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PªPhysical fitness is good business ... Even a

small step a company's leadership team

takes to advance their employees' health can

reap amazing rewards ... You may not see the

benefits immediately, but if you persist over

the long term, you'll find that worksite 

wellness will provide one of the biggest

returns you've ever had on any investment

you've ever made.º
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Dear Colleague,
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corporate health promotion goals. The continuing rise in health care costs combined with reliable
evidence supporting the financial return on health and productivity management have given 
employers the motivation to support wellness in their workplaces.
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benchmark studies enumerated in this report make the case, citing the cost of poor health to 
our corporations and the nation and the value of reducing risk ± lower medical costs, enhanced 
productivity and well-being.

Included is an evaluation of wellness, past and present developments, and its various components
including health and productivity management, as well as future trends and recommendations for
startup programs.

We are proud of supporting your education efforts for nearly 25 years with practical, effective health 
information tools. We trust you will find this report a valuable resource in our joint pursuit of
wellness and quality of life in our workplaces and communities across the nation.

Sincerely,

Charles K. Dismuke
PUBLISHER

OAKSTONE PUBLISHING, LLC DBA PERSONALBEST

: From The Publisher :

500 Corporate Parkway, Suite 300, Birmingham, AL 35242   ph 800871.9525   f 205437.3084   w personalbest.com



TA
B

LE
 O

F 
C

O
N

TE
N

TS
TABLE OF CONTENTS 

Introduction: Worksite Wellness ± Why Good Health Is Good Business . . . . 1
Why invest in the health and well-being of your employees? . . . . . . . . . . . . . . . . . . . . 1

Will funding health management and wellness improve profitability? . . . . . . . . . . . . . . . 2

How do employees respond to health promotion in the workplace? . . . . . . . . . . . . . . . 2

I. Wellness Grows Up . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2
A Philosophy Becomes Practice . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2

Added Emphasis: Linking Productivity to Lifestyle . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3

Primary Health Promotion Components . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3

II. The Cost of Sick and Injured Employees . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3
Direct and Indirect Costs . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4

Studies: The Cost of Specific Conditions in U.S. Workers . . . . . . . . . . . . . . . . . . . . . . 5

III. Healthy Results With Wellness . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6
Good News: A Robust ROI . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6

Sample Abstracts Demonstrating Savings . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6

IV. Goals for New or Expanding Programs . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7
Communication: First Step to Health Promotion. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7

Popular Program Initiatives. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8

Getting Started . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8

The Role of Patient Intervention . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9

Wellness Program Costs . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9

Questions to Ask When Planning Your Activities . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9

V. Prognosis for Corporate Wellness: Fit for Duty. . . . . . . . . . . . . . . . . . . . . . . 10
Factors Shaping Worksite Wellness . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 10

VI. Meeting Your Goals for Effective Health Promotion . . . . . . . . . . . . . . . . . . 11
Personal Best Gets Results . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 11

VII. Does your organization share the vision?. . . . . . . . . . . . . . . . . . . . . . . . . . 12

End Notes . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 13

Why Wellness?Employee Health and Productivity: Vital to Business Performance

Cost/Benefit Analysis of Worksite Wellness Programs , 4th Edition 
By Diane McReynolds, Executive Editor
Oakstone Publishing, LLC dba Personal Best



A growing number of U.S. businesses

see health and productivity management

as fundamental to a successful work-

place. It is also the most positive

approach to controlling the persistent

increase in health care costs, which

increased by 63% over the past four

years and by 87% over the past eight

years, according to Towers Perrin, a

human resources consulting firm.1

Corporate spending on health care is

now escalating at 9%-10% annually,

three times the rate of inflation, and 

is expected to double by 2010.2,3

Employers' average medical expense

per employee is estimated to be

$8,046 this year.4 Prescription cost

increases for employers are expected

to continue at double digits.5

Beyond the potential for health care

savings, employers also invest in the

health of their employees for the same

reasons they provide them with proper

equipment and training ± it enhances

business performance. The U.S. is enter-

ing an economic era when that intangible

asset ± human capital ± could provide a

company's strongest competitive advan-

tage as jobs become increasingly com-

plex, knowledge-based, and hard to fill.

Businesses are learning that employees

are not easily expendable, especially

when factoring in the expected shortages

in skilled labor created by an aging baby

boomer population.6

Better health being the solution,

what are the practical means of achiev-

ing it? For the health of the worker and

the corporate bottom line, more and more

employers are sponsoring worksite health

programs focused on reducing risks to

control claims and increase productivity.

Other key factors behind this upward

trend in wellness support include more

available data on the impact of health pro-

motion, effective disease management

strategies, and a maturing marketplace

certain to increase medical demands. 

