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Biographical Information 
 

Kristen M. Treadway 
Vice President of Human Resources and Labor Relations  

Central Ohio Transit Authority  
33 N. High St., Columbus, OH 43215 

614-275-5848 treadwaykm@cota.com 
 

Kristen M. Treadway is the Vice President of Human Resources and Labor Relations for 
the Central Ohio Transit Authority which provides public transit to Columbus Ohio and 
various contiguous communities. As Vice President, Kristen oversees the Human 
Resource Division for COTA which provides service to more than 1 million citizens. In 
this position, Kristen is building a foundation for the division’s day-to-day functions as 
well as its future operations. Relying on a rich accumulation of professional 
experiences, associations and education, Kristen is responsible for the ongoing 
administration, employee relations and strategic planning for the organization’s 
approximate 1,000 full time and part time employees. As Vice President, she supervises 
all functions of the Human Resources Division including, but not limited to, creating 
departmental standards; policies and procedures; labor management committees; labor 
contract negotiations; benefit administration; compensation/classification systems; 
management coaching; workers’ compensation and methods to ensure compliance with 
all applicable laws.  Kristen has almost eighteen years in the public sector in addition to 
her years in the private sector.  
 
Kristen graduated Cum Laude from the State University of New York, College at 
Oswego, with a Bachelor of Science in Business Administration.  Kristen continues to 
expand her human resource expertise with continuing education opportunities and 
professional memberships. She holds a Professional in Human Resources (PHR) 
certification from the Human Resources Certification Institute, a Senior Certified 
Professional (IPMA-SCP) from the International Public Management Association, a 
Senior Certified Professional (SHRM-SCP) from the Society for Human Resources 
Management, and is a Certified Labor Relations Professional (CLRP) from the National 
Public Employer Labor Relations Association.  She is also a member of the Society for 
Human Resources Management; the International Public Management Association for 
Human Resources; the National and Ohio Public Employer Labor Relations Association 
and is currently serving as Vice President for the Ohio Public Employer Labor Relations 
Association having previously served as Treasurer and Conference Coordinator.  
Finally, she is also a Board Member for the Transit Labor Exchange and serves as a 
member on the American Public Transportation Association Human Resources 
Committee and Labor Sub Committee.   

 
 
 



Biographical Information 
 

Stephanie Pulliam 
Compensation and Benefits Manager 

Central Ohio Transit Authority 
33 N. High St., Columbus, OH 43215 

614-275-5848 FAX:  614-275-5898 pulliamsl@cota.com 
 

Stephanie Pulliam is the Compensation and Benefits Manager for the Central Ohio 
Transit Authority, which is the regional public transit provider for greater Columbus and 
central Ohio.  Stephanie is responsible for the direction and administration of all 
employee benefits, COTA’s health and wellness programs and the 
compensation/classification system.  Stephanie also serves as the Equal Employment 
Opportunity Investigation Officer for COTA.  With approximately ten years of experience 
in the Human Resources industry, Stephanie provides leadership and expertise to help 
advance the organization’s HR goals.  Some of these achievements were making 
significant improvements to COTA’s health and wellness program, which has allowed 
COTA to receive the 2014, 2016 and 2017 Columbus Business First Healthiest 
Employer Awards, the 2015 HR Excellence Award for Innovation and 2017 HR 
Excellence Award for Team Excellence by Columbus CEO magazine, and the 2016 
Ohio and National Public Employer Labor Relations Associations Pacesetter Awards.  
 
