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The Journal of Employee 
Assistance is a core benefit 
for EAPA members, and 

our goal is for it to bring consistent 
value to you and your professional 
practice. With that goal in mind, the 
EAPA Communications Advisory 
Panel, Journal editor Mike Jacquart, 
and EAPA web editor Marina 
London, developed and emailed a 
reader survey earlier this year. 

We were delighted to see com-
ments such as “The JEA is the 
most relevant resource for my 
daily work.” Not surprisingly, 
respondents told us that with their 
busy schedules, the News Briefs 
are a favorite feature in the JEA 
(85% read them each quarter). We 
will continue this feature under the 
name “EA Roundup” to avoid con-
fusion with the EAP NewsBriefs 
that are emailed to members. 

The survey also revealed respon-
dents’ desire to read more about 
topics such as addictions, working 
with Millennials, and more articles 
with non-US themes. We have 
posted an invitation on LinkedIn 
for authors on these topics and 
encourage you to submit an article. 
In addition, Dr. John Maynard will 
share international insights and 
observations from his travels as 
EAPA’s CEO in a new, recurring 
column titled, “The World of EAP”. 
Other survey results are in the EA 

Roundup section and online at 
http://www.eapassn.org/Portals/11/
Docs/JEA/JEA%20READER%20
SURVEY%200216.pdf. 

Speaking of important surveys, 
last year the Employee Assistance 
Certification Commission (EACC) 
surveyed Certified Employee 
Assistance Professionals to deter-
mine their satisfaction with this 
important credential and to seek 
input in shaping the future direc-
tion of the CEAP. A summary of 
the findings appears in this issue’s 
EA Roundup section. Watch for 
a more in-depth article in the 3rd 
quarter JEA.

“Why no mental health apps?” 
was one of the most accessed EAP 
NewsBrief articles from last year. 
This issue’s cover story picks up 
where that brief left off, as author 
Kathleen Greer explains why there 
have been a lack of clinical apps 
to date. She points out that, while 
clinically validated apps are the 
ideal, currently available apps pres-
ent a great opportunity to help meet 
the needs of Millennial clients who 
are demanding such services.

Writing about one of our 
core services, Critical Incident 
Response, Robert Intveld, LCSW, 
CEAP, discusses terrorism across 
the world and how it affects all of 
us. Robert’s article was discussed 

last month in our EAPA LinkedIn 
group, a forum we will continue 
to provide to readers both prior to, 
and after, publication of the JEA. 
Whatever the topic, we want to 
hear from you! 

Happy reading! v

|By Maria Lund, LEAP, CEAP
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effectivemanagementconsulting

Bullying as a Motivational  
Style of Leadership

|By Jeffrey Harris, MFT, CEAP

In a recent training I pre-
sented on civility in the 
workplace, I mentioned to 

the employees that our instincts 
and biological responses to 
threats were initially meant for 
survival of our species from 
wild animals, but today our chief 
threats come from each other.

Each workplace has an occa-
sional bully, and those bullies cre-
ate a fair number of self-referrals 
of targeted employees to the EAP 
for stress counseling. And while 
common wisdom would suggest 
that employee-on-employee bul-
lying is the most typical, research 
from the Workplace Bullying 
Institute (WBI) reveals the regret-
table fact that at least 56% of bul-
lies are managers.

I’d like to take a unique angle 
to this subject and describe how 
to support a manager who is being 
targeted by his or her own man-
ager (I’ll call him/her the direc-
tor), with the director demonstrat-
ing bullying, micromanaging, or 
egotism.

A Definition of Workplace Bullying
According to the founders 

of WBI, Gary and Ruth Namie, 
bullying is mistreatment that is 
“repeated, health-harming, and 
illegitimate. Bullying is a sub-
lethal, non-physical form of 
violence – psychological in both 
its execution and impact on tar-
geted individuals.” The Namies 

go on to describe that “bullying’s 
illegitimacy refers to the use of 
destructive interpersonal tactics 
that interfere with work getting 
done. That is, bullying undermines 
accomplishment of the employer’s 
business interests.”

This latter statement cuts to the 
core of the issue, that bullying, 
while not technically illegal, is not 
a desirable approach to succeeding 
in business.

I have always thought of bul-
lying as manipulation – the act of 
affixing negative emotions on the 
target in such a way that the target 
must comply with the manipulator 
in order to shorten or avoid these 
aversive emotions.

Name It
On the WBI website (www.

workplacebullying.org), the 
Namies propose a three-step action 
plan to combat bullying. The most 
palatable step (for me) is the first 
step, to assign a name to the direc-
tor’s unwanted behaviors. I believe 
what is meant here is to suggest 
that the targeted manager not veil 
the manipulation as a misunder-
standing or difference of opinion, 
but rather to describe the director’s 
behavior as having the effect of 
bullying or micromanaging.

A reasonable director will 
likely use the feedback as self-
reflection and often will improve 
at self-monitoring his or her 
behavior. I have witnessed dozens 

of examples where this strategy 
worked effectively for the targeted 
manager.

However, an unreasonable 
director will probably not con-
form themselves to prosocial 
behavior. In this case, naming 
the behavior will still have the 
effect of putting the director on 
notice that there is a problem, 
and the employee is not going to 
assume the passive victim role. 
According to the WBI, this pro-
cess can have tremendous healing 
power for the target.

The Function of Emotional 
Manipulation

So how can EA professionals 
help combat bullying, micro-
managing, and/or egotism? I 
would suggest that each of these 
behaviors describes emotional 
manipulation of employees as a 
motivational style. We often refer 
to this type of manipulation as 
“putting the fear of God in them 
[employees].”

Without leadership training or 
effective mentoring, the likeli-
hood increases that the leader 
will use emotional manipulation 
to motivate, direct, and correct 
employees.

Generally speaking, throughout 
my EAP career I have found that 
directors who behave badly get 
away with it because they produce 
the bottom-line results that are 
desired by executives. The senior 
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leaders are often complicit in the 
manipulative style of the bully 
director because of the tendency 
to avoid delving into the “how” 
as long as the director produces 
stellar results.

Managing Up
One approach for a manager 

to change his/her experience 
with the director is to “manage 
up.” Typically, the idea is for 
the manager to ask curiosity-
based questions of their director 
in such a way as to prompt the 
director to take action or to dis-
cuss the problem.

For this technique to work, it 
benefits the manager to be com-
pletely free of sarcasm and to 
display a benign, non-threatening 
version of questions.

Stick to Core Consulting Skills
Best practices for consulting the 

target of a manipulative director 
include the following:

• Facilitate the targeted man-
ager’s search for options;

• Promote depersonalization 
of the manipulator (see my 
column, “Turning Furious into 
Curious” in the 4th quarter 
2015 issue of the JEA);

• Encourage robust self-care;
• Help develop scripts for 

assertive boundary setting 
that is non-threatening to the 
manipulator; and

• Prompt the manager to list 
and review internal avenues 
for seeking justice. This might 
include employee relations or 
an equity and diversity office. 

Let’s Keep the Discussion Going
The author invites you to 

network around all topics of 
effective management consult-
ing through his LinkedIn pro-
file at www.LinkedIn.com/in/
JeffHarrisCEAP and Twitter at 
www.twitter.com/JeffHarrisCEAP. 
Contact him for a list of refer-
ences used in this column. v

Jeffrey Harris, MFT, CPC, CEAP has 
provided management consulting to a 
wide variety of organizations throughout 
his 22-year career in employee assis-
tance, including corporate, government, 
and union organizations. The author 
also has extensive experience as a man-
ager 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.

For more than 65 years, the Hazelden Betty 
Ford Foundation has helped employers by 
providing evidence- and research-based addiction 
treatment and services for their employees. With a 
comprehensive continuum of care, the Hazelden Betty 
Ford Foundation works in collaboration with employee 
assistance programs to help employees reclaim 
their lives from addiction and return to work safely. 
We integrate addiction and mental health treatment 
to meet the unique needs of every individual and to 
support and reinforce the process of lifelong recovery. 

But, don’t take our word for it. Here’s what some of 
our clients have to say about our services:

“The Hazelden Betty Ford Foundation has 
partnered with us to deliver innovative and 
measurable recovery management solutions to our 
client companies.”

George Martin, President/CEO
CorpCare EAP

“The Hazelden Betty Ford Foundation has opened 
access to its sites through many payers; my clients 
receive high-quality private care using their 
in-network benefits. The Foundation has also 
streamlined the intake process, making them one of 
my top preferred providers.”

Jim Printup
EAP Counselor and Administrator

“The partnership we have built with the Hazelden 
Betty Ford Foundation over the last 10 years has 
been incredibly valuable as we assist our members 
in developing a plan for recovery. The Foundation 
helps us provide a continuum of well-being services 
for our executives, medical professionals, and 
the employees we serve. Our clients and their 
employers praise the quality, responsiveness, and 
ongoing support they receive from the Foundation. 
And, because we share similar missions, the 
Foundation has naturally become our partner  
of choice.“

Mary Wolf, Avera EAP Director
Avera Health, Sioux Falls, SD

Reach out today. 
We’re here for you. 

To learn more about our services 
and how we work with EAPs, call: 

866-650-2087
HazeldenBettyFord.org

5630-1_EAP-Journal_Ad_Fx.indd   1 3/4/16   2:41 PM
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Have you ever misplaced 
your smartphone? 
Panicking, you realize 

it’s your lifeline to both your 
professional and personal lives. 
The anxiety involved in losing 
one’s mobile device is intense 
because of its personalized 
nature. In addition to serving as 
one’s calendar, email exchanges, 
and texts, each user’s collection 
of multi-purpose apps makes the 
mobile device uniquely crafted 
for the individual. This reliance 
on smartphones is new to Baby 
Boomers, but younger genera-
tions do not know what it’s like 
to not have one. 

Mobile Devices are Dynamic 
Each day new apps are intro-

duced that relate to all aspects 
of life, learning, and connecting. 
If there is some part of your life 
not covered by an app, just wait 
because one will be coming. In 
the app world, there is never 
a dull moment or a chance for 
boredom. The dynamic nature 
of these devices is particularly 
important to the Millennials, 
who now make up the largest 
generation in the workplace (Pew 
Research Center, 2015).

Millennials like the conve-
nience of having everything on 
their phones, which includes their 
apps. They can make a dinner res-
ervation on Open Table, call for a 

ride on Uber, and then play games 
on the way to the restaurant. They 
exchange money with their friends 
with Venmo and self-diagnose 
their ailments on the WebMD app. 
“I can do it myself if you just hand 
me my phone,” is the mantra of 
these independent, convenience-
seeking young people.

