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Introduction 
Healthcare professionals working in Federally Qualified Health Centers (FQHCs) operate on the front 
lines of America’s safety-net healthcare system. These centers provide comprehensive care to 
underserved and vulnerable populations, ranging from primary care and pediatrics to behavioral 
health and social services. The very mission that makes FQHCs special, serving high-need 
communities regardless of ability to pay, also places exceptional demands on FQHC employees. Long 
hours, high patient loads, complex cases, and constrained resources have become the norm in many 
FQHC settings. Over time, these pressures can manifest as chronic workplace stress, emotional 
exhaustion, and ultimately burnout among clinicians and staff. Burnout is defined by a combination 
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of overwhelming fatigue, cynicism or depersonalization, and a reduced sense of personal 
accomplishment. In human terms, it’s the physician who feels numb towards her patients after too 
many heartbreaking cases in a row, or the nurse who dreads the start of another day because he 
feels he has nothing left to give. Studies consistently show that burnout is highly prevalent among 
healthcare workers. Recent surveys indicate that between 50–60% of physicians and nurses report 
significant burnout symptoms in any given year. FQHC providers appear especially susceptible due to 
the intensity of their work environment. A poster study at a large urban FQHC found that all surveyed 
providers experienced some degree of burnout in the domains of emotional exhaustion or 
depersonalization. 

This situation has only been exacerbated by the COVID-19 pandemic and its aftermath. Front-line 
providers in community clinics faced the dual challenges of surging patient needs and personal risk, 
often without ample support, leading to what many have termed a “crisis within a crisis” for 
healthcare worker mental health. Beyond the moral concern for the well-being of those who care for 
society’s most vulnerable, there is a clear practical imperative to address this issue. Burnout and 
unaddressed mental health problems among healthcare staff lead to poorer outcomes across the 
board. Patients may receive less empathetic or lower-quality care, clinics may see higher staff 
turnover and vacancy rates, and the healthcare system incurs higher costs from errors, inefficiency, 
and recruitment needs. Indeed, it has been empirically shown that burnout is linked to increases in 
medical errors and decreases in patient satisfaction. Moreover, as burnout erodes the workforce, 
continuity of care suffers; patients in underserved communities lose trusted providers, widening 
gaps in care access. 

Recognizing these stakes, healthcare leaders and organizations have begun to emphasize provider 
well-being as an integral component of the “Quadruple Aim”, adding clinician experience to the 
classic triple aim of improving population health, enhancing patient experience, and reducing costs. 
In FQHCs, where margins are slim and missions are lofty, supporting staff mental health is not a 
luxury; it is foundational to sustaining operations and quality care. The question is no longer “should 
we address healthcare worker mental health?”, but rather “how should we address it effectively?”. 
This introduction frames the context: a workforce under strain, a mandate to act, and the necessity 
of evidence-based solutions that truly help those who dedicate their lives to helping others. In the 
sections that follow, we delve into the impact of burnout on both personnel and patient care, and 
then explore various models of therapist-supported mental health programs as a promising 
approach to tackle these challenges in FQHC settings. 
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The Toll of Burnout on Caregivers and Communities 
Burnout and mental distress among healthcare providers are not isolated personal issues; they have 
far-reaching implications for healthcare delivery and community health outcomes. At the individual 
level, a burned-out clinician is more likely to experience depression, anxiety, sleep disturbances, and 
even physical health problems such as hypertension. Alarmingly, research has found elevated risks 
of suicide among physicians suffering from burnout and mental health issues (with one cited statistic 
indicating male physicians have 1.4 times and female physicians 4.1 times the suicide risk of the 
general population). These personal tolls underscore that healthcare workers’ mental health is a 
critical component of public health in itself. However, the repercussions extend further: 

●​ Impact on Patient Care: When a provider is emotionally exhausted or disengaged (key 
hallmarks of burnout), their ability to connect with patients and provide high-quality care 
diminishes. Burnout has been linked with poorer patient experiences, including lower 
patient-reported satisfaction particularly in areas like physician communication. A 
meta-analysis examining burnout’s effects found significant associations between provider 
burnout and lower quality and safety in healthcare, such as more frequent medical errors and 
lapses in safe practices. Furthermore, burnout can reduce a provider’s attentiveness and 
empathy, potentially leading to missed diagnoses or less effective counseling for patients. In 
an FQHC context, where patients often have complex, multifaceted needs (medical, 
behavioral, and social), the presence of an engaged and psychologically well provider can be 
the difference in successfully coordinating care or catching a crucial warning sign. By 
contrast, a provider who is “running on empty” may not have the bandwidth to go the extra 
mile that these patients often require. Research underscores this; for instance, a study in 
Annals of Family Medicine found that primary care clinician burnout predicted lower patient 
continuity and was correlated with reduced adherence to care plans. In summary, burnout 
jeopardizes care quality at exactly the time when high-quality care is most needed for 
vulnerable populations. 

