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Introduction: Unlocking The Full Potential of EAPs

Employee Assistance Programs (EAPs) have the potential to transform workplace wellbeing, yet
many organisations struggle with low utilisation rates. Despite offering confidential support for
mental health, financial concerns, legal issues, and workplace stress, EAPs remain underutilised due
to lack of awareness, stigma, and accessibility barriers.

For large multinational corporations, this presents a major challenge. The cost of unaddressed
mental health concerns is staggering, leading to increased absenteeism, reduced productivity, and
higher turnover rates. However, when implemented effectively, EAPs can significantly improve
employee wellbeing, drive engagement, and strengthen organisational resilience.

This paper explores the key barriers preventing employees from accessing EAPs and provides a
data-driven, actionable roadmap to maximise their usage.

The Business Case for EAPs: Why Engagement Matters

Investing in EAPs is not just about employee wellbeing, it’s a strategic business
decision. Research shows that organisations with high EAP engagement
experience:

« 27% reduction in absenteeism
. 8-10% increase in workplace productivity
. Significantly lower turnover costs

Additionally, companies that prioritise mental health support
strengthen their employer brand, making them more attractive
to top talent. In an era where employee expectations around
wellbeing are higher than ever, businesses that fail to promote
EAP usage risk falling behind in both retention and
performance.

Key Barriers to EAP Utilisation

To drive engagement, organisations must first understand the challenges preventing employees from
accessing EAP services:

Lack Of Awareness
Many employees simply don’t know EAPs exist or how to access them. Without clear and
continuous communication, these resources remain invisible.

Stigma and Trust Issues

Fear of confidentiality breaches and concerns about career repercussions discourage employees
from seeking support, even when they need it most.

Difficult Access Points

Long wait times, complex sign-up processes, and language barriers create obstacles that prevent
employees from engaging with EAP services.

Weak Leadership Advocacy

Without strong managerial support, EAPs remain an underutilised benefit. Employees are more
likely to engage when leaders actively promote these resources.
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Prevention is better than crisis management

Roman and Blum (1988) identified key elements of an effective EAP, including:

Referring employees to external
professionals when needed

Providing support to managers dealing with
workplace challenges

Playing a role in organisational mental
health strategies

Offering confidential and timely support

Using constructive intervention methods Evaluating the effectiveness of the EAP

Monitoring and follow-up services

For an EAP to be truly effective, it must proactively support employees before issues escalate into
serious mental health concerns. This requires data collection, self-assessment, and continual
improvement. Premium EAPs typically track employee interactions, allowing organisations to
identify emerging workplace issues and address them before they become crises.

In contrast, embedded or free EAPs often lack the resources to engage proactively with
organisations or provide in-depth analytics. Without this, businesses miss the opportunity to
implement preventative measures, resulting in higher absenteeism, reduced productivity, and
increased long-term costs.

Strategies to Maximise EAP Engagement

1.Strategic Communications: Keeping EAPs
Top-of-Mind

A successful EAP strategy starts with
multi-channel communication. Employees should
be reminded of available support through:

* Emails, internal portals, and HR newsletters
» Slack or Teams integrations for easy access
» Posters in high-traffic office areas

« Company events and wellbeing initiatives

Best Practice: Many of our clients have embedded EAP
awareness into their onboarding process, ensuring every
new hire receives information on how to access support
from day one.
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2. Reducing Stigma: Creating a Culture of Openness
Normalising Mental Health Conversations is key to increasing EAP adoption. Strategies include:

» Executive Endorsements: When senior leaders openly discuss mental health, employees feel safer
seeking help.

* Anonymised Testimonials: Sharing real success stories reassures employees that EAP services are
confidential and effective.

« Peer Support Networks: Programmes like our landmark “Mental Health Champions” empower trained
employees to advocate for EAP usage within teams.

Case Study: After launching a peer-led mental health initiative and adopting our Mental Health
Champions programme, Mars saw a significant increase in EAP engagement within
the first year.

3. Enhancing Accessibility: Removing Barriers to Support

Making EAPs easy to access is critical. Companies should:

. Provide one-tap access via mobile apps, QR codes, and intranet links.

. Offer 24/7 multilingual support to accommodate diverse workforces.

. Expand service options to include virtual consultations, in-person sessions, and Al-powered chatbots
for immediate assistance.

Example: A global tech firm increased EAP utilisation by 40% after integrating a seamless “click-to
connect” feature within its employee portal.

4. Embedding EAPs into Corporate Culture

EAPs should be woven into the fabric of your organisational culture, not treated as an afterthought.
Strategies include:

. Manager Training: Equipping leaders with the skills to recognise when employees need support and
guide them to the right resources. Our wordclass People’s Leader Programme has been deployed
globally by companies like Philips to great benefit.