Half of the 150 top executives at

large U.S. multinational companies 

surveyed by Pricewaterhouse Coopers

Health Research Institute in 2005 agree

that health care costs are reducing 

corporate profits. Eight in 10 executives

believe the most promising option for

reducing those costs is to provide better

information and financial incentives for

employees to improve health. As a result,

many executives have become champi-

ons of healthy living: 72% surveyed said

that senior management is actively pro-

moting positive lifestyles by raising

awareness of wellness among their

employees.7

Employers of all sizes are sponsoring

initiatives that can help manage and even

reverse employees' chronic health prob-

lems. Companies are offering health 

promotion programs, as well as providing

financial incentives for employees to 

participate in these programs.

1

WORKSITE WELLNESS± Why Good Health is Good Business

W
hy invest in the health and well-being of your empl oyees? Common sense tells us healthier individuals can build a

stronger, more productive America. Poor health and poor work performance have put a tremendous burden on the

nation's economy in terms of health care costs and lost productivity. Corporations can play a key role by implementing

evidence-based programs for employees and providing work environments that are supportive of healthy 

living and individual well-being.

While many employees are paying a bigger share of the cost of health care premiums,

both individual and family, employers continue to s houlder the lion's share.  In 2005,

employers experienced a 9.2% increase in health car e costs, down from 12.3% in

2004, according to Hewitt Associates, a human resou rces consulting firm, which 

predicts a 9.9% average increase for 2006 . Source: Hewitt Associates press release, 10/10/05.

FIGURE1

Annual Health Care Cost Increases (National Average)



Will funding wellness activities

improve profitability? Yes, strategic

intervention can produce significant cost

savings for corporate America. With

careful planning and management of 

programs focused on employee health

promotion and disease prevention, busi-

nesses can reduce risk, lower health care

costs and raise profits. Many positive

outcomes are cited on the following

pages.

With an annual budget of $2.5 million,

CIGNA's Working Well Program is

designed to keep its 34,000 employees

healthy and at work. Its smoking 

cessation program helped 67% of par-

ticipants quit within 12 months, saving

$949 in health care costs for each 

successful participant. ROI: $9.5:1.8

How do employees respond to

health promotion in the workplace?

Employers who sponsor wellness activi-

ties report that their employees generally

appreciate health management programs

and view them as a benefit of employ-

ment that enhances their personal 

well-being. This is indicated by high 

program participation rates and formal

employee feedback presented in the

report, Best Practices: What's Working in

Company-Sponsored Wellness Program

Management.9

A 2004 Towers Perrin online survey

of 1,000 employees working in midsize

and large companies showed a strong

majority appear open to behavior

changes that could reduce costs for both

them and their employers. The key find-

ings are shown in Figure 2. The survey

also found that many employees endorse

their employers' role in sponsoring infor-

mation and tools to help them manage

their health and health care costs.

Employer-provided resources viewed as

most helpful by employee respondents

were wellness  information tools, such as

newsletters, brochures and booklets.10

We invite you to read the following 

pages for a better understanding of how

wellness is evolving and how it has

become a major factor in protecting the

health of American workers and the busi-

nesses that rely on them for success. 

" 2006 Oakstone Publishing, LLC dba Personal Best: A Haights Cross Communications Company.

Findings are based on a survey of more than 1,000 employees working for U.S. mid-

size and large companies, conducted in January, 200 4. Source: Towers Perrin HR Services,

Making Health Care Consumerism Work ± Aligning Employer and Employee Interests (2004), 8.

FIGURE2

Employee Attitudes Toward Health Care Plan Design

I. Wellness Grows Up 

A Philosophy Becomes Practice

A
bout 30 years ago, the term wellness was introduced into the business 

vernacular as a result of two primary developments: the upward spiraling of

health care costs starting in the 1970s and the increasing societal emphasis

on fitness and healthy lifestyles. In summary,the mission of wellness in the 

U.S. workplace is to coach employees through variou s channels in self-respon-

sibility and lifestyle behaviors that influence one 's health, quality of life, work

performance and health care use throughout a lifeti me.11

In the 1980s, interventions to treat

ªsickº employees became interventions

to prevent disease. In the 1990s, worksite

health promotion quickly expanded

across the U.S. ± by 2000 the National

Health Objectives for the Nation integrat-

ed worksite health promotion into the tar-

geted objectives for improving the

nation's health.12

Today, wellness has evolved into an

industry widely known as worksite

health promotion, a multidisciplinary

field integrating disease and injury pre-

vention, lifestyle improvements, self-care,

and condition management strategies. It

relies on education and targeted interven-

tions to help change unhealthy behaviors

that affect risk. 

Through wellness policies, employers

have learned that they can trim health

care costs and boost productivity and

morale in a supportive environment



where employees can remain healthier

and thrive. Interventions that involve dis-

ease management and safety programs

can favorably impact not only medical

costs but also absence, disability and

work performance. And with the support

of the health promotion industry, program

sponsors now have more sophisticated

methods for measuring and improving

those outcomes. 