According to Smart Insights, 
the overall time spent on apps 
surpassed the time spent on 
desktops in 2014. Out of the 5.6 
hours per day spent on digital 
media by American adults, 51% 
of that total is spent on apps, 
emphasizing the importance 
of their accessibility (Smart 
Insights, 2015). Eighty-five per-
cent of people overall between 
the ages of 18 and 34 use smart-
phones or tablets for everything 
from uploading media content 
(an overwhelming 96%) to self-
diagnosing medical illnesses – 
just under half of users (48%) do 
this online (Oracle, 2014). 

Mental Health Apps — Clinical 
vs. Non-Clinical 

There are thousands of interest-
ing mental health apps designed 
to help with an individual’s 
well-being. However, few are 
considered “clinical apps,” which 
are the ones validated through 
research or clinical trials. That is 
because clinical apps are often 
stalled due to the time, money, 

and the government red tape nec-
essary to validate their effective-
ness. Some developers steer away 
from clinical apps entirely due 
to regulatory scrutiny (Forbes, 
2015). There are exceptions, 
however, such as Orcas’ well-
researched Mood Hacker, which 
is now gaining popularity among 
EAPs. And popular Headspace 
programs are being evaluated for 
effectiveness through a variety 
of research partners, includ-
ing Northeastern University and 
Stanford Health Care. 

But what about “non-clinical 
apps?” Even with little science 
behind them, non-clinical apps 
can be extremely helpful. EAPs 
can’t afford to wait for apps to be 
validated when Millennials and 
others want an app for everything 
in today’s dynamic environment of 
personal devices. 

Apps as Adjuncts to Counseling 
In many instances, EAPs have 

the honor and responsibility of 
receiving initial calls for help. 
When such calls are received, there 
may already be a crisis, so the EA 
counselor is quickly looking for 
ways to engage the employee. An 
appropriate app can be used to 
enhance or support crisis inter-
vention and short-term counsel-
ing. One counselor noted that 
“An employee’s spouse was expe-
riencing a high level of anxiety.  

coverstory

|By Kathleen Greer

Apps are Growing in Importance
Tool Seen as Adjunct to Counseling

“Even with little science behind them, non-clinical apps can be extremely helpful.  
EAPs can’t afford to wait for apps to be validated when Millennials and others want  

an app for everything in today’s dynamic environment of personal devices.”
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We offered phone support and an 
app while she waited to have a 
face-to-face.” 

There are other ways in which 
apps can be helpful alongside EAP 
counseling:

 They aid in mental health 
awareness. Apps can be help-
ful for mental health education. 
Because of the immediacy of 
apps, their usefulness far exceeds 
the standard practice of providing 
websites, tip sheets, or articles  
for discussion.  

 They encourage mental 
health screenings. There is 
solid data that backs their use-
fulness, and it won’t be long 
before validated screening tools 
are delivered as apps. When 
used in EAP counseling, even a 
non-clinical screening app can 
be effective in helping formulate 
a treatment plan.

 They offer mood and 
behavioral assistance. Some 
apps can be used as a mood or 
behavioral diary, allowing an 
employee or family member 
to record moods, thoughts, or 
actions in between EAP coun-
seling sessions. With this addi-
tional information, the counsel-
ing intervention may take on 
more meaning.

 They help teach relaxation 
and mindfulness techniques. 
Other apps teach relaxation and 
mindfulness skills. This also 
enhances short-term counseling 
by encouraging immediate skill 
development. One counselor 
said, “In between sessions one 
and two, an employee learned 

diaphragmatic breathing directly 
from an app.” Another counselor 
commented on the value of sleep 
aid apps when the employee client 
finds sleep hard to come by.

 They promote visibility 
and utilization of the EAP. 
EAPs are constantly seeking 
ways to promote their services 
in order to reach people in need 
earlier than is often the case. 
Apps provide a new avenue for 
boosting engagement and utiliza-
tion of the EAP. Lists of Top 10 
apps may be promoted at health 
fairs, lunchtime seminars, or 
other employee wellness events 
to improve visibility of EAP ser-
vices. HR clients might be will-
ing to post the app recommen-
dations on a company intranet 
or include the app selections in 
their home mailings.

KGA’s Top 10
KGA released its first top 10 

app list in fall 2014. We wanted 
to demonstrate that we could sift 
through the multitude of non-clin-
ical free or low-cost apps for men-
tal health, work-life, and general 
well-being.  To choose the ten best 
apps that would address the needs 
and concerns of our clients, KGA 
looked at the: 

• Topics that are aligned with 
reasons employees call the 
EAP;

• Appropriateness of the app as 
an adjunct to counseling;

• History of updates to analyze 
the upkeep and functionality 
of the app;

• Price;
• Customer ratings and reviews;
• Popularity; and 
• Availability on phone systems.
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coverstory

Top 10 Apps for 2016
It should also be noted that 

additional methodology that went 
into KGA’s selection process 
and promotional campaign is 
explained in the 2nd Quarter 2015 
JEA article, “What are the Leading 
Behavioral Health Apps?” Along 
with counselors’ comments, the 

following are KGA’s top 10 apps 
for this year:

 Quit That! – Although this 
app is only available on iOS, it’s 
incredibly efficient for tracking 
and helping users kick any bad 
habit, whether it’s smoking, drink-
ing, coffee, etc. Counselor: “This 

app can be used for quitting any 
kind of habit. It has more applica-
bility because you can even track 
multiple behaviors. I like how it 
can be used on the Apple Watch – 
big advantage there.”

 Calm – This app is avail-
able on both Android and iOS and 
allows you to relax any time of 
the day with 7 guided meditation 
sessions from 2 to 30 minutes long 
to fit your needs. Some counselors 
suggest this app for those suffering 
from anxiety. 

 Headspace – Anyone can 
learn initial meditation and mind-
fulness techniques in just 10 min-
utes a day. Users are offered to con-
tinue their education by purchasing 
the app and gaining access to 
hundreds of hours of original medi-
tations. Headspace is available for 
both Android and iOS. Counselor: 
“I really like Headspace – the 
voice who leads the meditations 
has a great soothing, non-judgmen-
tal voice, and you feel like he is 
sitting right in the room with you.” 
This app is currently undergoing 
a clinical trial. 

 Pacifica – Available for 
both Android and iOS, this app 
uses tools based on Cognitive 
Behavioral Therapy, relaxation, 
and wellness to address everyday 
anxiety. Its features include a 
daily mood tracker, mood his-
tory, thought analysis, and private 
groups and communities to help 
users manage stress and anxiety 
at their own pace. One counselor 
added a concern that, “Pacifica 
is not enough for anyone with 
severe anxiety or depression.” 
However, that statement is true 

More Apps are Undergoing Clinical Trials
According to the IMS Institute for Healthcare Informatics, more than 

165,000 mobile health apps are currently available to consumers. As a result, 
EA counselors can provide much-needed guidance when it comes to select-
ing and evaluating the appropriate use of non-clinical mental health apps.

However, an article in WIRED magazine revealed that apps are twice 
as effective when a clinician is involved. In the future we will see many 
more apps undergoing clinical trials, which will “put more science” 
behind their validity.

Below is a sampling of mental health apps undergoing clinical trials. 
To view other trials, visit www.clinicaltrials.gov or www.nhs.uk.

• Anxiety Coach (social anxiety disorder)
• Big White Wall (online community for anxiety/depression) 
• * Headspace (meditation and mindfulness) 
• * Lose it (weight loss)
• Mood Hacker (depression)
• Moodscope (mood monitoring with social support)
• Priori (bipolar disorder)
• PTSD Coach (PTSD)
• Sleepio (sleep improvement)
• Wizard (memory and cognitive functions)

* Already on KGA’s top 10 app list

- Kathy Greer

References
ClinicalTrials.com. www.clinicaltrials.com

IMS Institute for Healthcare Informatics (Oct. 12, 2015). Retrieved from http://www.
imshealth.com/en/thought-leadership/ims-institute/reports/patient-options-expand-
as-mobile-healthcare-apps-address-wellness-and-chronic-disease-treatment-needs.

NHS Choices. www.nhs.uk.

Reynolds, E. (Oct. 30, 2015). WIRED magazine. Retrieved from http://www.
wired.co.uk/news/archive/2015-10/30/mental-health-apps.



| WWW.EAPASSN .ORG |•• • • • • • • • • • • • • • • • • • • • • • • • • • | JOURNAL OF EMPLOYEE ASSISTANCE | 2nd Quarter 2016 |

11

for ANY app. Apps are a useful 
adjunct to therapy, but they do not 
replace therapy.

 My Mood Tracker Lite – 
This app tracks moods, emotions, 
and everything that can affect 
how the user feels. The playful 
design helps users understand 
what causes changes in emotions 
and helps get them on the path to 
feeling better. This app is available 
for iOS only. Counselor: “I like 
My Mood Tracker Lite because it 
helps differentiate moods by using 
emoticons, as well as tracking 
sleep, menstrual cycles, energy 
levels, and medication.” 

 Divorceworks – Available 
for both Android and iOS, this 
app strives to help users and their 
families through a difficult time. It 
tracks feelings and understanding 
of the grieving process, serves as a 
friend/therapist, and even offers tips 
on how to help children move on as 
well. Counselor: “The app is really 
all about emotional awareness and 
coping during a divorce. I really 
liked it and would recommend it.”

 Mint – This is a great app to 
keep track of finances, providing 
that the user is okay with sharing 
personal financial information. 
Not only does it track bills and 
payments, but it also helps set bud-
gets and plan for future expenses. 
Designed to help keep anyone’s 
finances in check, it’s available for 
both Android and iOS. Counselor: 
“It’s very easy to use, and I think 
it could be effective in changing 
the way you spend money.”

 Relax Melodies – This app 
is currently the most popular 

sleep aid app. Users can select 
sounds and melodies that they 
like and combine them to make 
their own mix. Users can also 
use timers and alarms – ideal for 
naps and babies! Relax Melodies 
is available for both Android 
and iOS. Counselor: “I recom-
mend this app whenever anyone 
wants to practice relaxation or 
mindfulness.” 

 Lose It – Available for both 
Android and iOS, this app helps 
users set a daily calorie intake, 
track food and exercise, and stay 
motivated to make smarter choices 
and achieve goals – thus enhanc-
ing the chances of personal suc-
cess. Counselor: “This app is easy 
to use and effective when someone 
is working on weight loss.” This 
app is currently undergoing a 
clinical trial. 

 Whil – Lastly, this app is 
also available for both Android 
and iOS, giving users the ability 
to practice mindfulness to reduce 
stress and pay greater attention to 
the world around them. It helps 
users manage anxiety, sleep bet-
ter, sharpen focus, improve per-
formance, and be a happier, more 
engaged individual. Counselor: “I 
frequently recommend this app to 
practice mindfulness; all it takes is 
10 minutes a day.”

