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Executive summary

As US employers grapple with rising healthcare
costs, many have established employee wellness
programmes. Yet companies continue to struggle
with low employee engagement and health
ownership. These programmes are often limited by
a lack of coherent data to guide their design and to
facilitate evaluation of outcomes. Efforts to build
comprehensive datasets are hampered by the
difficulties of integrating data of different types
from multiple sources (including emerging
personal monitoring devices and tools), as
well as employee reluctance to share personal
information.
In May 2014 The Economist Intelligence Unit

conducted an employer and employee survey,
sponsored by Humana, to explore the extent to
which employers use health-related employee data
to guide the operation and outcomes measurement
of US wellness programmes.The research also
explored the obstacles to programme participation
and data sharing.
The Economist Intelligence Unit surveyed 255
US-based senior HR executives with direct
knowledge of their organisation’s employee
wellness programme. The EIU simultaneously
surveyed 630 full-time US employees of
organisations that offer an employee wellness
programme (see “About the surveys” sidebar).

About the surveys
The employer survey, conducted in May 2014, includes
255 US-based executives with direct knowledge of their
organisation’s employee wellness programme. About 70% work
for firms with 1,000 or more employees and 34% have 10,000 or
more. Just under half of the employers represented in the survey
have annual revenue of US$1bn or more and 18% have US$10bn
or more. More than half (56%) of respondents are senior HR
executives (director and above) and the remainder are managers
engaged in various HR activities, including 14% who are
employee benefits or wellness programme managers. The survey
respondents come from a wide range of industries, with the
largest representation from manufacturing (18%), education
(11%) and financial services (9%).

The employee survey, also conducted in May, includes 630
US residents who are currently employed full-time by an
organisation that offers an employee wellness programme. The
sample mirrors the employer survey in terms of company size,
with 65% employed by firms with 1,000 or more employees and
32% from firms with 10,000 or more. About 72% are university
graduates, just over half (53%) are male and 52% are over age
40. Respondents work in a wide range of occupations, including
managers/supervisors (16%), analyst/professionals (25%),
production workers/administrators (19%) and corporate
executives (7%).
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Executive views of the cost effectiveness of wellness programmes
(% of all employer respondents)
Wellness programmes benefit the employer even if a
compelling business case cannot be demonstrated,
because there are many intangible benefits involved
Wellness programmes can be cost effective,
but only if they are supported by information
and insights from data collection
Wellness programmes are part of a progressive human
resources (HR) strategy and help to make the company an
employer of choice, whether they are cost effective or not

30
27
21
15

Most wellness programmes are cost effective
Wellness programmes are a waste of employer resources

3
Source: Economist Intelligence Unit survey, May 2014.

Some of the leading findings from the two surveys
include:
n Cost effectiveness is no longer the primary
measure employers use to assess their
wellness programmes

❛❛
Know how your
programme will be
evaluated, so you
can really measure
the impact.
❜❜
Tim O’Neil,
Manager of Employee Health
and Financial Wellness,
Meredith Corp
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Nearly 70% of executives say that they consider
their organisation’s wellness programme to be cost
effective, even though not all of the outcomes are
measurable. A mere 31% say they have
demonstrated cost effectiveness using rigorous
evaluation methods. Yet more than half say either
that wellness programmes benefit the employer
intangibly even if a compelling business case
cannot be made, or that programmes are part of a
progressive HR strategy to make the organisation
an employer of choice irrespective of whether they
are cost effective.
Kevin Volpp, founding director of the Leonard
Davis Institute Center for Health Incentives and
Behavioral Economics, believes that asking
whether wellness programmes have value based
solely on return on investment (ROI) is “the wrong
question”.
If the goal of wellness programmes—like
treating illness—is to improve health, not save
money, he says, “Why not view it through the same
lens? Perhaps the question should be, ‘do we
improve health at a reasonable price’ as opposed
to ‘do we save money by doing so.’”
Indeed the trend appears to be moving away
from determining success strictly on the basis of
© The Economist Intelligence Unit Limited 2014

