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Checklist: Understanding Your Workforce’s Mental Health Using Data/Track 
Employee Mental Health Using Data 

By PracticalESG.com 

Tracking employee mental health is an important part of understanding what your 
workplace needs are and what resources you can provide as an employer. 
Remember, there are many indications of the mental health of your workforce. 
You do not need to wait for employees to disclose a clinical diagnosis for you to 
take action and you shouldn’t wait until your employees are medically impacted or 
leaving your organization. Consider these data-driven steps to understand 
employee mental health. 

1. Consider the data you already collect. Explore the questions in any survey 
you currently run that provides a glimpse into the mental health of your 
employees. For example, questions like “Do you feel like you have the 
resources you need to do your work effectively?” along with “I feel 
supported to do my work well” and “I have a good work/life balance” may 
be questions that show up on an engagement survey that you currently 
administer. These questions give some insight into the mental health of your 
workforce and, potentially, how their mental state may be impacting their 
ability to do their work. 

Consider whether the current survey parameters allow employees to respond 
honestly.  

− Your survey should be anonymous and voluntary. If your current 
survey is missing these elements, then they may not be a reliable 
source to pull data from on mental health, because mental health is 
often a sensitive and personal topic. Employees need to feel safe 
before they can honestly disclose this information. If your survey is 
not anonymous, your workforce may not feel safe enough to respond 
or may not be responding honestly for fear of retaliation.  

− Consider the response rate of the survey. If your response rate is low, 
it may be difficult to draw conclusions from the data because it may 
not truly represent the needs of your workforce. Culture Amp, a leader 
in employee sentiment surveys, recommends a response rate of 65% 
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or more for companies with over 1,000 employees and a higher rate 
for those with fewer employees. 

Another way to understand employee mental health is through manager 
one-on-ones. Have your managers expressed that the morale of their team 
members is low? Have managers relayed that team members are feeling 
increased pressure from having rapidly transitioned from in-person to 
remote work? Has there been a rise in the number of company, team and 
client meetings as a result? Are team members missing their lunches to 
catch up with work? All of this is helpful data to help you understand the 
mental health of your workforce. 

2. Administer a survey for mental health or build questions into a current 
survey. If you find that your previous surveys have received low response 
rates, you may consider running a separate mental health survey and 
carefully working on a strategy to ensure your workforce understands the 
survey is anonymous and that the results will be used to develop additional 
employee resources to support mental health in the workplace.  

You may consider asking the following mental health questions on your 
survey:  

− Our culture supports my health and well-being.  

− I feel my immediate manager cares about me as a person. 

− My job gives me flexibility to meet the needs of both my work and 
personal life. 

− I have a clear understanding of the mental health resources and 
services available to me. 

− The mental health resources and services offered here meet my and 
my family’s needs.  

− I am confident that the resources offered will help me in the future. 

− Our organization’s policies (such as paid time off, hours worked, 
flexible hours, etc.) support mental health. 
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− Our organization’s benefits around mental health are competitive with 
other organizations. 

− Senior leaders in our organization prioritize mental health at work. 

− Steps taken by the organization to support mental health have 
improved my mental health. 

− My immediate manager prioritizes the mental health of our team. 

− I can openly discuss mental health challenges and concerns with my 
immediate manager. 

− My manager has or would make changes to my workload or work 
environment in order to improve my mental health. 

Beware of survey fatigue, as conducting too many surveys will eventually 
decrease the response rate across the board as employees can easily get tired. 
An alternative to a separate mental health survey is to update your questions 
on the employee engagement/sentiment survey that you already administer if 
you find that previously asked questions are not helpful or are no longer 
relevant. This way, the net amount of questions remain the same or about the 
same.  

Consider bringing in a mental health professional to conduct focus groups 
and get experiential data that you can use to further understand your 
workforce’s mental health. 

If you have an ERG dedicated to mental health, leverage their insight and 
guidance for specific direction or to help shape survey questions 

To build your own mental health survey, see our checklists on “How to 
Conduct a DEI Survey” and “How to Analyze & Report on DEI Survey 
Results/Data.” 

3. Assess your current EAP benefits provider. If your organization provides 
EAP benefits, conduct an assessment on whether their services are meeting 
your workforce needs. EAP is an employee benefit program that assists 
employees with personal problems and/or work-related problems that may 
impact their job performance, health, and mental and emotional well-being. 

chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/practicalesg.com/wp-content/uploads/2021/10/How-to-Conduct-a-DEI-Survey-Checklist.pdf
chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/practicalesg.com/wp-content/uploads/2021/10/How-to-Conduct-a-DEI-Survey-Checklist.pdf
chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/practicalesg.com/wp-content/uploads/2021/10/How-to-Analyze-and-Report-on-DEI-Survey-Results-Checklist.pdf
chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https:/practicalesg.com/wp-content/uploads/2021/10/How-to-Analyze-and-Report-on-DEI-Survey-Results-Checklist.pdf
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EAP programs usually offer a 24-hour confidential hotline for employees 
and eligible dependents in support for emotional wellness and balance, 
marriage, family and relationship issues, legal and financial consultation, 
health and wellness progress, and identity theft recovery services. 

Consider whether the offerings of your current provider meet the emerging 
trends and heeds in your workforce. For example, have you seen an increase 
in employees that identify as LGBTQ+ in your workforce over the last three 
years, or an increase in Black, Indigenous and people of color in your 
workforce? If so, look to see if your EAP provider is sensitive to these 
identifications. Do they provide resources, spaces and practitioners that 
identify and can support the needs of employees with these marginalized 
identities? 

