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The Worksite Wellness Landscape

As the human race 
accumulates material 

abundance, vast stores of 
knowledge, and ever 
increasing volumes of 

information, we are also 
facing socioeconomic, 

health, geopolitical, 
resource, and climatic 

challenges. 

Rising epidemic of an 
unwell workforce, which 
our global economy and 

local communities cannot 
afford. 

The world’s 3.2 billion 
workers are increasingly 
unwell
•They are growing old
•They suffer more chronic disease
•They are stressed, unhappy, and 

sometimes unsafe at work
•They face significant economic 

insecurity

The economic burden of 
unwell workers – in both 
medical expenses and lost 
productivity – is 
enormous:
•Possibly reaching 10-15 percent 

of global economic output
•In the United States, where the 

most extensive data are available, 
the estimated cost of chronic 
disease, work-related injuries and 
illnesses, stress, and employee 
disengagement amount to more 
than $2.2 trillion each year:  =  12 
percent of GDP.

Some of the above information and data is from “Global Wellness Institute, The Future of Wellness at Work, January 2016.” 
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The Worksite Wellness Landscape Cont…

Workplace 
wellness now 
represents a 
sizable and 

growing market 
worth $40.7 

billion globally. 

Yet, 
participation in 

workplace 
wellness 

programs has 
been poor. 

Program impact 
research has not 

always been 
convincing, and 
has sometimes 
been met with 
skepticism and 
media attacks. 

Employee health 
and wellness has 

not been a 
priority that is 
integrated into 
the mission and 

operations of 
most 

organizations. 

Some of the above information and data is from “Global Wellness Institute, The Future of Wellness at Work, January 2016.” 
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The often robotic adoption of off-the-shelf programs so employers can pay lip service to 
wellness. 

The suspicion by employees that “wellness” is simply a diversion, so that employers need 
not address fundamental issues related to total compensation, culture, poor management, 
or labor practices.

Current workplace wellness programs are often compartmentalized and reactive. 

Current wellness programs often fail to reach the unique differences  in people (age, 
ethnicity, gender,  home culture, etc.)

Many current approaches fail to recognize the interdependence between work and 
wellness. 

In a recent survey conducted by the Global Wellness Institute in collaboration with 
Everyday Health”

•49 percent of U.S. workers stated that their employer offers a workplace wellness program
•But only 31 percent actually participated in it
•Other studies have shown participation rates ranging from 5 to 46 percent for specific wellness program 

components

What Concerns Must Innovation Address?

Some of the above information and data is from “Global Wellness Institute, The Future of Wellness at Work, January 2016.” 

YET:

• Workers need a 
heightened state of 
wellness in order to 
bring their essential 
human qualities to 
work.

• Wellness is essential to 
the future of work. 

• The future of work requires us 
to bring high levels of 
motivation, energy, and 
creativity in order to create 
value 

• We must be in a good state of 
physical, mental, and 
emotional wellness to be able 
to bring these qualities to work 
each day



5

What Does the Future of Wellness at 
Work Look Like? 

The next economic era demands new ways of working that harness human potential.

Companies and governments will be highly motivated to reverse the current trend of an 
unwell workforce. 

Wellness at work is a movement that will gain momentum across the world in the coming 5-10 
years.

Future workplace wellness programs will  be very different from what we see today.
•In the future, more employers will treat wellness as a top strategic concern at the highest levels of leadership. 
•Businesses will focus on creating a culture supportive of wellness – an environment in which employees are valued, all their 

different dimensions of wellness are recognized, and they are supported to develop healthy habits and lifestyles

Some of the above information and data is from “Global Wellness Institute, The Future of Wellness at Work, January 2016.” 
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What Does the Future of Wellness at 
Work Look Like? 

Individuals will take more responsibility for their own wellness in the context of 
work. 

Companies will recognize that doing right by both employees and the 
community is good business.

Governments will become more aggressive about mandating wellness, 
including in the workplace, but how remains to be seen.