●​ Workforce Turnover and Shortages: Burnout’s impact on the workforce pipeline is a major 
concern. High levels of stress and emotional fatigue are driving many talented professionals 
to reduce their clinical hours or leave their jobs entirely. In a longitudinal study of primary 
care clinicians and staff in California, those who reported burnout were significantly more 
likely to leave their organization within two years than those who did not report burnout. 
Turnover is especially problematic for FQHCs, which already struggle to recruit providers to 
underserved areas. Every departure means a clinic may go months with a vacancy, patients 
lose continuity of care, and remaining staff face increased pressure to pick up the slack in a 
vicious cycle that can breed further burnout among those left behind. The financial cost is 
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non-trivial: replacing a single primary care physician can cost an organization on the order of 
half a million to one million dollars once recruitment, training, and lost productivity are 
factored in. Nurse and other clinical staff turnover also carries steep costs (for example, 
estimates suggest each lost registered nurse can cost $40,000 or more to replace). At a 
macro level, a 2019 analysis estimated that physician burnout alone adds about $4.6 billion 
per year in excess costs to the U.S. healthcare system, mainly from turnover and reduced 
clinical hours. For community health systems operating on thin margins, these costs and 
operational disruptions can be crippling. Thus, addressing burnout is not only about 
preserving human capital but also about maintaining financial and operational viability in 
FQHCs. 

●​ Clinical Performance and Productivity: Even among staff who remain in their positions, 
burnout can erode productivity and engagement. Burned-out employees are more likely to 
exhibit absenteeism (missing work days due to illness or fatigue) and “presenteeism” 
(coming to work but functioning at suboptimal levels). They may also be less inclined to 
participate in quality improvement initiatives or innovative care models, given that their 
primary focus becomes emotional survival rather than system improvement. This was 
reflected in a study by Quigley et al. (2024) in which providers experiencing burnout had 
lower enthusiasm for quality improvement (QI) and felt less supported in clinic culture. In 
contrast, providers who felt their leadership was facilitative and who had space for input 
reported significantly lower burnout. Burnout can thus sap the innovative, collaborative 
energy that is needed for healthcare systems to evolve and meet new challenges. In extreme 
cases, chronic stress may lead to cognitive impairment such as decreased concentration or 
memory issues, directly impacting clinical decision-making and efficiency. 

●​ Personal and Family Life: While perhaps outside the direct scope of what FQHC 
administrators might measure, it’s worth noting that the toll of burnout extends to the 
personal lives of healthcare workers. Strained mental health can harm relationships, lead to 
social withdrawal, or result in unhealthy coping (such as substance use). Many healthcare 
workers report that the stress of their job spills over at home, affecting their ability to be 
present with family or engage in self-care activities. This erosion of work-life balance, 
commonly cited by providers, perpetuates the cycle of burnout. When employees suffer in 
silence, their sense of purpose and connection can wane. It is painful but necessary to 
acknowledge that some providers reach a breaking point, evidenced by rising reports of 
clinicians seeking mental health leave or even tragically, suicides in the profession. The 
human cost here is incalculable and represents a profound loss to society beyond any 
economic metric. 
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In summary, the toll of burnout on FQHC employees is multidimensional: it depletes the individuals 
who form the core of community healthcare, undermines patient care outcomes, destabilizes 
healthcare teams through turnover, and incurs significant costs to already resource-limited systems. 
It is a situation that, if left unchecked, threatens both the mission and the sustainability of FQHCs. 
Recognizing this toll clarifies why aggressive action to support mental health among these 
employees is not just advisable but essential. The next sections of this article will argue that one of 
the most promising avenues for such action is the implementation of therapist-supported mental 
health programs with interventions that directly address the psychological and emotional needs of 
staff, with professional guidance. Before exploring those solutions in depth, it is important to clarify 
what we mean by “therapist-supported” programs and why they are particularly well-suited to meet 
the needs we have outlined. 

What Are Therapist-Supported Mental Health Programs? 
“Therapist-supported mental health programs” refers to a spectrum of workplace initiatives and 
resources that involve licensed mental health professionals (such as psychologists, clinical social 
workers, counselors, or therapists) in supporting employees’ mental well-being. These programs go 
beyond generic wellness tips or self-help resources by providing direct access to professional mental 
health care or facilitation. The rationale is that trained therapists can offer targeted interventions that 
are evidence-based and tailored to individuals’ needs. In the high-stress context of healthcare, 
having a skilled mental health professional available to staff can make the difference between a 
well-intentioned but ineffective wellness effort and one that actually leads to meaningful 
improvements in well-being. 

Therapist-supported programs can take several forms, including: 

●​ Employee Assistance Programs (EAPs): EAPs are one of the most widespread forms of 
employer-provided mental health support. A typical EAP gives employees (and sometimes 
their families) access to short-term counseling services, usually provided by external licensed 
therapists, at no cost to the employee. The services are confidential and can cover a range of 
issues from work stress and burnout to personal life challenges. However, traditional EAP 
utilization in healthcare has historically been quite low. Often only a small percentage of 
eligible employees use it. That said, those who do use EAP counseling often report it as 
helpful in reducing stress and improving their ability to cope at work. Modern EAPs have 
expanded beyond just a phone line; many now offer online counseling, text-based coaching, 
and self-guided digital resources. They may also provide referrals for longer-term therapy if 
needed. For FQHC employees, an EAP is a baseline resource. The key is making sure staff feel 
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safe and encouraged to use it, which involves leadership endorsement and privacy 
assurances. 

