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Boosting EAP Awareness

Don’t Overlook Grassroots Approaches

A

fter 17 years, the editor and publisher of this
newsletter still runs into people, who when
they ask what I do for a living, have no idea
what an EAP is or what it does. It seems clear that
many Employee Assistance Programs need to do a
better job making their presence known to the organizations that they serve.
Jim Rascati, Director of Organizational Services at
Behavioral Health Consultants, agrees. “It continues
to trouble me to this day that so many employees
within their organizations do not know that their company provides an Employee Assistance Program,”
Rascati told EAR.
Why is that? What can be done to boost EAP
awareness, and in turn increase usage and therefore
spur even greater effectiveness? These aren’t easy
questions to address, but the following areas need to
be considered, and then acted upon.
Promotion Not in Their Wheelhouse of Skills
Employee assistance professionals have many
valuable skills, including those involving listening,
negotiating, and problem solving. But sales and
marketing typically aren’t among them. This means
they often neglect the need to promote the value of
EA services.
Bob VandePol, Executive Director of Pine Crest
EAP, points out that, as helping professionals, EAP
practitioners tend to be “other-oriented” and not “selforiented” as is so often the case in more assertive disciplines like sales and marketing. Humility is an
admirable trait in many ways, but it also means the
EA professional may not feel comfortable touting their
expertise, according to VandePol.
Similarly, confidentiality plays a vital role in EAPs,
but it, too, is a double-sided coin. It is important to
August/September 2021

offer confidentiality to a troubled employee in need of
EA assistance. But the services themselves shouldn’t
be confidential!
As Pat Herlihy, a noted EA researcher put it, “EA
professionals work so hard at being confidential and
keeping everything private that they have never
learned how to really promote all of the good work
that they do.”
External EAPs & Digital Disrupters Don’t Help
Those aren’t the only issues that hurt awareness of
EAPs. In an age of outsourcing, internal EAPs are less
continued on Page 2
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common than externally vended commercial products.
And external EAP vendors have struggled to stay visible to employees and maintain broad organizational
collaboration. In other words, it’s the dreaded out of
sight, out of mind.
In the meantime, use of mental health products like
Talkspace and Lyra, with free apps and other innovations, have skyrocketed. These technology-based “digital disrupters” are designed to address gaps in
accessibility, user appeal, etc.
While digital disrupters are not specifically concerned
with workplace issues, EA professional John Pompe
points out that, they can easily be repackaged and marketed as a challenge to or replacement for existing EAPs.
They are clearly inferior to the wide-ranging services of
an EAP, but to a troubled employee who knows little, if
anything about employee assistance, a product like this
might seem sufficient. The employee loses out, and so
does the EAP. It’s a lose-lose.
What is the Solution?
Pompe explains in the cover story of the 3rd quarter
2021 Journal of Employee Assistance that the EAP
field is in need of both a major public relations campaign as well as an overhaul of what the EAP is and
what it does. I urge readers to check it out as Pompe
offers great ideas.
But what can be done in the meantime? For starters,
Rascati says it’s incumbent upon EA professionals to
ask questions and not assume “that the organizations
we contract with are in fact ‘marketing’ EA services to
their employees.”
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Grassroots Approaches
In many cases, especially for small- to mid-sized
EAPs that may not be able to afford marketing campaigns or staff, grassroots initiatives are a good start.
While no panacea, they present opportunities that any
EAP practitioner can utilize.
v Get on a local speaking circuit. Don’t get
pigeonholed into only hanging out with EA colleagues
or just networking at EAP events. Utilize or join a
local Chamber of Commerce, civic groups (think
Lions, Rotary, etc.) and others to raise awareness of a
particular work/life issue or about EAP in general.
As the member of a local Lions club, the author
knows from experience that organizations like these
are always looking for speakers at their meetings, and
that could be YOU. It’s a great way to gain public
speaking experience and it offers great exposure for
discussing the many benefits of EAP!
Joining a business association related to EAP, such
as the Society for Human Resource Management
continued on Page 3
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(SHRM) is another possibility, as it’s yet another way
to network with professionals outside of EAP.
v Think big picture – you never know where
networking might lead. Never be afraid to think
outside the box. One Chamber of Commerce in
Wisconsin worked with an EA professional to
offer reduced rates for the EAP’s services. But
if the EAP practitioner hadn’t belonged to the
Chamber, the opportunity would have never
presented itself!
Another EAP was able to tap into a new market
by working with several school districts in
Wisconsin in order to offer EA services. The districts were “cutting back on social workers”, but the
EAP was able to step in to provide its services to
families and students. The initiative required “finetuning” in order to work in schools, but it’s another
example of how traditional networking is only the
tip of the iceberg.
Additional business opportunities can present themselves at doctor’s offices, the grocery store, and ball
games. Be alert to any and all possibilities and be
ready to explain the services that you offer, which
brings us to the next point.
v Have an elevator speech ready. If someone
asked, “What does your EAP do?” would you know
what to say in roughly 30 seconds? The following are
a few ideas that EA professionals have used:
• “Someone is available to talk to someone live
[not automated], 24/7, but if in doubt call our
800 number.”
• “Anything worth losing sleep about, is worth
coming in for.”
v Work with local media to promote the EA
profession and your EAP. As a former newspaper
reporter, the author knows from personal experience
that media LOVE having local professionals they
can contact to comment on stories about important
workplace, behavioral, and related topics. It’s a
great way for them to “localize” a state or national
issue of importance.
For instance, when Robin Williams took his life in
2014, editors wanted to talk to local mental health
experts about this issue, such as explaining the warning signs of suicide. These are areas that EA professionals know all too well, but advice like this is a
revelation to those who don’t work in behavioral health.

