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Context and methodology

' — 3

Employed Canadians

@ Dialogue

How: A /-minute online quantitative survey
conducted in French and English using Leger’'s panel
Who: 1,000 employed Canadians aged 18+

When: February 21 to March 4, 2025

)

Human Resource
Professionals

How: A 7-minute online quantitative survey conducted in
French and English using Leger’'s panel

Who: 200 HR professionals (decision-makers) aged 18+
When: February 21 to March 4, 2025
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Challenges, gaps,
and opportunities

Healthy, supported employees drive business success. They stay longer,
perform better, and bring greater engagement to their work. Most
employers are aware of this, and are increasingly focused on mental health,
financial wellness, and work-life balance. However, employees continue to
face barriers to accessing the support provided.

While employee assistance programs (EAPs) have significant potential to
improve well-being, they remain underutilized—but why is that?

Through research conducted among 1,000 employed Canadians and 200
HR professionals, Dialogue’s study reveals how businesses can maximize
the impact of EAPs: turning them from an underused benefit into a lifeline

for employees.
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Executive summary

Canadians are under increasing strain. Rising mental health concerns,
financial stress, and work-life balance challenges are not only impacting
employees' lives but also hurting workplace productivity and satisfaction. In
fact, 3in 10 employees report a decline in their mental health and worsening
financial situations, creating a critical need for support.

Despite this, many employees aren't using the resources available to them.
While 52% of employees say their company offers an employee assistance
program (EAP), only 16% fully understand what it includes. As a result, 65% of
employees have never used their EAP for mental health support, even as
stress and burnout continue to rise.

And while mental health support is one of the most recognized EAP services,
many employees don't realize their program also offers resources like
financial counselling, legal assistance, and wellness coaching.

@ Dialogue

But the issue goes beyond awareness. Even when employees know about their
EAP long wait times, inflexible access, and confusing navigation are significant
barriers to care.

Despite these obstacles, employers see the value in EAPs. Over /0% report that
EAPs contribute to higher engagement, reduced absenteeism, and improved
retention. On the other hand, 3/7% believe employees are not using EAPs
effectively, highlighting a critical gap between offering support and ensuring it
delivers results.

To maximize the impact of EAPs, organizations need to do more than just offer
them—they need to improve awareness, make access easier, and tailor services
to employee needs. When done right, EAPs aren't just a benefit. They're a game-
changer for both employees and businesses, boosting well-being and driving
long-term success.
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A WORKFORCE UNDER PRESSURE:

The impact of mental and financial struggles

@ Dialogue

The modern workplace is complex, and stressors
don't exist in isolation. Employees face
challenges with mental health, financial stability,
and work-life balance, making accessible, timely,
and effective employer support essential.

Over the past year, a significant percentage of employees have
reported worsening conditions in key areas of their well-being.

30%

say their mental
health has declined

26%

say sleep issues
have worsened

29%

say their financial
situation has worsened

43%

say physical exercise
has worsened

Work and well-being are
deeply interconnected.

Stressors at work can negatively impact personal
well-being—and vice versa. Financial stress may fuel
anxiety and burnout, while poor mental health can
make it harder to meet workplace demands.

The top work-related challenges for employees:

31% Stress or burnout from work demands

28% Stress from personal life

25% Financial concerns

25% High workload and pressure

22% Mental health

21% Sleep related issues

% who rank as top-3 challenge at work

Employees have difficulties
accessing support.

Without timely and effective care, these challenges
can compound, leading to lower engagement,
decreased productivity, and higher turnover.

A significant number of employees report difficulty
accessing the help they need for issues like:

53% FINANCIAL SITUATION
46% MENTAL HEALTH
429 SLEEP-RELATED ISSUES
41% WORK-LIFE BALANCE
38% WORK AND CAREER
34% PHYSICAL HEALTH

% facing difficulty accessing support
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A desire for better

well-being

@ Dialogue

Employees are actively looking for ways to improve their well-being. They're prioritizing their
health across multiple dimensions, with a strong focus on financial stability, mental health, and
physical wellness. Notably, these are the same areas where they report the greatest struggles.
This alignment shows that employees are aware of their needs and open to seeking support,
creating an opportunity for employers to step in with meaningful, accessible solutions that
drive real impact.

TOP PRIORITIES FOR CANADIANS IN 2025

46%
43%
32%
31%
30%
27%
27%
27%
13%
9%
4%
3%

% ranking factor as top-3 priority

FINANCIAL SITUATION

PHYSICAL HEALTH

MENTAL HEALTH

PHYSICAL EXERCISE

DIET AND NUTRITION

RELATIONSHIPS

WORK AND CAREER

WORK-LIFE BALANCE

SLEEP-RELATED ISSUES

CHILD OR ELDER CARE

SUBSTANCE USE

LEGAL CHALLENGES

Financial stability and physical health are the top priorities for
Canadians this year. This reflects the growing concerns about
economic pressures and overall well-being. Mental health,
exercise, and nutrition are also key areas of focus, reinforcing
the need for a holistic approach to health.

Unsurprisingly, work-life balance and career-related factors are
equally important, suggesting that employees are seeking
stability both personally and professionally.

Because well-being is interconnected, organizations have an
opportunity to proactively support employees through a range of
comprehensive services, including financial wellness programs,
mental health initiatives, and workplace flexibility.




2025 STATE OF WORKPLACE WELL-BEING

A solution for a
pressured workforce

There’s a gap between availability
of care and actual usage.

O © 6 0 O .

' ' ' ' ' 81n 10
employers offer mental

i i i health support through

an EAP,

YET ONLY

11in 10

employees with access
use it frequently.

@ Dialogue

Mental and financial stress can take a toll on performance, making employee assistance
programs (EAPs) essential. But simply offering an EAP isn't enough—it needs to be
actively used. When employees engage with their benefits, the impact is clear: better
personal and professional well-being.

However, when EAPs are

of employees feel reassured used’ they drive

knowing an EAP is available measurable outcomes.
even if they don't use it—
suggesting that simply

having an EAP creates a
sense of security.

76% of employees say they perform
better when they can effectively
manage work-life challenges,
reinforcing the link between well-being
and workplace success.

Employees who actively use
EAP services are better
equipped to manage stress,
feel more supported and
motivated, and report improved
mental health—driving higher
productivity and engagement.
But the current usage gap
limits the true impact of EAPsS
on well-being.

N
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More awareness needed for workplace benefits

Employee assistance programs (EAPs) are designed to EAPs offer far more than mental health support, yet many employees don't realize the full
support well-being, yet many employees remain unaware of range of services available. More than a third are unsure if their EAP includes essential
their full benefits or how to access them. resources like support for sleep issues, child and elder care, manager coaching, women's

health, legal assistance, nutrition, and financial counselling.

WHEN ASKED IF THEIR EMPLOYER OFFERS AN EAP.. While mental health is the most widely recognized benefit, employers have an opportunity to
better communicate the full scope of support—ensuring employees understand and take

YES NO SR advantage of available resources.
52% 28% 20%

Too many employees don’t know what their EAP offers.