●​ On-site or In-house Counseling Services: Some healthcare organizations have introduced 
on-site mental health professionals who are available to staff on a regular basis. For example, 
a large hospital might employ a psychologist as a “staff wellness counselor” whom doctors 
and nurses can see on the campus during work hours. In the context of an FQHC, on-site 
counseling could mean partnering with a local therapist or employing a part-time counselor 
to provide services in the clinic or virtually. The advantage of an on-site model is easy access 
and normalization. The therapist becomes a familiar part of the work environment, reducing 
logistical barriers, and signaling that management prioritizes mental health. An in-house 
counselor might offer weekly drop-in hours, one-on-one therapy sessions by appointment, or 
even lead group stress-reduction workshops. Evidence shows that when such support is 
readily accessible, staff are more likely to utilize it. One study reported that psychological 
support delivered by occupational health staff (essentially bringing therapy into the 
workplace context) significantly reduced distress and improved quality of life among 
healthcare workers who took advantage of it. The presence of a known, friendly mental health 
professional in the clinic can also help destigmatize seeking help. 

●​ Digital Mental Health Platforms (with Human Support): In recent years, digital mental 
health solutions have grown in popularity. These range from wellness apps to comprehensive 
platforms that offer screening, self-guided modules, and teletherapy. The most effective of 
these incorporate live therapist support. For instance, some employers contract with services 
like Lyra Health, Spring Health, or Talkspace, which provide employees with quick access to 
licensed therapists via video or messaging, often combined with digital exercises or coaching. 
The PLOS One study described earlier evaluated Spring Health’s program for frontline 
healthcare workers, which included therapy and/or psychiatric medication management 
facilitated through a digital platform. The results were very promising, including large 
reductions in depression and anxiety and higher retention of employees. Digital programs 
have the benefit of scalability and 24/7 availability; an employee can take a resilience quiz at 
midnight or book a therapy session during a break. They also cater to different preferences, 
some may prefer chat or text with a therapist rather than face-to-face, which can be less 
intimidating. Importantly, digital programs can often match employees with therapists who fit 
their needs (for example, offering a choice of provider based on language, background, or 
specialization). For FQHC staff who might come from diverse backgrounds and serve diverse 
communities, this matching can improve engagement and outcomes. The key is that these 
aren’t just apps, but professionally guided interventions delivered through convenient 
technology. 
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●​ Peer Support and Peer Counseling Programs: While not “therapy” in the formal sense, peer 
support initiatives involve training and enabling colleagues to support each other’s mental 
well-being, often under the guidance of mental health professionals. Examples include peer 
support hotlines (staffed by trained volunteer employees who provide a listening ear and can 
triage someone to professional help if needed) and critical incident stress debriefing teams 
(peers who respond after traumatic events like an adverse patient outcome). Another model 
is the Schwartz Rounds, which are facilitated group discussions (often led by a social worker 
or psychologist) where healthcare staff come together to share the emotional and social 
challenges of their work in a supportive environment. Research on peer support in healthcare 
shows positive effects on reducing feelings of isolation and fostering resilience; one study 
noted that a peer support program with managerial training led to improvements in burnout 
scores among staff. The presence of a therapist or counselor in designing or leading these 
programs is important to ensure peers have the proper training and that conversations 
remain constructive. Peer programs resonate in FQHCs because they leverage the 
camaraderie and shared mission that often exists in these teams, while still providing 
structure and referral pathways for more serious issues. In effect, these programs create a 
safety culture where it’s normal to check in on each other’s well-being and to speak up when 
struggling, analogous to patient safety rounds but for emotional health. 

●​ Workshops, Trainings, and Group Interventions (Therapist-Led): This category includes 
things like resilience training workshops, stress management seminars, mindfulness 
meditation classes, or cognitive-behavioral skill-building groups, all led by mental health 
professionals or qualified trainers. For example, the SMART program (Stress Management and 
Resiliency Training) integrates meditation, cognitive reframing, and lifestyle coaching; it was 
tested with healthcare workers and showed improved mental health and job satisfaction 
alongside reduced stress. Similarly, Mindfulness-Based Stress Reduction (MBSR), typically an 
8-week group course taught by a qualified instructor, has demonstrated reductions in 
burnout, anxiety, and depression among healthcare staff. These interventions might not be 
individualized therapy, but they are “therapist-supported” in the sense that a professional 
guides participants through evidence-based techniques. They often equip staff with practical 
tools (like breathing techniques, or skills to challenge negative thoughts) that can be used on 
the job. FQHCs could implement such programs periodically (e.g., an annual resilience 
workshop series, or optional weekly meditation sessions on-site). An important benefit of 
group-based approaches is fostering peer connection. Staff often realize they are not alone in 
their feelings, which itself is therapeutic. That said, these programs should be seen as 
complementary to, not replacements for, individual counseling, since not everyone will feel 
comfortable sharing or addressing their issues in a group setting. 
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In all the above forms, a few common threads define therapist-supported programs: professional 
expertise, confidentiality, and a focus on mental health outcomes. The involvement of a therapist or 
counselor ensures that interventions are grounded in clinical evidence and can be responsive to 
signs that someone needs higher-level care (for instance, if a participant is showing signs of severe 
depression, a therapist can refer them for specialized treatment). Confidentiality is paramount, 
whether it’s an EAP session or a peer support chat. Employees must trust that what they share won’t 
be relayed to their boss or colleagues inappropriately. Establishing that trust is often the job of the 
program’s design (clear rules, independent providers) and the tone set by leadership about privacy. 
Lastly, these programs explicitly target mental health and stress; they are not simply perks or general 
wellness programs, but rather targeted supports acknowledging that healthcare work can cause 
psychological strain that merits direct attention. 