claims reduction. Instead, the employer survey
reveals that executives are welcoming an
evaluation model in which the main metrics are
related to health improvement, which some
research has revealed can positively affect key
measures of productivity. Survey respondents
agree that optimising investments in health rather
than illness will have a positive impact on the
bottom line—even if the impact is difficult to
measure using traditional ROI methods.
Says Tim O’Neil, manager of employee health
and financial wellness at Meredith Corporation, a
US media conglomerate whose wellness
programme has achieved a 98% engagement rate
among employees: “As corporations, we are
making significant investments in wellness
programming, and we don’t want years to pass
without having something to show for it. But what
does success look like? That depends on the
specific wellness objectives each company wants to
achieve.” He emphasises the importance of
defining success and goals before starting a
wellness initiative: “Know how your programme
will be evaluated so you can really measure the
impact.”
Ultimately, however, nearly all of the employer
survey respondents believe the programmes they
manage or help to manage are effective, and most
think full cost-benefit justification is neither
possible nor necessary. Most also agree, however,
that better data collection and interpretation
would yield more effective programme
management and greater progress towards

Measuring wellness: From data to insights

business goals. The increasing use of fitness and
health monitoring and tracking applications and
technologies, discussed below, is one promising
solution.
n Employers lack adequate information to
evaluate their top wellness programme
objective: improving employee health as an
indirect driver of productivity, morale and
engagement
Although survey respondents stress the
importance of better data collection and
interpretation, employers struggle to interpret the
data they do have and they don’t have sufficient
insights to assess key programme objectives. Only
53% of survey respondents say their organisation
collects health-related employee data as part of its
wellness programme. Of those who collect these
data, most say that they:
• Do not have access to relevant data types;
• Are unable to draw conclusions from the
data they have;
• Don’t know how the data are used.
Most employers engage with and use data from
third-party vendors for at least part of their
wellness programmes. Only a minority of employers
use their own proprietary data, mostly from

employee participation in their own programming,
including fitness (31%) and health improvement
(30%) services.
There also appears to be considerable untapped
value in broadening the definition of outcomes
data and expanding programme measurement
criteria to gain better insights into employee
behaviour. While about 88% of employers who
collect health-related data (some 43% of all
respondents) say they have access to health plan
claims data, at the other end of the spectrum only
about one-quarter of all employers represented in
the survey are actually using data from mobile
applications or wellness devices.
Emerging health and fitness monitoring
technologies that capture data in real time could
generate a more accurate and holistic picture of
employee health. To assess this potential, the EIU
asked employees about their use of health and
wellness devices and associated tracking
applications. The findings indicate that while
nearly two-thirds (64%) have used these devices,
only about one-in-five (19%) currently use them
regularly. Yet the findings suggest that if
employers built device usage into their wellness
programmes, employees would use them more
often. Most of those who have never used a health
and wellness device would consider using one if
they had help in interpreting the data, if the cost
were subsidised or if they received an incentive.

Wellness programme goals for which information is adequate to demonstrate measurable progress
(% of all employer respondents)
Controlling medical claims trend

54

Reducing employee healthcare costs

52

Improving employee health

51

Improving employee engagement

37
34

Improving employee morale

29

Improving employee productivity
Attracting and retaining top talent

3
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Source: Economist Intelligence Unit survey, May 2014.
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Executive and employee perceptions of obstacles to employee participation in wellness programmes
(% of all respondents)

Executives

Employees don’t believe they have enough time to
participate in a wellness programme in addition to
their professional and personal responsibilities

43
41
43

Employees are concerned that personal
information will not remain confidential
Employees don’t perceive health
and wellness as a high priority

Employees

27
30
2

Employees don’t believe that wellness
programmes will lead to significant
improvements in their health
Employees distrust employer motives
Employees are concerned that personal
information might be used to negatively
affect their employment
Employees are concerned that negative
personal information may be used to reduce
their healthcare benefits

25
21
24
11
21
16
20
19
Source: Economist Intelligence Unit survey, May 2014.