ªLifestyle change can be facilitated

through a combination of efforts to

enhance awareness, change behavior

and create environments that support

good health practices. Of the three,

supportive environments will probably

have the greatest impact in producing

lasting change.º13

Added Emphasis: Linking
Productivity to Lifestyle

An emerging strategy, health and pro-

ductivity management, focuses on

demonstrating the value of improved

employee health by measuring the

impact of targeted interventions on 

productivity. Many program designers

recommend the integration of health pro-

motion and productivity management,

viewing the combination as essential to 

a results-oriented employee program and

the most logical way to justify health 

benefits. Companies that promote well-

ness and conduct disease management

within a supportive culture gain better per-

formance from better employee health.14

The Institute for Health and

Productivity Management model for

measuring employee productivity is help-

ing employers identify the cost of

employee illness on business perform-

ance, design the best strategies for

reducing this impact, and monitor the

success of their efforts with available

tracking tools. The integrated manage-

ment of risks and results directly relates

health program investment to a compa-

ny's overall gain in productivity and prof-

itability. Making job performance the

measure of success of health promo-

tion moves wellness to a core business

issue rather than solely a health issu e.15

A comprehensive wellness program

generally starts with a volunteer health

risk assessment, followed by communi-

cation options that promote education in

disease prevention and behavior change.

Interventions target at-risk participants

with counseling and guidance in chronic

disease management. 

How is the health of your workforce

affecting your corporate strength and

competitiveness? To learn more about

designing an employee health program,

turn to Section IV.

Cost/benefit evaluations show a greater

return on investment (ROI) for keeping

healthy people healthy than from focus-

ing solely on initiatives for high-risk

people.16

II. The Cost of Sick and Injured Employees 

C
ompared with healthy employees, workers impaired by disease or injury have

greater absenteeism and reduced productivity while at work. Even without pure

science, this equation makes sense; in fact, it is supported by a growing body

of evidence. Another obvious result of sick or hurt employees: the higher the demand

for care, the higher the cost to cover it. 

3

· Awareness of Health and Safety
Promotion

· Education in Self-Care and Disease
Prevention

· Individual Health Risk Assessments

· Screenings for Primary High-Risk
Conditions

· Program Evaluations 

· Intervention Services for Condition
Management

Primary Health Promotion
Components



Direct and Indirect Costs
In a system that is essentially disease-

care driven, employers fund the bulk of

health insurance in the U.S. They are

paying the major portion of expenses

needed to treat ailing employees with

medical care, workers' compensation,

and disability coverage. Other measura-

ble costs to the employer associated with

unhealthy employees include salaries for

the absent employees as well as the

added cost of temporary replacement

during their absence.

More difficult to measure are the 

indirect costs resulting from reduced 

productivity as well as diminished work

quality, accuracy and safety, or presen-

teeism ± when workers are on the job but

not fully engaged in their work due to a

host of distractions (e.g., illness, fatigue,

pain, stress or family worries). These

employees create on-the-job lost time

estimated to cost the nation $180 billion

per year.17

The cost of lost time from absen-

teeism and presenteeism exceeded 

medical care costs by 58% in 2000,

based on data accumulated by the

Centers for Disease Control and

Prevention (CDC) National Health

Interview Survey.18 Other estimates 

suggest this cost difference may be 

significantly higher.19

Lost productivity due to presenteeism

was significantly greater from days at

work while sick (72%) compared to

absenteeism due to illness (28%),

according to analysis by AdvancePCS,

provider of health improvement serv-

ices. Of the nation's total lost produc-

tivity tab of $250 billion annually, the

estimated presenteeism cost runs as

high as $180 billion.20

Certainly the lack of worker presence

is costly to business. Presenteeism exacts

an economic loss in productivity in addition

to creating an increased risk of at-work

injuries and spreading infectious diseases.

But with health education and intervention

procedures in place, employers can accel-

erate return to health and productivity, and

in a positive way for all concerned.

No. 1 Indirect Cost: Negative
Lifestyle Choices

By some estimates, a majority of the

costs created by unhealthy or unsafe

employees can be attributed directly to

their negative lifestyle habits, such as

smoking, lack of fitness, and stress. For

example, in 2005 the CDC reported that

smoking ± the nation's leading cause of

preventable death ± annually costs the

nation $80 billion in lost productivity and

$75 billion in medical expenses.22

More than two-thirds of Americans

are obese or overweight. Obesity directly

contributes to heart disease, diabetes

and high blood pressure, resulting in 

millions of lost workdays and costing the

nation between $69 billion and $117 

billion per year.23 The combination of

smoking and obesity dramatically

increases the risk of heart attack. 

" 2006 Oakstone Publishing, LLC dba Personal Best: A Haights Cross Communications Company.