Over half of employees say their company offers an EAP, but

only 16% of those employees fully understand what it includes. 47% SLEEP ISSUES 47% CHILD OR ELDER CARE
46% COACHING FOR MANAGERS 44% WOMEN'S "‘:\',E?LLLT_",QQ':,%
How well do employees understand their EAP offerings?
42% LEGAL 39% NUTRITION
16% ' 36% FINANCIAL 34% SUBSTANCE USE
VERY WELL NOT VERY WELL
40% 28% WORK AND CAREER 27% FAMILY AND RELATIONSHIP
WELL . NOT AT ALL
13% MENTAL HEALTH % who don't know if they have access to counselling

This lack of awareness leads

to underutilization. For 37% of HR leaders believe employees are not using EAPs effectively, underscoring

example, 65% of employees the need for better education and accessibility.
have never used their EAP for

mental health support, despite A dedicated customer success team can support with onboarding and ongoing

it being a major stressor. engagement, helping to boost and maintain awareness with benefits.
35%

10
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Low utilization but high potential

Most employees turn to external professionals or informal support networks like
friends and family when facing well-being challenges, but rarely to their workplace
benefits. The highest reliance on employer benefits is for financial concerns related
to employment or job security (9%), mental health challenges (10%), and stress or
burnout from work demands (10%). Even then, usage remains relatively low.

Dialogue breaks this pattern by making EAP support more accessible
through flexible in-person and virtual care options, and achieving
higher-than-average utilization across Canadian organizations. This
highlights what's possible when barriers to access are removed.

Among those who do use their EAP satisfaction is high. An overwhelming 89%
report that support for family and relationship issues was somewhat or very
sufficient, followed by 86% for managing workload and deadlines, 84% for women's
health, and 81% for mental health and substance use. These numbers highlight the
strong potential of EAPs to deliver high-quality care—but only it employers can break
down the barriers that keep employees from using them.

Among employees who have used their EAP,
most report the support to be sufficient.

FAMILY, RELATIONSHIP, CAREGIVING ISSUES 89%

HIGH WORKLOAD OR PRESSURE 86%

WOMEN’'S HEALTH-RELATED CHALLENGES 84%

STRESS OR BURNOUT FROM WORK DEMANDS 81%
SLEEP-RELATED ISSUES 78%
FINANCIAL CONCERNS 706%
LEGAL CHALLENGES 74%
FEELINGS OF LONELINESS AT WORK 72%

MENTAL HEALTH CHALLENGES 71%

POOR WORK-LIFE BALANCE 68%

Base: Employees who have used their employer-provided EAP and are currently seeking support through those
benefits for each issue. Scores reflect % who say the support is sufficient.

@ Dialogue

11
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EAPs perceived to have a measurable impact

HR professionals recognize the impact of EAPs.

EAPs positively impact employee engagement, absenteeism, and retention, with over

/0% of HR professionals reporting at least a moderate impact.

79%

Enhanced employee
engagement

72%

Increased
productivity

76%

Reduced leaves
of absence

72%

Improved retention

72%

Reduced
absenteeism

@ Dialogue

Employees who use their EAP report meaningful benefits.

The top benefits of EAP usage are improved mental health and reduced stress or anxiety,
followed by strengthened relationships and better ability to manage work-life balance.

IMPROVED MENTAL HEALTH
AND WELL-BEING

0 [0

119% . STRENGTHENED RELATIONSHIPS

10% '

7% . MORE RESTFUL SLEEP

IMPROVED PHYSICAL HEALTH
OR WELLNESS HABITS

15% - REDUCED STRESS OR ANXIETY

ll(y BETTER ABILITY TO MANAGE
0 WORK-LIFE BALANCE
90/ INCREASED CONFIDENCE IN

0 HANDLING PERSONAL CHALLENGES

7% . INCREASED JOB SATISFACTION

% who report benefits from EAP

To maximize the impact of EAPs, employers
must bridge the awareness gap by improving
communication, simplifying access, and
highlighting the breadth of available support. By
doing so, organizations can drive greater
engagement, well-being, and productivity,
ensuring employees get care.

12
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AcceSSibility remains d maj or barrier Flexible access options can improve engagement.

Despite availability of wellness resources, some employees While 59% of employees find EAP services easy to access,

: 28% remain unsure, indicating a lack of awareness and
SIS ® D Esass £iE SUpPONt Hicy Meet AHE 10 ey PRHem: education on how to use these services. Preferences for

support also vary: 34% of employees prefer in-person
services, 29% favour virtual, and 37% want a mix of both.
Relying on a one-size-fits-all approach may leave
significant portions of the workforce underserved.

46% 42% 37% 29% 17% 16%

To overcome common accessibility challenges, employers
should ensure EAPs offer both digital and in-person
options, making it easier for employees to engage with the

Lack of time Cost of Lack of Accessibility Lack of e Erieien care they need in a way that works best for them.
services motivation issues trust information

. . . o . N Ease of accessibility of EAP
Some face issues that specifically restrict their ability to access an EAP, including limited M

session availability (15%), lack of information on how to access services (12%), and long wait
times (12%). These obstacles not only reduce engagement but also prevent employees from 23%
getting the help they need when they need it most—undermining the very purpose of VERY EASY

workplace well-being programs. 36%
SOMEWHAT EASY

TOp barriers to EAP access 28% . SOMEWHAT DIFFICULT
1500 1206 - o 100 - VERY DIFFICULT
. | DON'T KNOW
3% 10%
Limited session Lack of Long wait Limited Lack of in-person Location )
availability information on times hours options barriers

how to access

13
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Employers also face barriers to
improving well-being support

HR professionals indicate that productivity (77%), employee engagement and
job satisfaction (73%), and talent attraction and retention (67%) are key
organizational challenges. While workplace stress (58%) and absenteeism
(53%) are also significant concerns, underlying drivers — such as burnout
(43%), financial stress (37%), and substance use (41%) receive comparatively
less attention.

This performance-focused lens is understandable, but it risks overlooking
preventable, long-term health issues that impact engagement, absenteeism,
and workforce resilience. Addressing mental health and lifestyle challenges
proactively could help mitigate these risks. By expanding their approach to
iInclude preventable underlying issues, HR leaders can create a stronger
foundation for both employee well-being and business success.

Even when organizations are committed to enhancing wellness offerings,
internal hurdles, like limited resources and complex approval processes, can
stand in the way.

Top barriers to addressing employee-related challenges

52% 46% 36% 32% 26%

Budget Employee
constraints expectations

Organizational Lack of
resistance resources

Competing
priorities

@ Dialogue

Many organizations allocate a 39%
relatively small portion of their

benefits budget to preventative care.
Despite the link between prevention and long-term  26%
employee health, 39% of organizations dedicate

less than 20% of their benefits budget to
preventative care.

21%

LESS THAN 20% 20% - 40% 40% - 60% MORE THAN 60%

Dialogue’s EAP offers access to self-serve resources focused on prevention, helping
employees prioritize well-being today and reduce health costs down the line.

Top challenges with benefits providers

: - 220% LIMITED PERSONALIZATION
HR professionals cite limited
personalization (22%) and lack of 219% LACK OF ACCESS INFORMATION
information on how to access services
(21 %).as top challenges with EAP and 18% T00 EXPENSIVE
benefits providers.