It’s also worth noting what therapist-supported programs are not. They are not about pathologizing 
employees or implying that staff are “mentally ill.” Rather, they are about recognizing the inherent 
challenges of the work and proactively providing support. Additionally, these programs are not 
one-size-fits-all. An effective FQHC mental health support strategy might blend several of the 
elements described above, catering to different levels of need: immediate crisis support, ongoing 
counseling, routine resilience-building, and so on. 

Having defined and described the types of therapist-supported mental health programs, the next 
part of this article examines evidence for their effectiveness and draws on case examples of how 
they have been implemented, particularly in healthcare and similar high-stress fields. The goal is to 
ground the concept in real-world outcomes, demonstrating how these programs can truly make a 
difference for employees and organizations alike. 

Evidence of Effectiveness: Do These Programs Work? 
Any initiative aimed at improving healthcare worker well-being must be guided by a fundamental 
question: Do these programs actually work? Fortunately, an expanding body of research over the 
past decade indicates that well-designed mental health interventions for healthcare staff can yield 
significant benefits. We will explore key findings from this literature, highlighting outcomes in terms 
of mental health improvements, reductions in burnout, and organizational metrics like retention and 
productivity. 
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1. Improvements in Mental Health Outcomes 
A variety of studies have measured how specific interventions impact mental health symptoms (such 
as depression, anxiety, stress levels) in healthcare workers. The results are encouraging. A 
comprehensive systematic review published in 2024 in the American Journal of Public Health 
analyzed 118 intervention studies targeting healthcare worker mental health. It found that 76% of 
interventions reported significant positive changes in at least one well-being outcome. More 
specifically, interventions led to reductions in stress (in 29 studies), anxiety (20 studies), emotional 
exhaustion/compassion fatigue (16 studies), burnout as a syndrome (15 studies), and depression (15 
studies). Importantly, nearly one-fourth of all observed improvements across these studies were 
classified as large effect sizes, meaning the changes were not just statistically significant but 
substantial enough to be very meaningful in real life. This indicates that the best of these programs 
are capable of delivering strong improvements in how healthcare workers feel and function. 

Diving into particular examples: the digital Spring Health program for frontline workers (described 
earlier) yielded large reductions in self-reported depression and anxiety symptoms (effect sizes d = 
1.3 for depression, d = 1.6 for anxiety, which are considered very large). About 84% of participants 
either reliably improved or recovered to a point of minimal symptoms over 6 months, which is a 
striking success rate. Another example, focusing on mindfulness, showed that nurses who 
underwent an 8-week Mindfulness-Based Stress Reduction (MBSR) program had significant drops in 
their levels of burnout, anxiety, and depression post-intervention. Qualitative feedback from such 
programs often reveals participants feel more calm, present, and better able to cope with the daily 
demands of their job after training in mindfulness or coping skills. 

Counseling-based interventions likewise demonstrate impact. A study in Italy during the height of 
COVID-19 provided psychological counseling via occupational health services to hospital staff; they 
observed marked decreases in measures of acute distress and post-traumatic stress symptoms 
among those who used the service compared to baseline. For peer support, an interesting piece of 
evidence comes from a “battle buddy” program implemented in a healthcare system (modeled after 
military peer support): staff paired up to check in on each other routinely, and those pairs had lower 
stress scores and absenteeism over time than those without a buddy system, according to internal 
reports (though formal publication of that data is pending). While peer support findings can be 
variable, one randomized trial of a “manager-led discussion” intervention (where managers were 
trained to have brief 5-minute conversations about well-being with their team members) showed a 
reduction in burnout levels on follow-up compared to control groups. This suggests even relatively 
low-cost, light-touch interventions can make a measurable difference if done thoughtfully. 
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2. Reduction in Burnout Scores and Incidence 
Beyond general mental health metrics, several studies specifically track burnout using standardized 
tools like the Maslach Burnout Inventory (MBI) or single-item burnout measures. Successful 
interventions have shown that burnout scores can be lowered and that the proportion of staff 
experiencing high burnout can be reduced. For instance, in the systematic review mentioned earlier, 
15 studies (13% of those reviewed) reported significant reductions in overall burnout, and in some 
cases, the improvements were large. One of the notable intervention trials is the “Healthy 
Workplace” cluster RCT by Linzer et al. (2015) in primary care clinics. They combined workflow 
interventions (like reducing electronic health record stress) with facilitated group sessions, and 
found meaningful reductions in burnout among physicians in the intervention arm compared to 
controls. 

Another example: the Mayo Clinic’s physician well-being program (which included facilitated small 
group discussions among physicians every two weeks over 9 months) reported a significant decrease 
in burnout and an increase in meaning in work, compared to a matched group, at one-year follow-up. 
This is particularly relevant as it underscores that support groups guided by facilitators (who were 
often psychiatrists or psychologists in that program) can chip away at burnout even in a demanding 
environment. 

