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What are the Benefits and Wellness Excellence 
Essentials Products and Services?
Benefits and Wellness Excellence Essentials - Monthly Interactive Learning Journal
Watch as this monthly interactive learning experience captures key metrics and 
actionable items and keeps you focused on your Benefits and Wellness planning goals 
and solutions.

Benefits or Wellness Certificate Program (5 hours)
A Certificate in Benefits or Wellness with the Institute for Human Resources
(IHR) makes you credible, marketable, and shows your dedication to your profession. 

Benefits or Wellness Expert Certification Program (40 hours)
Work towards the ultimate credential for education. Showcase your expertise with 
Expert Certification in the Benefits or Wellness domains and learn how to bring strategic planning programs into 
your organization and make them impactful. The program offers virtual events and credit courses on managing the 
many components of Benefits programs as well as all factors that can affect Wellness in the workplace, thus affecting 
ROI and business success.

Benefits and Wellness Community
Join more than 100,000 HR.com members with a similar interest and focus on Benefits or Wellness.  Share content 
and download white papers, blogs, and articles, network, and “follow” peers and have them “follow” you in a social 
network platform to communicate regularly and stay on top of the latest updates. The well established Benefits and 
Wellness Communities are an invaluable resource for any HR staffing professional or manager.

Benefits Weekly eNewsletter
Subscribe to HR.com’s Benefits eNewsletter. This weekly opt-in email contains all the relevant news and targeted 
content specific to Benefits. Weekly relevant features, job openings, events and content are showcased every 
Monday.

Wellness Virtual Health Fair
Available every fall for HR.com members, tune in to learn about new products and services that have been designed 
to reduce your health care costs, improve employee morale and productivity. This series of one-hour presentations 
will include demonstrations on how these innovative programs work as well as an interactive question period. 

CONNECTING  HR EXPERTS  GLOBALLY

Use these resources today! Contact us now to inquire about 
organizational customization and pricing!

For more information phone: 1.877.472.6648 | email: sales@hr.com | www.hr.com
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Benefits and Wellness practices have been impact-
ed by changes to laws, like the Affordable Care 
Act, but also by the changing needs of the work-
force. Anita Koch discusses one of these newer 
benefits in this month’s article “Legal Service 
Plans” and Justin Bennett touches on another 
on his article “Successful Financial Wellness.” 
These were once areas considered off limits by 
employers as too personal for employers intru-
sion. For many employers, they are still off limit 
areas whether do to management views on what 
benefits should be or based on employee cultures 
that are more hands off. However, more and 
more employers today are getting involved by 
offering these forms of benefits to help employ-
ees manage their lives outside of work. We have 
learned over the decades that when someone is 
successful and secure at home, they can be more 
productive and happier at work; just like when 
someone is healthier. Christopher Jones talks to 
this point in his follow up article “Healing Our 
Health Care – Part II” where he focuses on ways 
to help our employees engage in their health and 
wellness for more than the cost savings.  Wellness 
is huge topic and we hit on many areas of it this 
month; from stress to weight loss. 
This month’s newsletter is jammed full of great 

information, book reviews, and insights from 
some very notable individuals. It is worth the 
time to read and reflect on the potential impacts 
to your own organization as we come up on the 
half way mark for 2014. 

Guest Editor’s Note

Brie Elliott, Brie Elliott is the 
Director of HR for Ballentine 
Partners, a wealth management 
firm. Prior to joining the firm in 
2012, she worked for TomTom 
North America, Inc. managing 

human resources for their sales, marketing, 
finance, and IT employees in North America. 
Before that Brie was the Human Resource 
Manager for Home Depot covering seven stores 
in the New Hampshire and Vermont region. 

Brie has her Masters of Science in Human 
Resource Development from Villanova Univer-
sity in Pennsylvania where she was also inducted 
into Phi Kappa Phi. Previously she graduated 
from Colby-Sawyer College in New London, 
New Hampshire, with dual majors in Business 
Administration and Psychology. She also has 
her Professional Human Resource Certification 
(PHR) from the Human Resource Certification 
Institute (HRCI). 
Visit www.ballentinepartners.com

Email belliott@ballentinepartners.com

http://www.ballentinepartners.com/
mailto:belliott@ballentinepartners.com
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Along with supplemental health benefits
By MetLife, Group Accident and Health Products

Maximize Benefits Strategies

On the surface, offering a complete menu of supplemental health 
benefits may be seen solely as an altruistic move by employers. But 
when you dig into the reality, it turns out that offering these benefits 
is as good for the business as it is for employees’ well-being.

MetLife’s recently released white paper, Accident and Critical Illness 
Insurance are Surprisingly Good for Business, examines  the financial 
risks associated with accidents and critical illnesses and how employ-
ers can effectively leverage voluntary insurance solutions to not only 
provide added financial protection to employees, but to address their 
own business challenges.
Significant Financial Impact

The white paper reveals the considerable financial impacts accidents 
and critical illnesses can have on families, noting that that out-of-
pocket costs associated with an unexpected health issue can be as high 
as $4,112 for an accident and $14,444 for a critical illness.

Additionally, lost income from accidents and critical illnesses can 
be as much as $26,900 and $50,600 respectively, putting a substantial 
burden on a household. This is especially worrisome as one-in-four 
surveyed employees admit they do not know where the money would 
come from should they face a health issue such as a critical illness.

“Employees significantly underestimate the costs associated with an 
accident or critical illness, especially lost income. This disconnect may 
leave employees financially vulnerable should they face an unexpected 
health issue,” Meredith Ryan-Reid, vice president, Accident & Health/
Worksite Benefits explains. 

Ryan-Reid adds that the shift toward increased employee responsibil-
ity for health care costs through “consumer-directed,” high-deductible 
health care plans is leaving employees more exposed than ever to these 
financial risks. 

“Even with medical and disability coverage, there are gaps in these 
coverages that could leave employees unprepared,” Ryan-Reid says.
A Win Win for Employees and Employers 

The MetLife white paper lays out a powerful case for offering vol-
untary accident and critical illness insurance — in addition to existing 
medical and disability — to help employees cope with rising health 
care costs and lost income gaps. 

Employers may have overlooked a different and important reason 
for offering accident and critical illness insurance. As it turns out, 
what is good for employees is also good for the company.  MetLife’s 
research on accidents and critical illness found that nearly 6 out 
of 10 employees reported that they would feel positive about their 
employers if they offered these benefits. And it has been shown that 
when employees are satisfied with their benefits, they are much more 
satisfied with their jobs and loyal to their employer - and are more 
likely to recommend their company as a great place to work than 
those who are less satisfied. 

“Benefits are the glue that helps vital talent stick with the company,” 
Ryan-Reid says.

Supplemental health products, such as accident and critical illness 
insurance, can help manage stressful situations and fill gaps result-
ing from lost income and out-of-pocket medical and non-medical 
expenses, such as co-pays, transportation to treatment centers and 

childcare. Accident and critical illness benefits are paid regardless of 
what is covered by medical insurance or other coverages and payments 
are made directly to employees to spend as they choose.

Yet, employees may be confused about supplemental health prod-
ucts and may not understand how the benefits work. MetLife’s Study 
reveals that employees seriously underestimate the scope, flexibility 
and ease of use of these products. For example, 85 percent and 83 
percent of respondents do not know everything covered by accident 
and critical illness coverage, respectively.