: - 16% LACK OF OFFERINGS
Less pressing but still significant are
inadequate engagement support (16%), 16% LACK OF ENGAGEMENT SUPPORT
long wait times (15%) and a lack of
operational gaps that can impact
employee experience. 13% LIMITED DATA ON UTILIZATION

14
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Untapped potential of

employee assistance programs

Employers seek high-quality, high-value

EAP solutions.

From an organizational perspective, 53% say quality of
care is a top priority. Other key priorities include cost-
effectiveness (43%), responsiveness (35%),
personalization (30%), and offering a robust range of
services (30%) to meet diverse workforce needs.

What employers prioritize
when selecting an EAP

53%
43%
35%
30%
30%
26%
23%
23%
14%
14%
12%

% who selected factor as top 3

QUALITY OF CARE PROVIDED

COST-EFFECTIVENESS

RESPONSIVENESS OF SUPPORT

PERSONALIZATION

ROBUST RANGE OF SERVICES

EMPLOYEE ENGAGEMENT SUPPORT

RETURN ON INVESTMENT

ALIGNMENT WITH COMPANY VALUES

ONBOARDING AND SUPPORT

REPORTING AND DATA ACCESS

ACCOUNT MANAGEMENT SUPPORT

And employees want care that is fast,
secure, personalized, easy to access,
and consistent.

Despite being widely available, many EAPs fail to deliver
on these essentials, falling short of fully meeting
employee needs and employer expectations.

940/ say good response times are
O important to them.

fidentiality and privacy are
0,/ Savcon Y
93%

important to them.

O/ say the ability to choose a practitioner
0

IS Important to them.

0/ Ssay the ability to continue with the
92%

same practitioner is important to them.

0 say the ability to choose how to
91%

access support is important to them.

To unlock the full value of EAPs, companies
must align offerings with what employees
truly want—personalized, high-quality care
that is easy to access and navigate.

Dialogue offers exactly that: a high quality care
model with fast response times, mental health
provider selection, and continuity of care—leading to
healthier teams and stronger business outcomes.

@ Dialogue

15



2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

Meeting evolving employee expectations

Must-have features for employees

Traditional one-size-fits-all EAPs have limitations,
and employees are candid about what they need in
a modern solution.

429 of companies plan to increase
wellness investments

WHAT EMPLOYEES EXPECT FROM EAPS

Organizations recognize that investing in employee

ABILITY TO CHOOSE
N . - . 42% 50%
well-being is no longer optional—it's essential. 42% of PRACTITIONER
companies plan to increase wellness investments, ABILITY TO CONTINUE 36% 56%
. . . . . WITH SAME COUNSELLOR
signalling a growing commitment to holistic employee
" i i ABILITY TO CHOOSE HOW 0

health. However, simply offering an EAP is not enough. e A CCESS SUBPORT 49% 42%

Employees expect flexibility, personalization, and SUPPORT TAILORED 1o - .

seamless access to support services that fit their PERSONAL PREFERENCES | /70 44%

unique needs and busy lifestyles. AT TUARTURY G 5 0
SELF-SERVE TOOLS 54% 34%
ONE ELECTRONIC
MEDICAL RECORD 49% 36%
ACCESS TO ALL SERVICES 48% 37%

® 6 O
7909
Only 3 in 10 employees

with access to an EAP are satisfied with the quality of
care and how it aligns with their personal needs and
goals. This highlights a clear opportunity for benefits
providers to improve services to better meet
expectations.

THROUGH ONE APP

RECEIVING FOLLOW-UPS 0 0
AFTER EACH SESSION 55%) 29/0

SOMEWHAT IMPORTANT VERY IMPORTANT

The future of workplace well-being is clear: companies
that want to stay competitive must modernize their EAP

by investing in virtual-first, personalized, and proactive

support. Hybrid access, integrated services, and holistic
wellness are the new standards shaping the next phase

of workplace well-being.

16
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Organizations must align

investments with
employee needs

@ Dialogue

Employers are prioritizing engagement (91%), retention (89%), and mental health
support (85%) over the next 3—5 years, recognizing well-being as a business
imperative. Many of the gaps HR leaders see in their current benefits mirror what
employees want—expanded access, more personalized care, and seamless service
continuity. Investing in these areas not only strengthens employee well-being but
also improves satisfaction, retention, and workplace success.

EMPLOYEE ENGAGEMENT AND SATISFACTION

EMPLOYEE RETENTION

MENTAL HEALTH SUPPORT

PROFESSIONAL AND CAREER DEVELOPMENT

PHYSICAL HEALTH

WOMEN'S HEALTH INITIATIVES

FAMILY CARE SUPPORT

FINANCIAL WELLNESS

SUBSTANCE USE SUPPORT AND PREVENTION

FITNESS PROGRAMS

SLEEP HEALTH AND FATIGUE MANAGEMENT

NUTRITION AND HEALTHY EATING PROGRAMS

CAREGIVER SUPPORT

Top organizational priorities for employee wellness over the next 3-5 years HR professionals reveal key features missing from their EAP

39% 52% 24/7 ACCESS TO CARE 41% 479,
41% 49% DATA AND REPORTING CAPABILITY 41% 43%
41% 44% MULTILINGUAL SUPPORT 27% 429
43% 1% PERSONALIZED CARE PLANS 44% 42%
40% 31% PROACTIVE FOLLOW-UPS 48% 39%
42% 20% CONTINUE WITH THE SAME COUNSELLOR 499, 390,
40% 18% SUPPORT FOR ALL CASES 55% 35%
41% 18% APPOINTMENTS WITHIN 24 HOURS 55% 35%
3% 23% e A o sio 3%
38% 15% ONE ELECTRONIC MEDICAL RECORD 50% 27%
35% 17% ABILITY TO CHOOSE PREFERRED COUNSELLOR 56% 26%
38% 14% INTERNATIONAL SUPPORT 339 17%
36% 12%

WISH IT OFFERED CURRENTLY OFFERS

MODERATE PRIORITY

HIGH PRIORITY

17
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The case for a stronger EAP

EAPs are underutilized but have high potential. With effective support comes better performance.

Beyond reactive support, they can drive engagement and improve overall well-being. When employees can access the support they need, the impact is clear.

of HR professionals say EAPs have a positive .
700 impact on employee engagement. While 77% of 76% fepi! improved performe}nce when they can
L employers offer mental health support, only 11% effectively manage work-life challenges.

of employees with access use it frequently.

Strengthening EAP engagement through better awareness, improved accessibility, and
high-quality service delivery can help organizations reduce stress-related productivity
losses, enhance employee retention, and foster a healthier workforce.

This reinforces the need for better communication and engagement strategies.

The right EAP partner makes it easy to boost awareness. @ A modern strategy closes the
awareness—-impact gap.
O © 6 0 O Through better communication,
accessibility, and personalization
0 ) )
’ ' ' ’ ' 61% of employees organizations can unlock the full value of
O available provides reassurance, programs maximize awareness, access,
support, even before utilization. into a strategic business asset.

A strong EAP presence can create a culture of care and safety. \

BT > S

18
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Opportunities to strengthen EAP engagement and impact

Increase awareness and utilization
ADDRESS THE KNOWLEDGE GAP.

are unsure how to access their EAP or

590, find accessing it difficult, highlighting the
need for clearer and more frequent
communication.

Dialogue’'s EAP supports all issues through consultation,
coaching, or navigating to external resources, so
employees never feel like care is unclear or lacking.