More directly, the integration of a brief counseling program in an emergency department (ED), where 
a psychologist proactively reached out to ED staff for wellness check-ins and quick counseling after 
tough cases, saw burnout levels (measured by emotional exhaustion) drop by about 15% in that 
department over a year, whereas a comparable ED without the program saw no change (this was 
reported in a conference abstract, illustrating the need for more publication of such outcomes). 
Furthermore, the FQHC poster from Johns Hopkins we looked at recommended a combination of 
organizational and individual interventions, noting evidence that things like improved teamwork, 
schedule control, and supervision on the organizational side, plus peer support, stress management 
training, and mindfulness on the individual side, are effective in mitigating burnout. The implication is 
that tackling burnout often requires a multi-pronged approach, and therapist-supported elements 
(like supervision and mindfulness training) are key pieces of the puzzle. 

3. Retention and Turnover Outcomes 
One of the most tangible measures for organizations is whether these programs help keep staff on 
board. We have already cited the Spring Health study’s finding of a 1.58-fold higher retention rate for 
program users versus non-users over the study period. In practical terms, that kind of improvement 
can translate into major cost savings and stability. There are also case studies from industry: for 
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example, the mental health platform Modern Health reported that across its client companies (not 
specific to healthcare), employees who engaged with their mental health services had a 5.5% higher 
retention rate over a year compared to those who didn’t use the services. While that is an industry 
report and not peer-reviewed, it aligns with the idea that offering support helps organizations hold 
onto employees. 

Looking specifically at healthcare, a pre-post analysis at a large academic medical center found that 
the introduction of a physician counseling and coaching program coincided with a reduction in 
physician turnover rates in the subsequent two years, compared to increasing turnover trends in 
similar institutions without such programs (as noted in their internal HR data). The cause-effect is 
hard to definitively prove because many factors influence turnover, but surveys of departing staff 
frequently cite burnout and lack of support as reasons for leaving. Therefore, it stands to reason that 
robust support programs remove at least some of those reasons. An interesting data point: the AMA’s 
Steps Forward program provided an ROI calculator for interventions to reduce burnout. One health 
system used it to project that even a modest decrease in burnout from a coaching program would 
save them several million dollars a year by averting turnover. After a year, they reported fewer 
resignations than projected, lending anecdotal support to the ROI model. 

For FQHCs dealing with chronic staffing shortages (especially in rural areas), even saving one 
clinician from leaving can have outsized impacts on patient access in the community. It’s 
encouraging, then, that evidence suggests mental health support initiatives can indeed bolster 
retention. People are more likely to stay in jobs where they feel valued and cared for. In fact, in one 
survey, feeling valued by one’s organization was strongly correlated with lower intent to leave among 
physicians. By implementing therapist-supported programs, FQHCs send a message that “we value 
you and your well-being,” which likely contributes to stronger organizational loyalty and 
commitment. 

4. Productivity, Engagement, and Patient Outcomes 
Though harder to measure directly, some studies have looked at whether improving staff mental 
health translates into better organizational performance. For example, recall from the Spring Health 
study that participants in the program had 0.7 fewer workdays per week impacted by mental health 
issues. That’s a significant gain in productivity, roughly 3 days per month of improved functioning per 
employee using the program. If many employees are engaged in such a program, the cumulative 
effect on overall clinic productivity (and reduced sick leave) can be substantial. There’s also evidence 
that improving mental well-being can increase workplace engagement. In a randomized trial of a 
coaching intervention for physicians (published in JAMA Internal Medicine, 2019), those who 
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received professional coaching not only had lower burnout but also reported higher engagement at 
work compared to controls. They felt a renewed sense of purpose and were less likely to cut back 
work hours. 

As for patient outcomes, it is logical to infer that happier, less burned-out staff will provide better 
care, but proving it quantitatively is challenging. However, some connections have been drawn. A 
meta-analysis by Panagioti et al. (2018) found that higher burnout among healthcare providers was 
associated with lower patient-reported quality of care and some safety metrics. Therefore, if 
interventions reduce burnout, they are likely indirectly improving those patient metrics. Another 
interesting proxy is patient wait times and access: an engaged, well-staffed clinic can offer more 
timely appointments and follow-up, whereas an overtaxed or short-staffed clinic cannot. An FQHC 
that implemented a broad well-being program (including counseling, workflow changes, and reward 
systems for staff) noted that their patient no-show rates dropped and chronic disease management 
metrics (like A1c control in diabetics) improved over the following year, which they partially 
attributed to a more attentive and stable workforce (this was described in a Primary Care Association 
conference presentation, though not published formally). Again, drawing a straight line is complex, 
but such qualitative reports align with expectations. 

It’s also worth highlighting the cost-benefit aspect one more time from the evidence: The WHO and 
other bodies have reported that well-implemented workplace mental health programs consistently 
show positive ROI, often in the range of 2:1 to 4:1. This stems from all the factors we’ve discussed; 
reduced turnover costs, fewer sick days, improved performance, and also less tangible gains like 
maintaining institutional knowledge and team morale. 

In summary, the evidence base, while still growing, strongly supports the effectiveness of 
therapist-supported mental health programs for healthcare workers. These programs can reduce 
symptoms of mental illness (depression, anxiety, PTSD), lower burnout levels, increase job 
satisfaction and engagement, and improve retention. The most successful interventions tend to be 
those that are comprehensive (addressing multiple facets of well-being), sustained (not one-off 
lectures, but ongoing support), and endorsed by leadership (creating a culture that encourages 
participation). Of course, not every program will automatically succeed; the implementation context 
matters greatly, which we’ll discuss in the next section on challenges and best practices. But if the 
question is “do these interventions work if done correctly?”, the answer from research and case 
studies is a resounding yes. Interventions can make a meaningful difference in the lives of healthcare 
workers and in the functioning of healthcare organizations. 
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Implementing Support Programs in FQHCs: Challenges 
and Best Practices 
Bringing therapist-supported mental health programs to life in FQHCs requires careful planning and 
an understanding of both potential obstacles and success factors. FQHCs have unique 
characteristics, often operating on limited budgets, have a strong community-oriented ethos, and 
employ a diverse workforce that includes not just physicians and nurses but also community health 
workers, administrative staff, and others. Here we discuss some of the common challenges FQHCs 
might face in implementing these programs, and highlight best practices gleaned from both research 
and real-world experiences to overcome those challenges. 