Summary
There are many reasons why 

apps can be helpful to people 
struggling with mental health or 
other personal problems, and they 
can provide an excellent adjunct 
to counseling. EA counselors have 
the expertise to review an app  
and decide whether to engage a 

client who is already using one or 
to suggest a different, more appro-
priate app. In addition, a vetted 
list of apps can provide a strong 
engagement tool for health promo-
tion activities in order to enhance 
awareness of EAP services.

Apps are here to stay. For 
the majority of employees, apps 
are essential tools, and EAPs 
need to adapt their practice 
accordingly. EA counselors are 
advised to embrace this trend 
and recognize how an app may 
make a positive difference in 
the lives of employees and fam-
ily members. As apps become 
more and more popular, EAPs 
have to do everything they can 
to remain relevant and con-
nected to their clients, especially 
Millennials. v

Kathleen Greer is founder and chairman 
of the Framingham, Mass.-based KGA, 
Inc., which provides EAP services to over 
100 organizations. KGA is a member of 
the National Behavioral Consortium and a 
recent recipient of the WorldatWork Work-
Life 2016 Seal of Distinction. Kathy can be 
reached at greer@kgreer.com or by visiting 
http://kgreer.com/articles/top10apps.
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|By John Maynard, PhD, CEAP

Trinidad and Tobago
A Small Country that’s Big on EAP

One of the great privileges 
of my twelve years as 
EAPA CEO was the 

opportunity to meet and get to 
know EA professionals in coun-
tries around the world. I hope 
to use this column to highlight 
some of the exciting develop-
ments, as well as the challenges, 
that continue to unfold as the 
field evolves in diverse cultures 
and economies. We’ll look at the 
commonalities and explore some 
of the key differences that charac-
terize EAPs in different countries 
and regions. Thanks for coming 
with me on this journey.  

We begin in one of the world’s 
smaller countries, but one with 
the 3rd-highest number of CEAPs 
and the 4th-highest number of 
EAPA members outside the USA 
– Trinidad and Tobago. T&T is 
a tropical island country with a 
population of just 1.25 million, 
located only a few kilometers 
off the northeastern coast of 
Venezuela. Known for its annual 
Carnival, T&T is the birthplace 
of calypso, limbo, and steelpan 
music. At the same time, due 
largely to its huge oil and gas 
reserves, it’s the third richest econ-
omy per capita in the Americas, 
after the USA and Canada. 

Warm, Dedicated, & Visible
The first EAPs in T&T (both 

internal and external) were 
introduced in the early 1990s, 

and the T&T EAPA branch was 
established in the early 2000s. 
I had the opportunity to visit 
T&T to speak to the branch and 
spend time with members in 
2013. I found a warm, welcom-
ing, and dedicated group of EA 
professionals committed to stay-
ing abreast of EA best practices 
around the world while tailoring 
them to the local culture. 

The EAP community in T&T 
is highly visible, as virtually all of 
the country’s larger organizations 
have EAPs. Most EAP work is 
done by the six external EA firms 
based in Trinidad. Until recently, 
these firms operated primarily with 
a staff model, but as is the case in 
so many other countries, they are 
gradually shifting to an affiliate 
model of providing services.

New EAP Rules for Government 
Employees

Also as in many other countries, 
the field has benefited from support 
for EAPs from the government sec-
tor. Until recently, the government 
required all ministries to contract 
for EAP services with one of the 
external EAP firms in the country. 

However, a new government, 
which took office in September 
2015, has changed the rules. 
Under the new government, minis-
tries are allowed to set up multiple 
“fee-for-service” EAP arrange-
ments with several EAP firms. 
Government employees can then 

choose to see a provider from any 
of the EAPs, as long as they stay 
within the overall budget.

Challenges & Opportunities
One key challenge that EAPA 

branch members face is the wide-
spread perception in the T&T 
business community that EAPs are 
primarily just counseling programs 
that assure the availability of a 
counselor for employees when they 
need it. Employers have only lim-
ited appreciation of the availability 
or value of management consulta-
tion and other employer services 
offered by EAPs. In part for this 
reason, employers tend to prefer 
paying for EAP on a fee-for-service 
basis instead of a retainer or per-
eligible employee basis.

That said, EAP critical incident 
response work is highly visible 
in Trinidad and Tobago, as it is 
in other countries. Because of its 
strategic location in relation to 
South and North America, T&T 
has long been on distribution 
routes for the drug trade. This has 
led to an elevated crime rate and 
an accompanying increase in inci-
dents affecting the workplace.

More recently, the T&T econ-
omy has struggled because of the 
sustained worldwide decline in 
oil prices. One resulting trend is 
an increase in EAPs being asked 
to provide on-site services dur-
ing layoffs or other particularly 
stressful times.

theworldofeap
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Rise in Relationship Issues
Relationship issues are the 

most common presenting and 
assessed issues brought to T&T 
EAPs, followed by work-related 
and family (parents, children) 
concerns. This pattern is similar 
to EAPs in many, if not most, 
regions of the world.  

As a small country with a 
strong tradition of social interac-
tion, people tend to know each 
other personally, or at least know 
about each other, according to 
EA professionals in T&T. With 
the advent of social media and 
nearly universal Internet and cell 
phone usage, there are even fewer 
secrets. The last few years have 
seen a particularly sharp rise in 
relationship issues created or 
aggravated by information shared 
on social media.  

One opportunity generated by 
this rise in relationship issues is an 
increased interest in mediation ser-
vices provided by EAPs. Many EA 
firms in T&T are now encouraging 
staff or affiliates to become certi-
fied as mediators.

Need to Educate the Market
EA professionals I spoke with 

all emphasized the importance 
of continuing to educate the 
T&T employer community about 
the full scope and value proposi-
tion of EAP, not just as a coun-
seling service, but as a much 
broader set of services capable 
of addressing behavioral aspects 
of many organizational func-
tions, including management, 
workplace safety, and organiza-
tional culture.  

They also stressed the need to 
educate both the employer and 
general counseling communi-
ties about the need to assure that 
counseling professionals who pro-
fess to offer EAP services under-
stand the EA body of knowledge 
and have the CEAP credential  
to prove it.

I suspect these latter issues 
are not so different from those 
found in many other countries 
and regions of the world. I look 
forward to continuing to explore 
these and other aspects of the 
world of EAP in future columns.

Let’s Continue the Discussion
My thanks to former EACC 

Chair, Coral Smith-Alleyne, and 
current EACC Commissioner, 
Daryl Joseph, both from Trinidad 
and Tobago, for taking the time to 
talk with me as I was preparing 
this column.  Let’s continue the 
discussion of EAP in Trinidad and 
Tobago on EAPA’s LinkedIn group 
– feedback, questions, and sugges-
tions are always welcome! v

Dr. John Maynard served as CEO of 
EAPA from 2004 through 2015. Prior to 
that, he was President of SPIRE Health 
Consultants, Inc., a global consulting firm 
specializing in EA strategic planning, 
program design, and quality improvement. 
In both roles, he had the opportunity to 
observe, meet, and exchange ideas with 
EA professionals in countries around the 
world. He can be reached at johnmay-
nard@spirehealth.com.

is now 
ONLINE

www.eapassn.org/JEAArch
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As a social worker expe-
rienced in EAP, I was 
always interested in hav-

ing the EAP serve as a bridge 
between community supports 
and low-wage workers – the ones 
who are often left behind when 
it comes to employee benefits, 
health, and well-being. 

I finally had an opportunity to 
do just that when I was recruited 
to develop an internal EAP for 
a large home care agency in 
Austin, Texas, called Helping 
Area Neighbors Daily (HAND). 
The vision was to create a hybrid 
model that provided internal 
counseling and case management, 
but also leveraged extensive 
nonprofit community supports to 
serve the unique and challenging 
needs of personal care attendants 
(PCAs). These are part time, 

minimally paid caregivers who 
are becoming a big part of the 
American workforce as the U.S. 
population ages.

This article describes how this 
model was formed and discusses 
ways in which the EA field can 
help address the needs of this 
growing population.

Defining the Problem
Recent estimates suggest 

there are approximately 800,000 
PCAs in the U.S., and in two 
short years there will be more 
than 1 million. Attendants are 
predominantly low income, pri-
marily female (90%), and ethni-
cally diverse (60% Black, 30% 
Hispanic). They help seniors and 
people with disabilities with the 
tasks of daily life that most of us 
take for granted, such as bathing, 

dressing, grooming, toileting, 
and housekeeping. Personal care 
attendants are the most rapidly 
rising profession in the U.S. and 
work in home care, assisted liv-
ing facilities, and nursing homes. 

The combination of challeng-
ing, poorly compensated work and 
a stressed, uneducated workforce 
(which often lacks access to basic 
health services) creates a situation 
where the elderly, sick, and poor 
are being cared for by personal 
care attendants who themselves 
need care, support, and assistance.

Forming the Aspire Model
In 2013, under my leader-

ship, HAND formally committed 
to develop Aspire: A Workforce 
Development/EAP Model. The 
intent was to facilitate the support 
and growth of PCAs in order to 

Beyond EAP
Reducing Turnover & Poverty in a Low-Wage Workforce

“As EAP strives to forge its place among wellness and other  
employee engagement initiatives, focusing on a low-wage workforce  

brings a social justice component of EAP back to our profession.”

featurearticle

|By Michelle Zadrozny, LMSW

Key Outcomes of the Aspire Program
Outcomes of the Aspire program in 2013-15 included the following:

 Provided monthly training events that reached two thirds of the workforce;
 Assisted 12% of the workforce through the Employee Assistance Program, with issues related to family 

stress, transportation issues, housing instability, and lack of food;
 Offered EAP and job-performance coaching sessions for issues affecting the Personal Care Attendant’s 

ability to remain focused on the job;
 Increased awareness of diabetes risk and prevention resources; and
 Developed ESL (English as a Second Language) curriculum specifically for the Home Care/Personal  

Care Attendant workforce, in partnership with Literacy Coalition/English at Work, expanding both work 
opportunities and income potential upon program completion.

- Michelle Zadrozny
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address issues of poverty and lack 
of resources, improve the qual-
ity of life and wellness (including 
EAP supports), and offer oppor-
tunities for professional develop-
ment. The goal was to expand the 
program so that it could be rep-
licated for PCAs nationwide and 
with other low-income workforces. 
HAND currently employs over 
500 attendants.

Program Description 
The Aspire program is an inno-

vative, first-of-its-kind workplace 
training and support program for 
PCAs to:

• Enhance their quality of life; 
• Increase engagement in well-

ness activities; and
• Enhance the quality of care pro-

vided to local seniors and indi-
viduals with disabilities who 
need day-to-day home care.