Editor’s Notebook
Critical incident response. Mental
health. Workplace performance
issues. Employee assistance professionals routinely perform these duties
– and much more. And all under the
company radar in many instances.
In today’s anxiety-riddled age in which workers
are more stressed than ever, this issue’s cover story
presents suggestions on how EAPs can make themselves better known. It’s true the pandemic helped
boost awareness. As Bob VandePol, Executive
Director of Pine Rest EAP told me, “In 2020 we
heard many times, ‘I had no idea all of this was
available through an EAP.’”
But was it enough? Or, as the pandemic subsides,
will workplace issues return to the status quo? Read
this month’s cover story and give some of these recommendations a try. Who knows? The next employee
you help may have never received much-needed
assistance without first becoming aware of the EAP
through promotional efforts!
*****
The squeaky wheel gets the grease. When a troubled employee or supervisor doesn’t know about
EAP, they will seek help elsewhere, whether it’s good
assistance or not. Talkspace, Lyra, and other “digital
disrupters” are all the rage in the business world, even
though research indicates they often have little therapeutic value. See article on page 5.
*****
The Workplace Outcome Suite (WOS) is one way
of meeting the challenge of the so-called disrupters.
The WOS is a valuable outcomes measurement tool
that examines utilization and effectiveness across five
workplace categories. It has demonstrated that EAP
works in over 24,000 employee cases. Learn more on
page 7 and at https://wellbeing.lifeworks.com/
resources/wos/.
*****
EAR readers will find these and many more useful
articles in the pages of this issue. We hope your
summer is going well.

Mike Jacquart, Editor
(715) 445-4386
mjacquart@writeitrightllc.com

continued on Page 8
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EAPA Chapters Consolidate

n today’s virtual world in which online meetings have become commonplace, the traditional
geographic borders that used to define face-toface gatherings of clubs, chapters, etc., often mean
little. This changing reality holds true in the
Employee Assistance Professionals Association
(EAPA), in which several of its chapters have
recently consolidated.
Following approval by the EAPA Board of
Directors, the South Central Wisconsin and Greater
Wisconsin chapters have merged into a single
EAPA chapter.
The Board also endorsed an even expansive consolidation out West, where the Colorado Chapter
changed its name to the Rocky Mountain Chapter.

