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Over 80% of employees agree: 
how employers support mental health will be an important 

consideration for them when they look for future work

https://www.apa.org/pubs/reports/work‐well‐being/2022‐mental‐health‐support
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Stress among workers throughout the globe is at an all-
time high since Gallup began surveying adults in 2005

https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx
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76% of workers 
reported a 
symptom of at least 
one mental health 
condition

2021 Mental Health at Work 
Report—The Stakes Have Been 
Raised (mindsharepartners.org)
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• Each year in the US, anxiety and depression 
account for 167,000 new short-term disability 
claims totaling $1.6B in disability payments 

• 8% transition to long term disability

Disability Diagnostics: Depression and Anxiety (hubspotusercontent10.net)
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Deloitte research reveals significant return on investment for workplace mental health programs | Deloitte Canada

Mental health programs in place for one year:
ROI of $1.62 for every dollar invested 

Companies Return on Investment

Programs in place for three 
or more years: ROI of $2.18 
for every dollar invested
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Lifestyle management interventions as part of workplace wellness programs: 

• can reduce risk factors such as smoking

• increase healthy behaviors such as exercise 

• effects are sustainable over time and clinically meaningful

https://www.rand.org/pubs/periodicals/health‐quarterly/issues/v3/n2/07.html
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Employees with access to 7-8 wellness program categories are:

https://www.optum.com/content/dam/optum3/optum/en/resources/white‐papers/optum‐enps_wf715193‐white‐paper.pdf
(2018) 
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Access to care

Mis‐utilization 
(under or over)

Industry culture

Budget constraints
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UPMCPSE
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Privately held PSE is an energy 
company with1.2 million electric 
and 900,000 natural gas customers 
primarily in the Puget Sound region 
of Western Washington with 3,200 
employees. 

13

Puget Sound Energy  Mental Health Program Evolution

2017

EAP
Wellness Program
Medical Benefits

Accommodations

Mental Health 
Program Research

2018

2019

In-House Program 
Development,

concepts 
introduced

Roll Out
Crisis management

Just-in-Time 
education

2020
2021

Cognitive-behavioral
resilience training

Crisis management
Just-in-time 
education

2022
2023

Story telling
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Program Design 2019--Cultural Vision
Employees feel they 
can ask for help

Resources are known 
and easy to access

Colleagues know 
how to support each 
other

Leaders are supportive 

15

13

14

15



8/7/2023

6

Support for all 
stages of mental 
health & wellness

Approach
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Making sure resources can be found in one place

EAP Accommodation
s

Coaching
Therapy

Psychiatric 
care Wellness 

program 
offerings

Suicide 
resources

LeaveDisability 
pay

Resource
List

Financial 
fitness

17

Communications
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Slogan
Life has its ups and downs 
PSE has programs to help you stay well
and to get additional help when you need it
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Company mental health booth at our health & safety fairs

(it didn’t actually look like this)

Great Ormond Street Hospital kiosk, London
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2020
Mental Health Training

virtual, required

Stress and mental illness  
warning signs

How to listen and talk about 
mental health

Available resources
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Core Concept
“We all have a
state of mental health
100% of the time” 
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The Mental Health Continuum Source: United States 
Marine Corps Department of Psychiatry and the 
Canadian Forces Primary Leadership Curriculum 
Graphic design by Puget Sound Energy

Wellness program 
Employee Assistance Program

Self development

Mindfulness 
Resilience
Counseling

Accommodations
Leave of absence
Counseling
Psychiatric care

Counseling
Psychiatric care
Leave of absence
Suicide prevention

Wellness program 
Employee Assistance Program

Wellness Program
Employee Assistance Program

Accommodation program
Medical leave
Medical plans

Medical plans

Medical leave
Suicide intervention programs

Support options
• Mindfulness
• Resilience
• Financial planning

• Diet
• Fitness
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2020 Education 

Nutrition & Stress

Supporting Individuals with Alcoholism

Squashing Telecommuting Fatigue

Finding Happiness in Winter
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Internal contact emphasis 
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2020 Results

97.5% of employees completed the mental health training

Visits to HR’s mental health page average visits of 31 page views 
a week spiked with national crises with a high of 621 visits

Enrollment rate was 71% in the resilience platform offered in the 
wellness program

Employees and spouses/domestic partners logged 746 hours in 
mindfulness activities through platform in the wellness program

Mental Health Disability Claims decreased 15% 
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2021 Required training Resilience
education