“Employees are concerned about the potential for an accident or 
illness. Our Study found that 60 percent worried about the financial 
impact of a critical illness on their families,” notes Ryan-Reid. “Yet, 
despite this concern, our Study found that employees may not even 
be aware of potential solutions — half of the worried respondents are 
unaware of the potential solution provided by critical illness insurance.”
Turning Insights into Action
To effectively implement a robust supplemental health benefits 

strategy, employers need to take actions beyond simply adding these 
products to the enrollment ballot. There must be proactive com-
munications to employees about these benefits in order to develop 
awareness and value; workers must recognize the advantages of these 
offerings before they open their wallets. And, of course, the products 
offered must fit into a broader health care strategy. B&W

As published in the June 2, 2014 issue of Human Resource Execu-
tive® Magazine.
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A voluntary benefit for employees

By Anita Koch

Offering a Legal Service Plan

What are some of the issues that the average employee is dealing 
with in today’s world? Employees are taking time off work to deal with 
personal legal issues related to their homes, their children, and their 
aging parents.  People at getting traffic tickets, having challenges with 
debt collection; some are facing even larger issues such as bankruptcy, 
foreclosures and short sales. And, what about the veritable explosion 
of Identity theft incidences?

 These are just a few of the legal issues that American workers are 
facing on a regular basis. Most people have no choice but to handle 
their legal issues unassisted. Why? Because they don’t know who to 
call or who they can trust with their concerns. And one thing they 
do know for sure … attorneys are expensive.  Therefore, most people 
try to go it alone, and when they do it can be a very stressful situation 
… and the results may be less than desirable.

What’s the answer?
A legal services plan does for legal and identity theft matters what a 

health care plan does for medical issues. Offering a legal services plan 
and/or identity theft protection services as part of your company’s 
benefits package is a viable solution to the problems faced by your 
employees.  These plans are typically offered on a completely voluntary 
basis. However, due to the affordability of these programs, some em-
ployers may choose to fringe or partially fringe these valuable services.

When an employee has a membership in a legal services plan, their 
stress is reduced when a legal issue comes up. It’s similar to having an 
attorney on retainer. Rather than trying to find an attorney to answer 
their questions and hoping that the attorney has the expertise neces-

sary to help with their issue, the member calls their law firm (that 
has been prepaid to help). An attorney that specializes in the area of 
law that applies to the member’s problem then calls back in eight 
business hours or less.   

According to the American Bar Association’s “Public Perceptions of 
Lawyers Consumer Research Findings,” half of the American popu-
lation doesn’t have a will.  The “Legal Needs of American Families” 
conducted by Decision Analysts and commissioned by LegalShield 
showed that more than 57 million full-time working Americans 
experienced at least one legal event in the past year and that nearly 
half of them faced their legal issue without professional help.  It is 
even more alarming that they did not seek profession assistance or 
advice even when the issue was quite serious (DWI, identity theft, 
IRS audit).  Cost, confusion and fear were all factors that deterred 
them from getting the help they needed. 
How legal plans help 

Employees that have a legal services plan are, on average, 2.5 times 
more likely to consult a lawyer than those without a legal plan.  In 
addition, with the ease of access gained by having a legal plan, most 
employees tend to use their plan one or more times per year.  Legal 
and identity theft protection plans help all demographics.  Identity 
theft is a pandemic that affects people of all ages, races and income 
levels.  Anyone over the age of 15 is vulnerable to receiving a traffic 
ticket.  Changes in the economy and the real estate market have made 
short sales, foreclosures and landlord/tenant negotiations common 
occurrences.  Many employees find themselves “sandwiched” between 
aging parents and children still living at home – where do these em-
ployees turn to get their questions answered? A legal plan gives your 
company’s employees a resource that, in turn, reduces stress and gives 
more peace of mind.

From a Human Resources perspective, a SourceMedia study showed 
that survey respondents in HR felt that offering legal plans helped 
to improve employee retention (44%) and nearly 70% of employers 
that offer legal service plans do so to improve employee satisfaction.  
Keeping benefits packages competitive while keeping costs down 
is a challenge that many HR professionals are meeting by offering 
non-traditional services such as legal and identity theft protection as 
voluntary benefits.

Offering Legal Plans and Identity Theft Protection Plans as volun-
tary benefits just makes sense in today’s world.  At less than a dollar a 
day, legal and identity theft protection plans are affordable.  Studies 
show that employees with these benefits are less stressed and therefore, 
they can be more focused at work and are less likely to be absent from 
work.  That’s why more HR professionals and employers large and 
small are taking a serious look at offering these valuable benefits.B&W

Anita Koch is a director and an independent associate with LegalShield.  
Through LegalShield she has been offering affordable legal and identity 
theft protection plans to individuals and to businesses, large and small, as a 
voluntary group benefit since 2006, allowing those clients to “Worry Less and 
Live More.”
Visit www.anitakoch.com

http://www.anitakoch.com


Last week, I had an interesting discussion with a colleague about 
The Butterfly Effect and what it could mean from the organizational 
and HR perspective.

For those of you who are less familiar with the concept, The But-
terfly Effect takes its origin from Chaos Theory, which deals with 
nonlinear things that are impossible to predict perfectly or control, 
like weather, the stock market, etc. The concept of The Butterfly 
Effect was first popularized in the 1960s by a mathematician and 
meteorologist Edward Lorenz, and later in a movie starring Ashton 
Kutcher. The theory relies on the notion that everything is part of a 
larger system, in which small changes in part of a system can result 
in larger changes to other parts of the system. And, even though I am 
not convinced that fluttering of butterfly wings in one place could 
lead to a hurricane on the other side of the world, I do believe that 
even the smallest change (or lack thereof ) can have a huge impact 
on an organization.

An example of how The Butterfly Effect can influence a workforce is 
illustrated by the Hawthorne Effect, named for a study on the effects 
of physical conditions on productivity at Hawthorne Works (a Western 
Electric factory outside Chicago). The company commissioned a study 
to see if changes in light levels would cause their workforce to become 
more or less productive. Researchers ultimately found that it was not 
higher or lower levels of light that affected the workers’ productivity. 
It was their realization that someone was concerned about improving 
their workplace. So, the productivity gained occurred as a result of the 
company simply showing interest in employees’ wellbeing. 

Organizations are very complex systems, and each employee is an 
essential part of that system. That is why it’s important for HR teams 
to understand that even small changes can make a big difference to 
workforce engagement. So how does benefits management software like 
our Darwin platform help HR teams make a big impact in their orga-
nizations, resulting in what some may consider The Butterfly Effect?  

How small HR changes can make a big difference

By Chris Bruce

Benefits and the Butterfly Effect
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Streamlined benefits administration
Imagine this scenario. Due to the manual processing of employee 

benefits management, an employee’s life insurance isn’t set up above 
the free coverage level. That employee passes away unexpectedly, and, 
in addition to that tragedy in itself, the company has to pay out the 
money to cover the manual error. 