❛❛
The most effective
messaging to
employees should
be proactive and
transparent in
assuring
employees how
the data will be
used, what the
privacy
protections are
and what the
employer can and
cannot see.
❜❜
Kevin Volpp,
Founding Director, Leonard
Davis Institute Center for
Health Incentives and
Behavioral Economics
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n Meeting employee requirements and
expectations for data sharing is key to
resolving the challenge of data collection
Insufficient useful health-related employee data
presents a major obstacle to programme design
and operation. Research demonstrates that a lack
of adequate health-related employee data is a
major impediment to the operation of employee
wellness programmes, and that employee
reluctance to share personal/confidential
information is a key factor.
Yet according to the EIU survey findings, a
majority of employees are prepared to share
personal information given the right privacy
guarantees. Two-thirds of employees (66%) say
they would share data with their employer provided
that they received assurances that it would be used
only for their benefit. And 56% agree that they
would share information with a third party if there
were credible guarantees of confidentiality. Dr
Volpe agrees: “The most effective messaging to
employees should be proactive and transparent in
assuring employees how the data will be used, what
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the privacy protections are, and what the employer
can and cannot see.”
The results strongly suggest the importance of
transparent top-down communication, clear
information on privacy standards and programme
benefits, and an authentic culture of wellness in
overcoming employee reluctance to participate
and share personal information.
Mr O’Neil emphasises that it is critical to
establish a culture of health that starts at the top
and flows down through the organisation. “It’s
very important to be open and honest with
employees and families about what the goals are,
how the programme works and what’s in it for
them. Trust will grow over time,” he says.
It is also important to reassure employees that
the programmes’ vendors and technology meet
requirements for security, privacy and compliance
with the Health Insurance Portability and
Accountability Act (HIPAA) and the Genetic
Information Non-Discrimination Act (GINA).
“Employees need to know that it’s against the law
to view personal information in anything other
than the aggregate,” says Mr O’Neil.
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n Employer-sponsored wellness programmes
have untapped potential
The two leading impediments to programme
participation are privacy concerns and time,
employees say. After privacy concerns, the next
major impediment to programme participation,
employees say, is time. Of those employees who
are eligible but choose not to participate at all
in their wellness programme, 41% say they
don’t have enough time and a similar proportion
(47%) of participants who don’t engage actively
say the same.

Nonetheless, the survey reveals that programme
elements that allow employees to engage in health
and wellness during the work day may improve
participation rates. The EIU asked employees to rate
the effectiveness of various services in motivating
them to participate if they were offered as part of
their employer’s wellness programme. The three
most popular services, rated as highly motivational
by about 30% of employees, are subsidised gym
memberships or onsite fitness facilities, onsite
health and wellness facilities, and budgeted
wellness activity time during working hours.

Wellness services that would motivate employee participation
(% of all employee respondents)
Budgeted wellness activity
time during working hours
Onsite health and
wellness facility
Subsidised gym memberships
or on-site fitness facility
Assistance with
weight management
Assistance with
stress management
Family meal plans and/or
nutritional guidelines
Group employee
wellness activities
Smoking cessation
programme

61
58
55
53
47
40
37
13
Source: Economist Intelligence Unit survey, May 2014.
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Conclusion

❛❛
Optimising
investments in
health means
evaluating
wellness
interventions with
similar standards
of evidence used
for treating
illness—the
improvement of
health at a
reasonable price
for each
intervention.
❜❜
Tim O’Neil,
Meredith Corp