CBT
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2020 & 2021 Crisis Management:
supporting employees
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2022‐2023

29

2022
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2022 & 2023
Employees wrote in their top learning priorities on the survey
The results informed future offerings on topics including:

Sleeping well

31

Future plans

32
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Non-profit UPMC operates 40 
hospitals and more than 700 doctors’ 
offices and outpatient centers in 
Pennsylvania, New York and 
Maryland with 94,000 employees.  
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Take a Healthy Step Program Evolution

2005

UPMC Wellness 
Program   

2021

2022

Health questionnaire 
and biometric screening 

no longer required, 
leading to lower 

completion rate for 
these activities

COVID-19 
Pandemic

Review incentive design, 
marketplace trends and 

best practices

2020

Activities 
Waived
COVID 

2023

Leveraging new digital 
platform & gamification 

Activities 
Waived 
COVID 

$1,000/$2,000
Incentive

$500 or $800 
Deductible

$200/$400 
Incentive

$0 Deductible

Foundations in a clinical risk‐based model; very requirements focused. 

Incentives integrated with health insurance;  became viewed as a penalty.  

Increased requirements year over year to improve health outcomes.

COVID revealed need to rethink and reset!  

RxWell

Self-Guided 
App

Spouse Requirements 
Added  

34

35

Prescription for 
Wellness Defined 

People, Process & 
Technology

Prescription for 
Wellness 

Engaging the 
Providers in 
Wellness 

35
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MyHealth Clinical Programs
Lifestyle Coaching
• Weight Management
• Nutrition Basics
• Stress Management
• Physical Activity
• Tobacco Cessation
• Sleep
• Healthy Families
• Diabetes Prevention 

Behavioral Health Coaching
• Anxiety
• Depression
• Pain Management
• Grief
• ADHD
• Substance Use

Behavioral Health Case Mgmt.
• Care Coordination
• Complex Care Needs
• Follow up care

Pharmacy
• Medication review
• Medication use education 

Physical Health Condition Mgmt. 
• Cardiac
• Respiratory
• *Diabetes
• Rare and Chronic Disease
• Oncology
• Low Back Pain
• Kidney Health

Pediatrics
• Lifestyle
• Condition
• Behavioral Health
• Case Management

Maternity
• Prenatal
• Postpartum
• Case Management

Case Management
• Care Coordination
• Complex Care Needs
• Social Work

Patient/Family Support
• Education
• Food 
• Transportation
• Housing

Shared Decision Making 
• Preference Sensitive 

Surgeries
• Cancer Treatment
• Advance Care Planning

Significant resources available 
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Increasing Engagement Opportunities

37

Engagement of High-Risk Population 

Problem Solution Outcome

Improved Engagement 

ROI Study June 2022 – Reduced STD 
Durations by 5 days 

Integrated Referrals Program 

Built an Integrated Referrals Program
with a scalable framework to increase 

engagement rates 

Focused on Employees with Elevated Risk
using integrated data/stratification

Phase One 2021
Built Referral Paths for WC and STD to CDS

Phase Two 2022
implemented a Virtual Model Referral Path 

from MH@W Clinics to CDS 

Phase Three 2023
Expand to  Call Center/Intake from  

any type of leave to EAP 

Sub‐Optimal Clinical Engagement with 
Elevated Risk 

Top 20% includes those with high 
medical & high absence related costs 

Clinical Engagement Includes 

Clinical Decision Support (CDS)
Condition Management (CM)
Lifestyle Management (LM)

Employee Assistance Program (EAP)
(Added 2022) 9+ Poly‐Pharmacy

CDS nurses serve as quarterback for 
all other referrals 

2020 Baseline: 23%

2021 Results: 25%

2022 Results: 27%

2023 Goal: 30% 

Warm Transfer 
2.5x Higher Engagement

Method Members
CDS 

Engagement
Warm Transfer 610 69.4%

Cold Call 246 27%

38

RxWell
A self‐guided mobile app

Delivers evidence‐based, cognitive 
behavioral therapy techniques to help 
you manage stress, anxiety, depression, 
nutrition, physical activity, weight, or 
tobacco cessation through a self‐paced, 
personalized experience.