Implementing cloud-based benefits management software can create 
automated links with benefit providers and HR and payroll systems 
and enable more speedy data provision. It can also facilitate benefits 
management, either locally or via shared services centres. This frees up 
HR teams from employee queries and manual reporting, which frees 
up time for value-adding tasks like employee engagement initiatives. 
It also ensures that there is less room for human error, which could 
go a long way in preventing a scenario like the one above. 
Engaged Employees

As demonstrated with the Hawthorne Effect, an engaged workforce 
can have a major positive impact on productivity and vice versa. Ac-
cording to research company Gallup, more than 70% of international 
workers consider themselves either not engaged or actively disengaged 
costing businesses more than $370 billion annually. Now consider 
this example: 

Imagine that you have an employee that is working for you. He is 
bright, ambitious and extremely talented. He is not particularly happy 
at work, but neither is he unhappy. He feels no bond to his employer. 
This employee takes time off work to get married. On returning to 
work, he gets an email from LinkedIn telling him that a company 
is really interested in recruiting him, that they have heard about his 
great talent. In reality, it is a standard email that has been sent to 
many people, but technology makes it feel personalized to him. As 
he has just been married, he thinks that he will find out more about 
this opportunity, so he goes for an interview and ends up leaving the 
company. He ends up becoming CEO of that company, who happens 
to be a competitor.

However, many of our clients have found that benefits management 
software has made a measurable difference in increasing engagement. 
Implementing the software provides a variety of modules to promote 
employee engagement by personalizing communications and putting 
them at the centre of their reward experience.

Cisco, for instance, is the world leader in networking that transforms 
how people connect, communicate and collaborate. As a culture, 
Cisco is very hard working. Like many high performing organizations 
there can be stress levels which can result in absence. Cisco wanted 
to implement a program that would reduce the number of staff on 
long-term sick leave, tackle-underlying causes of ill health such as poor 
sleep, and nip underlying health issues in the bud before they led to 
absence. Since implementing our software, 40 percent fewer employees 
have taken long-term sick leave, saving Cisco more than $800,000.
Controlling Costs  

Whether managed directly with a provider, through a broker or 
provisioned in-house, the continual challenge of cost control is felt 
throughout every business function. However, HR teams often lack 
the ability to challenge benefits vendors on how much they are charg-
ing – due to lack of efficient data management. 

Efficiency is easily achieved using a global benefits administration 
platform, giving employers the confidence that the right employees 
are covered at the right point in time. Beyond internal savings, for 
many providers there are saving in using an automated administration 
solution, which means that in turn, preferential rates are received. With 

instant access to benefits data reports, you are empowered to challenge 
brokers and providers, which leads to better return on investment for 
your benefits spend. 

Danone UK, for example, was able to save an estimated $58,324 
on its private medical insurance premium through promotion of their 
Healthcare Cash Plan after implementing software to help manage 
data and costs. 
Reduce Risk

Employee benefits data in most businesses resides in multiple loca-
tions from HRIS to payroll, to provider systems to spread sheets on 
an HR coordinator’s desktop. So, imagine that a new hire’s Life Insur-
ance coverage relies on someone in HR emailing the broker, and then 
them emailing the insurer, and an employee filling in one (or more!) 
forms — there are lots of points where the process can fall down. 

What if sensitive employee data gets sent to the wrong person by 
mistake? This can create a significant security breach for the company, 
which can be leaked by employees, leading to media coverage that 
can damage the company’s reputation.

By automating the process through software, there are no steps 
that require human intervention and leave room for human error. 
We have previously recorded clients’ instances of compensation, 
pay-outs and premiums payable by the employer to or on behalf of 
the employee, where they failed to correctly cover an individual or 
group of individual. We have seen cases when an employee not cor-
rectly covered for healthcare cost a company as much as $13,500 in 
funding unapproved treatment. 

By creating a centralised, encrypted data hub, benefits software gives 
you superior control over your sensitive employee information. Records 
of all employees’ benefits transactions can be accessed instantly, and a 
full audit trail of all benefits transactions is automatically generated. This 
can set off a chain reaction of risk reduction. Implementing benefits 
management software can reduce the risk of unnecessary time spent 
on auditing benefits to check that people are on the correct levels 
of coverage; the risk of liability for an insurance pay-out because an 
employee wasn’t on the correct level of coverage; and the risk of a data 
breach because sensitive information was sent to the wrong person 
on an unencrypted spread sheet.
Closing

Our clients choose to implement global benefits management and 
employee engagement software for many reasons, but mainly because 
they care. They care about their organization and their people, and 
they see the effects that efficient, engaging HR process can have across 
the system. We encourage you to look for the butterfly that will cause 
the hurricane in your organization – the small act that makes a huge 
difference. B&W

Chris Bruce co-founded Thomsons Online Benefits, a leading provider of 
cloud-based global benefits management and employee engagement software, 
in 2000 and serves as its managing director. He works with and advises 
many of the world’s leading employers on developing and implementing 
their international benefit technology solutions. As a result, he has a keen 
understanding of the challenges they face and the changing global benefit 
landscape. 
Visit www.thomsons.com
Email chris.Bruce@thomsons.com
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As an employer, are you committed to helping 
your employees become engaged, better 
performers and motivated each and every day? 
 
You should and now you can! 
 
The Personal Excellence App for Personal 
Development does this daily: builds alignment, skills, 
motivation, and much more within your organization. 
In your brand, you will be able to align content 
and learning objects to the key values and objects 
you have set for your organization.  Map content 
and exercises to your employees that help your 
organization achieve its goals while developing all 
your leaders. In addition, you will be able to imbed 
custom training and content and messages that can 
reach your employees daily, motivating and inspiring 
them each and every day.
 

 No software

 Pay for only active users

 In your brand

 Trackable Employee usage

 Key Performance Indicators for employees *

 Align content with Corporate Values  

 and Mission*

 Gamification, Rewards and Points  

 allocation based on usage * 

 Quick Employee Survey and polling

 Add your custom content, or content for 

 your marketplace.  
*Available Q2.

PERSONAL EXCELLENCE FOR YOUR ORGANIZATION

Spend 3-5 minutes of your day3

How your employees learn2

Choose your area of focus1

Employees choose
the areas of focus 
they want to work on

Employees choose
how they learn

Note your company
logo here

How to start a movement

5,031 VIEWS

Related Leadership Videos

by John Doe

Leadership

5:00

When you have a new idea do you 
look for early adopters to support you
and then nurture them to create 
momentum and get additional buy in.

Question 3

Yes very effectively.

Sometimes but could do better

Occasionally

Not enough

No not at all

Communicate with
your staff

Inspirational Videos Conduct polls with 
your employees

  
CLICK HERE FOR MORE INFORMATION

Invest in your employees.
Ask us about bringing this into your organization.

www.personalexcellenceapp.com

http://www.personalexcellenceapp.com/


PERSONAL EXCELLENCE FOR THE INDIVIDUAL

www.personalexcellenceapp.com

Professional Service Social Character Financial Mental Physical

 Phone: 1.877.472.6648  |  Email : peapp@editor.hr.com

Design your Personal Excellence journey by ranking these Key Areas of Focus:

Do you wake up each 
and every day and say:

“Today I am going to work on becoming a better person, 

..a better leader,  

..a better role model for my friends and family, 

..a better coworker!”?

You can do it in 3-5 minutes a day.
Imagine having a personal coach each and 

every day to help motivate, inspire, guide and 

help you to Exceed your Potential.

