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We are a 
different kind 
of EAP. 

| Founded in 1975, we are the only 
National, community-based, not-for-
profit provider in Canada 

| Social Enterprise –100% of revenues 
support crucial programming across 
Canada 

| 100% owned and operated in SK 

| Accredited by CCA 

 

Experience, Reputation and Resources 
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Introduction 

Presenter
Presentation Notes
We are a different kind of EAP. FSEAP is made up of a network of family service agencies connected by our affiliation with Family Services CanadaOur humble start in the EAP industry began when organizations and companies began approaching the local FS counselling department to provide counselling services to their employees and family members. The trend continued and lead to the development of an integrated and expanded service model and the development of a network of family Service agencies providing national comprehensive EAP services.Today we are the largest non-profit, community-based provider of EAP services in CanadaEach FSEAP is designed as a social enterprise business division it’s mother family service agency.100% of profits  raised from EAP business go back to FS agencies – support crucial programs for children, youth adult and seniors in communities throughout Canada. We are accredited by the Council On Accreditation (COA), an association which promotes standards of excellence for EAP practitioners, and is committed to its leadership within the EAP community. We’ve held this accreditation since 2005. And we are the only EAP provider to win the Employee Assistance Society of North America’s Corporate Award of Excellence 4 years in a row.
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Presenter
Presentation Notes
Our suite of services, presented here, demonstrate the extensiveness of our offerings. They work together to support employee, organizational and workplace health and resiliency.The first 2 services in red are included within our proposed fees.Core EFAP Services include our Counselling and Work-Life services and our 1-800 Crisis and Intake Line. Telephone Advisory and Coaching Services for Managers, Supervisors and Union Representatives who are addressing challenging workplace situations and employee issues.The services in blue are our suite of optional additional services:Workplace Education & Training Services are designed to build employee knowledge and skills for increasing personal wellness, managing workplace challenges, and building capacity and resilience. Critical Incident Response & Trauma Support Services. Our goal is to ensure that traumatic incidents have the least impact possible on employees and the workplace. FSEAP has the largest network of specially trained Critical Incident Specialists in Canada, and we are the Canadian partner for Crisis Care Network, the largest CIR provider in the US. On-Site Clinical Support.  Clinical Counsellor on-site in the workplace to support employees and teams who are managing change, coping with trauma or loss, or when conflict resolution or other direct services are needed. Integrated Wellness Platform. This series of modular workshops, workplace assessments and engagement processes are designed to increase employee engagement and performance through enhanced mental fitness and resiliency practices. This program takes a positive strength based approach to addressing the implications of the National Psychological Health & Safety Standards and Bill 14. Leadership Support & Executive Coaching Services to enhance the skills and approach taken by Leaders as they work to achieve professional and organizational goals.



Workplace 
Safety 



Provincial 
Standards 

 Occupational Health 
and Safety Standards
  

 Psychological Health 
and Safety Standards 

Presenter
Presentation Notes
Most of the literature on safety in the workplace to OH&S.Since 2012 there has been a significant shift towards considering mental wellness in the workplace.  The Psycholgoical Health and Safety Standards were introduced by the Mental Health Commission of Canada.  Legislation is coming across Canada to protect workers in a new way.With regard to Mental Health and safety, most of the literature relates to employee psychological safety.  How do employers ensure that work is a place that promotes wellness and mental and emotional health?While psychological health and wellness in the workplace is critical, and it is increasingly identified that employers have a responsibility to ensure work is a psychologically safe place for employees, most of the literature seems to presently ignore the aspect of fittness for duty from a psychological or emotional wellness view point.  Today we will talk about fitness for duty from the Mental Health perspective, as well as how workplaces can promote psychological health and safety to improve employee wellbeing or to prevent incidences or occurrences of Mental Health impact on work quality and work safety.