Indirect costs of poor health ± such

as absenteeism, disability and pre-

senteeism ± may be two to three

times higher than the direct medical

costs. In health and productivity

management, studies associate poor

health with:

· Lower work output

· Increased errors and injuries

· Lower quality of products and

service

· Higher rates of disability

· Higher workers' compensation

· Higher absenteeism

Only when organizations identify

their leading health cost drivers,

both direct and indirect costs, can

they understand the total impact of

poor employee health.21

The Hidden Cost of 
Poor Health

FIGURE3

Health Risks Influence Lost Productivity
Estimated Annual Costs from Absenteeism and Present eeism 

(in billions of dollars)
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Congress on Pain, 8/02. 7. Working Nights Website/Circulation Information, Inc., 6/03. 8. JAMA, 2003. 9. University

of Michigan/HRMC, 8/02. 10. National Sleep Foundation.



Studies: The Cost of Specific
Conditions in U.S. Workers

z General Motors reported in 2005 that

obesity was costing the company near-

ly $1.4 billion in additional health care

costs annually. An obese employee

costs the company about $1,500 more

per year than an employee of normal

weight, a figure expected to rise to

$2,500 by 2010.24

ªA 2004 University of Michigan study

found that GM could save nearly

$800,000 per year if all sedentary,

obese employees would exercise

moderately. Company-wide, the

potential savings could exceed $7 mil-

lion per year.º25

z The CDC reported in 2002 that a

smoking employee costs on average

$1,760 in lost productivity and $1,623

in excess medical costs per year. The

absenteeism rate for smoking employ-

ees is on average 50% more than for

nonsmoking coworkers. Smokers are

nearly six times more likely than non-

smokers to suffer disability or retire

early; up to 75% of early retirees are

smokers.26

z The 10th World Congress on Pain

reported that pain from common con-

ditions, such as headache and back-

ache, costs U.S. employers about $80

billion per year in lost productivity. The

bulk of this cost, or $64 billion, is large-

ly invisible to employers because it

occurs not when workers take sick

days but rather when they are on the

job and too disabled by pain to perform

adequately.27

z The results of cardiovascular dis-

ease, including heart disease, stroke, 

hypertension and congestive heart 

failure, cost an estimated $403 billion in

2006.28

z Compared to absenteeism, presen-

teeism related to depression can 

generate up to 30 times more lost 

productivity.29

z Compared to 4,900 deaths and 3.6 

million work injuries in 2002, uninten-

tional home injuries caused more than

33,000 deaths and 8 million injuries.

Employers spend an average $717 per

employee, or $4.7 billion/year, for relat-

ed health care, life insurance, sick

leave, disability coverage, lost time, 

and hiring and training new employees,

according to the National Safety

Council.30

Poor health impacts the most valuable

resource of the organization ± the

effectiveness and performance of its

human capital.32

How do employers offset the high

cost of health problems, which are 

consuming a large portion of corporate

profits? And what about the cost to

employees? A growing number of

employers expect employees and their

families to take more personal accounta-

bility for managing their own health, as

well as share in the cost of medical care. 

For the average family, health insur-

ance premiums are expected to exceed

$14,500 in 200631 as many employers

select plans with higher employee contri-

butions. Some employers are introducing

consumer-directed options, such as

health savings accounts; others slow 

hiring or wage increases to offset the 

rising cost of care. 

Support of wellness efforts at the

worksite benefits both employer and

employees. It is the only long-term reme-

dy for keeping employees well in the first

place, corporate profits healthier, and

costs under control for everyone. 

FIGURE4

Presenteeism Cost Linked to Common Conditions

Based on data from 375,000 employ-

ees, researchers found presenteeism

costs linked to illness averaged $255

per worker annually versus $72 for total

medical expenses. Annual costs per

employee were highest for: k

Other high-cost ailments were allergies,

diabetes, headaches, cancer, respira-

tory infections and asthma. Goetzel, et al.

ªHealth, Absence, Disability, and Presenteeism Cost

Estimates of Certain Physical and Mental Health

Conditions Affecting U.S. Employers.º Journal of

Occupational & Environmental Medicine April 2004;

46(4):398-412.

5



Good News: A Robust ROI
Research conducted by the University

of Michigan Health Management

Research Center has shown that an

organization saves approximately

$350 per employee per year by keep-

ing employees at low risk. 34 Director of

HMRC, D.W. Edington, Ph.D.has estimated

that a return of $3 for every $1 invested is an

average widely accepted by researchers.35

Similar findings have been reported by

Cornell University Institute for Health and

Productivity Studies. According to Director

Ron Goetzel, Ph.D., investing $100 to

$150 per employee per year can generate

$300 to $450 ROI.36 A review of 13 stud-

ies of worksite wellness programs reports

cost/benefit ratios as high as $1:5.82.37

Sample Abstracts
Demonstrating Savings: 

z Reducing lifestyle-related health risks is

the primary target of Northeast Utilities'

WellAware program, a multi-dimen-

sional service that documented a $1.4

million drop in behavioral claims.

