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Project Overview 

As a part of the Leadership Hendricks County class of 2015, this capstone project focused on 

the existence of Employee Assistance Programs (EAP) offered by employers in the public and 

private sector.  This capstone team included class members Jason Andrews, Ashley English, Alex 

Hershey, Vicki Murphy, Brian Nugent, Shawn Shelley, and Michael Wolfe 

During the course of this project, members of this team gathered data from a variety of 

employers in Hendricks County via an electronic survey.  The data gathered in this survey was 

used to articulate the strengths and weaknesses of existing programs in Hendricks County and 

to provide insight on how to launch a new program or to improve an existing program.   

As Hendricks County continues to grow and develop, corporations and small business owners 

are always seeking a qualified workforce to execute the vision of the company.  Based upon the 

skills necessary to provide the labor, employers invest millions of dollars into educating their 

workforce in the effort to maximize productivity and eliminate deficiencies that can adversely 

impact the profit margin of the company.  While communities tend to celebrate the moment 

that an employer chooses to locate their business in Hendricks County, this project attempts to 

analyze what services are offered to existing employees to ensure their well-being and to 

sustain a heightened level of productivity. 

We must first realize that an effective EAP must be focused on the needs of the employee 

him/herself.  While some people may not refer to a policy providing paid sick leave or health 

insurance as a product of an EAP, the benefit to the employer is remarkable.  In a competitive 

job market, employers are seeking ways to attract the best workforce they can.  While this is 

often times achieved by offering a higher wage to employees, the cost of health insurance for 

employees (and their spouse and children) is certainly an arduous expense on business owners.  

What is compelling about the fact that health insurance is offered to employees and their 

families is that employers are often times taking on more expenses to help provide health 

coverage to spouses and children of their employee.  While this practice has become quite 

normal for most employers, it seems to address issues exclusive to medical diagnosis and 

treatment.  But how can an employer exceed this investment into their workforce?  We believe 

the answer is to establish an effective EAP.  

Based upon the results of our survey, we discovered that only 64.52% of employers surveyed 

have some form of an EAP for their employees.  What is perhaps most profound is that the 

remaining 35.48% of employers are not offering services to their employees or their families.  

Our team also discovered that 81.82% of our survey respondents reported that their EAP 

program has been available for over 2 years, suggesting that EAP programs are nothing new to 

most Hendricks County employers.  This capstone project intends to offer information on how 

to implement or enhance services offered to employees in Hendricks County.   

Accessibility 
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Perhaps the biggest challenge to meeting the needs of an employee is establishing a system 

that permits an open and transparent line of communication for employees to seek the 

assistance that they need.  It is human nature to internalize personal matters that cause stress 

in our lives.  While stress can come in many different forms, the likelihood that an employee 

will seek help from his/her workplace regarding personal matters is highly improbable, if the 

employer is not proactive in offering these services.  Employees’ encountering difficulties in 

their personal and professional lives may find themselves dealing with a number of issues 

including: 

 Grief counseling and Depression  Critical incident stress management 
 Marriage/relationship Issues  Family/parenting problems 
 Substance abuse and addiction  Legal counseling and advice 
 Financial hardships and planning  Childcare/eldercare services 

 

For a moment, imagine that you are experiencing the stress or anxiety of any of the above-

mentioned problems and then ask yourself, “Would I be able to perform at my maximum 

potential amidst these circumstances?”  Secondly, ask yourself, “What steps would I take to 

address these stressors that are impacting my life?” 

There is little debate that employees value their privacy as it pertains to their personal lives.  

But what steps can an employer take to offer assistance to employees about their personal 

matters without infringing upon their privacy?  Based upon most models of effective EAP 

programs, our project team has discovered that the most effective way is to establish a 

program that permits employees to utilize the service under complete anonymity.  In 1996, the 

federal government established the Health Insurance Portability and Accountability Act often 

referred to as HIPAA in today’s society.  The intent of this legislation was to establish strict and 

stringent accountability for medical records to protect sensitive information from patients.  

Over the past 19 years, this legislation has been enhanced at the state and local level of 

administrative law to ensure that employers take all necessary steps to protect any medical 

records that would contain protected health information for their employees. 

What appears to be the most popular method to offer services to employees while respecting 

their individual privacy is to simply provide a substantial amount of contact information for the 

designated EAP company.  This is often times achieved by physically providing an 

overabundance of flyers, brochures, and business cards throughout the workplace that are 

typically provided by the EAP company at no expense to the employer.  In addition to 

facilitating these visual aids to reinforce the existence of the underlying program, employers 

should also provide training during initial employee orientation and provide updated 

information to supervisors on how to identify circumstances where their subordinate 

employees may benefit the most from a designated EAP program.  If an employer is able to 

facilitate an EAP for their employees, consideration should be given to empower employees to 

utilize the program without requiring employees to request the services of the EAP program.  In 
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order to establish confidence within the EAP itself, employers should make every effort to 

establish the fact that the program itself guarantees absolute confidentiality.  While the vast 

majority of respondents from our survey (75.01%) reported that the EAP program does not 

require an employee to request the help of a supervisor or co-worker, the remainder of 

respondents are required to ask their employer for the help.  The simple process of requiring an 

employee to request the services of the EAP could undoubtedly deter employees from utilizing 

the program.   