The Personal Excellence App will introduce 

you to positive, constructive leadership 

concepts that will help you clearly define 

your goals, improve your performance, and 

enhance your inner self.

Invest in yourself, exceed your potential

exceed your potential. (and your client’s too!)

DOWNLOAD YOUR FREE 
14 DAY TRIAL TODAY!

http://www.personalexcellenceapp.com/


I decided to choose the following HR areas for this report: 1.Talent 
Acquisition 2. Employee Benefits
AES Corporation

The AES Corporation is a Fortune 200 company and is one of the 
world’s leading power companies, generating and distributing electric 
power in 27 countries and employing 28,000 people worldwide. In 
2010, AES’ total revenue was 16.6 Billion USD. Now it is difficult to 
imagine that for such a big global giant there is no human resources 
department (or any functional department as such).

Yes, you heard it right. There is no HR department at AES Cor-
poration. At the corporate level there are no staff specialists dealing 
with salary ranges, or annual review procedures, or personnel policies, 
or contract negotiations with unions. Virtually all human resource 
decisions are made at plant level, and within the plant, decisional-
making authority is among the different teams.
TALENT ACQUISITION
•	 The recruiting process is done at the plant level, without any 

support or guidelines from corporate headquarters. 
•	 AES people at all levels are committed to the hiring process, 

and everyone can participate in it. 
•	 There is little importance given to the candidates’ educational 

background or experience, as greater emphasis is placed on the can-
didates’ desire to learn, contribute, and grow, as well as their personal 
values and self-motivation.
•	 Interviewing is done by a cross section of all the levels, not just 

the plant manager or the superintendents.
•	 At AES, no one gets hired into the company at a senior level, 

and the company tends not to use head-hunters for jobs at any level. 
•	 The company also has tried not to hire directly into project 

director (new development) positions. 
EMPLOYEE BENEFITS
•	 There are no staff specialists dealing with salary ranges and 

employee benefits. 
•	 There are no set salary and benefit schedules for each job and 

salaries are not public. 
•	 Individuals decide their salaries and benefits which are approved 

by their supervisors post peer and group discussions.
•	 The plant performance bonus is distributed equally to everyone, 

and the amount has typically been between $4,000 and $6,000. 
•	 The company’s retirement system is a defined contribution system 

that features 100% corporate matching for the first five percent of 
pay put into the system. 
•	 About 20%-25% of salaries are being put into the retirement 

system, mostly in AES stock. Virtually every employee owns stock 
in the company. 
•	 For promotions, job vacancies are always posted. Anyone in the 

plant can bid for the job. 
Result: AES has an extremely low turnover rate, significantly lower 

than industry average. People often move within the company. Out 
of 70 people who were in the Thames plant when it began, only 4-5 
people have left the company in seven or eight years.

Egon Zehnder International
Egon Zehnder International is global executive search firm. With 

revenues of 644m USD in 2011, the firm ranks among the top three 
worldwide. The firm was founded in 1964 by Egon Zehnder (a 1956 
Harvard Business School graduate) and operates in 38 countries with 64 
offices. The firm has some 1200 employees, including 410 consultants.
TALENT ACQUISITION
•	 They have a very intensive recruitment process. 
•	 Each candidate sees between 25 and 30 consultants during the 

process –old partners, young partners, and new associates. 
•	 Any single reservations made by the above panelists usually 

result in non-offering of job. 
•	 Until recently every candidate was interviewed by the company 

founder himself, MrEgon Zehnder from Zurich. 
•	 This interview was very personal and was designed to check the 

collaborative partnership capabilities.
•	 Outsiders are not hired at all, for senior and partner positions. 

EMPLOYEE BENEFITS
•	 Unlike almost all other consulting firms where performance 

based pay is the norm, EZI follows a simple seniority rule in terms 
of employee compensation, equity stake in EZI and profit share.
•	 Each partner has equal number of shares at EZI whether they 

are 30 years old partner or 1 year old. 
•	 The difference comes in terms of the value of share. Every year 

the value of share rises because the firm puts back 10 to 20% of profit 
back into firm. B&W

Importance of talent acquisition and employee benefits

By Vishwaroop Singh

Unique HR Practices

Vishwaroop Singh works as a Human Resource Professional at Exilant 
Consulting Pvt Ltd 
Visit www.exilant.com
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Wellness leaderships time has come. Read on to learn how and 
why wellness leadership must be incorporated into your leadership 
practices starting today.

Which leadership model do you practice? Is it authentic leader-
ship, servant leadership, transformational leadership or another? No 
matter which model it is, I would argue you also need to practice 
wellness leadership.

In today’s value added economy, the statement, “Our employees are 
our most valuable asset” is no longer just a trite statement. It is reality. 
Thanks to the global 24/7 economy, ever increasing complexity and 
the increasing pace of change, employers need the whole employee 
showing up for work each and every day.

If you are a senior leader of an organization that provides employees 
with health benefits, you are well aware of the costs to your organization 
associated with employee health and wellness. While these costs are 
the most visible, they are neither the only costs, nor even the largest 
cost to your organization.

Employee health and wellness impact your organization in many 
other ways, including:
•	 Absenteeism
•	 Presenteeism
•	 Engagement
•	 Performance and productivity
•	 Motivation
•	 Morale
It is for all these reasons combined, I would argue that why you, as 

a leader, can no longer ignore employee health, wellness and wellbe-
ing. Today, wellness leadership must be included in your leadership 
repertoire. 

The leadership literature is broad, comprehensive and complex. 
Much has been written about leadership theories, leader qualities, 
leader competencies and so forth.

From this literature, I take the essence of leadership to be:
•	 Creating a strategic vision
•	 Choosing the right strategies
•	 Successfully executing the strategies
•	 Influencing, inspiring and motivating others
•	 Developing others
So what is wellness leadership and how do these seven key functions 

of leadership apply within a wellness leadership framework?
Wellness leadership is about:
•	 Creating a framework for the organization for all employee 

health and wellness efforts
•	 Using the key functions of leadership to create workplace condi-

tions that make it easy for employees to practice living healthy lifestyles
•	 Supporting employees in their quest for health, happiness, 

wellness and wellbeing
•	 Identifying and removing the barriers to health and wellness 

success
Wellness leaders include employee health and wellness as part of 

their organization’s vision. They readily and frequently share this vision 

with everyone within the organization, as well as other stakeholders. 
It is important that employee health and wellness be seen as positive 
and affirming. Wellness program strategies will always have the best 
chance of success when they are closely aligned with the organizations 
overall strategic goals and initiatives.

Employees look to their leaders as being role models. By serving 
as a role model for health and wellness, leaders can be inspirational, 
influential, and enhance employee motivation. Leaders, who visibly 
demonstrate commitment for wellness, send a strong message to their 
organization that contributes significantly to wellness program success 
and sustainability. In fact, researchers have found that leadership com-
mitment is one of the keys to wellness program success.

Leaders play a strategic role in their organizations culture. Well-
ness leadership is about aligning wellness norms and goals with the 
organizations culture. It is absolutely critical for the wellness program 
to be aligned with the organizations culture.

