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MESSAGE
FROM CHRIS

Charles Darwin is quoted as saying,
“It is not the strongest of the species
that survive, nor the most intelligcnt,
but the one most responsive to
change.” There is no question we have
all experienced our fair share of change
over the past year. As we progress
through 2021, we will once again be
confronted with the need to change
as we consider return to work
challenges, employee vaccinations and
a host of regulatory and employment

law updatcs.

Even with these changes, one thing
has remained constant: health care
costs continue to rise, and plan
sponsors and their participants are
striving for ways to save money while
improving their experience. The

team at Employers Health is here

to help! Our commitment to our
clients’ success remains steadfast as we
continue to deliver on our promises
for better outcomes, better experiences
and lower costs. We continue to

make improvements to our solutions,
grow our team and seck out new and
innovative products and services that

our clicnts ﬁnd Valuable.

On the growth side, I am proud to
share that our sales team achieved

a record—brcaking year in 2020.

We added 37 new clients to the
organization, surpassing the sales
team’s goal by securing $260 million
in new pharmacy spend. Thank you
to the many consultants who afforded
us the opportunity to participate in
competitive evaluations and to those
who continue to place their trust in us
by awarding us new business. While

industry consolidation continues at

arecord pace, consultants and their
clients see the value that collaborative
purchasing through Employers Health

can have bOth now and in thC flltlll'C.

Additionally, the transition to all
virtual events resulted in another
positive changc for the organization.
While we look forward to the days
when we can meet again in person,
more people than ever attended our
events in 2020 and we were able

to offer even more opportunities

for benefits professionals and their
consultants to network and learn.
This year will bring even more learning
opportunities to our clients. Be sure
to check out an impressive line-up of

upcoming events.

An unfortunate reality exasperated by
the events of 2020 is an exponcntial
increase in deprcssion and anxiety.
We are thankful for the American
Psychiatric Association Foundation
and its Center for Workplace Mental
Health (CWMH) that provided the
article on page three. CWMH, along
with our Right Direction initiative,
providc excellent materials for
employcrs working to providc mental
health resources to their employees.

Finally, on page 17, you'll see our

first Excellence in Benefits Spotlight
featuring the 2020 award recipient
Theresa O’Callaghan of Kaman
Corporation. In 2021, the award will
be presented at the Employers Health
Annual Meeting this fall, so be sure

to watch for details later this year on
how to nominate a deserving employee

benefits professional.



Employers Health Designated
as a Great Place to Work-
Certified Company

Employers Health is recognized as a Great Place
to Work-Certified™ company for the fourth

consecutive year.

Using validated employee feedback gathered
with Great Place to Work’s rigorous, data-driven
For All methodology, certification confirms
emp|oyees have a consistent|y positive experience
at the organization. Great Place to Work is the
global authority on workplace culture, employee
experience and the leadership behaviors proven
to deliver market-leading revenue and increased
innovation. 100% of employees rated Employers
Health as a great p|ace to work compared to 59%
of employees at a typical U.S.-based organization

“We congratulate Employers Health, on its certification,” said Sarah
Lewis-Kulin, Vice President of Best Workplace List Research at
Great Place to Work. “Organizations that earn their employees’
trust create great workplace cultures that deliver

outstanding business results.”

Certified

DEC 2020-DEC 2021

GREAT PLACE TO WORK a
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Employee Mental

Health & Well-being
During & Beyond COVID-19

Credit to the American Psychiatric Association Foundation’s Center for Workplace
Mental Health for permission to reprint. Visit it at workplacementalhealth.org

Employers recognize their workforce
as a highly valuable resource.

Over the past few years, employers
of all sizes and representing diverse
industries began to focus on more
effectively addressing workplace
mental health. No |onger was

it an afterthought, but a

business imperative.

Now, with the COVID-19 pandemic,

our nation is experiencing a surge in

people showing signs of depression,
anxiety and other serious mental
health distress. Recent data from the
U.S. Census Bureau shows nearly a
tripling of people experiencing signs

of depression and anxiety'.