While there is an overabundance of information to support the fact that anonymity is a key 

component to persuading an employee to utilize an EAP service, consider making a comparison 

of the EAP services to that of an existing health insurance plan.  If a health insurance plan is 

designed for employees to seek treatment for their medical needs without requesting the 

assistance of a supervisor or human resources team member, why would an employer require 

employees to seek approval for treatment for their emotional needs?  

While health insurance plans and EAP programs have distinct differences, without an EAP, 

employees may find themselves unnecessarily utilizing their health insurance plans.  For 

example, consider the idea that an employee is suffering from stress and anxiety in multiple 

dimensions of his/her life.  In the absence of an EAP, he/she is far less likely to seek help to 

adequately treat the source of their stress and anxiety.  Over time, the employee may begin to 

see the medical side effects of stress and anxiety such as high blood pressure, sleep 

deprivation, and other psychosomatic conditions.  In turn, employees begin to use their health 

insurance to be treated for a number of medical diagnoses relevant to the precipitating cause 

of stress and anxiety.  EAP providers typically help employees identify the sources of their 

hardships and offer solutions to properly manage their stressors.  In the absence of such 

programs, employees have an increased chance of turning to substance abuse and/or addiction 

as an inadequate mechanism to deal with their hardships.  

Our research indicates that most EAP providers will provide employers what is often referred to 

as a “usage report” that will help employers measure the amount of services being utilized by 

their employees.  Employers must be careful to educate their workforce that the usage reports 

lack specificity to the identity of employees and the nature of their hardships.  Based upon our 

survey, 50.00% of respondents who have an EAP available, reported that their employer is not 

notified at all, while 37.50% reported that usage reports are provided to articulate the number 

of employees utilizing the services.  With a total of 87.50% of our survey reporting this to be the 

condition of anonymity, this certainly supports the notion that privacy is a key component to a 

successful EAP.     

While many health insurances plans offer counseling services to the members of their group 

there are two major drawbacks to addressing these stressors through the same health 

insurance provider offered to employees.  The first drawback is the expense to the employee.   
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Employer and Employee Expense 

Based upon our survey, we learned that only 62.50% of employers are funding their EAP 

services for their employees.  In comparison, this indicates that nearly 40% of employees are 

left to fund their own services, which is statistically highly unlikely to happen.    

While some health insurance companies offer “free EAP” services within the context of an 

existing health insurance program, employers should be weary of the value of the program as 

advertised by the health insurance company.  When insurance companies offer “free EAP” 

services, most companies simply refer members to a therapist within the existing health care 

provider network only for assessment and referral purposes, not for treatment.  Upon being 

referred for treatment, employees then begin to incur additional costs.     

Whether an employee has a co-pay for each counseling session or is forced to pay for 

counseling services that exceed the policy coverage, employees are far less likely to spend 

money to help them find ways to handle stress.  For example, it is irrational to believe that an 

employee that is experiencing stress as a result of his/her family finances, will schedule a 

counseling appointment or consult a financial planner if he/she is forced to pay a co-pay or 

fund the counseling out of their pocket.  While the long term benefit of doing so may be logical 

from an outside perspective, the employee him/herself is exposed to a situation that further 

exacerbates itself incurring additional debt or expense for him/herself and their family.   

If the expense of the service itself was not a limiting factor to the employee, the second 

drawback to having an EAP facilitated by the same health care provider is relevant to the fact 

that a claim is made against an existing health insurance plan. 

Rising healthcare costs have certainly been a talking point for politicians, private industry, and 

the public sector.  While some people have seen annual increases in their health insurance 

anywhere from 5% to 30%, employers are continuing to develop and deploy wellness programs 

in the effort to minimize claim histories for their employees which in-turn will minimize annual 

increases to employee premiums.  One critical discovery made by our project team was that an 

EAP should be a program detached from the health insurance provider.  As health insurance 

plans are renewed annually, insurance companies determine their annual premium increases 

based on the revenue paid in premiums as well as the claim history and payouts made by the 

insurance company for diagnosis and treatment to medical providers.  By having a detached 

EAP program providing counseling services to employees outside of the healthcare provider, 

the underwriter does not have legal access to the claim histories that could contribute to an 

increase in annual health care premiums for the employer and their employees.  While the 

company providing the EAP services would certainly have access to their own claim 

information, it is worth noting that any premium increase percentages would be calculated on a 

far less principal than that of the health care provider premiums. 
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According to the U.S. Labor Department, for every dollar invested in an EAP program, 

employers generally saved between $10 and $26 per employee.  Comparatively, the average 

expense per employee per year is between $12 and $40.  In light of even the most conservative 

projections, a company that invests $12 per employee would find a minimum savings of $120 

per employee.  At this rate, consider the following chart that demonstrates the investment 

made by the employer and the net savings for the company.   

