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Mental health and well-being programs are becoming more 
integrated with DEIB efforts, with significant focus on increasing 
cultural competency, access and utilization.
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After several years of increasing investment in mental health and well-being benefits during the 
pandemic, employers are focused on understanding what is working and maximizing utilization. 
To identify gaps or barriers to access, they are trying to understand employee identities, life 
stages, and behavioral health needs at a more granular level using many sources of information, 
including employee listening and self-ID campaigns, claims analysis, and health assessments. In 
fact, 78% of employers are taking action to improve health equity, according to Mercer’s Health & 
Benefit Strategies for 2024 survey report.

There is a growing recognition that mental health issues vary widely by identity and cultural 
background, including how people interpret symptoms and how or if they seek care. For 
example, in one study of Asian Americans only 12 percent would mention their mental health 
problems to a friend or relative (versus 25 percent of whites) and only 4 percent would seek help 
from a psychiatrist or specialist (versus 26 percent of whites). To address these differences, 
employers are demanding diverse, culturally responsive provider networks and “white glove” 
treatment from EAPs and other vendors to match employees with the right type of care. 
According to Mercer, employers consider adding supplemental networks for virtual or in-person 
care and enhancing/expanding their EAP to be the most effective actions they have taken to 
increase behavioral healthcare utilization. 

Among our BCCWF members, many coordinate well-being and DEIB efforts by leveraging 
resources like social workers, ERGs, and Mental Health First Aid training to reduce stigma and 
deliver more tailored programming for key populations like veterans, first generation employees, 
and neurodiverse employees and their families. From stepped up communication campaigns, to 
removing co-pays, to extending benefits to dependents, employers are aiming to create more 
affordable and equitable benefits.
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“Did you manage to lead 
people to solutions? It’s 
not just about ‘Here’s 70 
bucks for you to pay for 
care’ or ‘Here’s a week for 
you to go figure out how 
to take care of your mom’... 
But think about what role 
you can have in 
supporting employees.”

— Julia Cohen Sebastien,    CEO 
and Co-Founder, Grayce

Added supplemental network for virtual or 
in-person care

Enhanced or expanded EAP

Took steps to increase screenings for mental 
health and/or substance abuse

Implemented manager training in recognizing BH 
issues and steering to resources

Conducted campaign to reduce stigma and 
encourage use of BH resources

Added digital or in-person resources for 
managing stress/building resiliency
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Have taken this action 
within past 3 years

Has been effective or 
very effective

Source: Mercer Health & Benefit Strategies for 2024

Effectiveness of actions taken to increase 
behavioral healthcare utilization or create a more 
supportive environment
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https://www.bc.edu/bc-web/schools/carroll-school/sites/center-for-work-family.html
https://www.mercer.com/assets/us/en_us/shared-assets/local/attachments/pdf-2023-us-health-and-benefits-strategies-for-2024-survey-report.pdf
https://www.ncbi.nlm.nih.gov/books/NBK44249/#
https://www.mercer.com/assets/us/en_us/shared-assets/local/attachments/pdf-2023-us-health-and-benefits-strategies-for-2024-survey-report.pdf
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