Results included decreases of 31% in

smoking, 29% in inactivity, 16% in

mental health risk, and 11% in choles-

terol risk. ROI: $6:1.38

z Motorola invests $6 million per year in

wellness to benefit 45,000 U.S.

employees, retirees and family mem-

bers. The company experienced an

increase of just 2.4% in annual aggre-

gate health care costs for program 

participants compared with an 18%

increase for non-participants. With

80%-90% participation rate, the initia-

tive includes a multi-dimensional inter-

vention service and wellness and pre-

vention education programs. ROI:

$3.93:139

z Analysis of a Global 500 organization's

workforce found employees were less

productive an average 25% of their

time due to preventable health risks

such as smoking, poor nutrition, and 

lack of sleep ± the estimated loss was

$2,800 per employee annually. One

year after introducing a health educa-

tion program targeting these risks, the

company saw a 9% improvement in

productivity per participating employ-

ee. Results: The average return per

individual was $495. ROI: $3.73:1.40

z Calculating the value of avoided lost

days for participants in health 

promotion programs ± based on a

$200 per day cost to a manufacturing

company ± researchers estimated a

$623,000 value to the employer result-

ing from participation in health promo-

tion. ROI: $2.3:1.41

In 2000, the cost of employee health

services reduced U.S. business profits

by 40% before tax and 58% after tax. 

In 1998 and 1999 the after tax 

figure reached 59% and 60%, respec-

tively. 42

" 2006 Oakstone Publishing, LLC dba Personal Best: A Haights Cross Communications Company.

III. Healthy Results with Wellness

T
he real cost savings with worksite health promotion have been documented in many studies and program evaluations

during the past 20 years. Several pioneering programs have documented remarkable success and remain active; some of

those benchmark results are cited below. The overwhelming result: Positive changes in health costs and productivity follow

changes in health risk.33

FIGURE5

Wellness in the Workplace

Source: University of Michigan Health Management Re search Center, Worksite
Wellness Cost Benefit Analysis Report 2001: 5. 



z A hospital in Washington State partici-

pated in the Employee Wellness

Challenge targeting savings in health

care use, sick time and injuries with

education in health habits and self-care

practices, and a financial incentive.

Results: During the first four years of

the program, there was a 28% average

reduction in care use compared to nine

other hospitals in the control group.

ROI: $3.8:1.43 

z Union Pacific Railroad's award-winning

wellness program focused on reducing 

lifestyle-related medical claims, 

enhanced productivity, improved

employer relations and decreased

injuries and absenteeism. Results

included reduced smoking rates and

cholesterol and blood pressure levels, 

leading to a difference of more than

$53 million in health care costs in

2001.44

z Demand for medical services declined

among 72,000 people insured with

Wisconsin Education Insurance Group,

who had access to a self-care program

and health education materials. ROI:

$4.75:1.45

IV. Goals for New or Expanding Programs

G
roup health and wellness programs can be designed t o serve organiza-

tions of all sizes, locales and cultures. Options include everything from self-help

print materials and health fairs to onsite gyms and medical clinics. 

Depending on group size, a company may employ an in-house wellness practi-

tioner or an entire department dedicated to promoting and managing its wellness and

intervention programs. Many employers prefer to contract with outside vendors 

to ensure expertise in the design, imple-

mentation and effectiveness of their 

programs, to maximize participation, and

track results.

Communication: First Step to
Health Promotion

A well-planned health management pro-

gram will offer ways to identify health

risks, teach self care and motivate posi-

tive lifestyle change through simple

awareness. Fundamental to achieving

these objectives is communication, which

is also needed to encourage efficient use

of health care resources and successful

condition management. 

A periodical newsletter is one of the

most popular corporate wellness

options because of its affordability,

portability and high level of ongoing par-

ticipation. From a survey of 152 random

buyers of wellness products, 63% view

newsletters as the most ªvaluableº tool,

followed by topic-specific brochures and

annual calendars.47

From a review of 73 published studies of worksite p rograms:

· Average $3.50-to-$1 savings-to-cost ratio in redu ced absenteeism and

health care costs

From a meta-review of 42 published studies of works ite programs:

· Average $5.93-to-$2 savings-to-cost ratio

· Average 28% reduction in sick leave absenteeism

· Average 26% reduction in health costs

· Average 30% reduction in workers' compensation an d disability 

management claims costs

Source: Partners For Prevention, 2005

Additional benchmark studies showing savings per do llar:
Motorola $3.93: 1

CIGNA $9.50: 1

Pfizer $4.29: 1

City of Birmingham $19.40: 1

Blue Shield of CA (multiple groups) $6.00: 1

Citibank $4.64: 1

Canada Life Assurance $4.85: 1

NOTE: Contact editor@personalbest.com to request de tails of abstracts cited above.
Sources: First 3 examples: U.S. Dept. of Health and Human Services, Prevention Makes
Common ªCentsº (Sept. 2003), 4, 18, 25. Last 4 examples: Larry Chapman, MPH, Proof
Positive (1996).

Health Promotion Works: Savings Per Dollar Invested
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More than 60% of senior financial exec-

utives reported that each $1 invested in

injury prevention education returns at

least $2, according to the latest annual

survey by Liberty Mutual Workplace

Safety Index. Tracking the top 10 causes

of serious work-related injuries during

the past five years has provided a clear

direction of safety program emphasis.46



Routinely providing newsletters to

employees and their families can: 

· Reinforce health and safety goals

through periodic, ongoing contact.