Number of Employees Yearly Expense of EAP  Yearly Savings Yearly Net Savings 

25 $300.00 $3,000.00 $2,700.00 

50 $600.00 $6,000.00 $5,400.00 

100 $1,200.00 $12,000.00 $10,800.00 

200 $2,400.00 $24,000.00 $21,600.00 

500 $6,000.00 $60,000.00 $54,000.00 

 

As demonstrated by the chart, it is clearly a cost effective approach for employers to invest in 

the wellbeing of their workforce.  Employers should strongly consider funding the entire EAP 

program at no expense to the employees.  By instituting an EAP program free of charge to 

employees, employers can certainly advertise the program as an extension of their benefit 

package to their prospective workforce.  As an employer, many are left to ask the question, 

“How do we know it is being used?” and “Is it effective for my workforce?”  As discussed earlier 

with the usage reports generated by the EAP provider, employers are able to gauge if their EAP 

is being utilized and can re-evaluate the need to enhance their programs for better results for 

their workforce.     

Most EAP companies will offer options for payment for their services.  While some companies 

establish an agreement with an EAP provider with a “pay as you go” approach to billing, 

employers should consider negotiating a flat rate for services with a maximum number of 

sessions per member.  One drawback for a “pay as you go” approach is that there will inevitably 

be billing paperwork that poses an increase risk to the sanctity of anonymity for the workforce, 

while one drawback for the “flat rate” approach is that employers may find themselves limiting 

the amount of needed services for their employees to adequately address their needs. 

Scope of Treatment 

Like in any program, employers and employees must both be aware of the limitations of an 

effective EAP.  Without a clear understanding of what to expect of an EAP, employees may 

become disenfranchised with the program and perceive programs to be ineffective and futile.  

Employees who perceive an EAP as ineffective will essentially contribute to the establishment 

that the program is institutionally unsuccessful.  This perspective could be extremely toxic to an 

organization making an effort to help their employees. 

What is most important about what to expect from an EAP, is that most EAP services are 

facilitated in an “outpatient” capacity to its employees.  For example, if an employee is battling 
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substance abuse or addiction, he/she should not expect to be provided arrangements with an 

intense inpatient facility to help them detox from their addiction and seek psychiatric 

treatment.  Likewise, an employee suffering from grief loss as the result of the death of a loved 

one should not expect to be treated for long term depression and receive free medications as a 

result of the program.   

Most EAP providers have signed contracts with employers to help facilitate their services.  Like 

in any contract, there are limitations to the amount of services to be provided to employees 

and the extent to which the services are provided.  During the process of establishing the 

contractual agreement with the EAP provider, the employer can negotiate the terms of the 

services by identifying the number of counseling sessions or appointments available to their 

employees for each incident/episode that he/she may be facing.  As an example, an employer 

may establish a 6-session, 8-session, or even 10-session model of services for their workforce.  

This would mean that if an employee is suffering from grief loss, he/she would be entitled to 

either 6, 8, or 10 sessions with a counselor/therapist to help find ways to manage their stress 

productively.  In the event that an employee finds that they are in need of services beyond the 

designated number of sessions, the EAP contract should include obligations that the EAP 

provider help coordinate further services with health providers that are within the approved 

network of the employee’s health care provider.   

Another consideration with developing an EAP is the utilization of members of clergy to help 

facilitate a spiritual dimension to employee wellbeing.  Although less than 5% of survey 

respondents indicated that members of the clergy were their primary resource for EAP services, 

it is worth noting that several public safety organizations have established chaplain programs to 

offer the spiritual dimension of support for their employees as well as the general public.  It is 

worth noting the members of the clergy are traditionally eager to provide a supportive role in 

their communities during difficult times and could certainly be an asset to any organization 

when used properly.      

Availability of Services  

Among the number of entities surveyed during the course of this project were public school 

systems, public safety agencies, and private business owners.  Unfortunately, incidents that 

cause stress to employees do not always take place on Monday through Friday between 8:00 

a.m. and 5:00 p.m.  Even if this were to be the case, the stress caused by these incidents 

continues to adversely impact employees after the work day is over.  Another key component 

to a successful EAP program is to establish a contract with a provider that is available 24hrs a 

day with a large network of associates that could facilitate treatment outside of the locale of 

the employer when necessary.  