In this unprecedented time, the
pandemic is causing high levels of
stress, anxiety, and uncertainty about
Jjob security, health, finances and

the future.

Percent screening positive for anxiety and depression
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Essential workers have remained on the job
causing fears and distress for them and their
families. For those working remotely, many
are learning their employers are preparing
for them to return to worksites. This will
come as a relief to some but cause high
stress for others. A recent PwC survey2
identified these areas of employee concern

about returning to work:

51 Fear of getting sick

from being at work

Unwillingness to use public

transportation to commute to work

1% Managing responsibilities

as a parent or caregiver

(SYA Taking care of ill family members

The PwC survey also identified ways in
which employees want their employers to

keep them safe:

569% Provide personal

protective equipment

o, Provide assurances that employees will
51% e - :
be notified if a co||eague gets sick

Require customers to follow
prescribed safety and personal

hygiene practices

Provide assurances on cleanliness and

disinfecting practices

Provide a clear response and shut-down

protocols if someone tests positive

Promote and enforce

social distancing

Require mandatory testing for
employees returning to work after being

out sick with the virus

Provide a method for employees to
give feedback on COVID-19 policies

and practices

This survey and other reports make clear
that emp|oyees are anxious about returning
to work, which is likely to cause higher
levels of stress, distraction and to impact
productivity. In recognition of these
challenges, some employers are offering
employees the option of working

remote|y perma nent|y.

Whether emp|oyees are essentia|, working
remotely or returning to the workplace,
there are critical steps that employers can
take to support the mental health and well-

being of emp|oyees.

Supporting the Mental Health
and Well-being of Employees

Employers are uniquely positioned to
support employees in managing stress,
bui|ding resi|iency and connecting them

with needed services and supports.

Three groups are most at risk when it
comes to mental health and substance

use disorders.

People who may develop a mental
health or substance use condition for
the first time.

. Those living with conditions that are
likely worsening and those who have
lived well in recovery and are now at
great risk of or experiencing relapse.

. Young adults are showing the highest
incidence of distress associated with
depression and anxiety during

this Pandemic4.

EMPLOYEE MENTAL HEALTH & WELL-BEING 4 ‘
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Employers can make a positive
difference for all emp|oyees and their
organizations by focusing in four key

areas rePreSented by LEAD
Leadership

Whether employees have remained
on the job, continue to work
remotely or are transitioning back
to work, leadership at the highest
levels of organizations are well
positioned to address key issues on
the minds of employees. People are
experiencing unprecedented fear,
stress, uncertainty, grief and loss, so
increased support and finding new
ways to lead are essential. Here are
recommendations to consider in

su pporting employees:

People need reassurance to feel
calmer and more in control. Leaders
can build key alliances with employees
by sharing that management and
employees have many of the same

concerns and questions.

Even if leaders do not have all the
answers, calm reassurance and
normalizing how these difficult times
are impacting everyone, including

leaders, is helpful.

Also, for employees who have
remained at work and those
transitioning back to work,

each of the issues identified in the

PwC survey and cited above should
be addressed.

Leaders should consider convening
employees to reassure in multiple
ways including individually - to the
extent feasible, in small groups,
online town hall meetings and at

organization-wide forums.

Acknowledge the disruption people
and communities are experiencing
from the pandemic, and with
community protests around the
country. Emphasize this is difficult
for everyone, including leaders in

the organization.

Leaders set the tone and culture of
organizations. They should remind
peop|e to take care of themselves
and share what they are doing to
stay hea|thy and well. This may
mean leaders must get outside their

comfort zone.

Employees are likely to be reassured
by the willingness of leaders to show
vulnerability and share how they are
coping. This conveys to employees
that they are not alone in what they
are feeling and experiencing. ldeally,
it communicates we are in this
together and you are supported. A|so,
it demonstrates the organization’s
commitment to transparency and
continuous communication.