EAPA Town Hall
Meeting Set for Aug. 12
he next EAPA virtual Town Hall meeting
is scheduled for Thursday, Aug. 12, from
3-4 p.m. Eastern time in the EAPA Zoom
Room. Meetings are hosted by the EAPA Board
of Directors and include updates from the Board
committees, task forces, and EAPA staff.
All EAPA Chapter/Branch Leaders/Officers are
encouraged to attend, and all EAPA members are
welcome to attend and join the lively discussion.
Forward any questions or suggestions for agenda
topics to president@eapassn.org.
Detailed agendas and log-in instructions are
emailed to all current EAPA members prior to
each meeting. More info on other chapter meetings and conferences can be found at https://
www.eapassn.org/events. 
4 EA Report

Source: EAPA.
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T

The move will expand its outreach from not only
Colorado but also into Wyoming, Utah, Nebraska,
and surrounding areas.
EAPA CEO Greg DeLapp applauded the move in a
written statement. “Compliments to the Rocky
Mountain Chapter for being the first EAPA chapter to
expand beyond previously sanctioned geographic borders to encompass surrounding areas and members not
well served with an available chapter, but now able to
engage through virtual participation in an existing
EAPA chapter.”

Employee Assistance Report (EAR) has been
contacting readers about renewing their subscription
to this newsletter. We are GRATEFUL to those of you
who gave us such a ringing endorsement!
That said, we remain on the financial cusp of whether
we will be continuing to publish EAR beyond early
2022, and NEW subscribers will likely be the
determining factor. While some of this always falls
“on us” in terms of outreach, there is also nothing
quite like word of mouth. So, if you enjoy reading the
EAR, why not tell colleagues about it?! This could
be either someone else with your particular EAP or a
peer who works elsewhere.
It’s as simple as a quick call (715-445-4386) with
pertinent CC info. But they need to call NOW! (I also
email invoices.) Any questions, let me know.
In the meantime, we hope everyone is safe and healthy!
Mike Jacquart,
Editor, Publisher
mjacquart@writeitrightllc.com
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Therapy App Benefits
Mostly a Fantasy: Report

alkspace is part of a growing field of services
that promise mental-health care via smartphone. But do they really? According to The
Cut, 33% of counties nationwide have no records of
licensed psychologists – and at a time when demand
has never been higher.
A CDC report indicated that 40% of American
adults were dealing with mental-health or substanceabuse issues in late June, with younger adults, people
of color, essential workers, and unpaid caregivers disproportionately hard-hit.
Accelerated by the pandemic, businesses in the
“digital behavioral health” space raised $1.8 billion in
venture-capital funding last year, compared to $609

million in 2019. Earlier this year, Talkspace
announced plans to go public in a $1.4 billion SPAC
deal, according to The Cut.
More than 70 million Americans suffer from mental
illness, according to Talkspace, and the United States
has seen a 30% increase in the annual suicide rate
since 2001. Talkspace says 60% of its users are in
therapy for the first time.
But even with data-driven forms of therapy, the
therapist and patient still need to be united in a belief
that working together will alter the way the patient
feels. That shared belief relies on trust, and tech companies are having trouble in this regard. 

On the Job

Keeping Cool When the Boss is Hot

W

hat is an employee supposed to do when
their boss yells at them? Just pause! That’s
what Steven Dinkin, president of the
National Conflict Resolution Center, suggests. He
says that hot-under-the-collar managers are running
on adrenaline and trying to get a reaction so they can
unload their stress and feel superior.
It’s kind of like a bully who provokes a weakling
in order to feel dominant. The bully is looking to
make the weakling cry. But by pausing for about half
a minute before saying anything, that will calm them
down, and they will likely snap out of attack mode.
Then, when the employee talks, summarize what the
boss said, which sends a message the employee is
listening. One might ask: “What can we do to avoid
this situation again?” That should end the conversation on a productive note.
Studies show that people who work for bosses that
yell are less motivated and productive. Verbal aggression affects our brain, as our memory doesn’t function
as well, according to the Journal of Applied
Psychology. As a result, employees have more trouble
August/September 2021

following instructions, and even performing basic
tasks, like operating a computer.
Fortunately, screaming bosses have become the
exception, not the rule because managers know that yelling at employees drives them away, rather than motivating them to do better. They also know a tirade may end
up going viral, triggering a harassment lawsuit! 
Additional source: John Tesh: Intelligence For Your Life.
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The Latest Buzz on COVID
v 85% of US workers working in-person feel comfortable regarding their health & safety – indicators
contributing to that comfort level: # of employees at
the workplace (50%), safety policies/procedures
(36%), proper social distancing protocols (35%).
v 92% of businesses are at least partially in-person
(44% fully returned, 11% remained in-person, 8%
fully remote).
v 72% of US workers are fully vaccinated against
COVID-19, almost 17% of the remaining workers
plan to get vaccinated in the near term.
v Less than 10% of organizations remain fully
remote, while nearly 40% of that number have set a
date for their return.
v Nearly 30% of employed Americans prefer
remote in some capacity, will seek another remote/