For example, consider the necessity of having services available to government employees 

including public safety.  As critical incidents happen within a community, employers should 

consider what services could be offered to a fire fighter who was involved in an emotionally 
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taxing situation or for a law enforcement officer engaged in a police action shooting.  Within 

the public school system, employers should consider what services are provided to teachers, 

administrators, and perhaps the student body when there is an unexpected student/teacher 

death or workplace tragedy that takes places on school property.  There is no doubt that these 

examples would create an adverse work environment for these employees that poses an 

impairment to their emotional wellbeing and their productivity as an employee.   

As it would apply to the private sector of employment, employers should take into account the 

fact that employee performance and productivity are critical to meeting deadlines for delivering 

their goods or services to their customers.  For example, consider the amount of stress to 

financial consultants and investors who have a high expectation of performance for managing 

assets and investments on a large scale.  While the financial industry certainly has a high 

risk/high reward system in place, it would be naïve and irresponsible for employers to assume 

that their employees do not retain stress that could adversely impact the ability to perform at a 

high level.   

An effective EAP is one that would also include the availability of services to be provided 

immediately to an employee or employer.  Most EAP providers will provide a 1-800 number for 

employees and employers to call to activate their services.  While these calls are often handled 

by an off-site call center, notifications to an on-call staff member with the EAP provider can 

expedite an immediate response to meet an immediate need.   

One substantial consideration regarding the availability of services is whether or not the EAP 

program should be made available to the employee’s immediate family members.  Based upon 

our survey, we discovered that 73.08% of respondents reported that their existing EAP services 

are available for full-time and part-time employees within their organization, we were surprised 

to learn that 7.69% of respondents reported that EAP services were only available to employees 

covered by life or health insurance.  Our team would challenge employers to consider offering 

EAP services to all immediate family members of their employees as this provision of an EAP 

contract is extremely affordable.    

Providers in Central Indiana 

While the vast majority of health insurance programs offer an EAP under the umbrella of their 

existing health care policies, we have identified five companies in central Indiana that facilitate 

EAP opportunities for business owners.   

1. “LifeServices EAP” is a service provider that facilitates services to a number of public 

safety entities and government entities in central Indiana.  LifeServices EAP has been 

operating for over 15 years and has grown a national network that includes over 30,000 

licensed counselors and 17 offices across the nation.  More information about 

LifeServices EAP is available online at http://www.lifeserviceseap.com/ or by calling 317-

634-5362. 

 

http://www.lifeserviceseap.com/
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2. “Franciscan St. Francis Health” is a service provider that facilitates services to a variety 

of employers and public agencies.  Franciscan St. Francis Health currently facilitates EAP 

services for approximately 30 companies employing 10,000 workers.  More information 

about Franciscan St. Francis Health is available online at 

http://www.franciscanalliance.org/hospitals/indianapolis/services/behavioral-

health/eap/pages/eap-for-businesses.aspx or by calling 1-317-528-6495. 

 

3. “Saint Vincent Indianapolis” is a service provider that facilitates services to a number of 

businesses and government entities.  More information about Saint Vincent Indianapolis 

EAP services is available at https://www.stvincent.org/St-Vincent-

Indianapolis/Healthcare-Services/Mental-and-Behavioral-Health/Stress-Center-

Programs.aspx or by calling 1-317-338-4800. 

 

4. “Community Health Network” is also a service provider that accommodates a variety of 

private business and public entities for over 20 years.  Corporations ranging in size 

between 25 and 10,000 employees have utilized their services.  More information about 

Community Health Network EAP is available online at 

http://www.ecommunity.com/s/employee-assistance-program/about-eap/ or by calling 

1-800-543-4158. 

 

5. “Anthem EAP” is an EAP provider that facilitates a number of services for a variety of 

businesses. More information about Anthem EAP is available online at 

https://www.anthem.com/wps/portal/ahpeap?content_path=eap/noapplication/f1/s0/

t0/pw_ad065914.htm&rootLevel=0&label=Welcome or by emailing 

eapsalesapp@anthem.com 

 

Project Summary  

Employers who invest in their employees certainly benefit from developing their skills and 

providing proactive services to invest in their wellbeing.  This project provides the framework 

for any employer to explore EAP opportunities for their employees and subsequently increase 

their productivity.  In an ever-evolving workplace, employers and employees face adversity in 

their personal and professional lives that can hamper the overall success of any organization.  It 

is the ambition of this project that employers will find ways to improve their existing programs 

or for employers who do not offer employee assistance programs to see the value in investing 

in their employees to maximize the potential of their company for the betterment of Hendricks 

County. 
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