The healthiest workplaces will be a destination where people go to improve 
their own wellness, and thus used as a recruiting tool. 

Some of the above information and data is from “Global Wellness Institute, The Future of Wellness at Work, January 2016.” 
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• A broader view of wellness
• Growing economic challenges
• Changing age, gender, and ethnic workforce 

demographics
• The economic insecurity of employees 
• Participation challenges
• Harnessing human potential – shift from focusing on 

health care cost to optimal performance 
• The future of work – the multitude of ways in which 

we will work differently 
• Our relationship with our communities and social 

networks
• A shift back toward more personal responsibility 
• Being compatible with other wellness, work, and 

community efforts (environmental, social, cultural, 
etc.)

So, How Does this Determine the 
Direction of Innovation?

Innovation 
will have 
to address:



8

Health care reform

Judicious use of incentives and 
other engagement strategies

A focus on the broader concept 
of wellbeing

New delivery models

Leveraging culture, work 
engagement, and performance

The role of employers in 
community health

Where Will the Major Innovation Occur? 
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Six Trends to Watch
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• When will our full innovative energies be focused on prevention?
• Is the Trump de-funding of insurance subsidies the beginning of a 

serious dialogue?

Our health care costs are not 
sustainable

• This is largely all that wellness is addressed in national health care 
law?

• Will a financial crisis change this in future iterations of health care 
law?

• Might future law become more creative or even heavy-handed?

ACA addressed incentives 
although they were further 

complicated by EEOC

• This remains to be seen, but effective state and community 
approaches are already being explored

• This is often driven by local government, hospitals, health plans, and 
the corporate sector 

Depending on reform 
direction, more responsibility 

may reside at the state or 
community level

1.  Healthcare Reform, Benefits, and 
Compensation
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Beyond Benefits -Integrating Wellness into 
the Compensation Plan
Can we drive wellness in interesting new ways?

Research has 
demonstrated that two 

different companies with 
the same demographics, 
health plan, and  disease 

profile can have vastly 
different healthcare costs 

and absence rates

High Healthcare costs 
often reflect misaligned 

incentives that discourage 
employees from choosing 

effective, efficient, and 
prudent alternatives in 

prevention and treatment 

If a worker will be paid 
the same amount and 

have no greater out-of-
pocket expenses whether 
or not he/she is well or ill, 

staying healthy simply 
matters less!
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Pay for 
performance

PTO changes

Defined 
contribution 
plans with an 

HSA 

Results

• Workers eligible for bonuses opt 
to get a voluntary flu shot at 
twice the rate as those not 
eligible for bonuses

• Workers with greater levels of 
variable pay rate health as more 
important to their careers

• Higher bonuses are associated 
with lower rates of smoking and 
higher chronic disease 
medication compliance

• Consistent relationship between 
higher bonuses and lower rates 
of disability claims 

The Opportunity and the Results



13

Incentives can play an important role in helping to drive participation and active 
involvement in health and wellbeing improvement programs.

Emerging data suggests financial incentives can drive long term behavior change 
OR offset the insurance costs of employees who choose to live unwell lifestyles

There are sometimes pitfalls of incentives.  Incentives are least effective in 
untrusting cultures.

• Employees are 2-4 times more likely to enroll 
in a program with incentives 1

• Employee engagement rates are 107% higher 
with incentives 2

• Incentives could encourage three-quarters of 
employees to change unhealthy behaviors.3

Various 
studies show 

that:

Source:  1 2009 Health and Wellness Touchstone; PricewaterhouseCoopers’
2  2010 Employee Health Engagement Survey, RedBrick Health 
3 Seeking Health: 2010 Survey of Health & Wellness Practices in American Organizations; Creelman Research / 
Workforce Management

2.  Incentives and Engagement Stratagies
They Can Be Helpful in Driving Participant Engagement
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• Reward employees with a financial incentive 
for completing a task or participating at 
some level in a wellness program

Participation 
based

• Reward employees for making meaningful 
progress toward specific health goals

Progress 
based

• Reward employees for achieving a health 
standard based on specific health outcomes