COMMUNICATE PROACTIVELY.

of employees say their company offers an

A1% EAP, however only 16% fully understand
what’s included, showing a need for
more awareness and knowledge.

hands-on support with tailored onboarding and
engagement initiatives, which lead to higher-than-average
utilization rates

| Dialogue's dedicated Customer Success team provides

EMBED EAP AWARENESS INTO
WORKPLACE CULTURE.

Empower people leaders with the knowledge
and tools to actively promote available
resources. Regular check-ins, discussions,
and consistent promotion in workplace

Remove barriers to access EAPs

SIMPLIFY ACCESS TO CARE.

Employees struggle to prioritize their well-being due to
common barriers.

46% 42% 37% 29%

communications can help normalize their use.

Time Cost Motivation Access

Organizations can alleviate these challenges by choosing
an employer-funded platform like Dialogue that centralizes
access to all services into one easy-to-use app.

OFFER FLEXIBLE ACCESS OPTIONS.

Preferences are split, with 34% of
employees preferring in-person
support, 29% favouring virtual, and
37% wanting a mix of both.

SIMPLIFY ACCESS TO CARE.

Employees report barriers such as limited session availability,
long wait times, and lack of appointment options, all of which
contribute to low utilization.

Dialogue's EAP offers virtual appointments within 24 hours
and the flexibility to choose in-person support, so getting
help is hassle-free.

Deliver a tailored, high-quality
care experience

CONSIDER EMPLOYEE NEEDS AND PREFERENCES.

Employees place importance on fast response times
(94%), confidentiality (93%), and mental health practitioner
selection (92%).

With a clinically vetted in-house care team and a single
electronic medical record, Dialogue ensures faster
consultations, choice of provider, seamless care.

SUPPORT EMPLOYEES THROUGHOUT
THEIR HEALTH JOURNEY.

® ® 9inl0

® © O
' ' ' ' ' employees emphasize the

® ©6 0 O importance of having the same

' ' ' ' practitioner over time, and value
follow-ups after each session.

EAPs should provide continuity of care to ensure

members remain engaged in their care plans, receive

the right support for their specific needs, and achieve
healthy outcomes.

FOCUS ON QUALITY TO DRIVE
LONG-TERM VALUE.

When evaluating EAP providers, employers rank quality of
care (53%) as a top priority, even above cost considerations
(43%). Investing in an EAP that adheres to the highest
standards of care, safety, and quality can result in healthier
employees, reduced absenteeism, and a measurable ROI.

@ Dialogue
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What’s next?

Dialogue could be the benefits partner you've been looking for. See how
our Employee Assistance Program can support your organization.

LEARN MORE TODAY


https://www.dialogue.co/en/eap

Appendix

Totals in the following graphs reflect rounded figures and may not sum to 100% exactly.
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Employee results
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Changes in health & well-being

over the past year

Physical exercise

Work and career

Diet and nutrition

Financial situation
Physical health

Work-life balance
Relationships with family & friends
Mental health
Sleep-related issues
Substance use or addiction
Child or elder care

Legal challenges

b1% 23%
b1 13%

2 18%

b1 29%
b1 21%
b1 19%

1% 12%

. NOT APPLICABLE TO ME

30%
26%

47%

@ Dialogue

While most employees reported stability across key areas, a notable proportion
experienced worsening conditions in mental health (30%), financial situation (29%),
sleep-related issues (26%), and physical exercise (23%). Improvements were most
commonly seen in physical health (20%), work and career (23%), and diet and
nutrition (23%), highlighting mixed experiences in overall well-being.

92% 25%
63% 23%
98% 23%
49% 21%
58% 20%
62% 18%
71% 17%
52% 13%
54% 12%
60% 5% 25% 9%
7% 39% 7%
60% 5% 31% 4%

WORSENED STAYED THE SAME IMPROVED

A1. OVER THE PAST YEAR, HAVE THE FOLLOWING ASPECTS OF YOUR HEALTH AND WELL-BEING IMPROVED, STAYED THE SAME, OR WORSENED?

BASE: ALL RESPONDENTS (N=1000)

23
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Top health and well-being
priorities this year

Financial situation

Physical health

Mental health (stress, anxiety, depression, burnout, etc.)
Physical exercise

Diet and nutrition

Relationships with family & friends
Work and career

Work-life balance

Sleep-related issues

Child or elder care

Substance use or addiction

Legal challenges

A2. AND WHAT ARE YOUR TOP THREE PRIORITIES THIS YEAR? PLEASE RANK UP TO 3 OPTIONS IN ORDER OF PRIORITY.
BASE: ALL RESPONDENTS (N=1000)

@ Dialogue

Financial situation (46%) and physical health (43%) are the most pressing
concerns, followed by mental health (32%) and physical exercise (31%). Other key
priorities include diet and nutrition (30%), relationships (27%), and work-life balance
(27%), indicating a strong focus on both financial stability and overall well-being.

Top 3 rank
9%
4%
3%

13%

32%
31%
30%
27%
27%

27%

43%

46%

24
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@ Dialogue

The majority of respondents find it easy to access support for relationships with
family and friends (66%), physical exercise (65%), diet and nutrition (65%), and
physical health (64%). In contrast, fewer respondents say it is easy to access
support for financial situations (42%), mental health (44%), and sleep-related
issues (44%). The most challenging areas to access support include child or elder
care (30%), substance use or addiction (25%), and legal challenges (21%).

Accessibility of support services

Top 2
Relationships with family & friends 4% 22% A47% 19% 67%
Physical exercise 4% 26% 45% 20% 66%
Diet and nutrition 4% 27% 51% 14% 65%
Physical health 6% 28% 49% 15% 64%
Work and career 9% 30% 46% 1% 57%
Work-life balance 5% 9% 32% 43% 12% 54%
Mental health (stress, anxiety, depression, burnout, etc.) 11% 34% 34% 10% 44%
Sleep-related issues 8% 34% 35% Q9% 44%
Financial situation 18% 35% 33% 9% 42%
Child or elder care 6% 17% 24% 6% 30%
Substance use or addiction 60% 3% 12% 19% 6%  25%
Logal chalknges w1 S 21
. N/A VERY DIFFICULT SOMEWHAT DIFFICULT SOMEWHAT EASY VERY EASY

A3. HOW EASY OR DIFFICULT IS IT TO GET SUPPORT FOR EACH OF THE FOLLOWING?

BASE: ALL RESPONDENTS (N=1000)



2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

The most common obstacles that prevent employees from prioritizing their heath and seeking

BE[ITIGI‘S tO pl‘lOl‘ltlZlIlg support include a lack of time and busy schedules (46%), the cost of services or treatments (42%),

and a lack of motivation (37%). Accessibility issues such as scheduling or availability (29%) also

health & Seeking Support present a challenge, followed by a lack of trust in support services (17%) and insufficient

information about available options (16%). Stigma (9%) and concerns about confidentiality (8%) are
less commonly cited but still relevant factors.

Lack of time and busy schedule 46%
Cost of services or treatments 42%
Lack of motivation 37%
Accessibility issues (e.g., scheduling or availability) 29%
Lack of trust in the effectiveness of support services 17%
Insufficient resources or information about support options 16%
Stigma around seeking help 9%
Concerns about confidentiality 8%
Other 1%

None of the above 11%

A4. WHAT BARRIERS PREVENT YOU FROM PRIORITIZING YOUR HEALTH OR SEEKING SUPPORT? SELECT ALL THAT APPLY.