Safety Issues 
for 
Construction 
Workers 
 

 
 Pain or injury from physical overexertion, repetitive manual tasks, or 

working in awkward positions 
 Exposure to toxic substances and respiratory hazards 
 Working in extreme temperatures and UV radiation 
 Working with hand tools, powered tools and heavy powered 

equipment 
 Noise 
 Working at heights 
 Electrical hazards 
 Slips, trips and falls 
 Explosion and fire hazards  
 Stress 
 Shift work or extended work days 
 Working alone 

 

Source: Canadian Centre for Occupational Health and Safety 
 

Mental Health is not traditionally a strongly 
considered factor as it relates to job safety 

Presenter
Presentation Notes
Under traditional OH&S the bottom three bullets relate to psychological Health and Safety



Workers 
Compensation 
Act 

Saskatchewan now presuming 
psychological injuries work-related 
 

 A recent change to Saskatchewan’s Workers’ 
Compensation Act has been introduced that will 
expand workers’ compensation coverage to workers 
suffering psychological injuries. 

 First province to enact legislation that covers other 
forms of psychological injury, not just PTSD 

 

 Canadian Occupational Safety 2017 



Mental Health 
Prevalence 



Prevalence 
and Impact 

 Mental health problems affect more people in Canada than 
some of the major physical disorders. 

 1 in 5 people will experience a mental health problem with a 
cost of over $50 billion to our economy. 

 60% won’t seek help for fear of being labeled. 

 500,000 Canadians, in any given week, are unable to work 
due to mental health concerns. 

 1 in 3 workplace disability claims are related to mental 
health problems or illnesses. 

 Workplace mental health promotion still in early stages of 
development—i.e. stress reduction and coping skills 

Mental Health Commission of Canada 
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Definition of 
Mental Health 

Mental health is a state of well-being in which the 
individual realizes his or her own potential, can cope with 
the normal stresses of life, can work productively and 
fruitfully and is able to make a contribution to her or his 
own community. 

 
Mental Health Commission of Canada (2012) 

 



Definition of 
Stress 

 "Workplace stress” is the harmful physical and 
emotional responses that can happen when there is a 
conflict between job demands on the employee and 
the amount of control an employee has over meeting 
these demands. In general, the combination of high 
demands in a job and a low amount of control over the 
situation can lead to stress.”  

 

      CCOHS 2012 
 



12 Determinants 
of Health* 

1. Income & Social 
status 

2. Employment 

3. Education 

4. Social environments 

5. Physical 
environments 

6. Healthy child 
development 

7. Personal health 
practices & coping 
skills 

8. Health services 

9. Social support 

10. Biology & genetics 

11. Gender 

12.  Culture 

* Health Canada 

A person's mental health is shaped by various social, economic, 
and physical environments (World Health Organization). 

Presenter
Presentation Notes
-link these factors to the headlines of today i.e. layoffs, financial meltdown, debt, etc-work impacts 75% of these factors-impact of fear and despair



Top 5 Most 
Frequent 
Disabling 
Conditions  
(percentage of 
respondents) 

source: Conference Board of Canada June 2012 report 

Presenter
Presentation Notes
-mental health claims do lead the list and have been growing over the past decade-these, as mentioned before, can be impacted through workplace initiatives-note that LTD costs are significant to organizations and MH cases need to be treated actively similarly to Physical health conditions



Organizational 
Health Risk 
Concerns 
(National Results) 

56% 
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35% 
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29% 

29% 
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Source: Sun Life Wellness Institute: Buffett National Wellness Survey 2011 

 



Effects of an 
Unhealthy 
Workplace  

An unhealthy work environment poses many 
risks to employees health. These include: 

a fivefold increase in the risk of certain cancers; 

a threefold increase in the risk of heart problems; 
a two- to threefold increase in the risk of on-the-job 
injuries 
a two- to threefold increase in the risk of conflicts; 
a two- to threefold increase in the risk of mental 
health issues; and 
a twofold increase in the risk of substance abuse.  
 
    source: Conference Board of Canada June 2012 report 

 



Mental Health 
and the 
Construction 
Industry 

 Stats Canada reports 33% higher incidents of mental health 

 High than regular stress related issues 
 Burnout 
 Stress 
 Long hours 
 Irregular schedules 
 Work/Family or Work/Life balance 
 Job security 

 Higher than average substance abuse issues 
 
 

Alberta Health Services, 2010 



Identifying 
and 
Supporting 
Employees 



Stress and Mental 
Health Concerns in 
the Workplace 

What kinds of stressors in one’s personal life affect 
performance or relationships at work? 

 

What symptoms of stress or  mental health concerns 
might appear in the workplace? 