Multiple reports show depression,
anxiety, substance misuse and other
mental health conditions on the rise.
Now is the time for leaders to talk
open|y about mental hea|th, a topic
that has often stayed in the shadows
and not been confronted head on.

Speak to employees about rising rates
of mental health and substance use
conditions, remind them of the need
to get he|p ear|y for these conditions
and discuss how to connect with
services and supports. When this is
communicated from the highest level
of organizations, it opens the door to
employees feeling safe to seek care

when it is needed.




Effective

Communication

Leaders, HR and supervisors should
check in often with employees about

life and work.

Use these regular, weekly if possible,
check-ins to remind employees where
they can find resources on key topics
like self-care, stress management,
building resiliency, connecting to
mental health care and more. Ask

what support is needed.

Be available to employees through
these challenging times. Create
reliable feedback loops for employees
to share questions, concerns and to

seek information on key issues.

This might include online and digital
options, Q&A during online meetings,
1:1 virtual meetings and via other
modes of communication. If questions
and issues come up that all emp|oyees
should know about, create an online

space for Frequent|y asked questions

(FAQs) and related information.

Create safe spaces for discussions
with supervisors and peers and ask
emp|oyees how they would like those

spaces to be structured.

Conflicting information is emerging
about staying safe during the
pandemic and what the future holds.
This fuels fears, anxiety and stress

for many.

Although no one currently has all the
answers on the pandemic, employers
should acknow|edge the uncertainty
while gathering and sharing reliable
updated information from

trusted sources.

Make this information easily
accessible online and routinely remind
emp|oyees where they can find it and
when it is updated.

Being transparent and communicating
timely updates builds trust with

the workforce and shows the
organization’s commitment to a

culture of caring.

Adapt to Change

People are distracted, stressed

and taking on additional personal
responsibilities. Yes, jobs must get
done, but in these uncertain times
setting reasonable expectations sends

a message of support for employees.

This includes, to the extent possible,
addressing flexibility with deadlines,
options for working remotely, flexible
work schedules and leave policies,

among others.

Organizations should review their
policies and practices to address
those needed to keep peop|e
hea|t|'1y and safe.

Depending on the size of the
organization, there are likely
managers and supervisors with
multiple leadership styles. Now is
the time to work with supervisors
on the importance of empathy,
support and open communication

with their teams.

Ideally this message comes from

the top and reinforces the need to
lead with compassion and empathy,
supporting employees, while working
together to achieve the goa|s of

the organization.

Working collaboratively across the
organization during these tumultuous
times is likely to result in creative

solutions and positive outcomes.

For employees working remotely,
transitioning back to work, and
continuing essential on-site work,
employers should consider forming
peer groups and employee resource
groups (ERGs) to connect emp|oyees

around key issues.

This may include ERGs focused on
mental health or ERGs focused on
addressing COVID-19 and related
issues. These peer support networks
are important vehicles for feedback
loops and to support employees

through challenging times.
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Double Down
on Access to Care

With the surge in mental health and
substance use conditions associated
with the pandemic and with protests
taking place in many communities,
addressing emp|oyee mental health
and well-being has never been more
important. Before the pandemic,
navigating mental health and
substance use care was extreme|y
challenging. It is likely to get even

harder with more seeking care.

Employers have a key role to play
in ensuring employees can access
effective, timely and affordable
care. This includes helping to
dismantle long standing barriers to
mental health and substance use
care - like stigma, fear of judgment,
discrimination and concern for

negative job consequences.

Here are ways employers can make
a positive difference in breaking
down barriers, supporting employees
in accessing care and supporting
employees’ mental health and
well-being during and beyond the
COVID-19 pandemic:

01 Share mental health and
well-being resources with employees.
This can be done through emails, on
intranets, in newsletters and through
other modes of communication®.

o Share signs of common mental health
conditions like anxiety, depression,
substance misuse and more.