Challenge 1: Resource Constraints (Financial and Personnel) 
Unlike large hospital systems, many FQHCs may not have dedicated funds set aside for staff wellness 
initiatives, and hiring full-time wellness personnel might seem out of reach. Additionally, carving out 
time for staff to participate in programs (which might reduce clinical hours in the short term) can be 
difficult when patient demand is high. 

Best Practices: Start small and leverage partnerships. For instance, consider partnering with local 
universities or mental health organizations willing to provide counseling or workshops at a reduced 
rate or as part of a grant. Some FQHCs have secured funding through provider burnout grants (from 
bodies like HRSA or state health departments) specifically to pilot wellness programs. A phased 
approach can help manage costs and a limited number of workshops, then expand based on uptake. 
Also, track metrics to demonstrate impact can justify budget allocation by showing the program’s 
value. Remember, even an ROI of 1.5:1 or 2:1 is a net gain; presenting mental health support as an 
investment that pays off, rather than a pure expense, can help get leadership and board buy-in. In 
terms of personnel, if hiring a therapist is not immediately feasible, consider designating an existing 
staff member (perhaps an experienced behavioral health clinician already working with patients) to 
allocate some hours to staff support, or form a small wellness committee that includes people with 
mental health expertise. 

Challenge 2: Stigma and Utilization 
One of the paradoxes is that you can build a support program, but staff may not use it due to stigma 
or fear of being perceived as “not coping.” There can be a culture in healthcare of toughness, where 
seeking help is wrongly equated with weakness. Confidentiality concerns also loom large: employees 
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might worry that if they use counseling, their boss or colleagues will find out and judge them or 
question their fitness for the job. 

Best Practices: Normalize and protect. Leadership should openly talk about mental health in staff 
meetings and internal communications, sharing messages like “It’s okay to not be okay” and even 
personal anecdotes of stress if appropriate. When the CEO or CMO can say, “I myself spoke with a 
counselor after a tough case and it helped,” it sends a powerful signal. Make participation in wellness 
activities seen as positive and encouraged, for example by celebrating those who complete a 
mindfulness course (if they opt-in to be recognized) or by building wellness moments into the 
workday (like a brief group meditation break, which everyone does together, from the front desk to 
the medical director). Ensure all therapist-supported services are delivered with ironclad 
confidentiality. Contracts with outside providers should explicitly state that no identifiable 
information about who used the service or what was said will be shared with the employer. If 
utilization is low initially, consider doing an anonymous survey asking staff what barriers or fears they 
have, and address those directly. Sometimes, simply rebranding can help. One FQHC found that 
calling their sessions “professional development coaching” rather than “therapy” led to increased 
uptake by removing some stigma, even though the underlying support was similar to counseling. 
However, it’s crucial not to mislead; the key is to meet staff where they are in terms of comfort. 

Another tactic is to integrate well-being checks into routine processes: for example, include a quick 
mental well-being questionnaire in annual employee evaluations (not for punitive use, but to prompt 
reflection and a conversation). You can also train supervisors to regularly ask their team “How is your 
workload? How are you coping, is there anything we can support you with?” as a standing agenda 
item in check-ins. These practices make mental health a normal topic rather than a taboo. Some 
organizations have created peer champions or “wellness ambassadors”. Staff members who are 
passionate about the topic and can informally promote the resources among their peers, share their 
own positive experiences, and lookout for colleagues who might be struggling (and gently nudge 
them towards help). 

Challenge 3: Tailoring to Diverse Staff Roles and Backgrounds 
An FQHC’s workforce might include doctors, nurse practitioners, dentists, nurses, medical assistants, 
receptionists, billing staff, social workers, etc., each with different stressors and schedules. There’s 
also diversity in culture and language; for instance, a large portion of staff might be bilingual and 
from the communities they serve. A one-size program might not resonate across the board. 

Best Practices: Offer variety and inclusivity. Provide a menu of resources to appeal to different 
groups. Clinical staff working directly with patients might appreciate peer support groups to discuss 
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patient-related stress (similar to Schwartz Rounds), whereas non-clinical staff might benefit from 
general stress management or conflict resolution workshops. Some might prefer one-on-one 
counseling; others might prefer group activities. Ensure that materials and services are culturally 
sensitive. If you have a significant number of Spanish-speaking staff, have counselors or support 
materials available in Spanish, etc. Solicit input from representatives of different departments when 
planning programs: what do the nurses feel they need most? What about the front office staff? This 
participatory approach not only helps tailor the program, it also increases buy-in because people see 
their input valued. One successful example from a community health center was hosting separate 
discussion groups: one for providers (MDs, NPs, PAs), one for support staff/medical assistants, each 
facilitated by a therapist but structured around the issues most salient to those roles. Both groups 
were well attended because they catered to the audience’s context. However, be cautious not to silo 
entirely; also foster some organization-wide activities that build a sense of team across roles (like a 
wellness day or retreat that everyone attends together, breaking down hierarchies). 

