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About Kent State 
University

 Founded 1910
 39,000 Students 
 More than 5,300 

employees 
across 8 
campuses
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Early Beginnings – Why Mental Health Too?

In 2014, KSU began launching its five-year strategic employee 
wellness program, taking a more holistic approach to health 

management including a focus on PERSONAL WELL-BEING, 
WORK-LIFE BALANCE and MENTAL HEALTH. As we looked at our 

data, we knew we needed to address mental health very directly.

Right Direction: a first-
of-its-kind, FREE
depression awareness 
campaign designed to 
provide employers with 
the tools needed to 
address and manage the 
effects of depression for 
employees. 
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A Deeper Look at Depression at Kent 
State University

As seen with many employers, MENTAL HEALTH IS ONE OF 
THE TOP DRIVERS OF HEALTH AND DISABILITY CLAIMS
at Kent State University (KSU). While further examining our 

top claim drivers, we found the following:

Depression is 
frequently 
cited as a 
SERIOUS 
MEDICAL

CONDITION 
necessitating 

family and 
medical leaves

SIGNIFICANT 
CLAIMS 
COSTS 

ASSOCIATED 
with depression-

related
treatment for 

employees, and 
their families

Antidepressants 
ranked in THE 

TOP 5-10 
MEDICATIONS
UTILIZED in the 
KSU health plan

RISK FOR 
DEPRESSION 

WAS 
SIGNIFICANT 

when 
reviewing our 

online
health risk 

assessment 
data
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How We Collaborated and Used Right Direction 
to Address Mental Health with our EAP
Educational 

Sessions

IMPACT 
Solutions 

provided 36 
education and 

training 
sessions 
across all 

campuses that 
reached more 

than 400 
managers and 

employees. 

Employee 
Events

Right Direction 
and IMPACT 

Solutions 
included in 10 

enrollment fairs 
serving 800+ 

employees and 
at an employee 

appreciation 
event attended 

by 1,600 
employees. 

Customized 
Materials

KSU 
customized, 

displayed and 
distributed 

Right Direction 
materials: 

posters, flyers, 
coasters and 
newsletters, 

which were co-
branded with 

IMPACT 
Solutions.

Ongoing 
Communication

Included 
monthly 

management 
update, 

wellness 
newsletter 

articles, and 
monthly 

wellness emails
featuring Right 
Direction and 
EAP branding. 
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Widespread Launch Tactics: 
Employee Meetings
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Widespread Launch Tactics: 
Posters
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Widespread Launch Tactics: 
Website

Co-branding 
logos for 
KSU and 

EAP
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Widespread Launch Tactics: 
IMPACT on the Web
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Measuring the Early Success of Depression 
Awareness Campaign

Kent State University found positive results early on as a result of its initial  
and ongoing commitment to mental health awareness: 

An increase in the number of 
people calling into the KSU 
EAP with MH as their 
primary concern (15 
percent to 17.44% in first six 
months post launch—24% 
over first year post launch). 

An increase in traffic to 
the EAP website 
surrounding mental 
health issues. 

An increase in EAP 
utilization rates (percentage 
of EAP utilization over a six-
month period went from 13% in 
year one to 15% post launch). 

A 10 percent increase in 
web hits with mental 
health information. 
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KSU Data Findings

Diseases

# of Members Members per 1000 Office Visits per 1000

P1 P2 P1 P2 P1 P2
Major 
Depression 236 235 24.5 24.1 $18,247.97 $17,848.96

ER Visits per 1000 Admission per 1000

Disease TypeP1 P2 P1 P2
456.1 446.6 132.8 122.6 Acute & Episodic

P1 = 12 months pre-depression/EAP campaign (July 2013 – June 2014)
P2 = 12 months post-depression/EAP campaign (July 2014 – June 2015)

Total paid represents all costs, including those for claims unrelated to 
depression, for members with depression. 

Criteria=1 inpatient or 2 outpatient claims to identify member with depression.
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On to Something Good

Total Paid Reduction = $1,074,900
PMPY Reduction = $4,861.93

Total Paid Per Member Per Year (PMPY)

P1 P2 P1 P2

$3,116,174.86 $ 2,041,274.52 $ 13,798.56 $ 8,936.63
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More Work to Do – The Facts: 
• The burden of depression and other mental health conditions is 

on the rise globally – 1 in 5 adults has a mental illness; leading 
cause of disability worldwide. 

• Half of the individuals with depression do not receive access to 
treatment either because they are not aware of the symptoms 
or because they are afraid to seek help due to stigma

• Targeted and consistent messaging along with workplace 
interventions can reduce stigma and encourage self-help 
behaviors. This allows the employee to return to a more healthy 
and productive state and reduces risk-factors that contribute to 
other chronic disease states. This conversation, and supporting 
resources, cannot be a “one and done.” 

• Employers and human resources executives must play an 
informed leadership, facilitation, advisory and advocacy role to 
support employees with depression and other mental health 
disorders.
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Getting More Focused: Interconnectedness of Health

• The Six Dimensions of Wellness 
model helps individuals to become 
more aware of the interconnectedness 
of each “dimension” and how it 
contributes to overall wellbeing.

• Allows the employer to wrap and 
weave mental and emotional health 
into the promotion of 
wellbeing…because they are 
connected!  

• Reduces the stigma around mental 
health because it “just is” part of 
being well.

National Wellness Institute
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Appreciating the Interconnection Using the 
Ecological Model

• The Social Ecological Framework 
appreciates the interactive effects of 
personal and environmental factors 
that determine behaviors and for 
identifying behavioral and 
organizational leverage points to 
enhance health promotion within 
organizations.