BASE: ALL RESPONDENTS (N=1000)
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2025 STATE OF WORKPLACE WELL-BEING

Top work-related

challenges & stressors

Work-related stress and burnout are the top challenges employees face, with 31% citing stress from
work demands and 28% attributing stress to personal life issues. Financial concerns related to job
security (25%) and high workload or pressure to meet deadlines (25%) are also significant stressors.
Mental health challenges (22%), sleep-related issues (21%), and poor work-life balance (21%)
highlight the growing impact of well-being on workplace performance.

Stress or burnout from work demands

Stress from personal life issues

Financial concerns related to employment or job security
High workload or pressure to meet deadlines

Mental health challenges (e.g., anxiety, depression)
Sleep-related issues (e.g., difficulty sleeping, insomnia)
Poor work-life balance

Difficult relationships with colleagues or managers

Lack of flexibility

Feelings of loneliness or social isolation at work

Caregiving duties (child or elder care)

Women's health-related experiences (e.g., hormonal changes, menopause, pregnhancy)

Substance use

Top 3 rank

3%

11%
10%

9%

15%

14%

AS5. WHICH OF THE FOLLOWING ARE CURRENTLY THE MOST SIGNIFICANT CHALLENGES OR STRESSORS IMPACTING YOU AT WORK? PLEASE RANK UP TO 5 OPTIONS IN ORDER OF IMPACT.

BASE: ALL RESPONDENTS (N=1000)

22%
21%

21%

25%
25%

28%

31%

@ Dialogue
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2025 STATE OF WORKPLACE WELL-BEING

Sources of support

Mental health challenges (e.g., anxiety,
depression)

Stress or burnout from work demands

Financial concerns related to employment
or job security

High workload or pressureto meet
deadlines

Poor work-life balance

Sleeprelated issues (e.g., difficulty
sleeping, insomnia)

Women's health-related challenges (e.qg.,
hormonal changes, menopause)

Legal challenges
Family, relationship and caregiving issues
Feelings of loneliness or social isolation at
work
Substanceuse
EXTERNAL PROFESSIONALS INFORMAL PEER /
(E.G., THERAPIST, DOCTOR) COLLEAGUE SUPPORT

@ Dialogue

Employer benefits are not a primary source of support for most challenges. The highest reliance on
employer benefits is seen for financial concerns related to employment or job security (9%), mental
health challenges (10%), and stress or burnout from work demands (10%). However, for other
significant issues such as poor work-life balance (8%) and high workload/pressure to meet
deadlines (8%), usage remains relatively under utilized.

21% 14% 10% 3%

12%

11% 10% 4%

9% 9% 4%

7%

8% 8% 3%

10% 8% 4%

18% 15% 5% 5%

16% 9% 5%

6%

10%

9% 4% 3%

6% 4%

SELF-HELP RESOURCES
(E.G., BOOKS, APPS)

NOT A CHALLENGE
IN MY LIFE

NEED SUPPORT BUT NOT

EMPLOYER BENEFITS OTHER CURRENTLY SEEKING IT

. FAMILY / FRIENDS

A6. WHERE DO YOU CURRENTLY SEEK SUPPORT FOR THE FOLLOWING CHALLENGES OR STRESSORS?

BASE: ALL RESPONDENTS (N=1000)

28



2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

While many employees who use benefits find them sufficient, the overall usage is low, as the

Eff€Cth€Il€SS Of empl()yel' number of employees utilizing benefits remains small. Support for family, caregiving (89%),

workload pressure (86%), and women's health challenges (84%) is generally rated as sufficient.

benefits f()r Supp()rt However, areas like poor work-life balance (68%), mental health (71%), and financial concerns (76%)

show lower sufficiency, suggesting gaps in effectiveness. The low reliance on employer benefits
highlights a need for better awareness, accessibility, and trust in these resources.

Top 2

Family, relationship and caregiving issues 11% 59% 30% 89%
(n=42)

High workload or pressure to meet 14% 55% 31% 86%

deadlines (n=70)

Women'’s health-related challenges (e.g., = 2 3 0
hormonal changes, menopause) (n=40) 2 s 40% 84%

Stress or bumout from work demands

0 0 0
(1292) 14% 66% 15% 81%
Substance use (n=15) 19% 36% 45% 81%

Sleep-related issues (e.g, difficulty 0 0 5
sleeping, insomnia) (n=46) L 2% i 9%

Financial concerns related to employment g z & o
or job security (n=92) =07 58% 17% 76%
Legal challenges (n=36) 14% 61% 14% 74%

Feelings of loneliness or social isolation
at work (n=34)

Mental health challenges (e.g., anxiety, . = = o
depression) (n=100) s 43% 28% 71%

22% 45% 27% 72%

Poor work-life balance (n=74) 26% 49% 19% 68%

. NOT AT ALL SUFFICIENT NOT VERY SUFFICIENT SOMEWHAT SUFFICIENT VERY SUFFICIENT

A7. HOW SUFFICIENT IS THE SUPPORT PROVIDED BY YOUR EMPLOYER BENEFITS FOR THE CHALLENGES YOU'RE FACING?
BASE: THOSE WHO ARE CURRENTLY SEEKING SUPPORT THROUGH EMPLOYER BENEFITS (THE BASIS IS DIFFERENT FOR EACH STATEMENT) | NOTE: SCORES >3% LABELLED ONLY.
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2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

° A B = While 52% of employees report that their employer offers an EAP. only 16% say
Avallablllty and underStandlng they understand it very well, and 44% have little to no knowledge of what is
included. This suggests a need for better communication and education about EAP

Of EAP Offerings benefits to maximize employee utilization.

Availability of EAP Understanding of EAP offerings

16%

YES VERY WELL - | KNOW MOST
OF WHAT’'S INCLUDED

WELL - | KNOW SOME OF
NO WHAT’'S INCLUDED

) NOT VERY WELL - 1 ONLY KNOW A
. | DON'T KNOW 350/ LITTLE ABOUT WHAT'S INCLUDED
(o]

NOT AT ALL - I DON'T KNOW
WHAT’'S INCLUDED

28%

40%

B1. DOES YOUR EMPLOYER OFFER AN EMPLOYEE ASSISTANCE PROGRAM (EAP)? BASE: ALL RESPONDENTS (N=1000)
B3. HOW WELL DO YOU UNDERSTAND WHAT IS INCLUDED IN THE EAP OFFERED BY YOUR EMPLOYER? BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)
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2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

S ° ff d While mental health support is the most commonly offered EAP service (77%), other services such as family and
erVICeS 0 ere relationship counselling (56%) and work and career support (56%) are also widely available. However, awareness

remains a challenge, as a significant proportion of employees are unsure whether services like sleep issues (47%)

through EAP and child and elder care (47%) are included. This highlights an opportunity for employers to better communicate

the full scope of EAP offerings to employees.