Stephanie graduated Magna Cum Laude from The Ohio State University with a 
Bachelor of Science in Health Sciences and a Bachelor of Arts in Psychology.  As a 
member of the International Public Management Association for Human Resources; the 
National and Ohio Public Employer Labor Relations Association; and COSI’s (Center of 
Science and Industry) Young Professional Board, Stephanie is focused on developing 
her knowledge in the HR Field and her professional network.  
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WHERE WE WERE…
in 2012
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ON THE ROAD TO WELLNESS

• Relationship with the Union was suffering
• Labor Strike in July 2012
• No trust between COTA and Union
• Unsustainable Health Insurance Plan
• Collective Bargaining Agreements specifically outline 

generous health insurance plan design

Excise tax projections had COTA reaching a $358,000 
estimated tax liability in 2018
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ON THE ROAD TO WELLNESS

Biometric Screening
• 38-panel Biometric Screening

• A1C Testing 

• Outcomes-Based
• Spouses eligible
• Significant Premium Incentives
• Free 6-month re-check
• Fax results to personal provider

70% participation in the first year
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ON THE ROAD TO WELLNESS

Building Trust
• Insurance Task Force

• Union representatives
• Members of the HR team
• Insurance Carrier
• Benefits Consultant

• Rebranded Wellness Program
• Wellness Ambassadors
• Wellness Champions

75% of COTA’s workforce is comprised of 
represented employees

60% of COTA’s total workforce performs 
completely sedentary work as bus operators
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ON THE ROAD TO WELLNESS

Began wellness education & 
communication campaign
• Home mailings/Postcards
• Monthly newsletter
• Potty Talks
• Wellness Bulletin Boards
• TV Monitors
• Emails
• Intranet
• Paycheck stuffers
• Posters/Flyers
• Weekly newsletter
• Variety of home mailings
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ON THE ROAD TO WELLNESS

Wellness Education 
• Annual Safety & Wellness fair
• Annual Benefits fair
• Dietary guidelines for business meetings
• Benefits of Eating Away from Your Desk
• Sleep for Success
• Maintain Not Gain

Increased wellness fair participation and 
engagement with a Passport card for prizes, 
including Fitbits!
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ON THE ROAD TO WELLNESS

On-Site Wellness 
Resources

• Fitness Facilities
• Dietitian
• Health Coaches
• Fitness Coaches
• Financial Wellness 

Lunch & Learns
• Fruit Mondays
• Flu Shots
• Mammograms & PSAs
• Musculoskeletal 

Assessments
• Walking Paths
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ON THE ROAD TO WELLNESS

Wellness Resources
• Discounted Weight Watchers
• Fitness/Wellness 

reimbursement
• Telephonic health coaching
• DM Programs
• CoGo Bike Share Discount
• Resistance bands 
• Standing Desks
• COTA Cookbook
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ON THE ROAD TO WELLNESS

Online Portal/Activities
• Health Assessment
• Healthy Weight Loss 

Competition
• YMCA Corporate Challenge
• Basketball League
• Challenges

• Steps
• Hydration
• Healthy Lunchbox
• Locomotion

• Preventive Exams
• Participation in Charity Drives
• Online Workshops



WHERE WE ARE NOW…
in 2016
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ON THE ROAD TO WELLNESS

2015 Negotiations
• Base employee premium contributions are now 25%

• Incentives available to pay as little as 8%

• Significant health insurance plan design changes
• Deductible tripled
• Out-of-pocket maximum doubled
• Co-insurance
• Co-payments
• Specialty prescription tier

Premium incentives in 2017 are almost $4,200 annually

Excise tax projections are now at $40,179 for 2020
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MEASURING SUCCESS-CLAIMS

Health Insurance
• 2016 Premiums - 8.8% 

decrease in premiums
• Expected 2.45% decrease
• Loss Ratio down to 72.2% 

• Preventive Services Utilization –
don’t forget about dental & 
vision

• High Claimants – disease 
categories

• DM Enrollment
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MEASURING SUCCESS-CLAIMS

Health Insurance
• Paid Claims Per Member Per Month

• Biometric Participants - $484.57
• Non Participants - $578.13

• New Members – Claim trend from last renewal to current renewal
• Enrolled 2+ Years - 0.2% 
• Less than 2 Years – 29.2%

• High Claimants
• Catastrophic claims over $50,000 – 25.6% one year trend
• Non-catastrophic claims – -7.0% one year trend
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MEASURING SUCCESS-BIOMETRIC OUTCOMES