The program was built on exist-
ing integrated behavioral health 
models, behavioral economics 
theory, and clinically tested best 
practice EAPs. Aspire includes the 
following components:

 Professional job training and 
education in caregiving, fall pre-
vention, effective communication, 
and other job skills essential for 
those who work with individuals 
with chronic illnesses, disabilities, 
or personal care needs.

 An EAP that supports PCAs 
through counseling services and 
networking connections that 
leverage community supports 
and utilize counseling and social 
work interns.

 Holistic health and wellness 
education that includes job-specific 

courses along with life skills 
classes, including English as a 
Second Language (ESL), financial 
literacy, healthy relationships, and 
diabetes risk management.

In-person training occurred 
monthly. It included one hour 
of skill building and one hour 
of wellness training, community 
resources, and a psycho-educa-
tional group model with a peer 
support component. 

Program Expansion
Aspire, the EAP/Workforce 

Development program I created 
for HAND, was awarded the 
“Innovative Program of the Year” 
by Leading Age Texas in 2015. 
As a result, our efforts drew the 
attention of other private and non-
profit home care providers. We 
then began leveraging resources 
to build the capacity to expand 
Aspire to other employers facing 
similar industry challenges.

The Aspire program continued 
beyond HAND and is now part 
of the Central Texas Home Care 
Coalition, an employer-driven col-
lective of key stakeholders com-
mitted to the ongoing support and 
well-being of paid caregivers. The 
collective priorities of the coalition 
for this group are: 

1) Training needs; 
2) Retention and work supports 

(including EAP); and 
3) Wages and advocacy. 

We support our workforce by 
improving access to health care, 
offering career supports, and in 
developing additional skills for 
PCAs. Our coalition believes that 
taking care of employees is essen-
tial in order for them to take care 

of their clients (senior citizens and 
those with disabilities).

Summary
As businesses continue to do 

more with fewer employees, we 
need to be creative in how we cre-
ate career opportunities for the 
working poor. Businesses that 
understand the need to support 
low-wage workers help strengthen 
families and communities alike. 

As EAP strives to forge its 
place among wellness and other 
employee engagement initiatives, 
focusing on a low-wage workforce 
brings a social justice component 
of EAP back to our profession. 
In other words, by advocating for 
medical access and mental health 
parity for ALL workers, we are 
creating a niche for uniquely quali-
fied EAP social work and counsel-
ing professionals.

It is my intent to create a rep-
licable model that other forward-
thinking companies and agencies 
can adopt to promote the economic 
stability and professional develop-
ment of their workforces. Not only 
is up to 100% annual employee 
turnover (such is the case in the 
caregiving field) outrageously 
costly for businesses, it is com-
pletely preventable. Additionally, a 
workforce development initiative 
tailored to lift low-wage workers 
out of poverty is an essential func-
tion of being a socially responsible 
corporate citizen. v

Editor’s note: This article is based on 
Michelle’s 2015 World EAP presentation, 
“Sustaining and Retaining the Home Care 
Workforce: An Innovative EAP Model.” 
Michelle is the owner and principal of 
Creating Transformational Workplaces 
(www.transformationalworkplace.com), 
which helps implement initiatives to 
enhance organizational development and 
workplace-based wellness.
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I usually hesitate to write a 
“lessons learned” article. 
While there is obvious value 

in explaining useful strategies 
to one’s peers, the question then 
becomes, “What are you adding 
these methods to?” In the case of 
critical incident response (CIR), 
how we collectively advance 
our practice depends on which 
CIR foundation your EAP cur-
rently uses. This article promotes 
the Multi-Systemic Resiliency 
Approach (MSRA).

Acts of terrorism get every-
one’s attention. Even if you did 
not know what the incident was 
about or where it occurred, the 
media will make sure that you 
do. Terrorism against the United 
States is felt by all of us. Incidents 
are not limited to the US either, 
as witnessed last year in Paris, 
France. The truth is we are all 
survivors. We may not be in the 
proximity of the incident where 
the impact is felt the greatest, but 
we can experience a strong reac-
tion nonetheless. This brings us to 
the first lesson.

Lesson #1- Your response team 
is likely to have their own unique 
reaction to stress. Make sure they 
are as safe as possible before they 
are called in. Be sure they are 
connected and supported. Ensure 
that they are making decisions 
from a position of safety. In other 

words, response to stress needs 
to be managed and not distressed. 
Make sure your team is in a clear 
state of mind.

Lesson #2- From the Harvard 
Forum on Disaster Response – 
A Decade of Lessons Learned 
Post 9/11:

“…and it’s also an important 
point to realize that the longest-lived 
aspect of a disaster, what lingers 
in memory decades later, for any 
disaster-affected community, is did 
the outside world come in to help.”

- Jennifer Leaning, MD, Assoc. 
Professor of Medicine, Harvard 
University

Research on survivor popu-
lations supports Dr. Leaning’s 
comment. Survivors report that 
resilience stems from the percep-
tion of resources that add to the 
coping process in a post-trauma 
recovery environment (Wilson 
1995). In other words, when there 
is a blanket of support around an 
affected community, a message 
of care and support resonates. An 
EAP response that deploys coun-
selors on-site contributes to this 
perception regardless of whether 
a specific person chooses to use 
the services. 

Lesson #3- Your team may 
need support to foster their resil-
ience through the critical incident. 

If you have received training in 
MSRA, you are familiar with the 
importance of employees con-
necting to personal attributes of 
strength. When a responder knows 
and draws from these traits, such 
as optimism, spirituality, and per-
severance, among others, not only 
will these areas serve as a role 
model for others, they will aid in 
sustaining the team throughout 
their response role and afterwards. 
EAP leadership must be accessible 
to their staff for emotional support 
and operational guidance. 

Lesson #4- Fortify your 
operational systems. The imme-
diate intensity and the length of 
time it will likely take to cope 
with the critical incident will tax 
your EAP’s systems and the staff 
members operating them. While 
the incident may call many 
people to the front line, you will 
continue to receive calls seek-
ing help for issues unrelated to 
the terrorist act. You will need 
to maintain a sufficient staff for 
routine operations.

Lesson #5- If you use a net-
work of affiliate providers for 
critical incident response, secure 
their services early. Many provid-
ers are on multiple EAP lists and 
third-party vendors. They will be 
in high demand. Volunteers are 
plentiful. Have a vetting process 

Lessons Learned from EAP 
Responses to Terrorism

“In other words, when there is a blanket of support around an affected community, a message 
of care and support resonates. An EAP response that deploys counselors on-site contributes 

to this perception regardless of whether a specific person chooses to use the services.”

featurearticle

|By Robert Intveld, LCSW, CEAP
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in place before you incorporate 
them into your services. Balance 
provider continuity with the  
need to rotate providers for their 
own wellness.

Lesson #6- Expect a high 
degree of anger to be present when 
assisting individuals affected by a 
terrorist or other critical incident. 
Reconciling the unjust randomness 
of terrorism with how one’s life is 
impacted can be met with intense 
anger and resentment. These feel-
ings may become externalized 
(Giner-Sorolla, 2013).

Lesson #7- Establishing a 
“new normal” is often cited as 
a necessary task to move for-
ward after the incident. But this 
idea can be met with resistance 

and defiance, especially early 
on when a level of shock and 
denial still exists. “New normal” 
is a personal journey involving 
acceptance and integration. It is a 
process that requires patience and 
cannot be forced on someone. 

Lesson #8- Studies show that 
substance use increases after 
critical incidents (Greiger 2006, 
Vlahov 2004). Be sure to include 
this fact in your educational mate-
rial on coping skills.

Lessons Learned from Abroad
While terrorist incidents in the 

U.S. tend to dominate the news, 
the fact is that other countries, 
including Ireland and Israel, 
have also had their fair share of 
terrorist acts. 

During the second Intifada 
in Israel (2000-2004), acts and 
threats of terrorism were a daily 
occurrence. The goal was to 
demoralize the targeted society 
and induce a widespread sense of 
helplessness, hopelessness, and 
despair (Waxman 2011). (Editor’s 
note: Intifada is a key concept 
in contemporary Arabic usage 
referring to what is perceived 
as a legitimate uprising against 
oppression. In the Palestinian 
context, the word refers to 
attempts to “shake off” the Israeli 
occupation of the Palestinian ter-
ritories in the first and second 
“rebellions,” i.e., Intifadas).

The terrorist acts were designed 
to turn the Israelis against current 
government policies and politi-
cal leaders. While changes were 

We want to know what readers 
think of various articles in the 

Journal of Employee Assistance. 

Each quarter we will use  
the EAPA LinkedIn group  

to refer EAPA members to an  
article in the most recent  

JEA and encourage feedback – 
along with a link to the electronic 

version of the Journal –  
www.eapassn.org/JEAArch 

Be on the lookout for it!

Your Opinion Matters!
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made to increase personal safety, 
the Israeli people demonstrated 
resolve and steadfastness, despite 
the relentless threats (Becker, 
Rubenstein 2011). It does not 
mean they lived with an absence 
of fear, but instead of panic and 
public hysteria, there was stoicism 
and fortitude (Waxman 2011).

Likewise, in Northern Ireland, 
where 80 terrorist attacks occurred 
between 1969 -2001, Andrew 
Silke, head of Criminology 
and Director of Terrorism 
Studies at the University of East 
London, noted in his article, 
“The Psychological Impact of 
the Continued Terrorist Threat,” 
that even at the height of terror-
ism designed to psychologically 
cripple the population, remarkable 
resilience was displayed.

Silke identified the concept of 
Mortality Salience, in which our 
fear of death can lead to iden-
tification and pride with one’s 
country, community, ideology, 
religion, or race. We connect as 
a means of avoiding the vulner-
abilities of death that terrorism  
attempts to exploit, while 
increasing our hostility toward 
our perceived enemies. 

It is encouraging to recog-
nize that communities actually 
strengthen and become more 
unified during these disturbing 
times. In Israel, citizens are able 
to live happily despite ongoing 
threats. Researchers attribute this 
to acclimatization to chronic ter-
rorism (Kirschenbaum, 2005). 
In other words, they simply get 
used to it.

In America, media coverage 
decreases where chronic terrorism 
exists. Since exposure to terrorist 
attacks has been shown to generate 
symptoms of anxiety and distress, 

paying less attention to terror-
ism helps the society to become 
less affected by it (Sloan 2000, 
Schuster 2001, McNaughton-
Casill 2009).  