Flexibility in scheduling is also key. Night shift or weekend staff should have equal access, could be 
via recorded webinars or a rotating counselor schedule. Telehealth options greatly help here, as a 
staff member can have a session from home at convenient times rather than strictly 9–5. The notion 
of “meeting people where they are” applies to mental health support just as it does to patient care in 
public health. 

Challenge 4: Maintaining Momentum and Avoiding Tokenism 
It’s unfortunately common that organizations launch a wellness initiative with fanfare, only for it to 
fizzle out or be perceived as superficial. Staff will quickly tune out if they feel these efforts are just PR 
or a checkbox, rather than a sustained commitment. 

Best Practices: Integrate and evaluate. Make mental health support an ongoing part of organizational 
strategy, not a one-time project. Set up a mechanism for continuous feedback. A quarterly well-being 
survey or focus group can gauge what’s working and what needs adjustment. Track usage of services 
(in aggregate) and outcomes like burnout rates or turnover, and report back to staff: “Since we 
started the program, 40 employees have taken advantage of counseling and we’ve seen a 15% 
reduction in high burnout scores in our follow-up surveys.” This creates a sense of progress and 
accountability. Avoid the trap of only surface-level interventions by pairing individual-focused 
programs with efforts to improve working conditions. For instance, alongside encouraging staff to use 
counseling, an FQHC might re-examine workflow inefficiencies or institute policies limiting 
after-hours work emails. When employees see structural issues being addressed in tandem with 
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personal support, they feel the organization is truly committed to their well-being, not just putting a 
Band-Aid on a deeper problem. 

Leadership should also be held accountable: perhaps include staff well-being metrics as part of 
management performance evaluations. If turnover or burnout in a department is high, leaders should 
be tasked with working on solutions (with support, not blame). Conversely, celebrate departments or 
clinics that show improvements in well-being or innovative support ideas. Recognition can be a 
motivator, e.g., a “Wellness Champion Award” for a team that exemplifies caring for each other. 

Sustaining momentum may also involve refreshing the offerings periodically. People might habituate 
to a particular workshop or resource, so introduce new topics or activities every so often to keep 
things engaging. Tap into seasonal opportunities: for example, around the holidays, offer a session 
on coping with stress during holiday season; during national mental health awareness month, 
perhaps host a keynote speaker or a panel discussion with staff sharing stories (if they are willing). 
Making these programs part of the culture means weaving them into the fabric of the organization’s 
calendar and priorities, rather than being an “add-on.” 

Challenge 5: Measuring Success and Adjusting 
Unlike clinical metrics (like blood pressure readings), measuring something like “employee 
well-being” can be tricky and qualitative. FQHCs might struggle to show concrete ROI or impact in 
the short term, which could risk future funding or support for the program. 

Best Practices: Use multiple measures of success. Combine quantitative and qualitative data. 
Quantitatively, use brief validated surveys e.g., the Maslach Burnout Inventory (MBI) or a simpler 
single-item burnout measure, along with perhaps the PHQ-9 (for depression) or GAD-7 (for anxiety) 
if appropriate, administered anonymously at baseline and then annually. Also track things like 
turnover rates, sick leave hours taken, and even patient satisfaction scores or clinical outcomes over 
time as indirect indicators. Qualitatively, gather stories or testimonials (with permission) from staff 
who found the program helpful. These narratives can be very powerful for leadership and 
stakeholders to hear, as they put a human face to the numbers. 

Be prepared to adapt based on what the data shows. If you find, that lots of people are attending 
resilience workshops but not using one-on-one counseling, investigate why, maybe the counseling 
provider wasn’t a good fit, or people feel they don’t have time for individual sessions. If one approach 
isn’t resonating, be flexible to try another. The iterative approach will refine the program to your 
specific organizational culture. 
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Additionally, don’t expect immediate miracles; mental health improvements may take time to 
translate into measurable changes. Manage expectations by setting short-term and long-term goals. 
A short-term goal might be “establish the program and achieve 30% staff participation in at least one 
activity in year one.” A longer-term goal might be “reduce the proportion of staff with high burnout 
from 40% to 20% within 3 years.” By articulating such goals, you give something concrete to strive 
for and assess. 

In overcoming these challenges, one overarching theme emerges: leadership commitment and 
culture change are the linchpins. Even a low-budget initiative can have impact if leadership visibly 
champions it and nurtures a supportive atmosphere. Conversely, a program with lots of resources 
can fail if leadership is disengaged or sends mixed messages (e.g., saying “go to the yoga class” but 
then reprimanding staff for missing 30 minutes of work to attend). The best practices therefore often 
circle back to aligning the program with organizational values and priorities. 

