination,” 
Kyle stated. “All too often, a 
wellness plan that sets weight 
goals for employees is paired 
with a health plan that denies 
coverage for evidence-based 
obesity treatments. By doing 
this, an employer risks alienat-
ing more than one-third of its 
employees.” v

Continued from page 27
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