Media’s Role in Terrorism and 
Psychological Impact

Margaret Thatcher stated that, 
“Publicity is the oxygen of ter-
rorism,” (Wilkinson 1997). This 
is not a new lesson, but one that 
is becoming more apparent in 
today’s attacks. According to 
Silke, the media has a destabi-
lizing effect on people by sug-
gesting attacks are more likely 
and the impact more dangerous 
than they actually are. He cites 
the 9/11 study published in 2002 
by the New England Journal of 
Medicine, which described how 
proximity to the Twin Towers 
was linked with higher reported 
symptoms of PTSD.  The find-
ings also emphasized that sec-
ondary trauma, the negative 
symptoms of PTSD and depres-
sion through an indirect source 
(media), was also experienced 
by people who were not in 
the vicinity of the attack but 
received all their information 
through the media.  

More Lessons Learned
Lesson #9- Members of the 

media are also experiencing 
stressful responses stemming 
from today’s terrorist acts and 
other critical incidents. Get the 
facts from news briefings led by 
trained leadership on-site. Avoid 
the amped up commentary, so-
called expert opinions, conjecture, 
victim stories, grandstanding, and 
political posturing. This is what 
the terrorists rely on to spread 
their message. While we cannot 

control the media, we can offer 
alternate information to increase 
safety and resilience.

Lesson # 10- Since connect-
ing employees to organizational 
leaders is a source of resilience, 
empower leaders to craft messages 
that include safety and wellness. 
Such connectedness is important 
since Americans have not expe-
rienced as much terrorism as 
abroad. However, in the absence 
of frequency and acclimation, 
the impact is then felt with great 
intensity, and the media coverage 
is more charged. 

Lesson #11- The reach of ter-
rorism goes well beyond the 
directly impacted area. While the 
intensity is concentrated locally, 
EA professionals need to be ready 
to respond in a variety of ways in 
other locations. 

Lesson #12- EAP leaders 
should sit down with their staff 
and discuss what they would do 
if a terrorist incident took place 
where they live. 

Summary
We are all survivors of terror-

ism. The messages from terrorists 
are designed to reach all of us, and 
through the media, they do just that. 
Nonetheless, no matter what type 
of incident we endure, resilience 
has proven to be the most prevalent 
outcome (Bonanno 2004, Seligman 
2011, Carver 1998). The sense of 
community that builds in the after-
math of an act of terror is remark-
able. The desire to connect and 
restore safety is a powerful force. 

Encourage employees to fol-
low this lead and be involved, 
not isolated. Business leaders 
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should participate in local efforts to restore normal 
activities where they live. This renewed surge in a 
sense of community does not last forever, but it will 
aid in moving affected individuals from seeing them-
selves as victims, to a healthier view of survivors – 
which is an important transformation.  

Operationally speaking, EAPs can influence, fos-
ter, and participate in creating resilient outcomes, but 
when specialized training is absent, they may actually 
impede this process. There are many natural processes 
in action as individuals rebound. Do not get in the 
way of these helpful choices. v

Robert Intveld is the author of “EAP Critical Incident 
Response- A Multi-Systemic Resiliency Approach,” “The 
Strength Within an EAP RALLI Support System,” and the 
new training, “EAP Response to Terrorism,” www.eap-rda.
com. Anecdotal information for this article was collected from 
Robert’s responses to such events as the Oklahoma City bomb-
ing, Gabby Giffords’ shooting in Tucson, AZ, World Trade 
Center attacks in 1993 and 2001, crash of Egypt Air Flight 
990, Gulf oil spill, and the Newtown, CT, shooting.
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The digital world touches 
almost every aspect of 
people’s lives, both at 

home and in the workplace. As 
creative minds continue to build 
technology-driven solutions, 
once seemingly permanent bar-
riers to information, products, 
and services are disappearing. 
Such is the case in Employee 
and Family Assistance Programs 
(EFAP), where the scope and 
accessibility of services have 
greatly increased with digital 
technology. 

Online Group Counseling, 
a recently introduced service 
in EFAP, blends the benefits 
of group counseling with the 
accessibility and anonymity 
possible through digital access. 
In this type of counseling, 
participants discuss a similar 
issue(s) with a counselor in 
group meetings and benefit 
from having a shared experi-
ence, building relationships, and 
gaining encouragement from 
others. Creating groups online 
means that participants are able 
to anonymously access support 
via their smartphone, tablet, or 
computer, whenever and wher-
ever they like.

The clinical value of thera-
peutic group solutions has been 
consistently proven over time. 
Researchers have discovered that 
in group counseling:

 Topics of discussion can be 
quite broad. Group counseling is 
inclusive. Regardless of the cause, 
members of a group focused on 
reducing anxiety, for example, can 
draw benefits from this form of 
counseling (Hoffman 2015).

 Group dynamics inspire 
confidence and validation and 
encourage learning. Individual 
members of a group influence 
each other’s behavior and think-
ing. Research suggests that 
groups derive their strength from 
the sharing of experiences. As 
a result, members benefit from 
a safe environment where they 
experience support, self-assur-
ance, understanding, validation, 
and encouragement from one 
another. In a group setting, par-
ticipants learn from similar expe-
riences and internalize new ways 
of thinking. These dynamics not 
only influence learning patterns 
within the group, they also carry 
over to the relationships that 
individuals have outside of coun-
seling. The circle of influence of 
the group is larger than the con-
text in which it exists (DeLucia-
Waack 2013). 

 An individual’s flexibility 
is developed. Whether partici-
pating as a passive observer or 
an active participant in role-
playing exercises and feedback, 

individuals are exposed to mul-
tiple social situations, nurturing 
their ability to be open to new 
interactions and helping them 
develop flexibility in their points 
of view and situational responses 
(DeLucia-Waack 2013).

 Following a specific theory 
ensures that the group func-
tions properly. Group counsel-
ing that follows a specific model 
encourages an atmosphere of 
engagement, which is unifying. 
Moreover, in matters of conten-
tion, suggested solutions are more 
readily accepted, and group cohe-
sion is formed. In a best case sce-
nario, an underlying group theory 
that is “intertwined with group 
purpose and leader techniques” 
should be used.

 Cognitive Behavior 
Therapy continues to prove 
its effectiveness. Cognitive 
Behavior Therapy (CBT) is one 
such established base, its effi-
cacy has been proven by rigorous 
testing and study. CBT focuses 
on developing new responses to 
situations by breaking down a 
person’s reaction to stimuli. It 
then helps the individual create 
and adopt a positive response, 
such as goal setting, to replace 
negative behaviors that inhibit 
that person’s ability to adjust to a 
particular situation.

Launching Online  
Group Counseling

“While psychological digital services are not for everyone, research  
continues to cite online programs’ positive clinical results, including their  

ability to reach individuals who otherwise would not seek support.”

featurearticle

|By Barb Veder and Kelly Beaudoin
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 Cognitive Behavior Group Therapy has 
shown favorable treatment outcomes. Akin to 
CBT, Cognitive Behavior Group Therapy (CBGT) 
encourages positive outcomes in treating topic-
driven groups. Studies on social anxiety disorder 
show that in some cases, CBT and CBGT’s out-
comes are more effective than medication-based 
treatment. In one recent study on using CBGT to 
treat anxiety, the more pronounced symptoms  
that individual group members displayed upon 
entering treatment, the higher the clinical value 
they experienced or the greater the success  
(Weck 2015).

 A BCBT group approach is being used in 
the military. Using what he coined Brief Cognitive 
Behavior Therapy (BCBT), researcher David M. 
Rudd used a group method of counseling to address 
suicide prevention. He identified soldiers as unique 
in suicidal thoughts because of three key factors: 
1) They are exposed to intense violent events that 
can perpetuate unique trauma, 2) They have access 
to weapons, and 3) They have limited access to 
prolonged psychotherapy while in combat. Rudd 
states that BCBT is not considered a stand-alone 
treatment, but one that is supportive of other thera-
peutic goals, as it specifically isolates suicidal 
tendencies of the individual until other forms of 
psychological treatment become available (Rudd 
2012). This demonstrates the value that short-term 
CBT contributes to overall treatment of mental 
health issues.

Digital Group Counseling – Why Now?

 A desire for anonymity is driving the develop-
ment of digital mental health solutions. When a pref-
erence for anonymity over face-to-face encounters 
exists, it often prevents an individual from getting the 
care they need (Fogliati 2014). While psychological 
digital services are not for everyone, research contin-
ues to cite online programs’ positive clinical results, 
including their ability to reach individuals who other-
wise would not seek support.

 Online identities foster a sense of freedom. A clear 
example occurs in digital chat exchanges, wherein 
individuals may disclose information about themselves 
more easily due to a sense of unrecognizability.  

This allows participants to express emotions or 
thoughts that they may not otherwise share (Grubb 
2015). Individuals who demonstrate a preference 
for digital solutions, however, must still be assessed 
to ensure that it is the appropriate solution to their 
unique circumstances. 

 Digital counseling addresses the stigma of treat-
ment and, in some cases, an absence of counselors. 
Digital delivery of mental health services has been 
proven to address many of these restrictions (Veder 
2014b), and without a discernible impact on the suc-
cess of the counseling (Veder 2014a).

Digital Counseling isn’t Always the Best Choice
A person who is experiencing high-risk symptoms 

must be connected with intervening support immedi-
ately. Also, in-person and online counseling differs 
when it comes to patient interaction. For instance, 
ongoing supervision of participants is needed while 
maintaining the structure of the group to avoid impact 
on other participants.
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While an atmosphere of ano-
nymity is paramount to online 
group counseling success, ano-
nymity also has potential draw-
backs, including an increased risk 
of individuals unleashing negative 
comments, which could lead to 
the development of a negative 
environment for other members 
(Grubb 2015). While participants’ 
identities cannot be recognized in 
an online group, the counselor still 
has tools to track each individual 
for ongoing progress and risk 
assessment and to mediate group 
interactions. 

Ease of Use is Vital
Regardless of the digital plat-

form, online group counseling 
must be easy to navigate and 
clinically valuable to prevent 
attrition. The initial assessment 
and ongoing monitoring of an 
individual must identify risk fac-
tors, set expectations, and connect 
them with appropriate care in a 
timely manner.

Identification by first names 
only in the online group, whether 
the name is real or fictitious, 
maintains anonymity. Linking 
these names to the participant’s 
offline record:

• Provides contact and assess-
ment information and

• Enables the facilitator to 
track progress and iden-
tify an individual who may 
require assistance outside the 
group setting – but without 
impacting the group or com-
promising anonymity. 

Facilitators must have a clear 
risk triage path as a critical, docu-
mented component of best prac-
tices for online group counseling.

Digital Services are here NOW
Technological breakthroughs 

dictate that digital offerings, 
rather than being a “future pos-
sibility,” be immediately linked 
with any and all new service 
developments.

Consequently, online group 
counseling grounded in Cognitive 
Behavior Therapy and best prac-
tices of digital behavioral health, 
and complemented by digital ano-
nymity, has the potential to:

• Reach a wider audience;
• Offer earlier support; and
• Provide positive clinical out-

comes to participants.