Mental health 4% 6% 77%
Family and relationship 8% 9% 56%
Work and career 7% 10% 56%
Substance use 11% 7% 47%
Nutrition 10% 11% 39%
Women'’s health and well-being 11% 10% 35%
Coaching for managers 10% 10% 34%
Child and elder care 14% 11% 28%
. | DON'T KNOW NO, DON'T NEED IT NO, WOULD LIKE IT YES

B2. DOES YOUR EMPLOYER OFFER COUNSELLING FOR THE FOLLOWING CHALLENGES / STRESSORS AS A PART OF THE EAP?
BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)
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2025 STATE OF WORKPLACE WELL-BEING

Frequency of EAP

services used

Mental health

Work and career
Coaching for managers
Other EAP service
Sleep issues

Nutrition

Family and relationship
| egal

Child and elder care
Women's health and well-being
Financial

Substance use

12% 12%

9% 6%

8% 8%

. NEVER

@ Dialogue

While EAP services are available, actual usage remains low across most categories. Mental health support is the
most frequently used service, with 11% using it frequently or very frequently, but 65% report never using it. High
non-usage rates for services like substance use (87%), child and elder care (84%), and legal assistance (83%)
suggest that either employees are unaware of these offerings or do not perceive a need, highlighting an
opportunity for increased awareness and engagement initiatives.

74% 7% 9%
81% 4% 6%

82% 5% 5%

79% 6% 7%

83% 5% 5%

84% 4% 5% | 6% N 7%
78% 7% 8% | 5% B 7%
87% 3% 4% 4% M 5%
RARELY OCCASIONALLY FREQUENTLY . VERY FREQUENTLY

B4. HOW FREQUENTLY HAVE YOU USED ANY OF THE FOLLOWING EAP SERVICES IN THE PAST YEAR?

BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)
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@ Dialogue

2025 STATE OF WORKPLACE WELL-BEING

59% of employees find EAP services easy to access (23% very easy, 36% somewhat easy). However, a notable

ACCeSSIbllltY Of portion (10%) experience some difficulty, and 3% find it very difficult. Additionally, 28% are unsure about

. accessibility, indicating a potential lack of awareness or communication regarding how to use these services.
EAP SerVICQS Improving visibility and simplifying access to EAP offerings could help increase engagement and utilization.

. VERY EASY SOMEWHAT EASY

SOMEWHAT DIFFICULT VERY DIFFICULT . | DON'T KNOW

10%

3%

B5. HOW EASY IS IT TO ACCESS YOUR EAP SERVICES (E.G., SCHEDULING APPOINTMENTS, FINDING INFORMATION, ETC.)?
BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)
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2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

Ch 11 = = The most common barrier to accessing EAP services is the limited number of sessions (15%), lack of
a engeS 111 aCC€SSIIlg information on how to access services (12%), and long wait times (12%). Other obstacles include
limited availability, lack of in-person or virtual options, and inconsistent care across providers. However,

EAP SerViceS a third of employees (33%) report no challenges.

Limited number of sessions available 15%
Lack of information on how to access services 12%
Long wait times 12%
Limited hours of availability | 11%
Lack of in-person appointment options 10%
Location barriers 8%
Inconsistent care across services and providers 7%
Lack of virtual options 6%

Lack of multilingual support | 3%
Other 2%
| don't know 26%

No challengesin access 33%

B6. WHAT CHALLENGES HAVE YOU FACED WHEN ACCESSING YOUR EAP SERVICES? PLEASE SELECT ALL THAT APPLY.
BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)
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@ Dialogue

2025 STATE OF WORKPLACE WELL-BEING

Preferred method of
access for EAP services

37%

B7. HOW WOULD YOU PREFER TO ACCESS SUPPORT SERVICES?
BASE: ALL RESPONDENTS (N=1000)

Employee preferences for accessing EAP services are fairly evenly split, with 34% preferring in-person
access, 29% favouring virtual options, and 37% wanting a mix of both. This suggests that offering

flexible access methods, including both physical and digital options, could help maximize engagement
and ensure employees can use EAP services in the way that best suits their needs.

34%
IN-PERSON

VIRTUAL

BOTH

29%
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2025 STATE OF WORKPLACE WELL-BEING

Perceptions of employer-supported

health & wellness resources

I’'m more likely to excel and be highly
productive when | can effectively cope EY®% 2% 16%

with work-life challenges

Regardless of my EAP use, | would feel
reassured knowing it’s available to me

| feel better equipped to take onwork
and life challenges with the health and

wellness resources available to me 1 9%
through my employer
The availability of health and wellness

resources motivates me to remain with A 10%

my organization
| feel valued by my employer because of

the health and wellness resources 10% 13%
available to me

. N/A STRONGLY DISAGREE SOMEWHAT DISAGREE

C1. PLEASE INDICATE HOW MUCH YOU AGREE OR DISAGREE WITH THE FOLLOWING STATEMENTS.
BASE: THOSE WHOSE EMPLOYER OFFERS AN EAP (N=540)

@ Dialogue

/6% of employees believe they are more productive when they can effectively
manage work-life challenges, highlighting the value of employer-supported
wellness resources. Additionally, 61% feel reassured knowing EAP services
are available, even if they don't use them. However, fewer employees (39-40%)
feel that these resources make them more equipped to handle challenges,
valued by their employer, or motivated to stay with their organization,
suggesting an opportunity to enhance engagement and perceived impact.

Top 2

11% 27% 28% 39%

11% 28% 27% n 39%
NEITHER AGREE NOR DISAGREE SOMEWHAT AGREE . STRONGLY AGREE
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2025 STATE OF WORKPLACE WELL-BEING

Importance of features
offered by the employee

aSSiStaIlCG program (EAP) could drive greater engagement with EAP services.

Good response times (e.g., rapid scheduling, minimal wait times) Ig%
Confidentiality and privacy assurances IS%
Ability to choose a mental health practitioner based on unique needs l 6%
Ability to continue sessions with the same counsellor I 6%
Ability to choose how to access support (in-person or virtual) I 6%
Support tailored to personal preferences I 7%
Availability of self-serve tools and resources l 9%
One electronic medical record for seamless care . 11%
Access to all services through one platform or app l 12%
Receiving follow-ups after each session l 12%
Regular communication about new or updated services . 14%

Availability of 24/7 support . 15%

. NOT AT ALL IMPORTANT NOT VERY IMPORTANT

C4. WHETHER YOU HAVE USED AN EAP OR NOT, HOW IMPORTANT IS IT TO YOU THAT YOUR EAP OFFERS OR WOULD OFFER THE FOLLOWING?
BASE: ALL RESPONDENTS (N=1000)

41%

42%
36%
42%
47%
54%
49%
48%
55%
53%
42%

. SOMEWHAT IMPORTANT

93%

50%
56%
49%
44%
34%
36%
37%
29%
29%
40%

VERY IMPORTANT

Employees place high importance on key EAP features, with confidentiality and privacy assurances
(93%), good response times (94%), and the ability to continue sessions with the same counsellor (92%)
ranking among the most valued aspects. Additionally, customization and accessibility are critical, with
91% wanting flexibility in how they access support (in-person or virtual), and 90% prioritizing support
tailored to personal preferences. The strong demand for 24/7 availability (82%) and seamless digital
access through a single platform (85%) suggests that enhancing convenience and personalization

Top 2
- 94%

93%
92%

| 92%

91%
90%
88%
85%
85%

| 85%

83%
82%

@ Dialogue
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2025 STATE OF WORKPLACE WELL-BEING

Organizational prioritization
of employee challenges

Productivity

Employee engagement and job satisfaction

Talent attraction or recruitment

Employee retention

Workplace innovation

Workplace stress (e.g., workload, workplace culture)
Return to work support (e.g., after a leave or disability)
Physical health

Absenteeism

Short/long term disability management

Diversity, equity and inclusion

Anxiety or depression

Women's health

Leaves of absence

Burnout

Substance use

Financial stress

. NOT A PRIORITY LOW PRIORITY

12%

[1%4% 19%

@ Dialogue

HR professionals prioritize productivity (77%), employee engagement and job satisfaction
(73%), and talent attraction/retention (67%) as key organizational challenges. While
workplace stress (58%) and absenteeism (53%) are also concerns, issues like burnout
(43%), financial stress (37%), and substance use (41%) receive comparatively lower
prioritization. While HR teams focus on performance and retention, there may be
opportunities to further address employee well-being factors that impact long-term
engagement and productivity.