hybrid job elsewhere if no option with current
employer (up 11% since April 2021).
v 29% of employed Americans say their organization
is requiring or planning to require employee vaccination.
v 63% of employed Americans support their
employer requiring all employees condition of
employment.
v 60% of organizations are planning to encourage
employees to get to get a vaccine booster when it
comes to market.
v Currently vaccinated workers overwhelmingly
plan to get the booster shot; unvaccinated workers are
unlikely to get either the vaccine or the booster. 
Source: Statistics courtesy SHRM and EAPA, as of third week in
June 2021.

Workplace Survey

Many Employers will Fire Workers
who Won’t Return On-site

A

s the U.S. continues its return to normalcy
after more than a year of pandemic-related
shutdowns and restrictions, the question of
what the post-COVID workplace will look like
remains a hot topic.
A new survey from Digital.com reveals that
employers and employees may not totally be in alignment when it comes to where and how business
should operate going forward.
Of the 1,500 small business owners surveyed, 50%
say prior to the pandemic, their employees worked onsite all or most of the time. Eighteen percent had a
hybrid in-person/remote schedule. For the purposes of
the study, the 32% of businesses that had a primarily
remote workforce before the pandemic were eliminated from the rest of the survey.
Thirty-nine percent of the business owners Digital
surveyed expect all employees to return to work onsite, full-time in the future. Twenty percent are letting
employees choose whether they work on-site,
remotely, or a combination of both, while 17% are
6 EA Report

making hybrid work schedules permanent. Only 10%
of employers are planning to switch to an all-remote
workforce permanently.
Most consequential to employees is the declaration
by 39% of all employers that they are willing to fire
workers who refuse to return to their workplace fulltime after the pandemic.
According to Digital’s small business expert,
Dennis Consorte, this resistance to at-home work will
only negatively impact employers going forward.
“COVID-19 lockdowns didn’t create the move
towards a remote workforce—it just accelerated the
inevitable,” he explains. “Companies that focus on
physical location and hours worked will be behind the
curve. They should focus instead on the value produced by their extended teams. Otherwise, their most
valued employees may seek out remote opportunities
elsewhere.” 
Read more here https://digital.com/39-percent-of-employers-willfire-workers-refusing-to-come-in-to-work
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Newest WOS Report: EAP Works!

W

hen your clients want to see evidence of
EAP effectiveness, do you know what to
tell them? Or show them? If you’re not
using the Workplace Outcome Suite (WOS), you
should be! The following are highlights from the
forthcoming Workplace Outcome Suite (WOS) 2021
Annual Report by LifeWorks and endorsed by EAPA.
What is the WOS?
Created in 2010, the WOS examines four key
aspects of workplace functioning and overall life satisfaction. Originally 25 items, the brief version has one
item per each outcome. It is a measure of change that
requires collecting self-report data at before and after
the use of counseling services.
The WOS is the only publicly available, free instrument that has been psychometrically validated and
tested for use in employee assistance program (EAP)
settings. See the LifeWorks website: https://wellbeing.
lifeworks.com/resources/wos/.
WOS is Most Used Measure in EAP Industry
Earlier this year, Mark Attridge, president,
Attridge Consulting; and Barb Veder and Ivan
Steenstra, both with LifeWorks, surveyed the EAP
industry about trends in utilization and outcomes
during the COVID-19 period. Only roughly onethird of the EAPs surveyed were actively measuring
work outcomes.
These 62 EAPs were then asked about their experience with the WOS and with four other validated
measures that are widely used in peer-reviewed
research on employee health and work outcomes over
the past 25 years (i.e., Health and Productivity
Questionnaire, Stanford Presenteeism Scale, Utrecht
Work Engagement Scale; Work Limitations
Questionnaire).
Our results found that almost 3 in 4 of these EAPs
were familiar with the WOS. This was dramatically
higher than the familiarity rate of 1 in 4 of these same
EAPs who had experience with any of the other measures (ranging 16% to 31%). More importantly, 36%
of them were using the WOS now compared to just
1% who used one of the alternative measures. These