Many EFAP providers recog-
nize the exciting opportunities 
group counseling offers but have 
stumbled over how to preserve 
anonymity. Morneau Shepell’s 
established leadership and expe-
rience in digital health enables 
them to extend their services to 
include online group counsel-
ing. Whether individuals choose 
in-person or online counseling, 
however, the goal is to provide 
them with the highest standards of 
clinical care.

Summary
Organizations that offer an 

online counseling program as 
part of their EFAP can be con-
sidered trendsetters in the field 
of employee health and wellness. 
By providing another avenue 
for employees to access support, 
employers are able to reach more 
individuals seeking help, assist 
them in getting the treatment they 
need, and even attract new users to 
company-provided EFAP services, 
contributing to a healthier and 
more productive workforce. v

Barb Veder, MSW, RSW, is the Vice 
President of Clinical Services and 
Research Lead with the Canadian-based 
Morneau Shepell, considered a leading 
pioneer in delivering alternative EAP 
counseling modalities. Contact Barb at 
bveder@sheppell.com. Kelly Beaudoin, 
BA, is the Clinical Communications 
Manager with Shepell.
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earoundup

CEAPs Respond to 
Important Survey

The Employee Assistance 
Certification Commission (EACC) 
is responsible for the development 
and maintenance of the only rec-
ognized credential for advanced 
practice in employee assistance, 
the Certified Employee Assistance 
Professional (CEAP) credential. 
Last year the EACC began collect-
ing data to assess the viewpoints 
of current CEAPs about their cer-
tification. The goals of the survey 
were both to determine satisfaction 
with the credential, and to seek 
input in shaping the future direc-
tion of the CEAP. The following 
are among the key findings:
 Of the 832 respondents, 93% 

were from the United States, with 
the remainder from various non-
U.S. regions, including Canada 
(1.4%) and Asia (1.5%).
 More than two-thirds of the 

respondents had been a CEAP for 
more than 10 years, while almost 
half of the individuals surveyed 
reported having held the credential 
for over 15 years.
 A majority of those surveyed 

(over 60%) indicated that “dem-
onstrating EAP expertise” was the 
strongest motivator in obtaining the 
CEAP. Only 20% indicated that 
increased earning potential was their 
primary motivation. Almost 50% of 
respondents said the CEAP was 
required by their employer.
 Almost two-thirds of respon-

dents believed that the CEAP is 
helpful in “differentiating” them 
from other mental health profes-
sionals. Only a small number of 
respondents (13%) believed that 
the CEAP had not helped them 
significantly.

 When asked how the CEAP 
could be more valuable, 14% of 
those surveyed suggested that 
requiring the CEAP for EA 
practice would enhance its value. 
Another 12% thought that better 
marketing of the CEAP credential 
by EAPA and the EACC would 
enhance the certification’s profile.

Additional findings and dis-
cussion about this survey will be 
presented in the 3rd quarter 2016 
issue of the Journal of Employee 
Assistance.

JEA Reader Survey 
Results Listed

Valuable and actionable ideas 
for improving content were 
revealed in a recent Journal of 
Employee Assistance reader survey 
conducted by EAPA. Some of the 
key findings were as follows:

• 90% of respondents were EAPA 
members and nearly half (47%) 
had completed their CEAP.

• 90% live in the United States 
and 2% in Canada.

• 84% of respondents read all 
or some of the JEA.

 Top three topics the JEA 
should cover this year were listed 
as addictions (especially info about 
medical marijuana), millennials 
(what EA services do they want, and 
how does this population impact the 
workplace), and international news 
(especially Africa).
 An overwhelming 85% of 

respondents read the News Briefs 
section, followed by Effective 
Management Consulting column 
by Jeff Harris, 51%; Legal Lines 
column by Sandra Nye, 48%; Tech 
Trends column by Marina London, 

47%; Front Desk column by Maria 
Lund, 44%; and Web Watch, 29%.
 85% of respondents said that 

the length of a typical JEA feature 
is just right.
 51% of respondents said they 

like receiving both the printed ver-
sion of the JEA and access to the 
online version.
 In answering the question, 

“What can the JEA give you that 
you do not get anywhere else?,” the 
overwhelming response was that 
the JEA covers the unique field of 
EA from every conceivable angle.

Complete survey results are 
available at http://www.eapassn.
org/Portals/11/Docs/JEA/JEA%20
READER%20SURVEY%200216.pdf.

Editor’s note: Proposals for articles 
and comments on articles appear-
ing in the JEA are always welcome. 
Email journal@eapassn.org. 

Top 10 EAPA  
Conference Sessions

What do “Emory after Ebola: 
lessons learned by the EAP,” 
“Sustaining and retaining the home 
care workforce: an innovative EAP 
model,” and “Weight in the work-
place: why wellness at work pro-
grams aren’t working,” have in com-
mon? They were all rated in the top 
10 conference sessions by attendees 
of the 2015 World EAP Conference 
in San Diego, California.

Even if you weren’t able to 
attend the conference in person, 
you can still watch these ses-
sions (and all the others) online 
by visiting EAPA’s Conference on 
Demand: http://eapa.sclivelearning-
center.com/index.aspx?PID=8166.

Continued on page 30
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I have traveled around the world 
speaking about the topic of 
workplace bullying, and I am 

often asked: “What is the differ-
ence between workplace bullying, 
harassment, and violence?” This 
article discusses the answer.

Workplace bullying involves 
unwanted, recurring aggressive-
ness that causes psychological 
and physical harm, which creates 
a psychological power imbalance 
between the bully and target. 
There are three main concepts 
that are central to defining work-
place bullying:

 Bullying is repetitive. 
Bullying does not refer to incivil-
ity or someone who’s just having 
a bad day. In fact, in an effort 
to quantify bullying, researchers 
indicate that bullying needs to 
occur at least once per week for 
a period of six months, and on 
average, last for a period of two 
to five years.

 Bullying causes psychologi-
cal and physical harm to targets 
and witnesses. Targets of bullies 
frequently experience anxiety, 
depression, stress, and other 
issues, which ultimately result 
in physical problems. The stress 
of being “beaten down” at work 
each day can cause sleepless-
ness, headaches, stomach aches, 
heart disease, and other maladies. 

Research shows that bullying can 
also cause Post-Traumatic Stress 
Disorder and even lead to suicide.
 Bullying is about psycho-

logical power. An initial bullying 
incident occurs, but for whatever 
reason the target doesn’t speak 
out. Over time, if the target 
doesn’t speak up, the bully will 
pick on the target more frequently 
and aggressively until there is an 
understanding that the bully has 
power and the target does not. The 
abuse ultimately leaves the target 
feeling helpless.

Bullying behaviors can be 
divided into three categories: 
Aggressive communication, 
Humiliation, and Manipulation of 
work. The following are the key 
traits of each.

 Aggressive communication 
– Insulting or making offensive 
remarks; shouting, yelling, and 
angry outbursts; bypassing  
co-workers in order to avoid 
communicating with them; 
harsh finger pointing; invading 
someone’s personal space; and 
harsh emails or other electronic 
communication.
 Humiliation – Ridiculing or 

teasing; spreading rumors or gos-
sip; ignoring peers when they walk 
by; playing harsh practical jokes; 
and taunting with the use of social 
media, intranet, etc.

 Manipulation of work – 
Removing tasks imperative 
to job responsibilities; giving 
unmanageable workloads and 
impossible deadlines; arbitrarily 
changing tasks; using employee 
evaluations to document alleged 
decreased quality of work; pur-
posely withholding pertinent 
information; and leaving employ-
ees out of email correspondence 
or meeting invitations. 

Discrimination
Discrimination occurs when 

an employee or manager treats 
one group of people less fairly 
than other groups of people based 
on demographics such as race, 
religion, gender, nationality, or 
another defining characteristic. 
Examples include denying time 
off for a religious holiday or tak-
ing responsibilities away from a 
woman because she is pregnant.

Harassment
This is defined as unwanted 

conduct that is intimidating, 
hostile or abusive; interferes 
with an employee’s ability to 
work; or is a condition of con-
tinued employment. Examples 
include using racially deroga-
tory language, telling inappro-
priate jokes, or making offen-
sive remarks about skin color or 
age. Sexual harassment includes 
unwelcome sexual advances, 

Bullying ... Harassment … Violence
Key Workplace Differences Explained

“The defining difference is that workplace bullying is legal in most of the U.S.,  
while discrimination and harassment are illegal. Harassment refers to protected  

characteristics such as race or gender, while workplace bullying does not.”
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requests for sexual favors, and 
other verbal or physical harass-
ment of a sexual nature.

Harassment & Bullying: 
Similarities & Differences

The defining difference 
between harassment and bully-
ing is that workplace bullying is 
legal in most of the U.S., while 
discrimination and harassment are 
illegal. Harassment refers to pro-
tected characteristics such as race 
or gender, while workplace bullying 
does not.

However, if someone is bul-
lied due to race, religion, gender, 
sexual orientation, etc., then the 
behavior is against the law because 
it is considered harassment. In 
such cases, the targets of the 
behavior have legal recourse.

If an individual is an equal 
opportunity offender and bullies 
a variety of people from different 
categories, then the behavior is 
not considered harassment and is 
therefore legal.

Despite their legal differences, 
bullying and harassment often 
include relatively similar behav-
iors – and both are about power.

What about Intention?
The issue of bullies’ intention 

is widely debated in academic cir-
cles. Some fervently believe that 
bullying is intentional while others 
do not.

There are currently four states 
where workplace bullying is 
illegal. The laws all refer to it as 
abusive conduct, but it is the same 
thing as bullying. Two states (Utah 
and California) require inten-
tion, one doesn’t mention it at 
all (Tennessee), while the fourth 
(Nevada) indicates that bullying 
is illegal regardless of whether it 

“is intended to cause or actually 
causes harm.”

In summary, if the behavior is 
causing one or more people to 
feel uncomfortable, unhappy,  
or stressed out, then it should  
be stopped.

Workplace Violence
Workplace violence can 

involve any act of aggression, 
physical assault, or threatening 
behavior. There are three main 
levels of workplace violence. 
While Level 3 violence is the type 
that gets the media’s attention, 
Levels 1 and 2 occur in work-
places every day. Here is a brief 
look at each:

 Level 1 – Verbal aggression: 
Constant refusal to cooperate, 
spreading rumors to harm others, 
being aggressively argumentative, 
or showing belligerent behavior 
toward others.
 Level 2 – Unreasonable 

behavior: Refusal to obey com-
pany policies and procedures, sab-
otaging equipment and/or stealing 
property for revenge, or destroying 
property.
 Level 3 – Physical acts: 

Making suicidal threats, physical 
fights, or committing arson, rape, 
or murder.