6

The research conducted by The Economist
Intelligence Unit uncovered a shift in employer
attitudes towards wellness programmes and ROI, as
well as in the willingness of employees to
participate in wellness programmes given
appropriate privacy guarantees.
The employer survey reveals that a majority of
executives consider their wellness programmes to
be cost effective, even though most have not
demonstrated this using rigorous evaluation. Many
executives believe that full cost-benefit
justification is neither possible nor necessary.
There is broad consensus, however, that better data
collection and interpretation would yield more
effective programme design and management as
well as greater progress towards business goals.
The employee survey reveals that employee
reluctance to share personal information can be
overcome by a combination of measures, including
better communication, to drive increased
participation and confidence in data sharing.
Growing employee use of fitness and health
monitoring and tracking technologies provides one
vehicle for improved data. The “Internet of Things”
(IoT)—which will connect mobile and wearable
devices to wellness programming—presents
opportunities for verifiable automatic data
collection and better linkage to employee wellness
goals. Used correctly and transparently, IoT has the
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potential to surpass the accuracy and utility of
self-reported outcomes.
Dr Volpp and Mr O’Neil believe that wellstructured health management programmes are
not only worth the investment, but simply the
“right thing to do“.
If the ultimate goal is to improve health in the
employee population—not merely to save money—
try thinking about wellness in the context of your
overall health programmes to assess its value.
Says Dr Volpp: “Optimising investments in health
means evaluating wellness interventions with
similar standards of evidence used for treating
illness—the improvement of health at a reasonable
price for each intervention.”
Neither interviewee advocates abandoning
measurement attempts, however.
“We don’t want years to pass without having
something to show for it [investment in wellness
programmes],” says Mr O’Neil. “But what does
success look like? That depends on the specific
wellness objectives each company wants to
achieve.”
As such, employers should work with their
wellness program stakeholders to develop strong
benchmarks customised for their specific needs, an
evaluation model tied to company objectives and
useful programme insights that can inform
strategy and design.
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Appendix:
Employee
survey results

Percentages may not add
to 100% owing to
rounding or the ability of
respondents to choose
multiple responses.

What is the current state of your health and wellness?
(% respondents)
I am not happy with my current health and wellness, and have some goals
26

I am not happy with my current health and wellness, and have no goals
6

I am happy with my current health and wellness, and have some goals
58

I am happy with my current health and wellness, and have no goals
10

Other
1

Not applicable
0

You mentioned that you have some health and wellness goals. Which of the following statements best describe your goals?
Please select all that apply.
(% respondents)
I want to lower my lifestyle risks (eg, diet or smoking)
33

I want to lower my stress
46

I want to improve my fitness
71

I want to stay healthy and active for my family
54

I want to maintain a healthy body weight (or BMI)
63

I want to improve my diet and nutrition
58

Other
2

Don’t know/Not applicable
1

7
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Do you regularly participate in any of the following fitness and/or health improvement activities?
Please select all that apply.
(% respondents)
Regular self-directed exercise at least once a week
61

Maintenance of a healthy diet
43

Health assessments (including biometric/clinical screening)
29

Attendance at a gym or fitness class at least once a week
25

Regular use of health and wellness devices and associated tracking programmes
19

Weight management programme
11

Stress management programme
7

Smoking cessation programmes
2

Other
2

None of the above
12

Don’t know/Not applicable
0

Do you regularly participate in any of the following fitness and/or health improvement activities?
Please select all that apply.
(% respondents)
Pedometer (not wireless)
35

Smartphone or tablet device-based application
24

Wireless wearable tracking technology
17

Portable blood pressure monitor
14

Portable heart rate monitor
10

Wireless ‘smart scale’ that links to an online tool or mobile device application
6

Other
0

I have never used a health and wellness device
36

Don’t know/Not applicable
0

8
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You mentioned that you have used a personal health and wellness device. Do you track the data?
Please select the one response that best applies.
(% respondents)
Yes. I routinely track my progress online or on my mobile device
24

Yes. I have occasionally tracked my progress online or on my mobile device
30

No. I use monitoring devices with stand-alone read-outs and track my progress manually
21