. Encourage emp|oyees to NOTICE
changes in themselves and/or others,
TALK by checking in and |etting a
person know that you care and ACT
by offering to connect the person with
services and supports.

7 EH CONNECT // SPRING 2021

* You may observe changes in
appearance, behavior, mood or
thinking. A|though everyone is |i|(e|y
experiencing some degree of change
during this time, it is
still important to check in with
one another.

02 Focus on strengthening
prevention efforts that support
mental health and we||-being by

considering the following:

Offering resources on managing

stress during the pandemic. The CDC
released and linked to resources on this
topic’. Employers may also consider
offering digital, interactive stress
management training.

Promoting resi|iency8.

Creating a mental health Affinity

Group or Employee Resource Group

(ERGs)°.

Promoting meditation, mindfulness,
and coaching by offering employees
apps to download or free online
resources. Apps promise to address
issues like anxiety, sleep, focus,
well-being and more. Employers may
also consider scheduling a virtual
meeting with an expert offering guided
meditation and mindfulness sessions so
employees can learn how to use these
tools on their own.

03 Increase employee
P:oY!

engagement with your Emp|oyee

Assistance Program (EAP) and |earn

what innovative approaches the EAP
is using to connect with employees.
Consider these approaches:

» Promote information about the
EAP and the resources provided
to employees and families through
multiple communication channels like
emails, newsletters and weekly check-
ins. With so much information coming
out, it is good to rise above the noise
by pushing out information often and
repeatec“y on how to connect with the

EAP.

» Review the mental health services

offered through the EAP and
consider adding additional options,
like well-being coaching sessions,
additional counseling sessions, online
assessments, and information, 24-
hour support and on-demand crisis
intervention. Consider expanding
your EAP and health plan benefits to
include free counseling sessions

for employees.

Ask the EAP to expand the availability
of online self-care tools focused on
stress management, mindfu|ness,
meditation and resilience training.
Ask whether the EAP intends to offer
subscriptions to apps designed to
address mental health and

well-being issues.

Request the EAP vendor provide
weekly aggregated data summarizing
the number of employees accessing
support, and the concerns, questions
and conditions being raised. This
allows you to know what employees
are experiencing and to proactively
support managers in working with
their teams.

Collaborate with the EAP to create
solutions that work if there is a spike

in requests for support or if there is
not, to find new and innovative ways to
reach emp|oyees with support.

Request the EAP’s p|an for hand|ing
increased requests for support. Ask
how the EAP is making referrals

to mental health proFessiona|s and
triaging needs as the demand for
mental health care rises.

Set regular meetings with the EAP to
strategize on new online trainings, apps
and other tools to meet the needs of

your emp|oyees.




04 Improve Access to Timely,
Affordable and Effective Mental
Health & Substance Use Care.
Employers are well positioned to
work with their health plans and
third-party administrators (TPAs)
to improve access to care in

three ways'o.

Sustaining momentum and
ensuring quality in the delivery of
tele-mental health. Our health care
system quickly pivoted to virtual
care delivery helping to ensure
peop|e have access to mental health
and substance use care during the
pandemic. This included the federal
government making rapid regulatory
changes, health plans reimbursing
telephonic and video-based care and
psychiatrists and therapists setting
up virtual practices. It is essential
that employers work with their health
plans and TPAs on the following:

Continue offering employees a choice
in the modality of care delivery. People
may wish to continue receiving care
virtua"y now and into the future.

Reimburse treating health care
providers at comparabie rates whether
care is delivered virtually or in an
office setting.

Ensure that care is reimbursed whether
delivered by phone or video to not
exclude those without video available
and at a rate on par with comparab|e
telehealth care delivered by other
medical professiona|s.

Ensure the qua|ity of the services
provided and request that providers
report on outcomes achieved.