. Wellbeing KPIs: Linking EAP engagement to HR and leadership performance metrics reinforces its
importance.

. Incentivisation Programmes: Offering small rewards, such as wellness perks or gift cards, for EAP
participation encourages engagement.

Example: A financial services firm implemented monthly wellness challenges, rewarding employees
for attending mental health webinars and using EAP services, leading to a 25% rise in engagement.
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Measuring Success: Tracking EAP Engagement

Measuring the success of EAP initiatives is essential for
continuous improvement and long-term impact.
Organisations should regularly monitor:

. Monthly and quarterly EAP utilisation rates
to assess employee engagement with support
services.

. Employee feedback through anonymous surveys to
gain insights into programme effectiveness and
areas for improvement.

S

. Absenteeism, turnover, and stress-related sick leave
trends impact employee health and productivity.

- Partnering with EAP providers for detailed analytics
helps refine support services, ensuring they remain
accessible, relevant, and impactful.

Conclusion: Turning EAPs into a Workplace Superpower

EAPs have the potential to be a game-changer for employee wellbeing, but only if companies
actively work to break down barriers and drive engagement. Their impact depends on awareness,
accessibility, and strong leadership advocacy. To maximise effectiveness, organisations should:

. Evaluate current EAP utilisation rates understand engagement levels and identify areas for
improvement.

. Implement at least one new strategy from this paper to enhance accessibility and encourage
employee participation.

. Track progress and refine the approach to ensure long-term success and continuous
improvement.

Additional Considerations:

. Invest in a high-quality EAP for comprehensive, tailored support and detailed analytics rather
than relying on basic or free services.

. Adopt a proactive, prevention-focused approach to address emerging issues before they
escalate.

. Embed EAPS into your workplace culture to normalise mental health support and increase usage,
and ensure long-term engagement and impact.

By taking these steps, organisations can transform EAPs from an underutilised benefit into a
powerful tool that supports employee wellbeing, enhances productivity, and strengthens
organisational resilience.
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What Are The Next Steps?

Next Steps for Organisations:

Evaluate your current EAP utilisation rates.
Implement at least one new strategy from this paper.

Track progress and refine your approach for long-term success.

Book Your Free EAP Consultation.

To help you maximise your return on investment and ensure your EAP is delivering real impact,
we’re offering a free consultation to assess your current strategy and identify key areas for
improvement.

. Discover where your EAP is underperforming
. Get tailored recommendations to boost engagement
. Learn how to create a workplace culture that embraces mental health support

Take the first step towards unlocking the full potential of your EAP.
Book your free consultation today!
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About Us

The Stress Management Society, an independent, non-political, and impartial Non-Governmental
Organisation.

Our reach is global, working with organisations across continents to create a culture of wellbeing. We
are trusted partners and advisors to some of the biggest organisations on the planet.

We have more than two decades of experience and expertise (backed by data and research), and a
very well established pedigree of making a positive difference to the organisations we work with.

International People reached
Wellbeing Insights during Stress
was founded Awareness Month

2023

107 1000s
Have delivered . Happy clients

services in 107 worldwide
countries around the
world

Our sister company, International Wellbeing Insights been dedicated to leading effective universal
change with our passionate approach to recognising and reducing stress, improving mental health
and promoting wellbeing.

Our vision is to create a happier, healthier and more resilient world.

Our mission is to maximise physical, mental, emotional and social health as well as improving
relationships, performance, productivity, creativity, morale, recruitment & retention by creating a
resilient workforce and equipping them to cope with change and adversity.
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What Our Clients Say:

66

We have seen a team that is eager and keen to help us every step of the way, not frightened to
challenge, add/suggest alternative methods/options. A team that has invested time in getting to
know our business, our Lead Associates, and the MHC'’s to really be able to support on the agreed

deliverables. We truly value the partnership, the knowledge, the skills, and the professionalism that is
forefront of every interaction with the team. They are proactive & quick to turn things around and
the ideas just keep flowing as well as excellent production of support resource materials. | look
forward to running more of these sessions.

Neil and the Team are highly regarded and have been brilliant business partners to help raise the
awareness and break cultural barriers within our business. They understand our Mental Health
commitment and are keen to help us deliver against our business strategy of raising awareness and
normalising the conversation on Mental Health.

MARS

%9

| cannot say enough about the Mental Health Champion programme. Participating in it has
equipped me with skills | didn’t know | didn't have! The training provided me with actionable things
to do when colleagues are struggling and realising that no one is alone on their journey. | now use
these strategies daily when interacting with friends, family, co-workers, and even people | don't

know well. , ,
PHILIPS
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Contact Us

Work With Us

G Phone: 0203 142 8650

) Email: info@stress.org.uk

Visit: www.stress.org.uk
or

www.wellbeing.work
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