During the course of any year, a majority of employees have been 
known to attempt, on their own, to make healthy lifestyle changes. 
Unfortunately, most attempts do not result in long term behavior 
change. In my mind, this creates a great opportunity for leaders to 
create the opportunity for employees to include any lifestyle changes 
within their employee development plan. Wellness leaders support 
healthy lifestyle changes as much as they support other work related 
changes the employee wishes to make.

As a leader, you are a living example of what you want yourself 
and your employees to accomplish. You are a representative of the 
organization. Wellness leadership will help you inspire your employees 
from yet another perspective or dimension.

Do not ignore wellness leadership any longer. Incorporate it into 
your leadership practices beginning today. Start by inviting others to 
join you in a short walk around the building or parking lot. B&W

 

You can no longer afford to ignore wellness leadership

By William McPeck

Become a Wellness Leader Today! 

As an independent contractor, William McPeck is a worksite wellness and 
wellbeing program thought leader, strategist and mentor. He is dedicated to 
helping employers and program coordinators create successful, sustainable 
worksite wellness and well-being programs, especially in small employer 
settings.
Email williammcpeck@gmail.com
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Remember the recent phone company commercial about the guy 
popping up all over the country in some of the most bizarre locations. 
He was constantly talking into his cell phone asking, “Can you hear 
me now? Good.” Telemedicine has become the new darling in the 
health care world, with early adopters now saying, “I told you so,” 
and new users saying, “I wish I had bought this earlier.” Insurance 
plans, health care providers, employers, benefits companies and many 
other organizations all over the nation are touting the coolness of 
talking with a physician or medical facility and getting a diagnosis. 
Telemedicine is revolutionizing health care.

The ability for consumers to address medical issues telephonically 
with a health care provider is a huge savings in time and money for 
not only individuals and families, but also for employers. The concept 
is not new, but the acceptance factor over the past couple of years 
continues to increase dramatically as more and more people want to 
talk with a doctor without having to wait in an office or clinic for 

hours on end until the physician has time to see them. What a bonus!
Billed as an answer to worsening doctor shortages, telemedicine 

is poised to rise steeply throughout the nation as PPACA brings 
more people onto the insurance rolls. Telemedicine is one of the 
fastest growing trends in health care. According to the American 
Telemedicine Association, more than 10 million Americans benefit 
each year from the technology — and that number is projected to 
double in the next few years. Private insurers are increasingly paying 
for telemedicine, and federal officials propose expanding Medicare 
payments to telemedicine providers.

Of all the problems with the U.S. health care system, one of the 
most vexing for patients is simply sitting in the doctor’s waiting room. 
Being ushered into the exam room, only to be left shivering in a paper 
gown, to wait some more, adds to the aggravation. It’s the health care 
equivalent of being stuck on the tarmac in a crowded plane, according 
to the Wall Street Journal.

Can you heal me now?
By Mark Roberts

Smart Phone Health
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Proponents say telemedicine reduces travel times and expenses for 
doctors and patients, cuts down on costly transfers to urban medical 
centers, and most importantly, extends doctors’ reach in a rural state 
with too few primary care physicians and specialists. On the flip side, 
some doctors and officials express some uncertainty, and telemedicine 
gives some health care executives pause when deciding whether to get 
involved with the technology. They said rural physicians sometimes 
worry urban doctors or institutions may want to co-opt their patients. 
Despite such concerns, however, telemedicine is forging ahead.

Health insurance usually is tied to jobs in the United States. When 
unemployment goes up, so does the amount of uninsured people. 
Employees who are laid off can be offered Cobra insurance, but the 
rate is often prohibitive. Scared and stressed, many people do not 
know where to turn, according to Sell Write Now. Telemedicine is 
the blend of healthcare and technology. Thanks to technology, people 
now have the choice to consult with a doctor online or over the phone 
in the comfort of their own home or office.

Not only is a less stressed patient a better patient, but there’s also 
cost savings on gas and parking fees. Many people want to forgo the 
entire hassle of visiting a doctor, and are opting to do it online or 
via a phone call with a physician. Seventy percent of non-emergency 
care can be performed this way. Utilizing telemedicine cuts down 
on clogging emergency rooms and the risk of catching something in 
a waiting room. It is also convenient for parents who won’t have to 
find child care, or gamble getting their child sick by bringing them 
to the doctor’s office.

As more employers and private insurers adopt similar policies, 
the market for telemedicine services in the United States is expected 
to generate $3.6 billion in annual revenue over the next five years, 
according to a study by research firm Pike & Fischer. The growth 
of telemedicine is only expected to increase, particularly as PPACA 
legislation has gone into effect.

Here’s how it works for most people, according to TeleDoc, one of 
the leading companies in the market: Patients who use this product call 
a toll free number and talk with a medically trained rep or registered 
nurse who completes a health profile and triages the call to determine 
the type of medical issue at hand. If the caller is not suffering from 
an emergency, a return call is scheduled within three hours or less by 
a physician in the state where the resident is at the time of the call. 
However, most calls are returned within 30-45 minutes on average. 
Patients with critical calls are referred to emergency rooms or told to 
hang up and call 911.

Physicians diagnose the medical need, and if necessary, prescribe a 
medication for the caller to pick up at a local pharmacy. Telemedicine 
calls are usually “one and done”, with the majority of issues satisfied 
by the physician. Doctors cannot prescribe DEA controlled substances 
or narcotics. They also recommend other courses of action if the caller 
has medical issues not readily diagnosed by phone, and a follow up 
call is made within a timely basis to check on the prognosis of the 
patient. A recommendation is also usually made that the patient visits 
a primary care physician if there are any other immediate or long term 
health care needs. And, there are a handful of states that require face 
to face physician consults prior to dispensing any medications even 
when a phone consult has been done.

There are cost savings for telemedicine customers. Patients don’t 
have to wait for an appointment with a doctor if the need isn’t urgent, 
and they can avoid having to take time off work or school to see a 

physician. The cost is far lower — usually under $40 for a phone 
consultation in some cases, versus about $150 for an office visit to a 
general practitioner — and the option to have a “virtual doctor visit” 
also improves the availability of health care in rural areas. According 
to the ATA, telemedicine has been growing rapidly because it offers 
three fundamental benefits:

• Improved access. For more than 40 years, telemedicine has been 
used to bring health care services to patients in distant locations. Not 
only does telemedicine improve access to patients, but it also allows 
physicians and health facilities to expand their reach beyond their 
own offices.