Achievements
• Biometric Wellness Program

• Reports of significant weight 
loss & smoking cessation

• Decrease in most health 
indicators

• Life-saving identifications
• Positive Change:

• 85% in the healthy range 
maintained

• 43% at moderate risk improved 
to healthy

• 41% at high risk improved to 
healthy or moderate

Biometric program participation is 
now at 81%
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MEASURING SUCCESS-PARTICIPATION
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MEASURING SUCCESS-BIOMETRIC OUTCOMES
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MEASURING SUCCESS-BIOMETRIC OUTCOMES
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MEASURING SUCCESS-BIOMETRIC OUTCOMES
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MEASURING SUCCESS-PARTICIPATION
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MEASURING SUCCESS-PARTICIPATION
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MEASUREMENT

Communication
• Claims graph in newsletter
• Biometric thermometer
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ON THE ROAD TO WELLNESS

Achievements
• Columbus CEO Magazine 2015 

HR Excellence Award for HR 
Innovation

• Columbus CEO Magazine 2017 
HR Excellence Award for Team 
Excellence

• Columbus Business First 2014 & 
2016 & 2017 Healthiest 
Employer Awards

• OHPELRA & NPELRA 2015 & 
2016 Pacesetter Awards



WHERE WE ARE GOING…
beyond 2016
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ON THE ROAD TO WELLNESS

Continue improvements
• Introduce more wellness 

activities
• Consider self-funding for health 

insurance
• Evaluate feasibility of an on-site 

clinic
• Dependents eligible
• Wellness Center
• Limited occupational health 

services

• Negotiations this year
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ON THE ROAD TO WELLNESS

Questions?

Kristen Treadway
Vice President of Human Resources & Labor Relations
treadwaykm@cota.com
614-308-4377

Stephanie Pulliam
Compensation & Benefits Manager
pulliamsl@cota.com
614-275-5848
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COTA: On the Road to 

Wellness 

The Central Ohio Transit Authority (COTA) is 

the regional public sector agency providing 

mass transportation to residents throughout 

central Ohio. With a service area consisting of 

more than a million residents, COTA provides 

nearly 20 million passenger trips each year. 

COTA is committed to excellence in serving its 

stakeholders, customers, employees and 

taxpayers; delivering quality transportation 

services; conducting business courteously, 

safely, ethically and reliably; and demonstrating 

leadership that is fiscally responsible and 

environmentally conscientious. 

Bringing Everyone Together 

Many of COTA’s employees are represented by 

the Transport Workers Union (TWU), Local 208. 

In 2012, a new contract was successfully 

bargained and approved following a 3-day labor 

strike. However, between the favorable health 

benefits included in this contract, along with 

economic factors influencing the healthcare 

industry, the benefits ultimately led to hefty 

health plan premium increases for both COTA 

and its employees. 

In the wake of the strike and the contentious 

relations that resulted, along with approximately 

80% of its workforce largely sedentary, COTA 

leadership implemented a comprehensive 

wellness program. The strategy, vision and goal 

were to defray rising healthcare costs and build 

a positive corporate culture. However, as a 

public entity, significant work needed to be 

done with a limited budget. 

Employees were distrustful of management and 

skeptical about potential advantages a wellness 

program would deliver. While this situation is 

not unique in a union environment, it was 

certainly heightened with the struggling 

relationships already being experienced. 

COTA recognized the scale of such an 

endeavor and brought together a project team. 

It consisted of two groups: one, an Insurance 

Task Force consisting of COTA HR 

representatives, union members, the health 

insurance carrier and benefits consultant;  

and two, a Wellness Committee representing  

all departments of the COTA organization. 

Combined, these two groups represented  

all the constituencies with stakes in the 

wellness program. 

Based on the recommendation of Kristen 

Treadway, COTA’s Vice President of Human 

Resources and Labor Relations, Interactive 

Health was selected as the partner of choice. 

Kristen worked with Interactive Health at her 

former municipality and was confident 

Interactive Health would jump-start COTA’s 

program and deliver healthy results. 

Setting Out “On the Road to 

Wellness” 

The Wellness Committee aptly branded the 

COTA program “On The Road to Wellness.” 