 

 

Presenter
Presentation Notes
Have them list workplace stressorsWhat kinds of stressors in one’s personal life affect performance or relationships at work?Stressful events and situations can contribute to or intensify symptoms related to mental health concerns. These include such things as:Stressful work relationships Financial problemsFamily related concerns (spouse or parental) Physical health issues Events like divorce, abuse or a death in the familySignificant or multiple changesPeople become overwhelmed when they have a feeling of helplessness and don’t know how to change or take control of the circumstance or situation.



How do I 
identify early 
signs of mental 
health 
problems? 
 

 

 

 decreased performance 

  tiredness 

 increased absence or sick leave  

 problems with colleagues 

 A normally punctual employee might start turning up late - or an 
employee may begin coming in much earlier and working later 

 Tearfulness 

 Headaches 

 loss of humour and changes in emotional mood 

 You might notice an increased use of alcohol, drugs or smoking. 
 

 

3/21/2017 

Usually there is a change in an employee’s typical 
behaviour. Look for things like: 
 



Identifying When Support is Needed 

What you see 

What you don’t see 

Troubled employee in the 
workplace 

•Over-Tired 
•Withdrawn/Isolated 
•Lack of Focus 
•Less Responsible 
•Emotional Outbursts/Mood Swings 

Life Issues:  
•Relationship Concerns 
•Stress 
•Financial/Legal Problems 
•Addictions 

Health Issues: 
•Sleep 
•Nutrition 
•Depression 
•Illness /Chronic Pain 

Work Issues: 
•Environmental 
•Interpersonal 
•Job-Related 

Knowing the source of the problem 
allows the manager/supervisor to 
determine a course of action 

Sources of the Problem 

Presenter
Presentation Notes
Overtired: Are they seeming tired, sluggish or disinterested in their work?Showing signs of isolation: Are they engaged with the work process? Are they interacting well with their co-workers?Showing a lack of focus: Do they seem to be struggling to complete or stay focused on work tasks? Forgetful? Less responsible: Are they frequently late? Making uncharacteristic mistakes? Less productive?Physical changes: Has the employee recently lost or gained a noticeable amount of weight? Complains of unexplained pain?Showing signs of emotional distress: Are they suddenly on the verge of tears?  Displays of anger or defensiveness?



How does poor 
mental health 
affect safety? 

 

 

 Decreased concentration/focus/attention 

 Increased distractibility 

 Less mindful/in the moment 

 Poor judgement as it relates to safety 
behaviour/protocols/practices 

 Medication compliance/management/side effects 

 Increased likelihood of abusing/misusing substances 

 

 

 

Presenter
Presentation Notes
Make tangible linkages- Safety is really about developing strong practices of being consious, aware and purposeful about what you are doingIf a person is distracted by their circumstances or not doing well they may not be focusing properly and pose a risk to themsleves at a height.  i.e forgetting to tie off.A person migh reach to far rather than repositioning the ladderFrustration tolerance might be impacted significantly so usual problem solving might be impacted.If a person is not doing well it may be important to have closer supervision.  Being more supportive and watchful.



Stigma may be 
a barrier to 
productivity 
and effective 
treatment 
 

 Stigma may be a barrier to productivity and effective treatment 

 Employers are perceived to be less accommodating of employees 
experiencing mental health-related issues compared to 
employees with physical health-related issues  

 83% of employees believe that they have a responsibility to self-
identify if they have a mental illness, but 31% felt that their direct 
supervisor would not be understanding or supportive if they did so 

 Stigma against mental illness in the workplace means  65% would 
not be likely to have an open discussion with their boss about their 
mental illness 



How 
Employers 
Can Help 



Common 
Stressors 
Impacting 
Mental Health 
at Work 

 Demands – This includes work patterns, workloads, and the work 
environment. 

 Control – Do individuals have any control over how they do their 
jobs?  

 Support – Are employees supported and encouraged by upper 
management, direct supervisors, or their peers? 

 Relationships – How are conflicts and unacceptable behaviours 
handled in the workplace? 

 Role – Do employees understand their roles? Are there conflicting 
roles? 