Outcomes 
based

Types of Incentive Programs
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The Emergence of Behavioral Economics
Incentive approaches will likely morph as we 

learn more about what optimizes impact:

Dynamic 
intermittent 

reinforcement
Gamification 

Stimulating 
pleasure 

centers of the 
brain

Over coming 
hyperbolic 
discounting 
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• Business objectives and cultural support
• Consumer insights
• Communications approaches 
• Relative incentives 
• Appropriate interventions (gamification, 

keeping things fresh, open social 
networks, consumer-informed tools, 
etc.)

• Measurement and accountability 
structures

Engagement Strategies are Many 

Engagement 
Strategies:
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Other Variables  
Strong Communication and Organizational Commitment 
Help Reduce Incentive Cost

 The higher the 
communication/ 
organizational commitment 
(Com/Org*) level, the higher 
the HRA completion rate.

 Organizations with lower 
levels have to offer 3 times 
the incentive amount as 
those with higher levels to 
achieve 50% participation.

Source:  Taitel et al. JOEM. 2008;50:863-872. 

Health and productivity assessment (HPA) completion rates were defined as the ratio of the number of employees who 
completed the HPA to the total number of employees eligible for the incentive program for the time period the HPA was 
accessible to employees.
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Purpose | Career | Social | Financial | Community | Physical

3. A Wider Focus on Wellbeing
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• 25-year commitment initiated January, 2008

• 1,000 telephonic “community” surveys completed per 
day, most days of the year in the US

• Significant sample size / Very low sampling error

• Design support and oversight from leading behavioral 
economists, psychologists, and experts in psychometric 
survey design and statistical analysis

• Largest and most comprehensive health survey and 
database

Six Domains:

1. Life Evaluation

2. Emotional Health

3. Physical Health

4. Healthy Behavior

5. Work Environment

6. Basic Access

The Gallup|Sharecare Well-Being Index
A More Comprehensive Approach
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“Please imagine a ladder with steps numbered from zero at the bottom to
ten at the top. The top of the ladder represents the best possible life for you 
and the bottom of the ladder represents the worst possible life for you. 

On which step of the ladder would you say you personally feel you stand at this time?”

Thriving
Average 20% Lower
Medical Costs

Suffering
Average 50% Higher
Medical Cost

4.0

7.0
Struggling

Six well-being 
domains

1. Life Evaluation
2. Work Quality
3. Basic Access
4. Healthy Behavior
5. Physical Health
6. Emotional Health

Source: Gallup-Sharecare Well-Being Index Survey and Wellmark Corporate Survey 2008.

The Inter-Relatedness of the Six Domains 
And the Ramifications on Health and Cost
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The Inter-Relatedness of the Six Domains 
And the Ramifications by Risk

Source:  Toward Integration to Enhance Health and Well-Being by Evers. KE., Prochaska, JO., Castle, P. & Prochaska, JM. 2009.
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Life Evaluation and Other Variables

Source:  Gallup-Sharecare Well-Being Index Survey and Healthways Well-Being Assessment.
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Source:  Gallup-Sharecare Well-Being Index Survey and Healthways Well-Being Assessment.

Life Evaluation and Presenteeism Drivers
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Productivity Impairment Disparity by Life 
Evaluation

Source:  Toward Integration to Enhance Health and Well-Being by Evers. KE., Prochaska, JO., Castle, P. & Prochaska, JM. 2009.



traditional approach current approach future areas of exploration

Drivers of BMI Risks:  Example of New Insight

Source:  Healthways Internal Analysis.