Rebuilding a corporate culture based on 

employee confidence, job satisfaction and 

security was integral to long-term success. With 

a message that communicates “we care about 

the health and well-being of you and your 

family,” management planted the seeds of the 

new culture. Interactive Health partnered with 

COTA to develop strategies that ensured their 
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challenges would not be barriers to the 

wellness program’s success. 

Challenge: Confidentiality Concerns 

Employees were concerned that COTA would 

use their biometric information against them 

and/or share it with the insurance company. 

Information sessions were held prior to 

beginning the biometric screenings in order to 

help alleviate concerns and answer any 

questions. Heavy communication regarding 

confidentiality, and handouts, such as HIPAA 

statements, were provided before and during 

the annual screenings. As Ambassadors, the 

Task Force and Wellness Committee members 

also helped break down barriers by openly 

discussing confidentiality concerns and the 

health screening process with their co-workers. 

Challenge: Communication 

The majority of employees lacked email 

addresses and access to computers. In 

addition, they worked outside typical  

office settings. 

To address this challenge, the team created 

alternate methods of communication, including 

a monthly wellness newsletter; a weekly COTA 

newsletter with wellness announcements; TV 

monitors posted relevant information at each 

location; posters and flyers in day rooms, 

restrooms and other areas; home mailings to 

employees and spouses; payroll stuffers; and 

engaged union representatives helped 

distribute flyers to spread the word. 

Challenge: Multiple Locations and Shifts 

COTA employees work from numerous 

locations and on diverse shifts, creating 

challenges for screening scheduling. 

In response, screening locations were made 

available on Saturdays at off-site alternate 

locations. Onsite scheduling opportunities were 

offered on multiple days, at multiple times and 

at various locations.  

Challenge: Time Pressures 

COTA employees are under intense pressure to 

adhere to strict scheduling. 

To lessen this challenge, increased numbers of 

phlebotomists were made available, sometimes 

“on the fly” to get participants in and out quickly. 

Walk-in accommodations were made for 

employees on call or without set schedules.  

 

The Shift to a Culture of Wellness 

“We were really trying to change the 
culture,” says Kristen Treadway, Vice 
President of Human Resources and Labor 
Relations. “We began looking at the factors 
causing the health insurance plan to be 
unsustainable. The team put a new focus on 
the health plan design, as well as current 
and future challenges associated with the 
plan.” 

The first initiative launched was a 34-panel 
biometric screening program offered to 
eligible employees and spouses. “The 
program goes beyond what a typical 
program would,” Stephanie Pulliam, 
Compensation and Benefits Manager, says. 
“Using biometric and not BMI, which can 
vary for a lot of people, means we can get a 
much clearer view of areas people need to 
work on. We are attempting to do as much 
as we can, as far as education, tools and 
resources to help people maintain and 
improve healthy lifestyles.” 
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Setting the Stage: Awareness of 

Participants’ Health Status 

The company’s first major undertaking was to 

raise employees’ awareness of their health 

status and then to provide the resources to 

achieve personal wellness goals. Helping 

participants “understand their numbers”—that 

is, the results of a 34-panel biometric screening 

offered by Interactive Health—set the stage. 

Eligible participants received communications 

through multi-media avenues encouraging them 

to register online or over the telephone. 

The screenings evaluated participants’ risk for 

cardiovascular disease, diabetes, kidney 

disease, liver disease, anemia risks and other 

serious conditions. Qualified healthcare 

professionals from Interactive Health promptly 

followed up with all participants identified with 

critical conditions. In addition, participants could 

have their results communicated to their 

personal physicians. This step encouraged 

meetings between participants and physicians 

to address negative results and monitor 

conditions on an ongoing basis. 