· Provide practical lifestyle advice to pre-

vent and manage chronic conditions ±

asthma, diabetes, high blood pressure,

osteoarthritis and other conditions ±

that can cause extended disability,

absence and medical costs.

· Promote behavioral changes proven to

result in fewer injuries and medical

claims and reduced absenteeism. 

· Reduce the incidence of minor illness-

es, pain and ordinary health problems

that inhibit productivity. 

· Improve provider-patient relations

through increased participation, result-

ing in more appropriate care and fewer

provider visits. 

· Boost morale by supporting the gener-

al health and well-being of employees

and their families. 

· Communicate corporate health initia-

tives to a geographically dispersed

workforce. 

Personal responsibility is essential for

succeeding with primary prevention,

adherence to risk management, and wise

use of health care services. Hewitt

recently reported that 93% of 39,000

workers surveyed are ready to assume

this responsibility, but have not yet

received clear, targeted messages from

their employers that encourage them to

act. They are not aware of the overall

impact of poor health, their own health

care expenses, or the value of working

with their providers. Therefore, providing

employees with appropriate communica-

tions improves consumer behaviors and

influences medical consumerism.48

In Best Practices: What's Working 

in Company-Sponsored Wellness

Program Management,an analysis of

14 model programs, 11 used newslet-

ters to maintain ongoing contact with

employees to encourage participation,

announce program activities and ben-

efit plan changes, and generally retain

focus on the sponsor's health and

safety agenda.49 

Popular Program Initiatives
The most important health commitment

any business can make is to sponsor a

comprehensive health care plan. Once

implemented, a suitable wellness pro-

gram can help protect the company's

investment in that benefit plan by 

reducing risks that lead to injuries, illness

and medical claims. It can also raise 

productivity and retention of qualified

employees. 

Hewitt reported that 93% of U.S.

companies sponsor some kind of

employee health promotion program.50

The 2000 study identified the following

initiatives favored by employers:

· 79% offer education to heighten aware-

ness of health behaviors. 

· 75% advertise and provide health

screenings to detect high-risk condi-

tions through vehicles such as health

fairs or mobile units. 

Among 150 executives at large U.S.

companies, 72% say senior man-

agement is taking an active role in

promoting wellness and positive

lifestyles among their employees,

based on a survey by Pricewaterhouse

Coopers Health Research Institute.51

· 72% provide education or training

through seminars and counseling for

lifestyle habits.

· 42% offer financial incentives for pro-

gram participation, or disincentives

(e.g., higher premiums for smokers, or

a lower payout for not using a seatbelt

while in a vehicular crash). 

· 2 8% administer health risk appraisals to

assess individual health and promote

early detection of preventable conditions.

Getting Started
The health management efforts with the

most potential for any business environ-

ment promote informed use of health

care services, supported by education in

lifestyle improvement and safety. Many

low-cost wellness opportunities, such as

those listed below can generate signifi-

cant savings quickly and easily. 

Introductory options: 

· Establish a no-smoking workplace.

· At a minimum, provide awareness and

education in general health and safety

issues with written materials ± posters,

self-care books, brochures, and print

or online newsletters.

· Sponsor onsite flu vaccination, blood

pressure checks and diabetes screen-

ing. Sponsor onsite walking programs

or sports activities.

· Contract with outside professionals to

provide counseling or seminars on

weight control, stress management,

nutritional advice, injury prevention or

smoking cessation. 

· Subsidize a portion of the employees'

dues at approved exercise facilities. 

· Reward employees who practice

healthy behaviors and/or participate in

wellness activities.

" 2006 Oakstone Publishing, LLC dba Personal Best: A Haights Cross Communications Company.



The Role of Patient
Intervention

Beyond health promotion and disease

prevention, many companies and their

health plans sponsor disease and condi-

tion management with intervention

strategies following health risk evalua-

tions. Such programs seek to identify

employees at high risk for targeted med-

ical conditions, and then educate and

encourage individuals in lifestyle modifi-

cation, self-care, and appropriate use of

health care services. 

Effective intervention strives to

improve patients' understanding of their

condition so they work more effectively

with their health care providers and know

when to proactively seek care. In addi-

tion, patients (or caregivers) learn how to

manage specific conditions or related

symptoms by setting lifestyle goals, self-

monitoring, obtaining social support and

preventing relapse.

Some of the activities and tools

essential to motivating change and con-

dition management include one-to-one

coaching and class instruction supported

by periodic newsletters and other educa-

tional materials. 

Wellness Program Costs
The cost of wellness depends on the

components used. Recent estimates

suggest U.S. employers are spending 

an average of $60 per employee for 

year-round programs ranging from 

smoking cessation and health facility

subsidies to self-help publications and

stress management seminars. 