No. I do not track my progress but I would like to
12

No. I do not track my progress and I do not wish to
11

Other
2

Don’t know/Not applicable
1

You mentioned that you have never used a personal health and wellness device. Would you consider using one if your employer
offered to integrate the resulting data into its wellness programme?
Please select the one response that best applies.
(% respondents)
Yes. I would consider using a personal health and wellness device if I had help interpreting the resulting data and/or if the cost were subsidised
40

Yes. I would consider using a personal health and wellness device if I could be rewarded for activity I was already doing
32

No. An incentive from my employer would not influence my choices in the use of a personal health and wellness device
20

Other
1

Don’t know/Not applicable
8

Which of the following statements most accurately describes your experience with employer-provided wellness programmes?
(% respondents)
I am an active participant in my employer’s wellness programme
33

I participate in my employer’s wellness programme but not actively
34

I am eligible for my employer’s wellness program but I choose not to participate
23

My current employer does not offer a wellness programme
5

Other
2

Don’t know/Not applicable
3

9
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You indicated that you are an active participant in your employer’s wellness programme. Why do you participate?
Please select all that apply.
(% respondents)
To improve my general health and well-being
87

To reduce my healthcare costs
52

To earn rewards or incentives (eg, gifts, prizes)
38

I want help in identifying personal health management goals and recommendations
22

To avoid penalties for not participating
14

I believe I am required by my employer to participate
5

Other
1

Don’t know/Not applicable
0

You indicated that you are eligible for your employer’s wellness programme but chose not to participate.
What are your primary reasons for not participating?
Please select up to three.
(% respondents)
I don’t trust the employer’s motives
11

I don’t believe that the wellness programme will significantly improve my health
21

I am concerned that my personal information will not remain confidential
27

I am concerned that my personal information might be used to reduce my healthcare benefits
15

I am concerned that my personal information might be used to negatively affect my employment in some manner
16

I do not have time to participate in a wellness programme in addition to my professional and personal responsibilities
41

Health and wellness is not an important priority for me
3

Other
15

Don’t know/Not applicable
6

You indicated that you participate in your employer’s wellness programme but not actively.
What are your primary reasons for not participating actively?
Please select up to three.
(% respondents)
I don’t trust the employer’s motives
8

I don’t believe that the wellness programme will significantly improve my health
14

I am concerned that my personal information will not remain confidential
23

I am concerned that my personal information might be used to reduce my healthcare benefits
13

I am concerned that my personal information might be used to negatively affect my employment in some manner
15

I do not have time to participate in a wellness programme in addition to my professional and personal responsibilities
47

Health and wellness is not an important priority for me
2

Other
9

Don’t know/Not applicable
8

10
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Does your employer provide the following features as part of its wellness programme?
Please select yes, no, or don’t know
(% respondents)

Yes

No

Don’t know/
Not applicable

Communications about wellness programme benefits
83

9

8

Automatic verification of workouts to avoid manual reporting
14

57

29

Explanations of the health and wellness benefits I could realise
71

19

11

Reduction of my share of health premiums
36

48

16

Access to free or subsidised fitness facilities or programmes
52

37

11

Access to onsite healthcare
36

54

10

Personal health coaching
36

48

17

Opportunity to participate in company health and wellness activities
70

19

11

Rewards and incentives for family members to participate
30

52

18

Customised activities that integrate my personal goals
27

50

24

Recommendations on how to reach my personal goals
48

34

18

Health-related contests with prizes of cash or merchandise
34

50

17

Other
5

27

68

You mentioned that you engage in fitness or health improvement activities to pursue your personal health management goals.
To what extent has your employer’s wellness programme influenced these activities?
(% respondents)
I engage in some of these activities as part of my employer’s wellness programme, which encourages and/or subsidises at least one of them
41

My employer does not offer any related services, but I would take advantage of any relevant wellness programme components if they were available
14

I believe that my choices of health improvement activities are better aligned with my personal goals than anything an employer could offer
29

I would not trust an employer to maintain confidentiality of the results of my health improvement activities
7