Creativity and Innovation 

The Task Force and Wellness Committee 

developed components not widely available in 

the Central Ohio region. Examples include: 

 Telephonic health coaching 

 Educational webinars 

 Online meal and exercise planners 

 Annual health and wellness fairs 

 COTA basketball league 

 Team walking competitions 

 

 Individual healthy weight  
loss competitions 

 Monthly onsite dietitian visits 

 Educational grocery shopping trips 

 Onsite fitness centers 

 Reimbursement for fitness or wellness 
related memberships 

 Distribution of resistance bands for 
quick workout breaks that may be 
accomplished even while at a layover 
point on a bus 

Participants were given access to a robust, 

customized website that provided ease of 

scheduling and real-time access to results, 

health programs, interactive tools and 

calculators, health webinars, a health library 

and other resources to help participants 

achieve their health goals. 

Incentives Encourage Participation 

Along with improved health and quality of  

life, the wellness program offers COTA 

employees and their spouses generous 

financial incentives through reduced health 

benefit premiums. This strategy has assisted 

COTA in obtaining over 80% participation in the 

2015 health evaluations. 

The base premium cost for employees and 

enrolled spouses is 25% of COTA’s total 

premium cost. Reduced premium amounts 

depend on whether participants are enrolled in 

the COTA medical plan and meet their health 

goals. Employees with family coverage have 

the opportunity to save as much as $3,978.48 

in 2016 when health goals are achieved. 



On the Road to Wellness 

  Page 5 

Employees Enrolled in Medical Plan 

Employees and spouses who are enrolled in 

the COTA medical plan are eligible to 

participate in the biometric screening portion of 

the wellness program. For 2016, the health 

premiums of first-time participants and 

participants who meet all of their health goals 

are reduced to 8%. This means that COTA 

covers 92% of the participant’s premium. 

If participants meet some but not all of their 

health goals, their premiums are reduced to 

12%. If they do not meet their goals due to the 

presence of nicotine at the time of screening, 

their premiums are reduced to 20% and COTA 

covers 80% of the participant’s premium.  

Employees who do not participate pay their 

full 25% share of their health premiums. 

Employees Not Enrolled in Medical Plan 

Employees who are not enrolled in COTA’s 

medical plan receive a $400 monthly opt-out 

payment and are still eligible to participate in 

all aspects of the wellness program. 

However, these participants pay 50% of the 

biometric screening cost and COTA pays the 

remaining 50%. 

The Numbers: Counting Success 

As demonstrated by the following 2015 

results, participants continue to show 

improved health, and more than 90% 

reported experiencing personal value from 

the program. 

Health Improvements for COTA Wellness Program 

Participants (2014-2015) 

Condition 
Percentage 

Improvement 

Blood pressure 97% 

Cholesterol 70% 

Glucose 63% 

Triglycerides 68% 

Tobacco use 42% 

New Conditions Discovered 

The value of the wellness program is also 

evident in the discovery of new conditions. In 

2015 alone: 

 Moderate risk conditions were discovered in 
94 participants. 

 Critical risk conditions were discovered in 
23 participants. (These participants were 
contacted within 1-2 business days 
following testing.) 

 Early stage cancer was detected in  
25 participants. 

Migration of Health Risk 

Migration of health risk over time is  

another important measure of a wellness 

program’s success. 

More than 1,500 COTA participants who were 

screened in two consecutive years over three 

time periods (2012-2013, 2013-2014, 2014-

2015) were assigned risk levels of healthy, 

moderate and high based on their personal 

health scores.  
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The data revealed that positive change was 

seen among all risk levels: 

 85% of those in the healthy range  
remained healthy. 

 43% of participants at moderate risk 
improved to a healthy state. 

 41% of participants at high risk improved to 
a healthy or moderate risk state. 

Impact on Productivity and Medical Spend 

Risk migration for core conditions which 

impact employee productivity and overall 

medical spend was also observed. The 

following chart depicts the rate at which 

participants with disease conditions in 2014 

migrated to healthy or in-control states in 

2015. Overall, these positive risk migrations 

produced corporate cost avoidance of 

approximately $315,000 in 2015. 