• This use of leverage points can be 
done on a small scale or large scale 
within any size organization
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Employee 
Wellness

Community 
Wellness

Student 
Wellness

Putting Models Into Practice– What Employee 
Wellness Looks Like at Kent State
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Employee Wellness:  Our Why? 
Our mission is to promote the optimal health and wellbeing of faculty and 
staff through programming and best practices that permit our workforce to 
increase control over their lifestyle choices. We recognize that wellness is 
multi-dimensional, interconnected, self-directed and evolving for each 
person.  
• Meet Employees Where They’re At

• Personal priorities and vision matters.
• Holistic Wellbeing

• Wellness has multiple dimensions: spiritual, physical, social, intellectual, emotional, 
occupational and financial.  

• Using Population Health Strategies/Ecological Model
• Recognize that all the factors (social, environmental, cultural, physical) that one is 

born into, grow up and function within throughout their lifetime potentially have a 
measurable impact on the health of an individual. 

• We embrace research-based, best practices.
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How: Employee Wellness Through Collaboration

Be Well 
Solutions

IMPACT 
Solutions

Wellable*

Kent State 
University 

Collaborations 

Medical Mutual 
and CVS Health

• Onsite biometric health screenings 
• Onsite or telephonic health coaching
• Oversight of Wellness Incentive Program 

(Wellness Your Way)

• Employee Assistance Program (EAP)
• MH, eldercare & childcare services
• Legal, financial & identity theft assistance
• Telemental health & AI (Tess)

• App/device integration
• Library of customizable challenges
• Meaningful health content and 

health tips; opt in text messaging
• Holistic focus

• Student Recreation & Wellness Center 
• University Health Services 
• College of Health & Human Services 
• University Dining Services 
• Women’s Center
• Speech & Audiology and many more

*New partner for 2020

• Employer-sponsored health and 
pharmacy vendors. Also provide 
resources and programs to support 
chronic health condition management 
and promote wellbeing

27

Our Employee 
Wellness Partners
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Using Data to Drive Decisions

• Pharmaceutical data – what are your top 5-10 medications?

• Medical claims data - what is this telling you about comorbidities and 
claims related to depression and/or lifestyle?

• Health Risk Assessment data (HRA’s) – do you ask questions around 
stress, causes of stress (work, family, financial), food insecurity, sleep 
hygiene.

• Employee turnover rates – why are they leaving?

• EAP data – utilization rates and for what types of services?

• Surveys you conduct on your own (we send out an Employee 
Perception Survey every fall to measure employee perceptions of 
us/their employer).
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Build Messaging and Interventions Around Needs
Normalize conversations and offerings around mental and emotional health
• Interweave mental health into your intervention topic. It fits everywhere!

Example – you deliver a financial wellness offering but weave in the effects of 
sustained financial stress on health. Offer up the EAP services that can assist 
with the financial health, emotional health, and perhaps other wrap around 
services that may be needed. This can happen with virtually any intervention 
topic/workshop. Often when one is struggling in one aspect of wellness there 
are other identifiable needs that an EAP professional, for example, can assist 
with. That is the key to helping build awareness around the interconnection 
between the various dimensions of health. It also promotes the individual to 
take a step back and evaluate, be mindful, of what else might be going on and 
promotes self-care. 

This is where your EAP can truly become invaluable with 
their depth and breadth of services!!!



30

Rhythmic & Predictable Communication

If you want to change behavior, change culture, normalize expectations then you 
must educate and communicate 
- Employee Wellness Update: Every 7 – 10 days a targeted email to their 

inbox of the next 2-3 wellness offerings. 
- Notifications via employer intranet: Similar messaging from Employee 

Wellness Update but different delivery mechanism. Perhaps this is a 
breakroom or central bulletin board in your location.

- Employee Wellness Ambassadors: A list of volunteer champions that want 
to be an extension of you!

- Employee Wellness Brochure: Annually plus a first quarter postcard home 
(perhaps catch the attention of the spouse/partner)

- Digital: Landing page where employees can find offerings/digital calendar
- Fac/Staff News: A Monday digital employee newsletter. Two wellness events 

posted. These are all staggered, so employees see different ways and with 
some repetition. 
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Measuring Progress
Multi-Year Review and Case Study Results
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EAP Results - 2015
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EAP Results - 2016
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EAP Results - 2017
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EAP Results - 2018

Kent State University – EAP Utilization 2015 through 2017
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EAP – 2019 Results
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Engagement Comparison

21% average increase in employee engagement in wellness 
activities from 2016 to 2019.
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Annual Perception Survey

1=Strongly disagree 2=Disagree 3=Neutral 4=Agree 5=Strongly agree
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A Culture of Caring for 
the Whole Person

“A culture of caring, of embracing 
the wellbeing of others and 
recognizing the whole person, 
creates a value proposition for 
employees to come to Kent State, 
and STAY at Kent State.” 

~ Kim Hauge, Director
Employee Wellness
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“Train people well enough so they can leave. Treat them well enough 
so they don't want to.” -Richard Branson

Longest Day Event
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Supporting One of the Healthiest Campus 
Communities in the Nation!

2018 2019
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Kim Hauge, PHR, SHRM-CP, CWP
Director, Employee Wellness 
Interim Director, University Benefits
Kent State University
khauge@kent.edu
330-672-7505

mailto:khauge@kent.edu
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