• Cost efficiencies. Reducing or containing the cost of health 
care is one of the most important reasons for funding and adopting 
telehealth technologies. Telemedicine has been shown to reduce the 
cost of healthcare and increase efficiency through better management 
of chronic diseases, shared health professional staffing, reduced travel 
times and fewer or shorter hospital stays.
• Patient demand. Consumers want telemedicine. The greatest 
impact of telemedicine is on the patient, their family and their com-
munity. Using telemedicine technologies reduces travel time and related 
stresses to the patient. Over the past 15 years, study after study has 
documented patient satisfaction and support for telemedicine services. 
Such services offer patients the access to providers that might not be 
available otherwise as well as medical services without the need to 
travel long distances.
Organizations everywhere are looking for ways to increase profitability 
and reduce costs when it comes to health care expenses, especially if 
they are self-funded. A great way to help reduce employee costs is by 
using options that will decrease the need to see a primary care physi-
cian or health care provider for simple health issues like the flu, sore 
throats or other nominally irritating medical needs. Since a self-funded 
group is paying claims, this mechanism can serve as a tremendous cost 
savings to the company even as a non-voluntary offering to employees.
Imagine not having to reimburse a doctor for the expense of an office 
visit, and the employee doesn’t have to miss half of his work day waiting 
to talk to a physician about getting a prescription. What employer 
wouldn’t jump at this way to save on health care expenses, especially if 
there are hundreds or thousands of employees? Employers, especially 
those that are self-funded, who are looking for ways to help employees 
save money and time on health care expenses, as well as increase their 
own profitability, would do well to engage telemedicine as a valuable 
tool in their overall plan. Brokers would be smart to offer telemedicine 
as part of a benefits package. Employees would be smart to use it.
Telemedicine is the future, but it’s happening now. Whether you are 
a consumer, an employer, broker, or a health care provider, using 
telemedicine provides real time access to medical care and saves time 
and money in the process. Use your smart phone to call it in. Hey, 
doc, can you heal me now? B&W
 

Mark Roberts’ professional sales background includes 30 years of sales and 
marketing in the tax, insurance, and investment markets. Mark is a licensed 
life, health and accident insurance agent in all 50 states and D.C., for insurance 
products, and discount health plans. He serves as Manager of National 
Accounts at Careington International 
Visit www.careington.com
        www.benefitspro.com  
Email markr@careington.com

Smart Phone Health
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The first step to achieving financial well-being is through optimal 
health. Today, individuals do not recognize how much money is spent 
on unhealthy habits and how those habits can negatively impact health 
and drain personal finances. Incomes for persons aged 35 to 45 have 
decreased by 11% and virtually all age groups have less disposable 
income for retirement. 

While struggling to save money for our future, Americans spend 
$2.5 trillion on healthcare – but we rank only 17th in the world 
in overall health. Amazingly, 70% of chronic disease in the U.S. is 
preventable and attributed to just four factors: tobacco use, being 
overweight, high blood pressure and cholesterol. 

If we are motivated to improve our health, our personal wealth 
will grow in tandem. Economic factors have always been the abso-
lute strongest force to drive behavior change. Unfortunately, many 
Americans are as uneducated about finance and financial investing 
as they are about their own health.

About $200 billion a year is wasted on unwarranted healthcare. 
Another $600 billion could have been saved if we simply change our 
health habits by losing weight, eliminating tobacco use, increasing 
physical activity and reducing cholesterol. Modification in these 
health indicators will not only improve the health and productivity 
of individuals, it will increase our personal wealth. We can then save 
that extra money for future healthcare expenditures in the form of a 
Health Savings Account or set it aside for retirement in a 401k plan. 

Employers now have a new interactive tool called a Health Index 
or Health to Wealth Calculator that can be easily integrated to their 
health and wellness programs. This tool can help employees achieve 
an additional level of wellness incentive: financial security. Now em-
ployees can understand the dollar value of staying healthy and help 
their employer achieve healthcare affordability, employee satisfaction 
and loyalty. The combined approach offers employers a positive way 
to support their employee’s holistic health and financial wellness. The 
calculator is also helpful for Financial Services/Wealth Management 

firms, who can use it to consult with their individual clients even 
more effectively. 

Today’s financial guidance needs to expand beyond the ordinary 
mechanism of traditional savings and offer a more innovative and 
creative approach to financial well-being. Individuals can use the 
calculator to become more accountable and responsible for their 
healthcare and engage in healthier behaviors, resulting in a deeper 
understanding of financial wellness and personal attitudes about 
health, spending and savings.
About Simplicity Health Plans

Cleveland, Ohio - Simplicity Health Plans is the best implementation 
of a CDHP/HSA. It aligns the interests of the Employer, Employee 
and the Provider to provide a turnkey, fully integrated Consumer 
Directed Health Plan. It also delivers a low cost, scalable solution to 
control claim costs. The Plan fuses unparalleled technology, point of 
service adjudication, real-time data, and first of its kind anti-fraud 
controls. Services include an ERISA compliant health plan, HSA 
administration and banking, medical claims administration, TPA 
functions, pharmacy, dental & vision, COBRA, stop loss reinsur-
ance, real-time Utilization Review and Case Management, Health 
Coaching, Comparison Shopper, Health & Wellness programs, and 
a host of on-line tools for Providers, Employers and Members. B&W

Health to wealth calculator

By Lisa Holland and Gregory J. Hummer

Unlock Cash for Financial Wellness

Lisa M. Holland, RN, MBA has been in the healthcare care industry 
for over 18 years and held senior level positions within major healthcare 
organizations. Lisa is an accomplished wellness subject matter expert and 
President of the StayFit Plan administered by Simplicity Health Plans. 
Call (216) 367-3092
Email stayfitinfo@simplicityhealthplans.com

Gregory J. Hummer, M.D., has spent the last 18 years developing and 
perfecting Simplicity Health Plans to solve the vexing complexities, out-of-
control costs, burdens and inefficiencies associated with today’s healthcare 
system. Dr. Hummer is Chairman and CEO of Simplicity Health Plans. 
Visit www.simplicitiyhealthplan.com
Email sales@simplicityhealthplans.com

16Employee Benefits and Wellness excellence essentials presented by HR.com | 05.2014

mailto:stayfitinfo@simplicityhealthplans.com
http://www.simplicitiyhealthplan.com
mailto:sales@simplicityhealthplans.com


Do You Plan on Becoming HRCI Certified? 
100% Money Back Guarantee If You Don’t Pass Your HRCI Exam.
The national passing rates for HRCI exams are 60% (PHR) and 58% (SPHR).  
We developed a prep course so effective that we are willing to guarantee that you pass your exam!

Our Prep Course Includes: 
Small class sizes 
(20 people per online class)  
•	 6	workbooks	covering	all	functional	areas	of	HR 
•	 Hundreds	of	quick	study	flashcards 
•	 A	personal	HR.com	instructor,	with	36	hours	
 of personal guidance. 
•	 2	one	hour	sessions	per	week,	for	4	months
•	 Blended	Learning	
•  Cost $1,000, includes all materials

Upcoming Dates 
Group 1	–	Begins	Aug.		4th	-	Mondays	&	Thursdays	@	5:00PM	EST
Group 2	–	Begins	Aug.		4th	-	Mondays	&	Thursdays	@	8:00	PM	EST
Group 3	–	Begins	Aug.		4th	-	Mondays	&	Thursdays	@	10:00	PM	EST
Group 4	–	Begins	Aug.		6th	-	Wednesdays	&	Sundays	@	8:00	PM	EST
Group 5	–	Begins	Aug.		6th	-	Wednesdays	&	Sundays	@	10:00	PM	EST
Group 6	–	Beings	Aug.	11th	-	Mondays	&	Thursdays	@	5:00PM	EST
Group 7 –	Begins	Aug.	11th	-	Mondays	&	Thursdays	@	8:00	PM	EST
Group 8	–	Begins	Aug.	11th	-	Mondays	and	Thursdays	@	10:00	PM	EST

Visit www.hr.com/prepcourse for all Courses and Scheduling

GET STARTED AT:
www.hr.com/prepcourse

HRCI- PHR/SPHR Exam Prep Course

recertification_one_pager_m
ar25.indd

What separates Institute for Human Resources from other study methods?