12%
15%
13%
17%
17%
21%
MODERATE PRIORITY . HIGH PRIORITY . TOP PRIORITY

A1. WHAT LEVEL OF PRIORITY DOES YOUR ORGANIZATION CURRENTLY PLACE ON ADDRESSING EACH OF THE FOLLOWING EMPLOYEE-RELATED CHALLENGES?

BASE: ALL RESPONDENTS (N=200)
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2025 STATE OF WORKPLACE WELL-BEING

Barriers to addressing

employee-related challenges

Budget constraints

Employee expectations (e.qg., differing or unrealistic)
Organizational resistance to change

Lack of internal resources or expertise (e.g., staff, skills)
Competing organizational priorities

Lack of leadership support or buy-in

Limited insights or data for decision-making

Challenges with external vendors or service providers
Other

None of the above

@ Dialogue

The top barriers HR professionals face in addressing employee-related challenges are
budget constraints (52%) and differing or unrealistic employee expectations (46%).
Organizational resistance to change (36%) and a lack of internal resources or expertise
(32%) also present notable challenges, limiting the ability to implement effective programs.
Additionally, competing priorities (26%) and lack of leadership buy-in (22%) suggest that
organizational alignment and strategic focus are critical factors in overcoming these
obstacles and driving meaningful employee support initiatives.

92%

46%
36%
32%
26%
22%
14%

10%

1%

A2. AND WHICH BARRIERS DO YOU FACE WHEN ADDRESSING THESE ORGANIZATIONAL CHALLENGES RELATED TO EMPLOYEES? PLEASE SELECT ALL THAT APPLY TO YOUR ORGANIZATION.

BASE: ALL RESPONDENTS (N=200)
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2025 STATE OF WORKPLACE WELL-BEING

Current investments in employee

benefits and resources

Professional development and training
Group retirement benefits

Mental health programs

Physical health / primary care

Family, relationship and caregiving support
Fitness programs

Financial wellness resources
Women's health support

Substance use resources

Legal counselling

Sleep support resources

None of the above

A3. WHICH BENEFITS OR RESOURCES IS YOUR ORGANIZATION CURRENTLY INVESTING IN?

BASE: ALL RESPONDENTS (N=200)

4%

7%

HR professionals prioritize investments in professional development and training
(58%), group retirement benefits (52%), and mental health programs (49%) as key
employee resources. While physical health (34%) and family/caregiving support
(32%) are also notable investments, financial wellness (19%), women'’s health
(18%), and substance use resources (17%) receive less focus. With only 4%
investing in sleep support resources, there may be opportunities to expand

benefits in underrepresented areas to better support holistic employee well-being.

58%
52%
49%
34%
32%
30%
19%
18%
17%

14%

@ Dialogue
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@ Dialogue

2025 STATE OF WORKPLACE WELL-BEING

Benefits strategy focus:
prevention vs. intervention

49%

A4. DOES YOUR ORGANIZATION PRIORITIZE PREVENTATIVE CARE OR CRISIS INTERVENTION IN ITS BENEFITS STRATEGY?
BASE: ALL RESPONDENTS (N=200)

Nearly half (49%) of HR professionals indicate their organization balances both
preventative care and crisis intervention in their benefits strategy. However, only 21%
focus primarily on preventative care, and just 11% prioritize crisis intervention, while
20% report that neither is a focus. This suggests an opportunity for organizations to
enhance their proactive support measures to prevent issues before they escalate, while
also ensuring effective crisis response resources are available.

PRIMARILY PREVENTATIVE CARE

PRIMARILY CRISIS INTERVENTION

11%
A MIX OF BOTH

. NEITHER
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2025 STATE OF WORKPLACE WELL-BEING

Benefits budget allocation
for preventative care

11%

AS5. APPROXIMATELY, WHAT PERCENTAGE OF YOUR BENEFITS BUDGET IS ALLOCATED TO PREVENTATIVE CARE?
BASE: ALL RESPONDENTS (N=200)

. 39%

@ Dialogue

Most organizations allocate a relatively small portion of their benefits budget to
preventative care, with 39% of organizations dedicating less than 20% and 21% of
organizations allocating 20-40%. Only 15% allocate more than 40%, while 26% are
unsure of their budget allocation, suggesting a lack of visibility into spending on
proactive employee wellness initiatives.

LESS THAN 20%

. 20% - 40%

40 - 60%

MORE THAN 60%

. | DON'T KNOW
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2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

Eff t‘ f While a majority of HR professionals (52%) believe employees are utilizing benefits
eC lVeIleSS O somewhat or very effectively, there is still room for improvement. Nearly 40% feel benefits
are not being used effectively, with 27% saying "not very effectively” and 11% saying "not at all

empl()yee benefits usce effectively’. Additionally, 12% are unsure, highlighting potential gaps in awareness or tracking

of benefit utilization. These insights suggest an opportunity to enhance communication,
accessibility, and employee education to maximize the impact of workplace benefits.

VERY EFFECTIVELY

. SOMEWHAT EFFECTIVELY
NOT VERY EFFECTIVELY

NOT AT ALL EFFECTIVELY

. | DON'T KNOW

B1. TO WHAT EXTENT DO YOU FEEL THAT EMPLOYEES IN YOUR ORGANIZATION ARE UTILIZING THEIR CURRENT EMPLOYEE ASSISTANCE PROGRAM (EAP) OR WORKPLACE BENEFITS EFFECTIVELY?
BASE: ALL RESPONDENTS (N=200)
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2025 STATE OF WORKPLACE WELL-BEING Q) Dialogue

° = Quality of care (53%) and cost-effectiveness (43%) are the top priorities when selecting an EAP provider,
Key faCtOI'S 111 SeleCtlng followed by responsiveness of support (35%). Other key factors include personalization (30%) and a

robust range of services (30%), highlighting the need for tailored and comprehensive offerings. While

an EAP prOVider return on investment (23%) and alignment with company values (23%) are also important, onboarding

support (14%) and account management (12%) rank lower, suggesting that HR professionals prioritize
service quality and affordability over administrative support.