findings document how the WOS is the most widely
known and used tool among available research-based
measures for those EAPs who collect their own data
on work-related outcomes.
Outcomes Improve After EAP Counseling
Based on an aggregated sample of almost 30,000
employees across 29 countries who completed the
brief version of the WOS, tests found statistically
significant improvement from pre to post use for
all outcomes:
• Work Absenteeism (hours missed from work
during the past month due to their personal concern) was reduced from an average of 6.4 hours
missed per employee before counseling to only
2.7 hours missed at follow-up.
• Work Presenteeism (not being able to concentrate on work because of personal problems) was
reduced by 28%.
• Workplace Distress (dreading going into work)
was reduced by 15%.
• Work Engagement (being eager to get to work
the start the day) improved by 7%.
• Life Satisfaction (feeling that life overall was
going very well) improved by 22%.
The simple conclusion is that brief counseling
from EAPs can improve multiple aspects of
work functioning. 
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this newsletter may be reproduced in any form or by any means without written permission from the publisher, except for the inclusion of brief quotations in a review which must credit
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Executing a Reopening
By Chuck Bean

A

s the pandemic wore on and companies
repeatedly extended work from home timelines, the prospect of working in an office
again seemed uncertain. Now, more companies are
announcing plans to transition back to the workplace by fall. Employees who have found working
from home stressful, distracting and dull are rejoicing – while those who viewed being able to work
from home as a benefit are dreading the end of
their freedom.
As companies finalize reopening plans, it is important to realize the solution may not be as simple as
giving employees the option to come back to the
workplace. Rather than leaving it up to the employee
or taking a blanket approach with a reopening policy,
companies should develop a multi-tiered plan to maximize potential success. Companies should develop
plans that support:
• Culture and socialization for employees continuing
to work remotely;

Boosting EAP Awareness

Summary
It’s critical to note that a one-size-fits-all plan for a
successful return to the workplace does not exist.
Reopening will require detailed planning and ongoing
adjustments to be successful. The difference between
companies that successfully reopen and those that
struggle will stem from how well the organization
understands its employees’ emotions and uses them as
a foundation for its reopening plan. 
Chuck Bean is a Partner and the CMO of The Martec Group,
based in Detroit, Michigan.

cont’d from Page 3

In other words, EAPs know MUCH more than they
think they know!
How does this work? First, make an appointment to
meet with a local editor or producer and let them
know what you have in mind. Explain that you are
available for an interview, comment, or quote when
your area of expertise is in the news. A 30-minute
meeting with them might well suffice and think of the
visibility! Why can’t it be YOU whose comment
appears in print, on TV or over a podcast? But the
squeaky wheel gets the grease!
Or maybe you like to write. What about penning
a regular column about important mental health
and related topics in a local newspaper? If social
media is more your thing, what about writing a
weekly blog?
The point is, regardless of whether it’s a TV or
radio interview, column, blog, or even just a simple
comment or quote for local media, the free exposure
8 EA Report

• Parents who want to be back in the office but do
not have in-person school or childcare options
available;
• Strategies for managers who want to return to the
office but who will have to manage teams that are
split between in-office and remote workers; and
• The company’s future plans for ongoing remote
work and what policies it will have if productivity drops – will an employee who is working
remotely be required to return to the office?

will raise awareness of both the EA profession and
your individual EAP. It’s a win-win!
Summary
It’s one thing to be modest, but EA professionals
need to “get out there” and tout the great, wideranging work-life services that they offer! It’s
entirely possible to be informational about your
EAP and its services without coming across as
being overly promotional.
Thomas McNulty, writer, film producer and president of Success Stories, Inc., reiterates the importance
of exposure. “You must be visible and constantly raise
the profile of EAPs in the workplace.”
Consider what getting outside your comfort
zone and being more assertive would do to not
only raise awareness of your specific program, but
also your chosen profession. You do great work.
Why hide it? 
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