IHR PHR/SPHR Prep	Courses	are	instructor	led:

•	 30	hours	of	live,	instructor-led	online	sessions
•	 Our instructors serve a mentorship role
•	 Instructors keep you studying on a carefully scheduled timeline
•	 Small	class	sizes	of	20	students will ensure that you get the attention that you  
	 need	to	be	successful

HRCP	2014	Study	Program	Materials:

•	 Our program includes the entire set of materials from HRCP 
 (Human Resources Certification Preparation)
•	 Materials	include:	6 Study Guides,	100s of Flashcards,	and	over	800 online  
	 practice	exam	questions

Our	100%	Money-Back	Guarantee:

•	 Our PHR/SPHR Prep Courses	come	with	a	money	back	guarantee	–	if	you	fail	your	 
	 exam,	we	will	refund	the	entire	cost	of	our	program	back	to	you.



GET STARTED AT:
www.hr.com/recertification

 SPHR 
•	15	Strategic	Business	
 Management Recertification  
 Credit Hours
•	45	General	Recertification		
 Credit Hours

Maximum	of	20	Webcast	Credits.
Unlimited eLearning Credits.

 GPHR 
• 15 International 
 Recertification Credit Hours
• 45 General Recertification  
 Hours
 

Maximum	of	20	Webcast	Credits.	
Unlimited eLearning Credits

 PHR 
•	60	General	Recertification		
 Credit Hours

Maximum	of	20	Webcast	Credits.	
Unlimited eLearning Credits.

What We Offer
•	 Over	4000	Archived	Webcasts	 	 	
•	 Over	60	New	Live	Webcasts	Credits	Each	Month
•	 Over	1000	Archived	eLearning	Credits	
•	 Over	50	New	eLearning	Credits	Each	Month
•	 Over	3700	Webcast	Credits
•	 Over 90 Strategic Business Management HRCI Credits
•	 Over	20	International	Credits
•	 Over	950	WorldatWork	Sessions

Webcasts & Credits 
Available 24/7
To Easily Fit Into
Your Schedule.

Recertification Package

•	 Unlimited	HRCI		/	eLearning	Credits
•	 Unlimited	Webcasts
•	 Unlimited	Virtual	Conferences
•	 Credits	per	Webcast
 - HRCI  / eLearning Webcast Credit
 - IHR Credit
 - WorldatWork Credit

Get Completely
Recertified For

$250

•	HRCI	approved	(PHR/SPHR/GPHR)	•	It’s	affordable	•	It’s	easy	•	It’s	organized
•	It’s	trackable,	all	of	your	credits	are	recorded	and	organized	automatically

HRCI RECERTIFICATION



The who, what, when, where, how and why

By Debi Silber

Weight Loss

One of the most common reasons why many of us struggle with 
weight loss and weight maintenance is because we fail to look at the: 
who, what, when, where, how and why we actually gained the weight 
in the first place. Once we’re able to ask ourselves these questions and 
come up with some insightful answers, we can understand how to 
finally create a weight loss plan that actually works. The first place to 
start is with the who of weight loss.

1. Who triggers you to overeat? It can be a boss who triggers us 
to grab foods to calm or relax us after a stressful day at the office. It 
can be a friend or partner who encourages us to overeat because they 
want a “food buddy.” It can be someone who shows their love for 
you through the food they’ve prepared and we eat to avoid hurting 
their feelings.

2. What types of foods you are eating? Are you having a problem 
with your food choices, eating too much junk food, takeout, prepared 
or fast food? Are the foods you’re choosing high in fat and sugar? Are 
your portions too big and you’re finding yourself “economy sizing”, 
“super sizing” or “value sizing?” Are you choosing foods that don’t 
satisfy or fill you adequately? Are you taking in too many liquid calories?

3. When are you overeating? For many people, weight issues stem 

from over eating the same foods at the same time. For example, many 
moms find they over eat their children’s snack foods, between 3-4pm. 
Others find that late night snacking while watching TV is the place 
where they’re taking in too much.

4. Where are you doing most of your overeating? Many people 
find that they overeat at the kitchen counter while preparing food and 
snacks for others. Others find that the living room couch after a long 
day is where the damage is done and still others can blame weight 
gain on the Saturday night breadbasket at their favorite restaurant.

5. How you’re over eating? You can be eating socially, mind-
lessly, binge eating or eating emotionally. With social eating you’re 
not hungry, but you’re simply eating to be a part of the group or the 
experience. You may be concerned about being judged, criticized or 
questioned if you don’t eat what everyone else is eating so you use the 
opportunity to eat foods you’d normally limit or avoid. With mind-
less eating, you take in extra food as you’re passing it to others, when 
you grab something as you see it on the counter or someone’s desk, 
eating while preparing food or eating while reading, watching TV or 
doing anything else that takes your attention away from concentrating 
on what you’re eating. Poor food choices or eating to improve our 
feelings or mood are the most common reasons for binge eating. For 
example, a diet high in sugar often encourages binge-eating behavior 
because the sugar provides a quick energy surge followed by an energy 
crash. That crash encourages a high sugar binge in order to regain that 
energy so quickly gained and lost. With an emotional eating binge, 
we overeat to calm, numb or relax. It’s used as a means to self soothe 
and self-medicate. It’s a technique we’ve employed to deal with our 
stress, fears, anger, frustration or hurt and we eat to encourage a boost 
of serotonin, one of the body’s “feel good” chemicals.

6. Why are you overeating? Questioning yourself after a binge 
is one of the best times to ask that question. With compassion and 
without judgment, simply ask yourself “what do I really need?” or 
“what was I really looking for?” Rarely is it food and more likely it’s 
compassion, security, sleep, friendship, a fulfilling project, satisfying 
relationship, enriching and meaningful job, more confidence or simply 
a call for a better way to handle your stress.

The more we understand the: who, what, when, where, how and 
why of weight loss, the better we can create a plan that works for us...
not against us. While it may take some effort to come up with the 
answers, every answer you find brings you one step closer to gradual 
yet lasting weight loss. B&W

Debi Silber, MS, RD, WHC, FDN The Mojo Coach® Founder of www.
TheMojoCoach.com is a weight loss, fitness, lifestyle, self-improvement 
expert, speaker, spokesperson, author and THE secret behind some of the 
healthiest, most dynamic and successful people today.
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Health care costs are on the rise. In fact, employers’ anticipated 
total health care costs will reach $12,136 per active employee in 
2013, which is a 5.9% increase in total costs from 2012.[i] With 
these continually-rising rates, organizations of all sizes are searching 
for ways to minimize health care expenses while still offering quality 
benefits. Wellness programs have served as one of the solutions to this 
predicament, allowing many companies to offer employees tools for 
improving their health and reducing risks.

While implementing a wellness program is the first step toward 
creating a healthier workforce, this initiative cannot be successful 
without an effective strategy for promotion and utilization.

For example, while wellness programs are the future of health care 
cost containment, many organizations struggle to develop programs 
that appeal to the workforce and address their specific health concerns. 
An effective strategy supporting the wellness program will help the 
organization create a vibrant culture and experience happier, healthier 
and more productive employees.