Supporting expansion of the evidence-
based Collaborative Care Model

in primary care. With the surge of
people experiencing mental health
and substance use conditions, and the
national shortage of mental health
providers, primary care providers will
be on the front lines in delivering
care. The Collaborative Care Model"
(CoCM) is effective in producing
positive outcomes and cost savings,
based on more than 80 randomized
control studies'?, and commercial
insurers are covering it, yet availability
is still the exception rather than the
rule. Here are recommendations for

emp|oyers to support the expansion

of the CoCM:

Ensure health plans and TPAs are
promoting the CoCM and providing
primary care providers with technical
assistance to imp|ement this effective
integrated care mode®.

Request data from health plans and
TPAs showing whether providers are
billing the CPT codes for the CoCM
and if not, asking them to be proactive
in working with providers to expand the
model.

Expanding screening for Mental
Health and Substance Use
Conditions. Standardized tools exist
to screen for common conditions
and should be used to both

detect conditions early and to track
treatment progress to improve

outcomes.

Emp|oyers should request that their
health p|ans and TPAs request that
all treating providers use existing
behavioral health screening tools,

like the PHQ-9 and GAD-7, to
identify common mental health and
substance use conditions and to track
progress throughout treatment. This
helps build greater accountability and

improves treatment outcomes.

In closing, we may still be in the early
days of this pandemic, which means
the plan for recovery will be long-
term and require sustained efforts.
Supporting the mental health and
well-being of employees during the
pandemic and these tumultuous times
is not just the right thing to do but is

good for business.
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PrEParing for HIV

Coverage Management

by Kevin Wenceslao, PharmD | Clinical Advisor

In November 2020, the U.S. Department of Health and Human Services (HHS)
posted a draft detai|ing its human immunodeﬁciency virus (HIV) National
Strategic Plan for 2021 through 2025. Their vision? That the U.S. would be a place

where new infections are prevented, every person knows their status and where

high-quality care and treatment is available for those who need it free from stigma

and discrimination'. With the huge breakthroughs that have been made since the

HIV epidemic was first identified in 1981, this vision seems more achievable than

ever. Through advocacy and research, HIV and the subsequent disease that follows

if left untreated — acquired immunodeficiency syndrome (AIDS) — have changed

from a hopeless diagnosis to a manageable and preventable disease.

Recently we have seen substantial
growth in the HIV prevention
medication space. These medications,
also known as pre-prophylaxis
(PrEP), allow people to take a pill
daily to reduce their risk of getting
HIV. With more than 1.2 million
Americans currently living with
HIV?, these types of medications are
crucial in helping stop the spread.
Truvada® (Gilead), originally used in
the treatment of H|V, was approved
for use in PrEP by the Food and
Drug Administration (FDA) in 2012.
Taken daily, it was able to reduce the
risk of transmission of HIV through
sex by greater than 90% and from

intravenous drug use by greater

a EH CONNECT // SPRING 2021

than 70%?>. Last year, Gilead also
received the PrEP indication approval
for their other drug, Descovy®,

and Teva Pharmaceuticals was able

to release a generic for Truvada®
providing even more robust options
within this space. Looking at the
pipeline, pharmaceutical companies
are now looking to design |onger
term options for PrEP, such as
implants, intravaginal rings and
injections/infusions. Early data for
the injectable cabotegravir has shown
promising results and would only

be administered every eight weeks
compared to the daily requirements

of existing therapies4.



With the increasing popularity of
PrEP medication, the U.S. Preventive
Services Task Force (USPSTF),
made of independent experts that
review services and medications,
reviewed PrEP medications in 2019
and assigned them its highest grade
A recommendation. This means the
task force strong|y recommends

the offering of these services due

to their substantial net benefit®. In
combination with the Affordable Care
Act (ACA), this requires clients to
cover some form of PrEP medication
at $0 cost share to the member®.
Natura||y, clients were required to
reevaluate their benefit design, and
many were concerned of the potential
increases in costs with this change.
Working with our pharmacy benefit
managers (PBMs), we reviewed how
each organization was handling the
change to provide clients insight.
Specifically, we looked at how each
PBM was identifying which patients
were using HIV medications for
treatment versus prevention (which
would have to be covered) and if
they were including step therapies

to guide members toward impending
generics. Furthermore, we addressed
the current reevaluation of HIV
medications as specialty products.
Traditionally, they were placed in the
specialty bucket due to the sensitive

disease state, importance of strict

adherence and the comp|exity of

medications were more effective, 2

and combination pi||s reduced the

pill burden. Still, the importance 3

of adherence remains especia”y if 4.