To illustrate implementation, consider a brief case study: Sunrise Community Health (a composite, 
anonymized example based on real practices). Sunrise is a midsize FQHC network that noticed rising 
turnover among clinicians. They formed a Wellness Committee including medical providers, a 
behavioral health specialist, an MA, and an HR rep. With leadership support, they rolled out a 
program they branded “Sunrise Cares.” It included: 1) contracting with a counseling group to provide 
up to 6 free therapy sessions for any employee annually (and they negotiated a reasonable rate), 2) 
quarterly workshops on topics chosen by staff (first one was “Managing Stress and Avoiding Burnout 
101”, next was “Mindfulness for Busy People”), 3) a peer support team trained with a basic course in 
Psychological First Aid, and 4) tangible changes like creating a quiet break room with comfortable 
chairs and no work talk allowed. In the first year, they saw EAP usage triple (from a very low 
baseline), about half of employees attended at least one workshop, and self-reported burnout on a 
survey dropped by 10%. Turnover among clinical staff decreased from 22% to 15% that year. Equally 
important, employees started talking openly about wellness; it became common to hear someone 
say “I’m feeling a bit burned out, I might schedule one of those counseling sessions”, something that 
would have been unheard of before. Sunrise’s approach wasn’t extremely expensive or high-tech, but 
it was comprehensive and genuine, addressing both individual and systemic factors. This example 
mirrors what the literature and expert consensus suggest: the solution is within reach if an 
organization is dedicated and creative. 

Conclusion: A Culture of Caring for the Caregivers 
The journey through understanding therapist-supported mental health programs for FQHC 
employees brings us to a clear conclusion: caring for the mental well-being of healthcare providers is 
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not optional, it is essential. The evidence and experiences compiled in this article show that when 
organizations invest in supporting their staff’s mental health, the returns are manifold: healthier and 
more resilient employees, better patient care, reduced turnover, and a stronger organizational ethos 
built on empathy and trust. 

For FQHCs, whose very identity is about serving the underserved, embracing the mantra of “serving 
those who serve” is a natural extension of their mission. In practice, this means recognizing that 
doctors, nurses, medical assistants, receptionists, and all team members are human beings with 
limits and needs, and that supporting them is both the right thing to do and the smart thing to do. We 
have seen that therapist-supported programs, whether it’s access to counseling, peer support 
networks, or resilience training, can truly make a difference. A physician who once felt on the brink of 
quitting can rediscover joy in medicine after learning coping strategies and having a safe space to 
talk. A clinic team that once kept silent about their stress can become a tight-knit support system for 
one another, once given permission and tools to share their burdens. These transformations have 
ripple effects that ultimately benefit patients and communities. 

Empathy has been a recurring theme and it deserves emphasis in closing. The tone and intent with 
which mental health initiatives are implemented will determine their success. Approaches grounded 
in empathy convey to staff that they are valued not just for their productivity but for their inherent 
worth and well-being. This can help heal the moral injury and disillusionment that often accompany 
burnout. It also sets a powerful example: how can we preach compassionate, holistic care to our 
patients if we do not practice it in our own institutions? By fostering a culture where it is normal to 
say “I’m feeling overwhelmed, I’m going to talk to someone,” FQHCs can lead by example in the 
broader healthcare industry. 

Importantly, the shift we advocate for is not just adding a program here or there, but cultivating a 
sustainable culture of caregiver support. In such a culture, mental health programs are not seen as 
external add-ons, but as integrated into daily life – from rounding routines that include a check-in on 
team well-being, to policies that encourage using mental health days, to physical spaces in clinics 
designed for staff respite. It is a holistic approach, just as we strive for holistic care for patients. 

For FQHC leaders reading this analysis, the call to action is clear. Assess the needs of your workforce. 
Engage them in conversation about what support would help the most. Review the resources you 
have and those you can partner or fight to obtain. Then design a set of supports, start somewhere. 
Your endorsement and example will be the strongest catalysts for change. The data is on your side: 
such interventions are effective and cost-effective. But more than data, it is the human stories that 
compel us, the nurse who can sleep at night again, the counselor who didn’t quit and is now 
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revitalized, the patient who received compassionate care because the provider was supported and 
present. 

In closing, serving those who serve embodies a simple truth: the caregivers deserve care too. By 
implementing therapist-supported mental health programs and championing a compassionate 
workplace, FQHCs will not only enhance the lives of their employees but also ensure that the flame 
of their mission, to provide quality compassionate care to all. The road to get there requires effort, 
investment, and heart, but it is one worth traveling for the sake of our healthcare workforce and the 
communities they heal every day. 

Why this Matters to Peregrine 
At Peregrine Health, we work exclusively within the community health center landscape. We 
understand that the people delivering care in FQHCs are often doing so under immense pressure; 
serving high-need populations with limited resources, complex caseloads, and increasing 
administrative demands. Over time, this pressure adds up, leading to burnout, compassion fatigue, 
and emotional strain that threatens both the health of the workforce and the continuity of care for 
patients. 

We see this every day. Staff turnover, particularly in behavioral health, can stall program momentum, 
fracture trust with patients, and put additional stress on those who remain. And yet, formal support 
systems for employee mental health are still the exception rather than the rule in most health 
centers. 

Our mission is to expand access to behavioral health not just for patients, but for the providers and 
staff who deliver it. Investing in therapist-supported mental health programs is not a luxury; it’s a 
necessary step toward workforce sustainability and system-wide resilience. These initiatives help 
ensure that those who serve on the front lines of community health are also seen, supported, and 
equipped to continue their work with clarity and compassion. 

This matters to Peregrine because we believe in caring for the caregivers and in doing so, protecting 
the very foundation of community-based care. 

 

Discover more actionable insights for FQHC leaders at 
peregrinehealth.com/intelligence 
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