Quality of care provided 53%
Cost-effectiveness 43%
Responsiveness of support (e.g., timely replies, availability) 35%
Personalization (e.g., tailoring services to employee needs, selecting providers) 30%
Robust range of services 30%
Employee engagement support (e.g., strategies to drive utilization) 26%
Return on investment (e.g., measurable outcomes and impact) 23%
Alignment with company values and culture 23%
Onboarding and program launch support 14%
Reporting and access to engagement insights (e.g, utilization rates, trends) 14%

Account management support (e.g., dedicated client success manager) 12%

B3. WHEN SELECTING A PROVIDER, HOW IMPORTANT ARE THE FOLLOWING FACTORS? PLEASE RANK THEM IN ORDER OF IMPORTANCE, WITH 1 BEING THE MOST IMPORTANT AND 11 BEING THE LEAST IMPORTANT.
BASE: ALL RESPONDENTS (N=200)
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2025 STATE OF WORKPLACE WELL-BEING

Measurable impact of
key EAP areas

Enhanced employee engagement
Reduced absenteeism

Reduced leaves of absence
Increased productivity

Improved retention

@ Dialogue

EAPs are perceived to have a measurable impact, particularly in enhancing employee engagement (26%
high impact, 53% moderate impact), reducing absenteeism (26% high impact, 46% moderate impact),
and improving retention (21% high impact, 51% moderate impact). However, a notable portion of HR
professionals still see a low impact in these areas, with 28-29% rating absenteeism, productivity, and
retention as having low impact. These insights indicate that while EAPs contribute positively, there is
room to strengthen their effectiveness and better demonstrate ROI to organizations.

53% 26%
46% 26%
50% 26%
48% 24%
51% 21%
MODERATE IMPACT HIGH IMPACT

B4. TO WHAT EXTENT DO YOU BELIEVE YOUR EAP HAS A MEASURABLE IMPACT ON THE FOLLOWING AREAS?

BASE: THOSE WHOSE ORGANIZATION OFFERS AN EAP (N=160)
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2025 STATE OF WORKPLACE WELL-BEING

A f EAP / While many EAP features are currently offered, there are significant gaps between availability and
SS€SSIII€Ilt O employee needs. 24/7 access to care (47%), data and reporting capability (43%), and multilingual support
. (42%) are among the most commonly provided features. However, a notable portion of HR professionals
beneflts features wish their EAPs offered key services such as the ability to choose a preferred counsellor (56%), seamless
electronic medical records (50%), and proactive follow-ups (48%). These findings suggest an opportunity
for providers to expand offerings and enhance personalization to better meet employee expectations.

24/7 access to care 12% 41%

Data andreporting capability 17% A1%
Multilingual support 31% 27%

Personalized care plans 15% 44%

Proactive follow-ups 14% 48%
Option to continue with the same counsellor 13% 49%

Support for all cases 10% 55%

Appointments within 24 hours 11% 55%
Option to continue with the same counsellor (employee-funded option) 17% 51%

Seamless care with one electronic medical record 24% 50%

Ability to choose preferred counsellor 19% 56%

International support 91%

. NOT NEEDED / WANTED WISH IT OFFERED CURRENTLY OFFERS

B6. WHICH OF THE FOLLOWING FEATURES BEST DESCRIBES YOUR ORGANIZATION'S EAP OR WORKPLACE BENEFIT OFFERINGS?
BASE: ALL RESPONDENTS (N=200)

47%
43%
42%
42%
39%
39%
35%
35%
33%
27%
26%
33% 17%

@ Dialogue
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2025 STATE OF WORKPLACE WELL-BEING

T l ll Employee engagement and satisfaction (91%), retention (89%), and mental health support (85%) are the
Op emp Oyee "V e IIESS top wellness priorities for organizations over the next 3-5 years. Professional development (84%) and

. . . physical health (70%) are also key focus areas, reflecting a strong commitment to holistic employee well-

prlorltles for the next being. However, lower prioritization is given to areas like sleep health (52%), caregiver support (48%), and
nutrition programs (51%), suggesting an opportunity to expand wellness initiatives beyond traditional

benefits to address emerging employee needs.

3-5 years

Employee engagement and satisfaction I 7% 39%
Employee retention (e.g.,reducing turnover) I 10% 41%
Mental health support (e.g., counselling, stress management) . 12% 41%
Professional development and career growth . 12% 43%

Physical healtth [ 27%
Women's health initiatives 29%

Family care support (e.g., elder or childcare) 31%
Financial wellness (e.g., financial planning, debt support) 32%

Substance use support and prevention 30%
Fitness programs 37%
Sleep health and fatigue management 33%
Nutrition and healthy eating programs 35%
Caregiver support 35%
. NOT A PRIORITY LOW PRIORITY MODERATE PRIORITY

C1. WHAT ARE YOUR ORGANIZATION'S TOP WELLNESS PRIORITIES FOR EMPLOYEES FOR THE NEXT 3-5 YEARS?
BASE: ALL RESPONDENTS (N=200)

52%
49%
44%
41%
40% 31%

42% 20%
40% 18%
41% 18%

34% 23%
38% 15%
35% 17%

38% 14%
36% 12%

HIGH PRIORITY

Top 2

91%
89%
85%
84%
70%
61%
28%
28%
26%
23%
22%
21%
48%

@ Dialogue
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2025 STATE OF WORKPLACE WELL-BEING

Employed Canadians

CANADIANS 18+ YEARS OF AGE WHO ARE EMPLOYED FULL OR PART TIME (N=1000)

Gender

MALE
FEMALE

92%
48 %

Age

18 TO 34 YEARS
35 TO 54 YEARS
55 YEARS OR OLDER

33%
46 %
21%

Marital Status

SINGLE 31%
MARRIED/COMMON LAW 60%
SEPERATED/DIVORCED 6%
WIDOWED 1%

Kids in household

YES
NO

36%
64%

Education

HIGH SCHOOL OR LESS
COLLEGE
UNIVERSITY

Employer EAP

KNOW - 20%

22%
38%
37%

YES - 52%

Region

West 32%
BRITISH COLUMBIA 14%
ALBERTA 11%

SASKATCHEWAN / MANITOBA 6%

Ontario 38%
Quebec 24%
Atlantic 7%
NEW BRUNSWICK 2%
NOVA SCOTIA 3%
PRINCE EDWARD ISLAND 1%

NEWFOUNDLAND AND LABRADOR 1%
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2025 STATE OF WORKPLACE WELL-BEING

Human resources professionals

CANADIANS 18+ YEARS OF AGE WHO ARE HR PROFESSIONALS (DECISION-MAKERS) (N=200)

Gender

MALE
FEMALE

46 %
955%

Level of influence
related to EAP

Age

18 TO 34 YEARS
35 TO 54 YEARS
55 YEARS OR OLDER

27 %
50%
24%

PRIMARY DECISION-MAKER

SOME INVOLVEMENT
IN DECISIONS

Employer EAP

43 %
58%

Number of employees

FEWER THAN 100 39%
100 TO 499 23%
500+ EMPLOYEES 39%

Region

West 29%
BRITISH COLUMBIA 10%
ALBERTA 13%

SASKATCHEWAN / MANITOBA 7%

Ontario 42%
Quebec 24%
Atlantic 5%
NEW BRUNSWICK 2%
NOVA SCOTIA 3%
PRINCE EDWARD ISLAND 1%

NEWFOUNDLAND AND LABRADOR -
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