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Welcome and Thank You for Joining Our 
Webinar
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Nikki Hudsmith
Partner, Performance pH

As one of the founding partners of Performance pH, Nikki focuses on 
helping customers find the balance between operational, cultural and 
health priorities in order to achieve optimal business performance. She 
works with each client to determine the business needs to be addressed, 
then serves as a strategic advisor to the client in taking action.  She also 
focuses on developing strategies and key performance indicators that 
enable clients to leverage health as a business opportunity.

Prior to Performance pH, Nikki worked with Healthways and led the 
research and development efforts for the Gallup-Healthways Well-Being 
Index, working on both the national and international fronts to measure 
and improve well-being in countries and organizations across the world.  
She also helped Healthways’ customers develop measurable well-being 
improvement strategies focused on the correlations between 
emotional, social, and physical health and the role of organizational and 
cultural support on health outcomes. 



Overview
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Many companies have 
begun to use Value on 

Investment (VOI) to 
evaluate their employee 

wellness programs 
because it encompasses 

the invaluable benefits of 
employee health and 

wellbeing. 

The VOI approach takes 
into account elements like 

employee morale, 
absenteeism, productivity, 

positivity, engagement 
and talent retention. 

A VOI approach to health 
and wellness programs can 

help employers not only 
address their concerns 
about workforce health 

risks and related costs but 
also improve productivity, 
performance, and in turn 

their bottom line.



Learning Objectives for Today’s Webinar
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1) Return on 
Investment (ROI) 

vs. Value on 
Investment (VOI) –

the foundational 
differences

2) Business leader 
attitudes about 

the role of health 
as a driver of 

productivity and 
performance

3) The business 
value of a 

healthier working 
population

4) Steps to take in 
developing a VOI 

approach to 
evaluate your 

wellness program

This webinar will 
address four things you 
should consider when 
developing a VOI 
approach to evaluating 
employee wellness 
programs:



Learning Objective #1
Return on Investment (ROI) vs. Value on Investment (VOI)



Traditional ROI Approach
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Emerging VOI Approach
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 Many employers are beginning to look beyond just healthcare cost savings to measure the 
success of their workplace wellness programs

 Half of employers are using at least one VOI measure to track success



ROI to Measure Effectiveness
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Source:  Wellsteps, https://www.wellsteps.com/blog/2016/09/12/wellness-roi/

Wellness Program Goals Types of Data

• Manage or reduce health care costs

• Reduce the number of sick days

• Manage/reduce disability claims

Most companies have medical claims, 
absenteeism and disability data.

These are easier to evaluate because data is more 
readily available.

These are financial measures reported in dollars.

https://www.wellsteps.com/blog/2016/09/12/wellness-roi/


VOI to Measure Effectiveness
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Wellness Program Goals Types of Data

• Reduce employee health risks
• Improve employee job satisfaction
• Improve employee productivity
• Improve employee morale
• Attract or retain talented employees
• Improve employee energy levels at work
• Increase on-the-job safety
• Impact business performance and profitability                
• Improve comradery and team effectiveness
• Reduce presenteeism

These outcomes are more difficult, if not 
impossible to accurately measure.

Special efforts and expense are required to get 
these data.

They are considered “softer” measures because 
they are often self-reported. 

They are not reported in dollars.

Source:  Wellsteps, https://www.wellsteps.com/blog/2016/09/12/wellness-roi/

https://www.wellsteps.com/blog/2016/09/12/wellness-roi/


ROI or VOI?
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Short answer:  Both, and 
how to go about it 
depends on several 
factors…

What are the goals of your 
program?

What kind of data do you 
currently collect?

How does your leadership 
team view your 
investment in health and 
wellness?



Learning Objective #2
Business leader attitudes about the role of health as a driver of 

productivity and performance



Business Leader Perspectives Study
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In May 2014, the Health Enhancement Research Organization (HERO) launched a survey to assess 
business leaders’ attitudes about the connection between worker health, productivity, and performance 
(HPP)

The web-based survey was distributed to US employers via six distribution partners, yielding a total 
of 519 survey responses

A majority of business leaders considered the value of workforce health as an investment in human 
capital to a greater extent than a mechanism for health care cost containment

The results from this survey illustrate the importance of looking beyond ROI to determine the value of 
health and wellness initiatives



Survey Respondents
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Terminology: 
Productivity vs Performance
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Most leaders distinguish between the two terms and feel both are 
equally important for achieving business objectives

47%

15%

84%

91%

10%

31%

40%

7%

3%

10%

22%

45%

9%

6%

80%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Performance is more important

Productivity is more important

Both are equally important for achieving corporate objectives

Terms are related but different

Terms mean the same and can be used interchangeably

Agree Neutral Disagree



Drivers of Productivity
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Other