 Change – How change is communicated and managed can 
increase or decrease employees' stress 

 



13 Factors to 
Impact Mental 
Health 

1. Psychological support 

2. Organizational culture 

3. Clear leadership and expectations 

4. Civility and respect 

5. Psychological competencies and requirements 

6. Growth and development 

7. Recognition and reward 

8. Involvement and influence 

9. Workload management 

10. Engagement 

11. Balance 

12. Psychological protection 

13. Protection of physical safety  

 



Management 
approaches 
can impact 
mental health 
 

 4 in 5 managers/supervisors believe it is part of their job to 
intervene with an employee who is showing signs of depression  

 Only 1 in 3 managers/supervisors reported having training to 
intervene with employees who are showing signs of depression, 
but 55% of managers/supervisors reported having intervened  

 65% of managers/supervisors say they could do their job more 
effectively if they found ways to more easily manage distressed 
employees 

 Burnout is prevalent in advanced market economies, and recent 
economic downturns have created conditions that increase the 
likelihood of burnout within organizations 

 



Early 
identification 
and treatment 
can be 
important to 
productivity 
and recovery 
 

 Mental health management programs in the workplace can have a 
positive return on investment from the employer perspective 

 Employees with mental health conditions can be just as 
productive as other employees if they have access to the right 
supports  

 Improving mental health early in life will reduce inequalities, 
improve physical health, reduce health-risk behaviour and 
increase life expectancy, economic productivity, social functioning 
and quality of life  

 In a supportive work environment, depression does not necessarily 
have to lead to disability 

 



How you can 
help? 

What you need to know? 

 Resources your 
organization offers an 
employee who is in 
distress  

 Have a good EFAP 
Program in place 

 Accommodation 
policies and process 

 

 

Talking to the employee? 

 Think about how you can make an 
employee feel safe and comfortable 
in the meeting 

 Start with reflecting the employee’s 
strengths and contributions 

 In addressing performance issues, be 
honest, upfront, professional and 
caring 

 Remember – its not your job to 
probe or diagnose an illness 

 Ask open-ended questions 

 

Presenter
Presentation Notes
Be sensitive to the boundary between lending a hand and doing too much.Respect confidentiality and personal boundaries. Provide support only where needed – and wanted.Offer to accompany individuals in making an initial contact with sources of support or help. Minimize conversations about people or their circumstances unless it relates directly to helping them.Build people up in conversations with others. Don’t miss the opportunity to be positive.



What You Can 
Do 

 When possible, reduce situational stress. 

 Provide supportive guidance or mentorship. 

 Ensure timely access to needed counselling, support or 
treatment services. 

 Provide opportunities for small-step successes.  

 Explore areas of strength, interest and preference to 
encourage engagement in work-related tasks. 

 

 



Supporting 
wellness at 
work makes 
good business 
sense 
 

 The costs for providing reasonable mental health-related 
accommodations are often fairly low, with most costs well under 
$500 per person per year (Office of Disability Employment Policy, 
2013).  

 If individuals with a mental illness are able to receive treatment 
early, disability leave, which costs companies $18,000 on average 
per leave, may be avoided (Dewa, Chau, & Dermer, 2010). 

 

https://www.workplacestrategiesformentalhealth.com/mental-health-issues-facts-and-figures%23odep2013
https://www.workplacestrategiesformentalhealth.com/mental-health-issues-facts-and-figures%23odep2013
https://www.workplacestrategiesformentalhealth.com/mental-health-issues-facts-and-figures%23dewa2010


Mental Health 
Strategy 



Organizations 
Taking a Strategic 
Approach to 
Mental Wellness 

National Results 
 

 
   

       

yes………. 

 

 

 

 

 

 

                        
    ……..…no 

 

75% 

25% 

Source: Sun Life Wellness Institute: Buffett National Wellness Survey 2013 



Promoting 
Psychological 
Health 

 National Standard of 
Canada for Psychological 
Health and Safety in the 
Workplace (Implemented 
January 2013) 

 States that businesses and 
organizations have a 
corporate and social 
responsibility to ensure 
that the mental health of 
their employees is 
protected. 