Topics include the following:

• Sleep

• Grounding

• Pleasant imagery

• Breathing

• Worry 

• Emotions 

• Mindfulness 

• Habits 
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RxWell Health Improvement Outcomes

Enrollments  2,287

Overall Health Rating
 48.9% of users make health improvements

Anxiety
 49.4% had a 3pt decrease in GAD7 from baseline

Depression
 56.3% had a 3pt decrease in PHQ8 from baseline

Stress
 49.9% had a 3pt decrease in PSS from baseline

Diabetes
 60% had improvement in A1C

Nutrition
 71.3% eat at least 1 fruit or vegetable per day

Physical Activity
 68.6% get at least 150 minutes of physical 

activity per week
Tobacco Cessation

 10.3% reported no tobacco use within 7 
days of program completion

Sleep
 47.4% reported better sleep quality

Weight
 56% decreased weight, 8.5% lost 5% at most 

recent assessment

40

The Aftermath of COVID:

About 20% of health care workers have quit during this period, and 4 out of 5 of those who 

remain say that staff shortages have affected their ability to work safely and to satisfy patient 

needs. Research estimates that burnout cost the health care system about $4.6 billion a year 

before the spread of COVID‐19, and that number has surely risen since then.

GOAL:

Human connection to relieve stress, 

anxiety, and burnout.

U.S. Faces Crisis of Burned-Out Health Care Workers | Health News | US News
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Clinical Risk-Based Model Meets Limeade 

Personalized Well‐
Being Plan

• Lower touch/asynchronous
• Employee chooses activities to 

improve/maintain healthy habits

Primary Prevention 
(Low Risk)

• Synchronous/Asynchronous 
blend

• Referral to coaching/counseling 
programs

Secondary 
Prevention 

(Moderate or Rising 
Risk)

• Blended high touch engagement 
leaning on synchronous care

• Referrals to CDS and highly 
focused programs

Intervention (High 
Risk)

80% ‐ Curated 
content and 
experience

20% ‐
Engagement via 
PCP, MH@W, or 
HealthCoach

Risk review and 
recommendations.   
Employee chooses 

activities.

Review of MHQ, 
Biometric, and 
Integrated Data.  

Referrals to programs 
and activities based on 

clinical need.

Biometric screening, health risk assessment (MHQ), and claims allow risk stratification/activity mapping.
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Limeade Best Practices: 
Incentives—Doing Them Right

• Designing an Intrinsic & Extrinsic Driven Program
An incentive design that shows employees you care.

A whole-person approach is crucial to showing employees that their 
organization cares. When employees feel their organization cares about them 
as individuals, they are:

o 9x more likely to stay
o 4x less likely to suffer from stress & burnout
o 2x as likely to be engaged at work

• Extrinsic rewards work best to get people to do discrete tasks 
or things that they perceive as less enjoyable. These rewards 
can get employees started on their journey and provide quick 
bursts of encouragement along the way.

• It Starts With Managers
Leaders are essential when it comes to growing intrinsic motivation within an 
extrinsic-driven workforce. Managers provide encouragement by explaining the 
why and connecting the daily activities to the overall mission.
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Employer Benchmarking on Incentives 

73% of large ERs are offering 
financial 

incentives/penalties for 
wellness, up from 68% in 

2022

Average dollar value of 
incentives/penalties is 
$716 for employees and 

$662 for spouses

More ERs are focused on gift 
cards (52%) and fewer are 
connecting to health plan 
(e.g., premium reductions)

Participation rates average:

• EEs 35% full/33% partial (68%)

• Spouses 32% full/30% partial 
(62%)

Future dimensions of well-
being: mental health, 
financial and work/life 
balance will have the 

highest level of expansion.

More change to incentives 
than seen in the past 4 

years; 43% are expanding, 
while 21% are either 

reducing or eliminating 
incentives.

14th Annual Employer‐Sponsored Health & Well‐being Survey:  2023 Business Group on Health
46

Limeade Best Practices: 
Improving Organizational Support

• Manager Support
Managers don’t always understand how to talk with their 
employees about well-being. Educate all managers (even those 
with only one direct report) on how they can talk with employees 
about wellbeing and overcome hurdles.

• Physical Work Environment
Small enhancements to a workspace can make a big difference 
in supporting employees. Provide on-site resources for well-
being improvements (things like healthy snack options and 
common rooms). Post motivational reminders in common areas.

• Strategic Alignment
Organizations that show a direct connection between their 
business strategy, people strategy and wellbeing initiatives will 
be the most likely to succeed. Align program design and 
incentives to specific business strategies. Give an explicit reason 
for why well-being improvement matters to the organization.
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Manager Engagement/Organizational Support is critical

Our well-being program redesign needs to evolve to address all the factors that impact outcomes.