Bullying & Violence: Similarities 
& Differences

In reviewing these traits one 
can see that bullying and violence 
can easily overlap. However, 
differences do exist. Workplace 
violence is overt and physical, 
while bullying is insidious and 
manipulative. Perpetrators of 
workplace violence throw things, 
become visibly angry, and make 
clear threats of violence.  

Bullies, on the other hand, use 
workflow and communication to 
bully, such as overworking the 
target, giving deadlines that are 
impossible to meet, and using 
evaluations to document alleged 
poor performance.

In rare cases, bullying turns 
into violence because the target 
“goes postal” and gains retribu-
tion against the bully through vio-
lence. Most often, however, lost 
deep in their feelings of shame, 
helplessness, and depression, a 
target may commit suicide.

In other instances, the bully’s 
anger and frustration at the 
target get the best of him and 
he lashes out. I was an expert 
on a court case against a large 
retailer where the bully punched 
the target. The employer was 
sued because the target had 
called the retailer’s risk man-
agement team when the bully’s 
behavior began getting worse. 
The risk management team told 
the target to finish his shift, and 
he would be transferred after-
wards. Unfortunately, during 
that time, the bully’s behavior 
escalated into violence.

Summary
In conclusion, negative behav-

ior at work should be thought 
of as being on a spectrum, with 
incivility at one end, bullying 
somewhere in the middle, and 
violence at the other extreme. v

Catherine Mattice is the president of 
Civility Partners, LLC (www.civili-
typartners.com) a consulting firm that 
specializes in developing systemic 
solutions for negative behaviors in the 
workplace. She is also the co-author 
of Back Off! Your Kick-Ass Guide to 
Ending Bullying at Work. 
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integrationinsights

EAP Integration with  
Disability Case Management

|By Mark Attridge, PhD

This column addresses the 
integration of employee 
assistance programs 

(EAPs) with other workplace 
services. This particular issue 
focuses on how EAPs can col-
laborate with other departments 
as well as external benefits pro-
viders to help employees  
get back to work sooner and 
more effectively after being out 
on a health-related disability 
insurance claim. 

Trends in Disability
Given the rising cost of dis-

ability claims, many employers 
are asking for help from EAPs 
in designing and delivering cus-
tomized services that support 
employees on disability leave 
for mental health and addic-
tion disorders. Although mental 
health disability only affects 
between 1% and 2% of work-
ing adults each year, at most 
companies it is the fastest grow-
ing health-related disability in 
the United States and Canada. 
Once an employee has a dis-
ability (including mental health 
and addictions), employers and 
unions in Canada and the United 
States are legally required to 
make every reasonable effort, 
short of undue hardship to the 
company, to accommodate these 
workers and keep them on the 
job and working effectively.

Return to Work After Disability
Implementing a Return-to-

Work (RTW) program meets the 
employer’s legal duty to accom-
modate these individuals. The goal 
of RTW is to facilitate the return 
of employees from a work absence 
due to a disability claim, to par-
ticipate in safe, meaningful, and 
productive work. Partial or early 
RTW – while some treatment is 
still ongoing – gradually increases 
work hours and intensity of work 
tasks over time. These programs 
are based on the idea that people 
can safely perform progressively 
more demanding levels of work 
while also participating in treat-
ment and recovery from their 
medical and/or mental health con-
dition. This approach is helpful for 
most mental health disability cases 
and is becoming a best practice.  

However, a typical disabil-
ity case management program 
may not effectively address the 
complex, interrelated issues that 
mental health issues can contrib-
ute to the duration and cost of 
the disability claim. For example, 
mental disorders have frequent 
comorbidity with other medical 
conditions – an estimated 20% 
to 40% of all short-term disabil-
ity (STD) cases. As a result, the 
Harford Insurance Company rec-
ommends that employers mandate 
a psychological clinical assess-
ment as part of the requirement 

of anyone applying for disability 
benefits — not just those cases 
with mental disorder or addiction 
as the primary cause. Without 
specialized assessment and a 
work-focused approach, the 
employee’s recovery and return 
to work can be delayed.

EAP’s Role in Disability Cases
For an employee who is on 

disability leave, the EAP can 
provide RTW support, such as 
preparing the supervisor and 
employee for reentry into the 
workplace. EAPs can also assist 
with psychological job analysis 
and provide supervisory consul-
tation and educational services 
on an ongoing basis to assist 
those at the work site while the 
employee is away on leave. The 
EAP may be able to perform 
these assessments or assist with 
making referrals to others who 
can provide it.

Thus, the EAP can provide 
a valuable role in coordinat-
ing care and supporting the 
employee and their family 
through this transitional period. 
The EAP can also assist the  
HR staff in understanding the 
practical aspects of communi-
cating with the employee, the 
employee’s supervisor and work 
team, the medical treatment 
providers, and the insurance 
case manager. 



| WWW.EAPASSN .ORG |•• • • • • • • • • • • • • • • • • • • • • • • • • • | JOURNAL OF EMPLOYEE ASSISTANCE | 2nd Quarter 2016 |

27

 EAP Case Examples
A 2014 research brief by Canadian EFAP pro-

vider Morneau Shepell compared key outcomes 
from over 33,000 employee cases at 198 of its 
employer customers – 108 with an integrated dis-
ability management program from the EAP and 90 
with standard disability case management services. 
The companies using the integrated EAP program 
for disability case management had 31% fewer 
work absence days while on disability than the 
standard program (27 days vs. 39 days average per 
employee STD claim).  Interestingly, shorter claim 
duration was found across a range of clinical diag-
nostic categories and was not limited to only the 
cases with mental disorders. 

The above example documents the positive 
outcomes that can be created when EAPs get 
more involved in managing disability cases. In 
addition, some internal EAP programs are now 
jointly managing both EAP and disability ben-
efits. Tracy Hawthorn at the University of British 
Columbia – Okanagan campus coordinates both 
the work reintegration and accommodation  
program and directs the EFAP program. Her 
experience has dramatically reduced disability 
costs and prevented many cases from progressing 
to long-term status. However, outside of  
Canada, this is not a well-developed offering for 
most EAPs.

Moreover, a survey of 150 EA professionals (see 
the Attridge & Burke article in the Q2 2012 issue 
of the JEA) showed that even though 87% of EAPs 
were providing some kind of disability support to 
their organizational customers, only 16% of these 
EAPs had customers with a high level of support 
from the EAP. About 1 in 3 EA professionals in the 
survey considered disability support services to be 
“rising” as a source of value to customers. Thus, I 
am not alone in thinking that this area offers con-
siderable opportunity for business growth for EAP 
providers in the future.  

 
Resources on EAP and Disability
 In 2010, Dr. Scott Wallace and I wrote a white 

paper called Able-Minded: Return-to-Work and 
Accommodations for Workers on Disability Leave for 
Mental Disorders. This 36-page report was distributed 
to thousands of business and insurance professionals 
in Canada and other countries.  

 The Disability Management Employers 
Coalition (DMEC) is a US-based group of employers 
and clinical experts that holds annual conferences to 
share best practices in this area as well as a website 
that offers many assessment tools and evidence-
based resources.  

 In Canada, the Great West Centre for Mental 
Health in the Workplace offers print and video 
resources for employers, employees, and EAPs on 
accommodations and return-to-work issues. v

NOTE: In future articles, I would like to profile 
EAPs or vendors that partner with client organizations 
and other programs in innovative ways. Please contact 
me with your suggestions for a case study.  

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

Upcoming features include:

 Impressions on the Value of the CEAP®

 Study Demonstrates that EAP Works 
 Across Borders and Cultures

 Conscious Leadership: Skills to Add 
 to the EAP Toolkit
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Key Predictions & Implications 
for Employee Assistance

|By Marina London, LCSW, CEAP

techtrends

Fast Company is a business 
magazine that focuses on 
innovations in technol-

ogy, business, and design. To cel-
ebrate their 20th anniversary, Fast 
Company published an issue that 
reviewed their take on the most 
important events of the past 20 
years and their 20 key predictions 
for the next 20. 

Some of the predictions have 
the potential to impact employee 
assistance. Here are the 10  
relevant ones (condensed) with 
my view of their implication  
for our industry: 

Speed will Triumph. Speed 
is the most important business 
imperative. Every industry has to 
be prepared for frequent iteration 
and redefinition and embrace 
change. 

What this means for EA: Get 
ready to continuously and rapidly 
learn and incorporate evidence-
based best practices, genetic 
advances in the treatment of major 
mental illness, and new social 
media channels that impact the 
way you market your services. 

Malala will Build. After 
you’ve won a Nobel Peace Prize 
as a teenager, what’s next? Malala 
Yousafzai represents the leading 
edge of a cohort that is only just 
being unleashed: young talent 
growing up in obscure corners of 

the globe. This generation will 
increasingly have the tools and 
opportunity to redefine our world. 

What this means for EA: There 
will be huge opportunities in 
China, India, and Africa for EAP 
growth and practice. 

Digital Tools will Unlock 
Opportunity. Inequality remains 
rampant across the United States 
and around the world. But ris-
ing mobile penetration offers the 
potential to shift that dynamic. The 
teachers and students of tomorrow 
will not be confined to classrooms, 
nor to the countries and cities that 
can afford them. 

What this means for EA: Mobile 
service delivery is an opportunity 
and a necessity.

Diversity will Increase. Our 
population is becoming increas-
ingly heterogeneous. 

What this means for EA: 
Prepare for five generations to 
interact in the workplace. Get 
ready to serve multi-racial, multi-
ethnic, and multi-gendered clients.

Mission will Trump Money. 
Recent real-world studies have 
shown that having a purpose associ-
ated with work produces better per-
formance than pure financial reward. 

What this means for EA: What 
services will you offer that will 
feed the next generation of work-
ers who expect to be engaged in 
their jobs through more than just 
financial means?

DNA will be Unstoppable. The 
decoding of the human genome 
has already launched a wave of 
new treatments and approaches. 
Inspiring as these examples are, 
though, the impact of genetic data 
is in its infancy. 

What this means for EA: Many 
mental disorders will be treated with 
individually targeted medication. 
Will the role of talk therapy change?

Medical Training will be 
Rewritten. As our library of medi-
cal knowledge expands beyond any 
doctor’s ability to retain all that 

“Our population is 
becoming increasingly 

heterogeneous. … 
Prepare for five genera-
tions to interact in the 
workplace. Get ready  
to serve multi-racial, 

multi-ethnic, and  
multi-gendered clients.”
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information, the MDs of the future 
will have to become data interpret-
ers, tapping into Watson-like tech-
nical tools to both diagnose condi-
tions and optimize treatments. 

What this means for EA: Will 
we similarly access the best tools, 
resources and interventions for 
our clients?