What might investing $100 to $150

per employee per year generate in 

savings? This level could produce an ROI

of $300 to $450, regardless of whether

the program is delivered in-house or by a

third party vendor. That amount should

cover program startup and marketing,

mailing and administration costs, and

include a wellness practitioner's salary 

or the cost of the vendor contract. 

It would also provide initial health risk

assessments with targeted, tailored 

feedback and follow-up intervention 

programs for at-risk employees. Over 

the course of three years, savings would

result in a $300 to $450 difference in 

the annual health care costs between

program participants and non-partici-

pants.52

Your investment in health promotion is

free when improved productivity meas-

ures are factored into the total cost

equation. What you spend in health

management will likely be matched by

a return in lower health care utilization,

pharmaceutical costs, absenteeism,

and presenteeism ± similar to quality

and safety initiatives.53

More program tips: 

· Do the homework. (Answering the

questions listed below is a good start.)

· Prior to conducting a due diligence of

your recommended plan, study suc-

cessful programs and try to visit other

corporate facilities.

· D esign a program with the right balance to

attract all employees ± from daily joggers

to couch potatoes ± in every age group.

· Communicate to promote participation.

· Hire or contract consultants who are

expert in national health and fitness

standards.

· Foster a fun, friendly and supportive

environment.

· Tr ack what works and what does not work. 

· Motivate employees by devising attain-

able goals for individual needs.

· Provide channels for employee feed-

back from both active participants and 

those who have avoided or disengaged

from the program.
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n Why is health and safety important to

the success of our company?

n What are some of the trends that

appear to weaken our workforce?

Examples: absenteeism, smoking,

stress or weight problems.

n What specific health or safety prob-

lems should we address? 

n What components are most appropri-

ate for our organization's goals?

n What is the significance of including

an incentive program?

n What are our ultimate goals? Examples:

stabilize health care cost increases;

reduce health and safety risks; increase

work output; improve employee morale .

n What results might we expect and

how will they be evaluated?

n What might result if no health promo-

tion initiatives are adopted?

Questions to Ask When Planning Your Activities

Investing in a worksite health and wellness program  deserves careful study

of how and why it should fit into your organization , including how to best

use available resources. This is a critical step th at can enlist strong manage-

ment interest. Answer these questions to establish your company's needs

and expectations:



V. Prognosis for Corporate Wellness: Fit for Duty

B
ecause the majority of Americans spend most of thei r

waking hours at work, the worksite offers an ideal set-

ting to promote healthy living among workers. And

business is responding. The vast majority of leading U.S. compa-

nies now sponsor employee health programs, and most intend to

continue offering them, according to the Hewitt survey.54

Wellness initiatives will continue to focus heavily on productiv-

ity management and disease prevention, as chronic medical 

conditions become more prevalent with the aging of a major 

population of America. The impact of aging and long-term

unhealthy lifestyle choices will continue to impact employee

absences and impaired work performance, creating an increasing

challenge for companies to compete and succeed.

Factors Shaping Worksite
Wellness 

According to Larry Chapman, M.P.H.,

corporate health management consult-

ant and co-founder of Summex Health

Management, a major way that wellness

can help offset rising health care costs is

to ªcatalyze greater self-responsibility

that Americans each feel for their own

health. This then is likely to translate into

greater involvement in healthier lifestyle

choices.º55 Chapman has identified sev-

eral factors affecting wellness: 

· Continued preva-

lence of health

risks and unhealthy

behavior.

· C ontinued escalation of health care

costs, consistently running several times

higher than the rate of general inflation. 

· Demand for broadening the scope and

delivery of wellness to the masses. 

· Stronger focus on the ªbig fourº pre-

ventative factors ± physical activity,

weight management, nutrition and

stress ± as the heart of wellness.

· Growing importance of productivity in

the workplace. 

· Growing need to balance work and life. 

· Growing need for ergonomics and bet-

ter prevention of backache.

· Growing need for efficient delivery of

personalized health intervention.56

Chapman predicts health promotion

services will move into a broad range of

employment issues that evolve from an

increasingly complex working population.

With the growing presence of integrated

measures that address health and pro-

ductivity management, wellness has the

potential to affect nearly 80% of the U.S.

population.57

Personal Best is most recognized for

its ªtimelyº and ªaccurateº information;

8 in 10 clients rated Personal Best  an

ªexcellent companyº for health and

wellness products, with nearly a third

rating it a perfect 10.
This is the rationale for the health and productivi ty management model developed by

the Institute for Health and Productivity Managemen t (IHPM). It directly relates health

investment to a company's overall gain in productiv ity and profitability. Chuck Reynolds,

ªWhy Health and Productivity Management?º Health & Productivity ManagementFeb. 2003: 6-8.

FIGURE6

Stronger Employees, Stronger Businesses
1

Employee "human capital"
is an essential business asset.

Health is a primary factor in employee
efficiency and effectiveness.

Declining health due to age and behavior causes
disease, disability and impaired job performance.