using it for PrEP. From a contracting
standpoint, this class is still highly
brand-dominated, and many

clients would continue to benefit
from keeping HIV under the
specialty bucket.

mu|ti-pi|| regimens. Over time, new 1

https://files.hiv.gov/s3fs-public/HIV-NSP.pdf

https://www.hiv.gov/hiv-basics/overview/data-and-
trends/statistics#:~:text=Fast%20Facts,know%20it%20
and%20need%20testing.

. https://www.truvada.com/

https://www.hiv.gov/hiv-basics/hiv-prevention/
potential-future-options/long-acting-prep

S. https://www.uspreventiveservicestaskforce.org/

uspstf/recommendation/prevention-of-human-
i d hiv-infection-pre-exposure-

ficiency-vir

prophylaxis

. https://www.hhs.gov/healthcare/about-the-aca/

preventive-care/index.html

Moving into 2021, it will be
interesting to review how spend within
this class has changed. As with all
preventive medications, the train of
thought is that by covering more up
front on the pharmacy side, it helps
reduce the costs on the medical side
by eliminating hospital and treatment
costs for HIV-positive patients. As
more PrEP options become available,

we anticipate that HIV will continue

PrEParing for HIV Coverage Management
is an excerpt from Benefits Insights,
the Employers Health blog. Be sure
to subscribe to eNotes, the monthly
Employers Health e-newsletter and
follow us on LinkedIn for the latest

updates on the pharmacy benefits
industry, directly from the EH team.

TO LEARN MORE CONTACT:

Kevin Wenceslao

k I @ I’.I healthco.com

to be an important topic to monitor

this coming year.

PREPARING FOR HIV COVERAGE MANAGEMENT m



Biosimilars Update

by Matthew Harman, PharmD, MPH | Vice President, Clinical Solutions

It has now been over a decade since the
passage of the Biologics Price Competition
and Innovation Act (BPCIA) as part of
the Affordable Care Act. The intent of the
BPCIA is to generate biologic competition
by reducing barriers for biosimilars to reach
the market.' The past 18 months have seen
quite a bit of movement in the biosimilar
space, so we want to provide an update to
plan sponsors eager for ways to save on

specia|ty drug spend.

As of this writing, 28 biosimilars have been
approved for nine originator products. Only
two of these originators have not seen a
launch yet, but theyjust happen to be the
most recognizab|e froma pharmacy benefit
standpoint: Humira (adalimumab) and
Enbrel (etanercept). Adalimumab biosimilars
are expected in 2023, and unfortunately

for payers, etanercept is now not expected
until 2029 due to the court’s ruling in favor

of the originator. The launch prices will be

interesting to monitor for these products.
The range of Wholesale Acquisition Price
(WAQC) price difference for recent biosimilar
launches is 15% to 37% lower than the
originator WAC.?

From a good news perspective, the advent
of multisource biosimilars has been a
welcome sight in the employee benefits
community. When only one biosimilar is
available to compete with the reference
product, the slight financial differences
between the two have genera”y allowed the
originator to control Formu|ary preference
in favor of “lower” net cost after rebates.
That argument gets much tougher to make
when multiple biosimilars are launched

and price erosion ensues, which is what we
are witnessing with Remicade (infliximab),
Neulasta (pegfilgrastim) and Herceptin
(trastuzumab) to name a few. This price
erosion can be seen in GIEED.