Condition-Specific Risk Migration (2014-2015) 

Condition 

Percentage of 
Participants 

Migrating to a 
Healthier State 

Out-of-control 
diabetes 

40% 

Pre-diabetes 71% 

Metabolic syndrome 41% 

Hypertension 97% 

Anemia 47% 

After four years in the program, improved 

employee health is now impacting COTA’s 

bottom line and the benefits are being 

shared company wide. For 2016, COTA 

achieved an 8.8% decrease in its fully-

insured medical plan premiums, which 

netted approximately $1 million in  

savings. These savings are shared  

with employees through a decrease in 

premium contributions. 

The Bottom Line: Value and 

Empowerment 

While improved spending trends derived from 

the COTA wellness program are substantial, 

the value extends well beyond saving costs…to 

saving lives. The program promotes 

relationships between participants who do not 

have or do not visit a primary care physician. 

The comprehensive screenings cast a wider net 

to identify undiagnosed conditions not detected 

in more limited panels. The program helps 

participants understand their numbers and 

tracks progress in attaining their annual 

personal health goals. 

Reasons for Success 

COTA attributes several key strategies to their 

wellness program success: 

 Taking a strategic approach that began with 
awareness and has transitioned to a goal-
based program 

 Integrating benefit and plan design, union 
contracts and wellness into one package 

 Obtaining executive level and union support 

 Focusing on creating a corporate culture  
of wellness 

 Being creative in finding ways to address 
specific challenges unique to COTA 

 Customizing communications 

 Establishing a generous incentive to  
drive participation 
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 Partnering with the health plan to bill the 
biometric screening as a preventive claim 

Employee Impact 

In 2015, a COTA employee reported that her 

husband’s biometric screening revealed 

potential heart disease. Interactive Health 

outreached and engaged the participant 

immediately. A stress test performed by the 

primary care physician showed the need for the 

insertion of a heart catheter and a stent. The 

screening, the couple believes, saved the 

husband’s life. 

Data from the first year of the wellness program 

revealed 25 participants potentially with cancer. 

Data from 2015 reported only two participants 

with the possibility of early stage cancer. One  

of these participants reported that early 

intervention helped him successfully treat  

his cancer. 

These kinds of human stories continue to 

generate excitement in COTA’s wellness 

program. It has empowered employees  

and their spouses to adopt healthier habits, 

leading to true lifestyle changes and an overall 

healthier workforce. 

Evaluating Success and Investing in the Future 

As COTA looks toward the future, progress will 

continue to be monitored. A feasibility study for 

an onsite health clinic was conducted in 2014, 

and COTA will continue to monitor its claims 

data for future development. In 2016, COTA 

has once again expanded its wellness program 

to include A1C testing for all participants 

identified as having an increased risk for 

diabetes, and expanded outreach will target 

approximately 35% of the COTA participants 

trending in the wrong direction. 

Measurement of program success and 

employee impact indicates that COTA and  

its employees will continue to reap the  

financial and health benefits of wellness. The 

program initiated four years ago now serves  

as a model for all companies to invest in 

employee wellness. 

 

COTA Honored for Wellness Program 

Success 

HR Excellence Award – Innovation 

In 2015, COTA was honored with the “HR 
Excellence Award—Innovation” by 
Columbus CEO magazine. The award was 
based on the successful implementation of 
COTA’s wellness program aimed at 
changing the organization’s culture, 
improving the health and wellness of 
employees and their families, introducing 
successful and popular employee wellness 
initiatives, and ultimately, containing costs. 

Healthiest Employer of Central Ohio 

The “2014 and 2016 Healthiest Employer of 
Central Ohio” award from Columbus 
Business First recognized COTA’s 
commitment to create a healthier, more 
productive community of employees who 
understand the value of healthcare and are 
actively involved in managing their own 
health. In accepting this award, COTA 
committed to serving as a resource to other 
organizations whose aim is creating or 
improving corporate wellness initiatives. 

Ohio Public Employer Labor Relations 
Association, and National Public 
Employer Labor Relations Association 
Pacesetter Awards 

Stephanie Pulliam, Compensation and 
Benefits Manager, won these awards for her 
work and leadership with COTA’s insurance 
and wellness program. 