Human Empathy will be 
Central. As machine learning and 
artificial intelligence insinuate 
themselves more deeply into the 
workplace, the one arena that will 
never be usurped by technology is 
human-to-human communication. 

What this means for EA: There 
will still be a role for talk therapy 
and personal interaction.

Cybersecurity will be Costly. 
Every company is a “tech company” 
today because we all use technology. 
That means we are all vulnerable 
to “cyber disruption,” regardless of 
whether it’s from hackers or other 
reasons. Every enterprise will need 
cyber protection in ways that haven’t 
historically been budgeted for. 

What this means for EA: Are 
your social networks HIPAA com-
pliant? Do your EA consultants 
understand encryption? Are your 
client records safe?

We will all be Family. The 
ongoing wave of technological 
change will only draw us into 
closer proximity. It will be increas-
ingly difficult to ignore the trou-
bles in other parts of the globe. 

What this means for EA: We 
already see this happening. The 
terrorist attack in Paris created 
anxiety in the US and led to a 
client walking into your office 
because they no longer feel safe. 
Think globally. v

References
Twenty Predictions for the Next 20 Years. 

Robert Safian. Fast Company. December 
2015-January 2016 Retrieved from http://
www.fastcompany.com/3052872/twenty-
predictions-for-the-next-20-years .

Marina London is Manager of Web 
Services for EAPA and author of iWebU, 
(http://www.iwebu.info,) a weekly blog 
for mental health and EA professionals 
who are challenged by social media and 
Internet technologies. 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.

Top 10 NewsBriefs
The following are the top 10 most accessed EAP NewsBrief  

articles from the past year:

1. Virginia on-air shooter had been mandatorily referred to EAP. 
(From Sept. 1)

2. SAMHSA releases national survey on drug use and health.  
(From Sept. 15)

3. Contracts for safety with suicidal clients – do they work?  
(From July 28)

4. Court: Company can’t fire EAP counselor for backing worker 
(From Sept. 15)

5. The pointlessness of the workplace drug test. (From June 9)
6. How to deal with hungover employees. (From June 9)
7. Workplace suicide still trending upward (From April 28)
8. Commercial counseling programs often lack evidence of  

effectiveness. (From Dec. 1)
9. The powerful effect of noticing good things at work. (From Sept. 8)
10. Why no mental health apps? (From Nov. 3)

See the EAP NewsBrief Archive (for members only) at  
http://www.eapassn.org/NewsbriefArchive. v



| JOURNAL OF EMPLOYEE ASSISTANCE | 2nd Quarter 2016 |•• • • • • • • • • • • • • • • • • • • • • • • • • • | WWW.EAPASSN .ORG |

30

earoundup

Leading Trends in  
EAP and Wellness

A new report examines the 
leading trends in employee 
assistance, behavioral health, 
and workplace well-being. The 
report, conducted by Chestnut 
Global Partners (CGP), looked at 
trends, surveyed EAP colleagues, 
and analyzed recently published 
research and survey data in the 
aforementioned areas.

The five EAP trends CGP cited: 
“Increasing demand for EAP ser-
vices due to occupational stress”, 
“more companies seeking global 
EAP services”, “utilization of 
mental health apps increases, but 
do they drive outcomes?”, “the 
relationship between fatigue and 
workplace safety”, and “employee 
engagement initiatives are hav-
ing limited impact”. Analysis is 
offered as well as recommenda-
tions for best practices.

The report is available at 
http://chestnutglobalpartners.
org/Portals/cgp/Publications/
Chestnut-Global-Partners-EAP-
Trends-Report-2016.pdf.

The New Face of 
Alcoholism in Canada

Whether it’s someone reach-
ing for a shot of vodka in a college 
dorm room or a mom cooking din-
ner with a glass of wine, the amount 
of alcohol consumed by females is 
raising health concerns in Canada, 
reports the Vancouver Sun.

Journalist and author Ann 
Dowsett Johnston helped start the 
conversation with her book, Drink: 
The Intimate Relationship Between 
Women and Alcohol. After being 

sober for eight years, Johnston 
calls herself the new face of alco-
holism: a well-educated, high-per-
forming woman in a demanding 
job who had fully bought in to the 
glamour of booze.

Johnston told the Sun that 
15% of breast cancer cases in 
Canada are attributable to alco-
hol consumption. She added that 
low-risk guidelines for women 
are 10 drinks a week versus 15 
drinks for men. 

According to another report, 
Alcohol Consumption in Canada, 
the problem isn’t limited to just 
women. To find out more, visit 
http://www.healthycanadians.
gc.ca/publications/department-
ministere/state-public-health-
alcohol-2015-etat-sante-publique-
alcool/index-eng.php.

SAMHSA Releases 
Important Resource

The Substance Abuse 
and Mental Health Services 
Administration (SAMHSA) has 
released a new resource to help 
consumers better understand men-
tal health and substance use disor-
der benefits.

The pamphlet titled Parity of 
Mental Health and Substance 
Use Benefits with Other Benefits 
examines the Mental Health Parity 
and Addiction Equity Act and the 
standards it created. The resource 
discusses why mental health and 
substance use disorder benefit 
claims may be denied, and how to 
effectively file an appeal if neces-
sary. To learn more, visit http://
store.samhsa.gov/product/Parity-
of-Mental-Health-and-Substance-
Use-Benefits-with-Other-Benefits-/
SMA16-4937.

Virtual Reality Seen as 
Huge Boon to Therapy

Recovering from PTSD and 
overcoming anxiety disorders 
is challenging, time-consuming 
work; it’s also essential for the 
many people who suffer from 
these conditions. According to 
Tech Insider, one unlikely tool 
that could make it easier for thou-
sands of patients to get the help 
they need is virtual reality tech-
nology, which can mentally trans-
port users to another time, place, 
and state of mind.

There’s a lot of research that 
backs up the potential clinical 
uses of VR. But while VR has 
been around and in use for some 
time now, it has still been largely 
unavailable to much of the public, 
since access required investing in 
special systems and headsets. Since 
2016 is the year that headsets like 
the Oculus Rift and HTC Vive will 
finally go on sale, that accessibility 
issue is about to totally change.

Using VR (and perhaps some 
other additional tech), a clinician 
can recreate a scene that triggers 
fear or anxiety in a patient, put-
ting them virtually on a plane, in 
a room full of people, or even in a 
battlefield setting.

With guidance, people can grow 
accustomed to the scenario until 
they get to the point that they can 
cope with the scene. Researchers 
have treated people with arachno-
phobia by exposing them to virtual 
spiders and, even more effectively, 
having them touch fake spiders 
during that process. Studies have 
shown that VR exposure therapy 
can help people with other condi-
tions, including fear of flying, 
social anxiety, and perhaps PTSD.

Continued from page 23
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“I think there are a lot of areas 
where with some clinician sup-
port we can amplify the effects 
of therapy by having self-admin-
istered VR,” says Dr. Albert 
“Skip” Rizzo of the Institute 
for Creative Technologies, but 
“some forms of treatment really 
do require the guidance and diag-
nostic skill of a clinician.”

UK Promoting Mental 
Health, Will US Follow Suit?

The United Kingdom is taking 
a proactive approach to promoting 
mental health in the workplace. 
Prime Minister David Cameron 
met with British business lead-
ers to discuss how to better foster 
a work culture that encourages 
people to take care of their mental 
well-being.

“We’ve not done enough to 
end the stigma of mental health,” 
Cameron told the BBC. “We 
focused a lot on physical health, and 
we haven’t, as a country, as a nation, 
focused enough on mental health.”

But can the United States do the 
same? Mental health awareness 
needs to begin with upper level 
managers, according to Pamela 
Greenberg, president and CEO 
of the Association for Behavioral 
Health and Wellness. “Your 
[employees’] concern is always 
the big boss: ‘Are they going to 
think that I’m weak or did some-
thing wrong?’”

Leaders should emphasize the 
importance of taking a vacation 
and recognize when people are 
stressed, said Greenberg, whose 
company also runs a “Stamp Out 
Stigma” initiative that encourages 
people to talk more about mental 
illness and substance abuse.

Facebook Affects Sense 
of Happiness: Study

“Facebook is a constant bom-
bardment of everyone else’s great 
news, but many of us look out of 
the window and see grey skies 
and rain, especially in Denmark,” 
states Meik Wiking, CEO of the 
Happiness Research Institute.

In order to look at how social 
networks, especially Facebook, 
influence our sense of well-being, 
the Happiness Research Institute 
conducted a study of 1,095 
Facebook users, 94% of whom 
visit Facebook as part of their 
daily routine, 86% who browse 
their Facebook news feed often 
or very often, and 78% who use 
Facebook 30 minutes or more 
each day.

The researchers polled the par-
ticipants on their Facebook usages, 
then divided them into two groups 
for a week-long experiment. One 
group (the control group) was told 
to continue using Facebook the 
way they normally would, and the 
other group (treatment group) was 
asked to not use Facebook for an 
entire week.

At the end of the seven days, 
88% of the treatment group (those 
who gave up Facebook) reported 
feeling happy compared to the 
81% of the control group. The 
treatment group also reported feel-
ing more enthusiastic, more deci-
sive, having wasted less time, and 
felt as if they enjoyed life more. 

“The main takeaway from this 
study is awareness of the negative 
aspects that social comparisons 
have, and how we should be mind-
ful of how Facebook and social 
media affect how we evaluate our 
lives,” Wiking said.

Sexist Brains Look 
Different, Study Finds

A recent study found that sex-
ist views can be inferred from 
examining brain anatomy. Looking 
at the brain structure of 681 stu-
dents (306 of whom were women; 
average age was 21), researchers 
in Japan found that the brains of 
those with sexist attitudes looked 
different than those who believed 
in gender equality.

Published in the journal 
Scientific Reports, the study 
also found correlations between 
sexist views and “a wide range 
of mental health problems,”  
like depression, anxiety, and 
alcoholism.

But Jesse Rissman, a professor 
specializing in biobehavioral sci-
ences at UCLA’s Brain Research 
Institute, says the study has not yet 
identified a structural brain correlate 
of sex stereotypes.

“One needs to be cautious 
when searching for associations 
between brain structure and cog-
nitive function or personality 
traits,” Rissman told The Daily 
Beast. “When one finds relation-
ships like this, even in a large 
sample size, it’s important to rep-
licate the study in an independent 
sample before jumping to con-
clusions about the importance of 
these regions in the brain.”

“I would classify these results 
as intriguing, but more experi-
mental work is needed to deter-
mine if they are consequential to 
our understanding of Sex Role 
Egalitarianism.”

The complete article is available 
at http://www.thedailybeast.com/
articles/2015/10/29/is-sexism-all-
in-your-brain.html. v
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