Trends in Average Sales Price
of Originators and Biosimilars®
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The utilization management tools we use to promote
multisource generics on the traditional drug side,
such as step therapy and originator exclusions, will
be effective strategies to push market share further
to biosimilars.

Right now, those tools are being used for

the medical benefit products with biosimilar
competition as well as recent changes by the
Centers for Medicare and Medicaid Services
(CMS), which established separate billing codes and
biosimilar payment rates. Three of the top 10 drugs
of 2019 saw launches of biosimilars, and the uptick

in utilization has been much more rapid than their

predecessors, as seen in [HIETE0,

Biosimilars Update is an excerpt from
Benefits Insights, the Employers
Health blog. Be sure to subscribe to
eNotes, the monthly Employers Health
e-newsletter and follow us on LinkedIn
for the latest updates on the pharmacy
benefits industry, directly from the
EH team.

TO LEARN MORE CONTACT:

Matt Harman

mharman(@employershealthco.com
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*Q2'20 sales data through July 3,

This rapid growth in uptake combined with the
biosimilars pipeline gives great hope for potential
savings to the system, which is modeled to exceed
$100 billion in total savings over the next five years.3
To reach those savings, it will take all stakeholders to
promote biosimilar adoption when possible. We at
Employers Health are preparing for ways to hold our
pharmacy benefit vendors accountable if originators

are still preFerrecl.

July 6, 2020, AVSOLA™

‘Source: OBU Customer Data Pack Weekly (IQVIA DDD + Chargeback).
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Noteworth

NEWS’

The Employers Health Dublin,
Ohio office gathered to make
blankets for the Westerville-based
non-proﬁt, N\y Very Own B|anket,
to provide to foster

children throughout Ohio.

Employers Health CFO,

Steve Bu rger was recently elected
as a board member for the Stark
State Co||ege Foundation and

to the Stark Community Foundation
Audit Committee.

Congratulations to Madison Evans!
She graduated from the University
of Akron School of Law in May of
2020 and passed the Ohio bar exam
in October of 2020 making her

Emp|oyers Health’s newest attorney.

B EH CONNECT // SPRING 2021

Client solutions team members Brett
Pinson and Taylor Nervo recently
obtained their Certified Employee
Benefit Specialist (CEBS) designation
through the International Foundation
of Employee Benefit Plans.

Mike Buddenberg graduated

from Leadership Stark County’s
Spotlight program. Mike is one

of many Emp|oyers Health team
members to complete the program
to help immerse and grow young
professionals in both their career and

their community.

Bryce Horomanski and Brett Pinson
were appointed to the Board of
Directors of Compassion Delivered,
a not-for-profit providing nutritional
meals to people who are coping with
chronic, life-threatening illnesses

and disease.

The Health Policy Institute of
Ohio re-elected Vice President of
Clinical Solutions, Matt Harman,
to a second three-year term on its

board of directors.

The Emp|oyers Health clinical team
vaccinated over 1,500 individuals at
client organizations through its flu

vaccine program.




YCVS
Health.

Minimize spend, maximize benefits with
CVS Health® Point Solutions Management

Supplemental health and well-being point solutions play a growing role in treating a wide range of
health conditions. You want to offer your plan members the latest tools to keep them on their path
to better health, but as these offerings increase, so does the burden of managing them.

Point Solutions Management from CVS Health offers a simple, efficient way to add carefully evaluated
third-party health and well-being point solutions to the traditional benefits you offer your members.
This full-service includes:

— Rigorous vendor evaluation
— Vendor guaranteed competitive pricing, simplified billing integrated with PBM invoice
— Real-time billing verification—you pay only for utilization that aligns with your criteria

So far, six vendors have passed the evaluation process:

Hello Heart Hinge Health Livongo
Helps members understand A coach-led digital program Diabetes, hypertension,
and improve their heart health. for members with musculo- weight management and
skeletal conditions. diabetes prevention solutions.

