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RECOGNIZING THE BENEFITS OF WELLNESS

According to Ralph Waldo Emerson,
“The first wealth is health.” This is
true not only for individuals but for
companies also. Boosting the health 
and wellness of employees is a
sound business investment.
Companies gain in several tangible
ways, even saving money overall:

• Lowered Absenteeism Rates: Wellness program evaluations
have shown that an average of $2.73 is saved on
absenteeism for every $1 spent on employee wellness.1

• Increased Employee Productivity: Wellness programs help
combat “presenteeism.” Presenteeism is when health
conditions or diseases lower the productivity of employees
who choose to remain at work. 

• Reduced Healthcare Costs: A review of health promotion 
programs found that workplaces saved an average of
$3.27 on healthcare costs for every $1 spent.2 Chronic 
diseases, most of which are preventable, account for 
86 percent of our nation’s healthcare costs.3

• Decreased Worker’s Compensation And Disability Claims:
Economic return studies showed that the cost of worker’s
compensation and disability claims went down an average
of 30 percent at worksites with health promotion activities.4

• Higher Employee Retention: Employees who feel they are 
in a healthier work environment report higher morale.
And they are less likely to quit. Also, having a corporate
culture of wellness can be valuable in recruiting 
quality employees.

SECURING SENIOR MANAGEMENT SUPPORT

The first step to organizing a program is “selling” the 
concept to the senior executives of your company. You 
will need their backing to obtain the necessary funding 
as well as have access to other company resources. Before
approaching senior management, do your homework:

• Make sure you have an understanding of your company’s 
business operations.

• Know the vision, mission and priorities so you can think
of how wellness initiatives would tie in. 

• Consider the communication style of your senior 
managers; do they like detailed reports, easy-to-read fact
sheets with bulleted items, or graphs and charts?

Use your presentation to remind management that your
company’s workforce is an important asset. The physical
and mental health of this asset needs maintenance. 
List the financial benefits of having healthy employees 
to explain the return on the company’s investment. 
(See first column for benefits and useful statistics.)

T
he basic idea behind wellness programs is to improve the overall health
of your staff and assist individual employees in overcoming specific
health-related concerns. Wellness programs can be either activity-centered
or results-oriented. Activity-centered programs often have an assortment
of health promotion activities, which may get employees thinking about

wellness. On the other hand, results-oriented programs deliver what the name
implies–measurable outcomes. It is these measurable results that have the power to
impact your company’s bottom line in a positive way.
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BUILDING A WELLNESS TEAM

Recruiting a team to coordinate wellness initiatives
instead of designating the task to one person has 
several advantages:

• With a group you’ll be able to draw upon diverse 
perspectives when planning programs.

• Many talents can be utilized in accomplishing goals.

• Burnout can be prevented by sharing the work.

• If one person leaves the team, your health promotion
activities most likely can go on uninterrupted; this
wouldn’t be the case if you lose your one and only 
wellness organizer.

The team could be comprised of volunteers or of people
appointed by upper management. Either way, there should
be a good mix of members from various departments and
numerous levels (employees, supervisors, managers, etc.).
In addition, involve individuals who are at different stages
of the journey to wellness, as long as they are interested
in health. The viewpoint of someone who is overweight or
currently a smoker can be priceless. Also, your employees
might not be able to relate to people who already are in
top-notch shape and perfect health.

COLLECTING DATA

To be effective, results-oriented
programs must be researched and

carefully designed. This requires a base 
of objective information. The first step is data

collection. This information should help answer questions
about what employees want and what your company needs
from a wellness program. There are multiple sources of
data to be utilized:

• Employee Interest Surveys: The topics
of interest, such as low-fat cooking
or tension-relieving stretches, 
can be determined via printed or
online surveys, focus groups or
individual interviews.

• Health Risk Assessment (HRA): An HRA is a thorough ques-
tionnaire completed by employees to determine whether
they are at risk for certain types of diseases or injuries.

• Health Tests: These biological 
measurements, including weight,
blood pressure, cholesterol, 
glucose, etc., when added to the
HRA lead to a more accurate risk
profile of an employee.

• Medical Claims: Reviewing claims
data reveals trends and points to conditions that 
require intervention.

• Absenteeism Records: The rates of absenteeism provide 
an overall picture of the physical and mental health of
your employees.

• Disability/Worker’s Compensation Claims: Researching the
causes of these claims helps pinpoint safety issues so
injuries can be reduced.

SETTING GOALS AND OBJECTIVES

Once your data is compiled, you can use 
it to establish an overall goal and specific
objectives. These give you a means to 
measure the effectiveness of your wellness
program. Reaching a goal shows you have
achieved success. Objectives are to be met
along the way. In addition to being specific,
objectives must be realistic and measurable.
They also need a time component; when do
you hope to have this accomplished?

CREATING A HEALTHY WORK ENVIRONMENT

Because of the many waking hours people 
spend at their jobs, the workplace is 
a logical location to emphasize 
wellness. But you must take a 
critical look at your worksite to 
see if it is a healthy one. Is the 
physical environment helping 
or hindering the progress on 
your objectives? Also, policies 
and procedures have a huge 
impact on behavior. Do company 
policies support your goals?

Ask These Questions When Assessing Your Facility:

• If your worksite has vending machines, 
do they offer healthy choices?

Success!
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• Does your worksite have a refrigerator for employees 
to keep their food in?

• Is there an area in your facility for preparing meals?