Health initiatives can improve how well employees
manage their diseases and reduce absence and disability.

A business that invests in protecting and enhancing employee health will gain
and sustain a productivity advantage over its competitors.

2

3

4

5
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VI. Meeting Your Goals For Effective Health Management

F
or 24 years Personal Best has played a leading role  in setting the industry standard for superior well ness publica-

tions. We design products that support the business goals of our clients by motivating the personal progress of their

employees. The first step is to raise awareness and provide quality information about health and safety risks, self-care,

lifestyle decisions and disease prevention; the second is to promote wise use of health care services; and third, encourage par-

ticipation in health promotion programs. All three components can positively impact the corporate bottom line. 
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By staying focused on the evolving health

management needs of our clients, we are

able to support them in achieving the

outcomes they expect with the least

amount of administration and expense.

Personal Best communication tools pro-

mote ongoing health education ± funda-

mental to any wellness effort ± efficiently

and affordably. They offer a practical way

to influence positive changes among

employee groups of all sizes, locales, 

cultures and literacy levels. 

Personal Best is about motivation,

whether through newsletters, calendars,

posters or brochures, print or electronic

tools. The lively graphics capture interest,

and the upbeat editorial supports and

encourages personal goals for healthy 

living. Our readers receive reliable, 

evidence-based information reviewed by

a long-standing Board of Health and

Medical Advisors, representing medicine,

behavioral psychology, nutrition, safety,

physiology, and care management. 

Personal Best Gets Results
A 2005 survey by Hypothesis, a Los

Angeles-based marketing research firm,

showed that Personal Best has a high

client retention rate ± 69% have been

subscribers for three to 10 years and

43% for more than five years. Nearly 90%

of clients rated content ªhighlyº appropri-

ate to their health education needs. Most

important, our readers are reducing neg-

ative habits and adopting behaviors that

promote health and safety.  Many have

been directly influenced to quit smoking,

eat better, exercise more, manage stress,

have fewer sick days and generally

become more health-conscious. 

Among one Personal Best survey of

2,600 readers in 2002, 74 reported they

were motivated to quit smoking and

attributed their decision to reading

Personal Best newsletters. Another

survey found that among 1,500 read-

ers, 80 attributed our newsletter to

helping them quit smoking.58

Even before your company identifies

cost savings with health promotion, 

providing your employees with Personal

Best communication tools says you care

about their welfare ± and that often trans-

lates quickly into better morale and

stronger performance. 



" 2006 Oakstone Publishing, LLC dba Personal Best: A Haights Cross Communications Company.

Well companies understand that

employees don't get or stay healthy by

chance. Many people need that extra

push to recognize and pursue their well-

ness goals. It takes an organization to ini-

tiate and maintain different educational

channels that can successfully reach out

to their diverse employee population. 

Well companies realize that a

healthy workforce means investing

hard dollars. Seeing the potential benefit

of wellness is essential to justifying and

making the money available for effective

initiatives. The healthiest companies

share the vision and willingness to invest

a portion of their budget to enhancing the

well-being of their employees. 

Well companies recognize the

diverse needs of their employees.

Differences in culture, age, fitness level,

and type of work performed should

determine the most effective wellness

approach. Consider, for example, the

employees whose work is dependent

upon intellectual skills rather than physi-

cal capability ± they make up at least

40% of the U.S. workforce; keeping them

healthy and productive can save corpora-

tions millions annually. Yet the wellness

activities that motivate them can be quite

different from those more suited for

employees involved in manual labor or

with literacy differences.

Well companies understand that

not everything that counts is visible on

the balance sheet. The concept of well-

ness in the workplace is good business.

Improving the health, morale and produc-

tivity of the workforce positions the 

company at a financial advantage for 

the future. Companies that support

employee health and well-being are less

susceptible to financial regression from

increasing health costs. 

The added value of investing in well-

ness, and some say health care, should

ultimately show up as assets, much 

like the value of new equipment. The

tools and methods for maximizing that

investment and properly assessing the

outcomes have improved dramatically in

recent years. Yet even when the bottom-

line results from wellness are not always

visible or predictable, the return is 

perceived to be positive, whether proven

or not. 

Who would suggest that improving

the health of employees and reducing

their risk of illness and injury will con-

tribute to future financial losses? Or that

ignoring the need for stress relief or

ergonomic awareness on the job will help

a company's success and continuity? 

For those who see wellness as a

preferable way to live, we have the

opportunity to not only encourage better

health but also promote better economy

and quality of health care in the future.

The challenge lies in effecting 

a cultural change where well-

ness is deemed a priority of 

the workplace and our society 

in general.

VII. Does Your Organization Share the Vision? 

C
ompanies of all types and sizes across America beli eve in the potential of worksite wellness. They have discovered 

that the strength behind a successful work environment is supporting the health and welfare of their employees. And rather

than view the cost of wellness as a ªsacrifice,º they see it as an investment in their  

primary asset ± people. 
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