@HelloHeart ) HingeHealth L Livongo’

Sleepio Torchlight Whil
A fully automated app that A caregiver support solution. A digital training platform
uses cognitive behavioral for mindfulness, mental
therapy to help patients well-being and performance.

dealing with poor sleep.

B"I'Iﬂtorchlight | whil.

To learn how Point Solutions Management can help you, contact your CVS Health Account
team. You can also visit https://payorsolutions.cvshealth.com/point-solutions-management

to learn more.

Available to clients upon request in Quarter 2, 2020.
©2020 CVS Health. All rights reserved. 106-51639A 042220
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Greg Troy officially retired from the
Emp|oyers Health Board of Directors
on December 31, 2020 after 15 years
of service. He most recently served
as the organization’s board chairman,
a position he held for five years. Greg
also recently retired from his position
as senior vice president of human
resources and chief human resources

officer at Kaman Corporation.
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Outgoing director, Eric Murray
served on Employers Health’s board
for six years. He recently left his
position as vice president of total
rewards at TimkenSteel for a

new role as vice president of total

rewards at Arconic.



Incoming board member, Ralph

Lee, is chief human resources

officer at Kenan Advantage Group,
North America’s |argest tank truck
transporter and logistics provider. He
brings more than 25 years of human

resources experience.

Ralph joined Kenan Advantage Group
(KAG) as chief human resources
officer in September 2017. Prior to
Jjoining KAG, he was vice president

of human resources for Total Quality
Logistics (TQL). From 2006 to
2012, Ralph served as senior director
of human resources at Cintas
Corporation. Previously, he spent

10 years with Comair Airlines, serving
as the vice president of human
resources and the vice president of

in-ﬂight services.

As director of total rewards at
TimkenSteel, Tara Sidel brings

25 years of employee benefits
experience to the Emp|oyers Health
Board of Directors. She currently
serves as director of total rewards at
TimkenSteel, a long-time Employers
Health client and manufacturer of

high-quality steel.

Tara has served TimkenSteel and its
predecessor company for more

than 20 years in progressively
responsible roles. Outside of her role
in benefits she is an active member
of the Friends Stark Parks, serving

as the organization’s administrative

Ralph has been affiliated with
numerous charitable organizations
over the years and currently serves
on the boards of the American

Red Cross, the Cincinnati Youth
Collaborative, the Canton Regional
Chamber of Commerce and the
Greater Stark County Urban League.
He is the founder of Fore Kids
Charity Golf Fund and president
of the National Red Cross
Diversity Council.

He received his Bachelor of Business
Management degree from Xavier
University in Cincinnati, Ohio, where
he also was inducted into the Xavier

Athletic Hall of Fame in 1999 for his

successfu| co”ege basketba” career.

committee chair and as vice
president. Additionally, she served

as TimkenSteel’s United Way Day of
Caring Site Coordinator for five years
and as the organization’s campaign

co-chair and chair.

She is a graduate of Leadership Stark
County’s 19th class and graduated
from Ohio University with a Bachelor
of Arts and Ashland University with

a Master of Business Administration

specia|izing in human resources.
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vendors and receive Kaman-specific support
packages. These are just a few of the many
reasons she was recognized with the 2020
Excellence in Benefits Award.

Executive Director, Benefit Programs

& Corporate Human Resources

KAMAN
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ayear-long A

identify a part-time benefits manager
position. | remained in that part- -
time role for 10 years, solely focused
on health and retirement benefit

programs, before transitioning back
to a full-time position with broader
responsibilities outside of benefits.
These experiences helped prepare me
for my current role at Kaman, where
I've been for the past nine years.

Excellence in Benefits Award

CLIENT SPOTLIGHT 18
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HOW CAN BETTER HEALTH OUTCOMES
BEGIN AT THE POINT OF PRESCRIPTION?

1 ( ARE THE HOW.

ve arm you with insights and options that give you more
armacy costs and care.

OPTUM.COM/RX
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© 2020 OPTUM, INC. ALL RIGHTS RESERVED. O PT U M RX
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