BMI Risk

Healthy Eating

Exercise

Height Weight

# of Health Risks

Coping with Stress

Negative Affect

Personal Sources 
of Presenteeism

Days of Best Work

Physical Health

Emotional 
Health

Recognition at 
Work

Financial Stress

Energy Level

The Interconnectedness of All Domains
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Commute Time and Well-Being

Source: Gallup-Sharecare Well-Being Index Survey. 
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U.S. Well-Being Disparities By Age

Source: Gallup-Sharecare Well-Being Index Survey. 
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Purpose | Career | Social | Financial | Community | Physical

Innovating Around the Broader Focus of 
Wellbeing
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•Smart phones
•Social media
•Wearables
•Even our clothes

Wellness will be built 
into the tools we 

already use  

•Insurance
•Healthcare
•Restaurants
•Transportation  

And into the services we 
already use

•Open social networks
•Leveraging your own support team
•Integrating your personal resources
•Giving you credit for what you think is important

And not be restrictive 
based on your health 

plan, medical providers 
or employer

4.  New Delivery Models
Health and Wellness Programs Will Be Delivered Differently!
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Better Use of Social Science

Behavioral 
economics Mindfulness

• Paying attention in a 
particular way, on 
purpose, in the 
present moment, and 
non-judgmentally 

• The changing  of 
neurons through new 
experiences

• Archetyping

Social 
connectivity 
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• Social 
integration 
creates 
immediate 
context and 
diffusion

• Dynamics 
of Smoking 
Cessation -
Christakis 
& Fowler

Using Dense Social Ties to Drive Sustained 
Health Behavior Change
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Spreading Behavior Change Support

Friends invite their social support network to form therapeutic communities
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Work from Better Well-Being Improvement 
Platforms
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5. Culture, Work Engagement and 
Performance

Health Performance

Engagement

Culture

Indirect Connection
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Elements of Authentic Organizational 
Purpose and the Tie to Individual Purpose

Authentic 
Corporate 
Purpose

Balance

Awareness

Transpar-
ency

Self-
Regulation

Reliability

Consistency

Originality

Passion

Reputation

Embedded-
ness

Long-Term 
Orientation

Connected-
ness

• Culture affects how people act and 
perform

• A well-conceived culture will stimulate 
people to do their best work on the job, 
at home, and in the community  

• Health and Wellness Programs are far 
more successful in supportive cultures 
and in turn help drive performance

• Health, culture, and performance all 
benefit when the purposes of the people 
and the organization are understood and 
at least partially aligned
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Anger in the Workplace: 
Can Culture be a Wellness and Performance Inhibitor? 

Source: Gallup World Poll, Gallup-Sharecare Well-Being Index Survey.
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Work Culture
Impact on Employees With Chronic Conditions

Source:  Gallup-Sharecare Well-Being Index Survey and Healthways Well-Being Assessment.
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6. Community Health Efforts are an 
Emerging Wellness Innovation Trend

Predicated on the belief 
that what is good for the 

community is good for 
employers, and visa versa

Requires governmental 
commitment and 

corporate, hospital, and 
health plan support

Healthy Workplaces, 
Healthy Communities –
Developed by HERO as an 
initiative to foster 
collaboration between 
employers and community 
leaders to improve broad 
population health
•Provides business and community 

leaders with practical tools and 
strategies for building support and 
investing in shared opportunities:  
www.get-hwhc.org

Depending on how health 
care insurance changes 

over time, this could 
become a much bigger 

deal!

http://hero-health.org/
http://www.get-hwhc.org/
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Blue Zones Example
Blue Zones 

Power 9 Principles

The Prototype Community
Albert Lea, Minnesota

2008-2009

Healthways| Blue Zones
Vitality Cities 2010

Community Framework
“Make the Healthy Choice the Easy Choice”

http://bluezones.com/
http://bluezones.com/
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Spreading Behavior Change Support
 Part of a campaign by Russia's 

Olympic Committee that picks 
projects proposed by the public to 
"add elements of sport into daily 
life.“

 Aimed to make Russians healthier 
“so that they do not simply curl up 
on a couch to watch the events in 
the Winter Olympics” that Russia 
hosted in Sochi.

 Other projects include turning the 
hanging handles on buses into 
exercise bands and installing 
exercise bikes that produce 
electricity to charge cell phones.
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Spreading Behavior Change Support

Questions and Answers
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