Other
2

Don’t know/Not applicable
7

11
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To what extent would the following services motivate you to participate if they were offered by your employer
as part of its wellness programme?
Please rate each item on a scale from “highly motivated” to “not motivated at all”.
(% respondents)
Highly
motivated

Somewhat
motivated

Neutral

Not very
motivated

Not motivated
at all

Not applicable/
Already offered

Assistance with stress management
16

31

29

9

8

6

Assistance with weight management
19

34

25

7

7

8

Family meal plans and/or nutritional guidelines
11

29

32

12

11

5

Smoking cessation programme
6

7

17

5

14

52

Subsidised gym memberships or on-site fitness facility
30

25

19

6

6

14

Group employee wellness activities
11

26

30

12

12

9

Budgeted wellness activity time during working hours
29

32

24

5

6

5

Onsite health and wellness facility
30

28

22

5

3

11

Do you agree or disagree with the following statements about your willingness to share personal health data
as part of your employer’s wellness programme?
Please provide one response for each row.
(% respondents)

Agree

Disagree

Don’t know/
Not applicable

I have no hesitation in sharing personal health data without conditions
38

53

9

I would share this information with my employer provided that I received some financial or material incentive
51

38

12

I would share this information with my employer provided that I received assurance that it would be used only for my benefit
66

25

10

I would share this information with a third-party external provider if there were credible assurances of confidentiality
56

32

11

I would not share this information with my employer under any circumstances
24

58

19

From what you know of the views of your fellow employees, how effective do you think the following employer strategies
would be in improving participation in your employer’s wellness programme?
Please rate each row on a scale of “highly effective” to “not effective at all”.
(% respondents)
Highly
effective

Somewhat
effective

Neutral

Not very
effective

Not effective
at all

Don’t know/
Not applicable

Financial or material incentives
43

35

14

3 1

4

6 1

4

10 1 1

4

71

5

Information about the effectiveness of wellness programmes
14

45

31

Reductions in healthcare premiums
54

29

Better integration of employees’ personal goals
15

41

31

Personal health monitoring reports
13

37

34

8

3

4

Better integration of data from employees’ personal fitness and health monitoring devices
10

35

38

8

3

6

5 1

5

Subsidised use of personal health and wellness devices
25

39

25

Employer-organised group health and wellness activities
14

38

30

11

3

4

8

3

4

5

3

4

Programmes managed by external providers that guarantee privacy
17

39

29

Formal privacy guarantees for employer-held data
22

12
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Do you reside in the United States?

What is the highest level of formal education that
you have completed?

(% respondents)

(% respondents)

Yes
100

None
0

Primary school
0

Are you currently employed on a full-time basis by an
organization that offers an employee wellness programme?

Secondary/High school
9

(% respondents)

Community college or other non-university further education

Yes

University—undergraduate degree

18
100

36

University—post-graduate degree
36

Other
0

How many people does your organisation employ?
(% respondents)
50 to 99
6

Which of the following categories describes the work you do?

100 to 199

(% respondents)

8

Corporate executive

200 to 499

7

12

Business unit manager

500 to 999

10

10

Analyst/Professional

1,000 to 4,999

25

22

First-line supervisor

5,000 to 9,999

6

11

Marketing/Sales

10,000 or more

6

32

Customer service
10

Production
6

What is your gender?
(% respondents)

Administration

Male

Other

13
53

Female
47

In which age group do you belong?
(% respondents)
Under 20
2

21 to 30
18

31 to 40
27

41 to 60
39

Over 60
13

13

© The Economist Intelligence Unit Limited 2014

17

Measuring wellness: From data to insights

Appendix:
Employer
survey results

Percentages may not add
to 100% owing to
rounding or the ability of
respondents to choose
multiple responses.