Effectively addressing job related stress

Employee values aligned with organizational mission and strategy

Job stability and predictability

Employee freedom to make decisions about how to do their work…

Employee recognition, appreciation, compensation

Employee happiness or morale

Employee training and professional development programs

Employee health and wellbeing

Employee accountability for meeting individual/department objectives

Environment of continuous process and quality improvement

Org. culture support wellbeing of individuals and teams

Clear understanding of job responsibilities and performance objectives

Having the right people in the right jobs

Employee engagement with their work

Appropriate resources and tools to do one's job

Top 3 Influencers of Productivity



Drivers of Performance
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Effectively addressing job related stress

Job stability and predictability

Environment of continuous process and quality improvement

Employee happiness or morale

Appropriate resources and tools to do one's job

Employee health and wellbeing

Employee values aligned with organizational mission and strategy

Employee freedom to make decisions about how to do their work most effectively

Employee accountability for meeting individual/department objectives

Employee training and professional development programs

Org. culture support wellbeing of individuals and teams

Employee recognition, appreciation, compensation

Clear understanding of job responsibilities and performance objectives

Having the right people in the right jobs

Employee engagement with their work

Top 3 Influencers of Performance



Business Leader Perspectives Study
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Health's Influence on Productivity

Very Significant Significant Modest

42%
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Health's Influence on Performance

Very Significant Significant Modest



Impact of Health on Organizational Priorities
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Leadership Commitment to Health
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16%

6%

1%
Very committed

Committed

Neither committed nor
uncommitted

Uncommitted

Very uncommitted

77% said leaders were 
very 

committed/committe
d to improving the 
health of its people



Leadership Commitment to Health
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Leadership Views of Health
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13%

41%
30%

16%

Employee health is viewed primarily as an investment in human capital and a health 
care cost management strategy

An expense An investment in human capital
A health care cost containment strategy A core business strategy



Leadership Views of Health
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Learning Objective #3
The business value of a healthier working population



Organizational Performance Factors
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1. Controlling unnecessary spending (Health)

2. Optimizing efficiency (Engagement)

3. Getting and keeping customers (Culture)

Organizational Performance 
Is Impacted by 3 Factors:



What Does High Performance Look Like?
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Business Value of Engagement
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Billion is lost annually
due to employee turnover

Of all employees are 
not fully engaged

Companies with engaged employees 
outperform those without by up to



Current State of Engagement
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Business Value of Culture
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 Top performing companies differentiate 
themselves through their culture

 Culture has a powerful effect on 
performance and long-term organization 
effectiveness

 Strong relationship to employee attraction 
and retention

 75% of change efforts fail because they 
don’t understand an organization’s culture



Cultivating Effective Organizational Culture
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The Link Between Culture and Wellness 
Investment
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Source:  Optum, https://www.optum.com/resources/library/culture-of-health.html

https://www.optum.com/resources/library/culture-of-health.html


Learning Objective #4
Steps to take in developing a VOI approach to evaluate your 

wellness program



Step #1:  Define Goals
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Determine the ultimate 
goals of your wellness 

initiative (“people” 
focus,  “performance” 

focus, etc…)

Gain leadership buy-in 
on goals

Develop a strategy for 
disseminating goals 

throughout 
organization



Step #2:  Determine Metrics
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Determine all current and 
future collectible data 

and channels

Expand survey questions 
to include measurables
such as performance, 

productivity, energy, and 
presenteeism

Align metrics with overall 
strategy and goals for 

health / wellness 
initiatives



Step #3:  Develop / Expand Programmatic 
Elements
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Shift focus from physical 
wellbeing to total 

wellbeing (Physical, 
Emotional, Social, 

Financial, Career, etc…)

Determine gaps in 
programmatic elements 

and make adjustments as 
necessary

Leverage pilot programs 
to test the waters for new 

elements



Step #4:  Consistently Measure & Update 
Strategy
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Determine the 
cadence for 

measurement and 
data availability

Develop a structure 
for consistently 

updating the overall 
strategy

Ensure constant 
communication with 
leaders across your 

organization



Concluding Thoughts
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VOI has become an 
increasingly 

popular 
methodology for 

evaluating the 
effectiveness of 

health and 
wellbeing 
strategies

The strongest 
evaluation 

approach seems to 
be a blend of the 

two 
methodologies 
(VOI and ROI)

Several studies 
show that leaders 

are increasingly 
aware of the 

impact that health 
and wellness 

initatives can have 
on the overall 

performance of an 
organization

When considering 
including a VOI 

evaluation method 
to your overall 

model, culture and 
engagement can 

be strong elements 
for metrics and 
target areas of 
improvement

The primary four 
areas to consider 
when expanding to 
a VOI model 
include:
• Goals
• Metrics
• Programmatic 

Elements
• Consistent 

Measurement and 
Updated Strategy



Thank You for Attending Today’s Webinar
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Questions?
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