Collect information on what percentage of the workforce uses your current 
provider’s services, the frequency of return users and any provider 
satisfaction survey data results you can collect.   

Be careful to maintain privacy and confidentiality commitments. Any data 
you source from the provider should strictly preserve employee anonymity.  

− Always consult your general council before requesting this type of 
data to ensure you are not violating your employee’s privacy rights.  

4. Analyze the results. Use your results to find trends and draw conclusions.  

− Understand general workplace trends on mental health. What issues 
are employees struggling with? Can you disaggregate the results to 
see trends for different groups? If so, is there a trend and need for 
women, nonbinary employees and men in your workplace, 
respectively? What about different racial groups?  

− If you conducted focus groups, what feedback did you receive? 
Remember, experience or anecdotes are still data and while it may be 
a bit more difficult to extrapolate the feedback using data, you want to 
be sure to use the feedback collected to shape the action you plan to 
take.  
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− Consider the data you received from your current service provider and 
what that data may be telling you. Are there gaps in services provided 
and employee needs? Are employees utilizing the resources you 
currently have? Is there a high or low level of trust in your workplace 
about the quality and confidentiality of the provider?  

Use the results to map a plan for your organization.  

− For example, if you see on your survey results that many 
employees are feeling overworked and burned out because there 
has been an increase in the number of meetings held across the 
company and department, within their team and then with their 
clients, this is valuable information. Additionally, you may find 
that there is a lower sentiment rating across your BIPOC 
employees for mental health questions. This is also helpful 
information to take into account, as it may show that your BIPOC 
employees need mental health resources that are more targeted to 
their experiences and identity. 

− A focus group may reveal some additional insight. For example, 
you may find that your BIPOC employees are feeling that external 
social issues are having an impact on their ability to focus on their 
work and be satisfied in the workplace because they need a safe 
space to discuss the events and how they are impacting them. The 
workplace does not currently offer such a space. Additionally, you 
may find that employees don’t use the current EAP resource 
available because they don’t provide the resources specific to their 
needs and they don’t trust that their information is kept 
confidential.  

− Perhaps an EAP provides helpful anonymized information on 
service usage and, for example, you see that less than 1% of your 
workforce has utilized EAP services (despite 65% of your 
workforce responding affirmatively to the company survey 
question “I would like more support to help me cope with the 
demands of my role”). In addition, very few employees come back 
for more EAP resources. After more research you also realize that 
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your current EAP services are rather general and don’t provide 
services specific to the needs of marginalized groups.  

5. Develop a plan of action. What changes can you make to accommodate 
your workforce needs? More workplace flexibility? More PTO or floating 
holidays? A focus on working asynchronously? More no-meeting days? 
Subsidize child care costs? Provide an additional mental health provider? 

Remember that some mental health solutions can be addressed in seemingly 
indirect ways. Some of the solutions that you can provide to support the 
mental health of your workforce may not seem directly related to mental 
health. Not every issue will need therapy intervention. For example, from 
your research, you decide on the following actions: 

− Your company will conduct an audit of its meetings and commit to 
implementing a companywide no-meeting Mondays policy and the 
goal of reducing companywide meetings by 25% to give your teams 
more calendar and mental space to focus on their workload. Teams 
may host their own meetings and client meetings as needed, but there 
will be no companywide meetings or trainings scheduled for this day 
every week for the remainder of the year. 

− You determine that you need to grow, empower and support your 
employee resource groups to be safe spaces for employees from 
marginalized groups. You currently only have ERGs for women and 
caregivers, so you prepare to connect with employees about creating 
respective Black, Latinx, Asian and LGBTQ+ ERGs. You will ensure 
that all ERGs have a senior leader that acts as an executive sponsor 
and budget for programming. 

− You decide to identify a mental health provider with culturally 
relevant care with practitioners and resources that support the needs of 
BIPOC employees and allies. This provider will supplement your 
current EAP offering.  

If selecting an additional mental health provider is the right option based 
on your research, look into some of the options on the market. To find the 
right provider, check out our checklist on “Identifying the Right Mental 
Health Programs to Offer Your Employees.”  
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− Modern Health: This mental health service provider offers 
culturally responsive therapy and coaching sessions with many 
online resources, including small group sessions focused on 
various topics or identities.  

− BetterHelp: This mental health platform provides online mental 
health services directly to consumers through web-based 
interaction, as well as phone and text communication. 

− Talkspace: This online and mobile therapy company offers text 
therapy to its clients. 

− Ginger: This online mental health support service offers behavioral 
health coaching, therapy, psychiatry and self-care resources, all 
from the privacy of a smartphone. 

− Lyra: This online mental health support service offers guided self-
care, coaching, therapy, medication and more. 

6. Disclose the plan of action and implement. Disclose the actions that the 
company is taking to support mental health and the data to support these 
decisions.  

Determine your communication plan and ensure that there is ongoing 
information shared so employees remember what resources they can utilize. 

Ensure that mental health resources are available on the company intranet 
and other visible company platforms.  

Develop a policy that guides employees and managers through the mental 
health process (see our “How to Create a Mental Health Policy” checklist for 
guidance on this).  

7. Track progress and improvement. As you implement, track monthly or 
quarterly data to help you determine the impact of the plan. Track the 
following:  

− Changes over time in the ratings of mental health survey questions; 
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− Usage of mental health resources, if available (ensure data is 
anonymized); and  

− ERG programs held and dedicated spaces for marginalized spaces to 
discuss social issues.  

 