Which of the following statements most accurately describes your organisation’s experience with employee wellness programmes?
(% respondents)
We have an established employee wellness programme that is internally managed
25

We offer a wellness programme to employees that is designed and managed by an external provider
22

We have an established wellness programme that uses a combination of internal resources and services from an external provider
39

We are in the process of designing and launching an employee wellness programme
13

Other
2

Don’t know/Not applicable
0

What are the most important objectives of your organisation’s wellness programme?
Please select up to three.
(% respondents)
Improving employee health
86

Improving employee productivity
25

Improving employee morale
18

Improving employee engagement
17

Controlling medical claims trend
48

Reducing employee healthcare costs
66

Attracting and retaining top talent
9

Other
0

Don’t know/Not applicable
1

14
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Do you agree or disagree with the following statements about your organisation’s employee wellness programme?
Please provide one response for each row.
(% respondents)

Agree

Disagree

Don’t know/
Not applicable

We have carried out at least one formal evaluation of the outcomes of our employee wellness programme
48

31

21

An external provider has evaluated the outcomes of our employee wellness programme
38

38

24

We assess performance against internal benchmarks to create a measurable roadmap of our wellness programme
39

35

26

We have experienced an improvement in employee health
46

17

37

We have experienced a reduction in medical claims trend
34

30

36

We have a lot of programme data but don’t know how to turn it into useful information
19

56

25

We have experienced an improvement in workforce productivity
29

24

47

Although not all of the outcomes are measurable, we consider our wellness programme to be cost effective
69

11

20

We have demonstrated the cost effectiveness of our wellness programme using rigorous evaluation methods
31

40

28

Does your organisation collect health-related employee data as part of its wellness programme?
(% respondents)
Yes
53

No
37

Don’t know/Not applicable
10

Which types of data does your organisation currently collect and which are you able to interpret to draw conclusions?
Please select one from each row.
(% respondents)

We are able to draw
conclusions from
these data

We are not able to
draw conclusions
from these data

We currently do not
have these data
available to us

Don’t know/
Not applicable

Health assessment data (verified)
55

13

15

17

Health assessment data (unverified)
32

28

10

30

Biometric/Clinical screening data
56

11

23

10

Data from mobile apps or wellness devices
16

11

46

27

Health plan data/Claims
77

11

6

6

Participation data in health improvement programmes (weight control, smoking, diet, etc)
64

18

10

9

Participation data in fitness programmes
51

18

19

13

Participation data in disease management programmes
51

20

14

15

Other
4

15

31
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Please indicate where your organisation obtains each of these data types that you currently use.
Please select one from each row.
(% respondents)

Our own
proprietary data

Third-party
vendor data

Both proprietary
and third-party
vendor data

Not applicable

Health assessment data (verified)
15

54

12

19

Health assessment data (unverified)
14

42

11

33

Biometric/Clinical screening data
16

49

11

23

Data from mobile apps or wellness devices
10

15

8

67

Health plan data/Claims
21

56

17

6

Participation data in health improvement programmes (weight control, smoking, diet, etc)
30

37

19

14

Participation data in fitness programmes
31

27

15

27

Participation data in disease management programmes
16

48

13

23

Other
2

3 2
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Which of the following features does your organisation’s wellness programme currently include and which are
priorities for the future?
Please select one item from each row.
(% respondents)

Currently included

High priority for
future inclusion

Moderate priority
for future inclusion

Not a priority

Don’t know/
Not applicable

Financial incentives
45

12

17

19

7

Onsite health and wellness services
39

11

17

23

11

Reduction in healthcare premiums
33

26

16

12

12

Integration of employees’ personal goals
36

15

19

19

11

12

11

Personalised health and wellness monitoring reports
43

15

19

Subsidised use of wearable health and wellness devices
15

9

23

33

19

Group wellness activities or challenges
54

13

15

10

8

11

8

Group education programmes
50

18

14

Individual counselling programmes
51

14

17

14

6

Disease management services
47

14

15

11

13

Healthy food options (eg, cafeterias or vending machines)
39

17

17

14

12

Formal privacy guarantees for employer-held data
55

16
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Which of the following statements best describes your view of the overall value that employers obtain
from employee wellness programmes?
(% respondents)
Most wellness programmes are cost effective
15