 

Policy 

Planning 

Promotion 

Prevention 

Process 

Persistence 

P6 Framework 

Presenter
Presentation Notes
POLICY: Commitment by leadership to enhance psychological health and safety through workplace interventionsPLANNING: Determination of key psychological health indicators across the organization, identification of actions and specific objectives to be achievedPROMOTION: Actions taken to promote general psychological health and resiliency in the workforcePREVENTION: Actions to be taken to prevent the occurrence of significant psychological problems or mental disordersPROCESS: Evaluation of implementation and results of actions taken to enhance psychological health and safetyPERSISTENCE: Sustainment of effective actions in a process of continuous improvement



Prevention – 
Secondary 
Level 

• Provide tools to teach individuals how 
to manage psychological well-being Provide Self Care 

Tools 

• Build manager’s skills to respond 
appropriately 

Manager 
Training 

• Early intervention - pre psychological 
disorder 

• Assessment and referral 

Early Referral to 
EFAP  

Focus: Identify and address problems when still mild or in early stage 
 

Psychological Health and Safety – An Action Guide for Employers (January 2012) 

Presenter
Presentation Notes
PROVIDE SELF CARE TOOLS: Provide tools to teach individuals how to manage psychological well-being (i.e. websites, e-learning, workbooks)MANAGER TRAINING:Build manager’s skills to respond appropriately, such as: How to talk with distressed employeesSupporting workers with mental health issuesEARLY REFERRAL TO EFAP:Intervention at initial stages of distress or functional decline – pre psychological disorderAssessment and referral to mental health specialists or treatment programs, as needed.Link to outcomes



Prevention – 
Tertiary Level 

• Provide accommodation 
• Provide Information to support decisions to take health 

related leave 
•Maintain support after return to work 

Support Staying At Work 

• Add behavioural treatment to the roster of 
service covered by extended health plans 

• Ensure EFAP providers have adequate training, 
credentials, awareness of workplace issues 

Ensure Access to 
Specialized Treatment 

• Ensure effective communication 
• Increase access to psychological treatment 
• Ensure assessments cover a wide range of 

problems and solutions 

Provide Coordinated 
Disability Management

  

Focus: Reduce the distress and dysfunction associated with mental disorder 
 

Psychological Health and Safety – An Action Guide for Employers (January 2012) 

Presenter
Presentation Notes
Why staying at work is important---SUPPORT STAYING AT WORK: Provide accommodationProvide Information to support decisions to take health related leaveMaintain support after return to workENSURE ACCESS TO SPECIALIZED TREATMENT:Add behavioural treatment to the roster of service covered by extended health plansEnsure EFAP providers have adequate training, credentials, awareness of workplace issuesPROVIDER COORDINATED DISABILITY MANAGEMENT:Ensure communication between key playersIncrease access to psychological treatment through benefits redesignEnsure disability assessments cover a wide range of problems and solutions



Targets Metrics 

Recovered Time 

Lowered average duration of disability Disability payout/employee 

Lowered casual absence days per 
employee  

Casual absence days 
cost/employee  

Increased Psychological Safety  
Lowered average presenteeism score Lost productivity costs/ee 

Lowered workplace stress scores Lost productivity costs/ee 

Better Health Status 

Lowered depression and anxiety Pharma costs/ee 

Lowered incident of disability Lowered frequency of claims and 
related disability costs/ee 

Economic 
Return…guess 
what? 



Your Partner in 
Workplace 
Health. Workplace 

Solutions 
Employee and 
Family Support 

Keeping 
Employees 

Healthy 

+ = 

Presenter
Presentation Notes
While we are indeed a “Different Kind of EAP, we are also “Everything an EAP Should Be” – delivering a full complement of services that support Employee & Family Wellbeing and increase Workplace Wellness, resulting in a healthier more focused and productive workforce. 



Presenter 

Kirk Englot, MSW, RSW 

Director of Operations and Business Development 

FSEAP Regina (A Division of Family Service Regina) 

P. 306-757-6301 

E. kenglot@familyserviceregina.com  

 

mailto:kenglot@familyserviceregina.com


Resources 

 National Standard of Canada for Psychological Health and Safety 
(Mental Health Commission of Canada) 

http://www.mentalhealthcommission.ca/English/node/5346 

 Healthy Minds @ Work (Canadian Centre for Occupational Health and 
Safety) 

http://www.ccohs.ca/healthyminds 

 Managing Mental Health in the Workplace—How to talk to employees, 
deal with problems, as assess risks (Mental Health Works)  

http://www.mentalhealthcommission.ca/English/node/5346
http://www.ccohs.ca/healthyminds
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