• If your building has a cafeteria, does it feature healthy
selections?

• Do employees have a pleasant place to go eat their
meals, away from their work areas?

• If your building has stairs, are they clean, well-lit and
safe to climb?

• Does workstation furniture meet ergonomic standards?

• Have safety hazards been eliminated?

• Is lighting adequate, and natural when possible?

• Is there a safe place to take a walk, either onsite or nearby?

Consider These Questions When
Evaluating Company Policy:

• Are there written policies
that encourage physical
activity during the workday?

• Does your company sponsor any teams or clubs?

• Is there a written policy about the types of food provided
at staff meetings and holiday celebrations?

• Do shift schedules allow adequate rest?

• Is excessive overtime discouraged?

• Are emergency procedures in place? Are they known 
as well as practiced?

CHOOSING FOCUS AREAS

The medical conditions identified with the HRAs and health
screenings, as well as the subjects of interest marked on the
employee surveys, will guide your decisions about your
wellness program’s focus. Five areas are common to most
wellness programs across the country. These issues tie into
many other health concerns:

• Nutrition: Diet affects an employee’s 
energy level on the job. Proper 
nutrition also can help ward 
off disease. And food intake is 
half the equation in weight 
management. Nutrition 
programs give people the 
tools to make healthier food 
selections and meet their 
dietary requirements.

• Physical Activity: Exercise is the
other half of the weight 
management equation. Plus,
activity is a necessity for
healthy living. Education 
programs teach why exercise
is important and how much
exercise is needed for health benefits. Comprehensive
programs provide opportunities and incentives for
employees to add activity into their day.

• Smoking Cessation: Cessation programs are
an obvious choice for workplaces that
have smokers, since tobacco is linked to
a great number of diseases. Assistance
with quitting has to go beyond a one-day
awareness event. You need a multi-pronged approach,
such as support, counseling, behavior modification
activities and nicotine replacement.

• Stress Management: Workplace stress is a significant 
contributor to low morale, absenteeism and presenteeism.
It is an ongoing complaint among employees. Stress is
linked to diabetes, obesity and cardiovascular disease.
Programs that help alleviate stress improve not only 
psychological health but physical health as well.

• Weight Management: Obesity is a major
threat to health. It’s not surprising
that weight control is a popular 
wellness program component. But 
losing weight and keeping it off is 
difficult; long-term follow-up
becomes crucial.

PRESENTING INFORMATION IN A VARIETY OF FORMATS

The ways to share health promotion
information are as varied as the
types of workplace situations. 
With time, you will find the 
methods that are right for your
company. Whether you have one
location or several, employees
working in a small area or a 
large facility, workstations with

computers or without, productive options are available.
The list of delivery modes is quite extensive:

• Personal Distribution • On-site Classes 

• Brochures • Slideguides

• E-mail Distribution • Pocket Pals

• In-house Events • Paycheck Stuffers 

• Printed Newsletters over
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• Bulletin Boards • Banners

• Workplace Seminars • Mailbox Memos

• Table Tents • Posters

• Staff Meeting Presentations • Webinars 

• Videos • Wellness Library 

• Links To Health Web Sites • Blog

UTILIZING EXTERNAL INCENTIVES

Becoming healthy has its
own rewards. For example,
a healthier lifestyle can
lead to more energy, better
sleep and less medication.
These are results seen over
the long haul, though. For your wellness initiatives to get
off the ground, you need quicker motivators–external
incentives. They can increase participation levels, keep
employees coming back to multi-session programs and
get people to change behaviors. Here are some incentives
that companies have found worthwhile:

• Imprinted Incentives

• Cash 

• Health Insurance Premium Reduction

• Contributions Toward FSAs

• Special Parking Spaces 

• Paid Time Off

• Gift Certificates

• Relief From Shared Office Tasks

Non-monetary incentives play an important part in 
wellness programs. Water bottles, backpacks 
and pedometers are just a few of the gifts available. 
Imprinting the name or theme of your program onto the
prizes provides you with free advertising. The incentives
can generate interest among nonparticipating employees 
who see their co-workers with them. Holding drawings 
for the items adds another layer of excitement.

Rewards can be given for participation in single events or for
finishing a series of activities. Competitions and incentives
go hand in hand, not just as prizes at the end but also 
as awards for milestones along the way. Plenty of other
occasions lend themselves to rewards:

• Completing a health risk assessment 

• Turning in an employee interest survey

• Getting a recommended health screening 

• Involvement in a weight-loss challenge

• Exercising for a certain amount of time 

• Attending a workshop 

• Staying injury-free

EVALUATING YOUR PROGRAM

Evaluation of your wellness program 
is an ongoing task. In addition to before 
and after, data collection and processing should 
happen during each initiative. This can take the form of 
an employee evaluation sheet given out at every health
promotion activity. Gathering feedback from participants
provides you with the information required to indicate
whether the program is headed in the right direction or 
if elements of the program should be adjusted.

Comparing “before” and “after” data is how you measure
success in a results-driven program. Hopefully you can
answer these key questions:

• Were your company’s goals and objectives achieved?

• Did employees get what they requested on their 
interest surveys?

• Were employees satisfied with their wellness experiences?

• Did participants gain useful knowledge or skills?

• Do you have tangible results to share with senior 
management?

As you go through the evaluation process, keep in mind
that your determination to craft an effective wellness 
program will ultimately pay off for you, your employees
and your company!
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