Current model mainly focuses on Clinical Care and Healthy Behaviors on an individual level. 
But 50% of the factors that impact health outcomes include the physical environment, social, and 

economic factors that are most influenced at the local level and by the supervisor/manager. 

Social Determinants of Health*
Missing Elements Solutions for Consideration

Expand Toolkits/ Education 

Pilot Well-being Time

Quarterly Themes  
BU Incentives & Competitions

Alight Enhancements

Site Assessments

Physical Environment (10%)

Social & Economic Factors (40%)

Clinical Care (20%)

Healthy Behaviors (30%)

Manager Support

Time for Activities**

Leadership Support & 

Strategic Alignment

Robust Financial Approach

Leadership
Culture 
Environment

Physical Work Environment

New Hire Experience Well-being Journey
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Human Connection/Internal Support

LifeSolutions EAP

• 24/7 365 phone support

• Disruptive Event Management 
support for teams and individuals

• Emergent, Urgent, and Routine 
Counseling sessions

• In‐Person, Video, Telephonic, and 
Virtual visits are available

• How Are You Feeling Groups?

ASAP Staff Support Program

• Colleague‐colleague support

• Stress reactions following 
ANYTHING*—minor incidents, near 
misses or major catastrophic events

• Every volunteer wears a bright green 
lanyard, so they can quickly and easily 
be identified.

Health Coaches

• Stress Management

• Virtual, telephonic, or in‐person

• Stress Management Text Program

• Behavioral Health

• Depression

• Anxiety

• Substance Use Disorder

* ANYTHING (Assault in the workplace, Nearby when 
something goes wrong, You’re experiencing difficulty after 

witnessing an event, Trauma exposure, Hurt on the 
job, Injury caused by another, Not feeling safe due to the 

impact of an event, Grieving over a loss)
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Expanding Clinics: Behavioral Health Program 

Expanding Treatment
All UPMC employees and spouses 
regardless of visit reason, are 
screened for anxiety and depression

Medical management of depression 
and anxiety

Leveraging Clinical 
Expertise

Clinical oversight provided by 
Psychiatrist

Certified Behavioral Health Advanced 
Practice Provider care for employees, 
spouses/partners. 

Appointments available within 1 –
3 business days, virtually or at a clinic

Services are free regardless of 
insurance*

Integrated referrals to EAP for 
counseling

Coordination with PCP and other 
specialists when appropriate

Improving Access

Supporting Whole 
Person Care

50

New Hire Health, Well‐being & Safety Support Project

• New Hire Opportunity:
• Silver lining of high turnover rates 

• Improve culture of caring and support

• Pilot Project:
• Partnering with one hospital leadership team to 
pilot new hire, well‐being touch points at Day 1‐
30‐60‐90‐120 days to determine scalability.

• Key Performance Indicators: 
• Improve health risk assessment completion

• Increase biometric screening reviews 

• Increase Complete Health Reviews for High Risk

• Improve new hire first year retention
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FiveEssentials 
forWorkplace 
Mental Health 
&Well-Being

ComponentsCentered on the worker voice and equity, these five Essentials
support workplaces as engines of well-being. Each Essential is
grounded in two human needs, shared across industries and roles. Creating a plan with all workers to enact these components

can help reimagine workplaces as engines of well-being.

*Diversity, Equity,
Inclusion& Accessibility

Protection from Harm
• Prioritize workplace physical and psychological safety
• Enable adequate rest
• Normalize and support mental health
• Operationalize DEIA* norms, policies, and programs

Work-Life Harmony
• Provide more autonomy over how work is done
• Make schedules as flexible and predictable as possible
• Increase access to paid leave
• Respect boundaries between work and non-work time

Mattering at Work
• Provide a living wage
• Engage workers in workplace decisions
• Build a culture of gratitude and recognition
• Connect individual work with organizational mission

Connection &Community
• Create cultures of inclusion and belonging
• Cultivate trusted relationships
• Foster collaboration and teamwork

Opportunity for Growth
• Offer quality training, education, and mentoring
• Foster clear, equitable pathways for career advancement
• Ensure relevant, reciprocal feedback

Centered on

Worker Voice 
andEquity

Work-Life 
Harmony

Autonomy

Flexibility

Connection 
&Community

Social Support

Belonging

Protection 
fromHarm

Safety Security

Mattering 
atWork

Dignity

Meaning

Opportunity 
for Growth

Learning

Accomplishment
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