Wellness programmes can be cost effective but only if they are supported by information and insights from data collection
27

Wellness programmes benefit the employer even if a compelling business case cannot be demonstrated, because there are many intangible benefits involved
30

Wellness programmes are part of a progressive human resources (HR) strategy and help to make the company an employer of choice,
whether they are cost effective or not
21

Wellness programmes are a waste of employer resources
3

Other
1

Don’t know/Not applicable
3

Does your organisation currently have adequate information to demonstrate measurable progress in achieving the following goals?
Please select one item from each row.
(% respondents)

Yes

No

Don’t know/
Not applicable

Improving employee health
51

37

12

Improving employee productivity
29

54

16

Improving employee morale
34

48

17

Improving employee engagement
37

47

16

Controlling medical claims trend
54

33

13

35

13

Reducing employee healthcare costs
52

Attracting and retaining top talent
26

53

21

Other
6

17
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How many vendors are currently involved in delivery of your company’s wellness programme?
(% respondents)
1
37

2-3
43

4-5
6

More than 5
2

Don’t know/Not applicable
12

17
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Which of the following challenges presents the greatest obstacle to your ability to manage your organisation’s
wellness programme to meet organisational objectives?
(% respondents)
We don’t have enough programme data
21

We have a lot of data, but it is not coherent and we have difficulty drawing any conclusions from it
9

We have a lot of data, but we need help turning it into information and insights
16

Our biggest programme management challenges are not related to data collection or interpretation
31

Other
4

None of the above
8

Don’t know/Not applicable
10

In your opinion, what are the most important obstacles to greater employee participation in employer-provided
wellness programmes?
Please select up to three.
(% respondents)
Employees distrust employer motives
24

Employees don’t believe that wellness programmes will lead to significant improvements in their health
25

Employees are concerned that personal information will not remain confidential
43

Employees are concerned that negative personal information may be used to reduce their healthcare benefits
20

Employees are concerned that personal information might be used to negatively affect their employment
21

Employees don’t believe they have enough time to participate in wellness programmes in addition to their professional and personal responsibilities
43

Employees don’t perceive health and wellness as a high priority
30

Other
3

Don’t know/Not applicable
5

18
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Do you have direct knowledge of your organisation’s
employee wellness programme?

Which of the following best describes your title?
(% respondents)

(% respondents)

Chief Human Resources Officer
6

Yes
100

Human Resources Director
39

No
0

VP of Human Resources
11

My company does not currently operate an employee wellness programme
0

Employee Wellness Programme Manager
3

Employee Benefits Manager
11

Other

How many people does your organisation employ?

31

(% respondents)
Less than 50
0

What is your primary industry?

50 to 99
4

(% respondents)

100 to 199

Manufacturing

4

18

200 to 499

Education

9

11

500 to 999

Financial services

12

9

1,000 to 4,999

Healthcare, pharmaceuticals and biotechnology

27

7

5,000 to 9,999

Retailing

10

7

10,000 or more
34

Government/Public sector
6

Entertainment, media and publishing
4

Professional services

In which country are you personally located?

4

(% respondents)

Transportation, travel and tourism
4

US
100

Aerospace and defence
3

Other

Consumer goods

0

3

IT and technology
3

Construction and real estate

What are your organisation’s global annual revenues
in US dollars?

2

(% respondents)

Energy and natural resources

$500m or less

Telecoms

2
2

37

Automotive

$500m to $1bn

1

16

Chemicals

$1bn to $5bn
18

1

12

Other

$10bn or more
18

19

1

Logistics and distribution

$5bn to $10bn
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Whilst every effort has been taken to verify the accuracy of this
information, neither The Economist Intelligence Unit Ltd. nor the
sponsor of this report can accept any responsibility or liability
for reliance by any person on this white paper or any of the
information, opinions or conclusions set out in the white paper.
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