5 Strategies for a Sustainable Wellness Program
1. Gain executive support. Impactful wellness programs must 

be integrated into a company culture that supports and encourages 
healthy lifestyles and choices. This culture, however, will struggle to 
develop without the support of the executive leadership team. To gain 
this support, discuss with company leaders the anticipated return on 
investment of the wellness program, along with the elements that will 
bring about positive health changes in the population.

2. Understand your population. An effective wellness program 
takes into consideration the demographic and health risk data of the 
company’s health care population, including employees, spouses and 
dependents. This information should be used to customize the well-
ness program and engage people in the initiative. By using this insight 
strategically, you’ll be able to facilitate greater interest, excitement and 
sustainable participation in the wellness program.

3. Focus on behavioral change. In order to make your program 
compelling to participants, you must focus on elements that will natu-
rally foster behavioral change. Ensure that the program is convenient 
for individuals to learn about and use. It is also important that the 
strategies you employ are built on a collaborative/motivational model. 
The program must provide flexible options that allow individuals to 
pick methods that will work for their lifestyle. This customizable ap-
proach will help foster intrinsic motivation and inspiration.

4. Communicate and incent. A wellness program without par-
ticipants is a wasted endeavor. To effectively promote the program to 
your population, use a variety of engagement access points, including 
websites, printed materials and mobile applications. Additionally, be 
sure to develop an incentive structure that resonates with individuals. 
Since one-third of your program budget should be allocated toward 
incentives, be intentional about promoting these rewards and ensuring 
that they are appealing and worth the effort required to earn them.

5. Assess and modify. Companies dedicated to wellness must 
continually review and evaluate their program with a critical lens. 
On a regular basis, schedule a wellness team meeting to discuss areas 
for improvement and modifications that will help keep the program 
fresh. While constant evaluation is important, keep in mind that 
it will be at least a year before you’ll see indicators of the program’s 
success or failure.

By following these five tips, organizations will be able to trans-
form their wellness program into a strategic tool that has the power 
to contain health care costs, improve productivity and strengthen 
employee health. The positive impact of your wellness program will 
reinforce the value of this ongoing investment. B&W

5 strategies for a sustainable wellness program

By Jen Piliero

From ‘Good’ to ‘Great’

Jen Piliero is a senior product manager for CeridianLifeWorks, the employee 
assistance program (EAP), work-life and wellness portfolio. She has over 12 
years in the EAP and wellness industry.
Visit www.Ceridian.com
Email onesource@ceridian.com
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It’s all about your perspective  

By Jeffrey Gero

Can Stress Be Good For You?

This title seems like an oxymoron because we constantly hear 
about all the negative effects of stress on our body and mind. In fact, 
stress is the leading contributor of chronic illness today. Now there 
are several recent research studies that indicate positive approaches to 
stress. Firstly, let’s define stress. It is any strain or force on the body or 
mind. It is basically a dis-harmony or instability of a once-balanced 
state. Dr. Hans Selye, the most renowned authority and researcher 
on stress, defines it simply as the rate of wear and tear on the body. 
Dr. Selye coined the term stress in 1936 and then gave us the term 
“eustress”, which is stress that is healthy or gives you a sense of ful-
fillment. Perhaps, getting a promotion or becoming excited when 
your favorite team wins.  The prefix eu- derives from the Greek word 
meaning either “well” or “good.” When attached to the word stress, 
it literally means “good stress”.

We are beginning to understand that with the right mindset about 
stress, it can be good for us. In a study  published in the April, 2013 
edition of The Journal of Social and Psychological Sciences, Yale 
researches showed that training employees to view stress in a positive 
light results in significant and measurable improvements in job per-
formance and overall health. This study illustrates that our mindset 
about stress is the key factor in the debilitating effects it can have on 
us. What we think about we bring about.  “While the media is full of 
stories about the negative impacts of stress, there is a strong, but often 
underrepresented body of research that shows stress can be good for 
performance, health and personal growth,” stated Alia Crum, one of 
the research investigators.

In this study, 380 employees of an investment bank were put into 
three groups. One group watched videos showing how stress can be 
beneficial, the second group watched videos showing how stress can 
be negative and unhealthy and a control group did not watch any 
videos. The stress is beneficial group which had a significant reduction 
in stress-related physical symptoms (such as headaches, backaches, 
fatigue) and a significant improvement in productivity. So, thinking 
that stress is bad and will create health and various other problems 
is the culprit.  

In another study on rats, published in eLife Sciences Publications, 
researchers found that significant, but brief stressful events caused stem 
cells in the brains of rats to turn into new nerve cells. When matured 
about two weeks later, the rats had improved mental performance 
on memory tests. The researchers established that the new nerve cells 
triggered by acute stress were the same ones involved in learning new 
tasks. Dr Kaufer said that the ultimate message is an optimistic one. 
She concluded that stress can be something that makes you better, 
but it is a question of how much, how long and how you interpret 
or perceive it. She feels some amounts of stress are is good to push 
you just to the level of optimal alertness, behavioral and cognitive 
performance.

Other researchers at the University of Wisconsin-Madison asked 
almost 29,000 people to rate their level of stress over the past year as 
well as how much they believed this stress influenced their health (a 
little, a moderate amount or a lot).  Over the next eight years, public 

death records were used to record the passing of any subjects.
People who reported having high levels of stress and who believed 

stress had a negative impact on their health had a whopping 43% 
increased risk of death. On the other hand, those that experienced a 
lot of stress, but did not perceive its effects as negative were amongst 
the least likely to die as compared to all other participants in the study.

Michael J. Poulin at the University of Buffalo and his team inter-
viewed almost 850 people, between the ages 34-93, living in Detroit, 
Michigan. Participants were asked to report stressful events they had 
encountered in the past year and how severe it was. In the same time 
period, had they assisted others? Deaths that occurred within the 
group in the next five years were tracked using obituaries and public 
death records.

Every major stress event increased an individual’s risk of death by 
30%. But, overall, this increase was erased for those who reported 
high rates of helping others, even if they additionally dealt with a 
lot of stress. The evidence suggests that giving to others significantly 
reduces stress-induced mortality.

We can also use stressful events to learn about ourselves. So many 
wise people have said “It’s not what happens to us, but how you react 
to what happens to us.” Once we begin taking some responsibility 
for situations we are involved in, then we can grow and change. Life 
happens through us, not to us. There are always lessons to learn in 
life if we are open and not playing the victim role. Perhaps, somehow, 
in some way, we even create some stressful events to learn, grow and 
change. Stress is an inevitable part of our life, especially with the rapid 
increase in information and technological advances. A new term re-
cently evolved called “techno stress”. Basically things are moving and 
changing faster than ever. We can improve the way we respond to 
stress and avoid its negative effects by changing the way we perceive 
it. Therefore, stressful situations can become a positive challenge and 
a teacher that tells us about ourselves by the way we react to it. B&W

Jeffrey Gero, Ph.D. is a pioneer in the field of stress management, and is 
the creator of the Success over Stress System. He delivered the first stress 
management program for the California Department of Corrections at 
San Quentin Prison; he assisted the Los Angeles Times with the stress 
surrounding the 1984 Olympics; he assisted Allied Signal with the stress 
and sabotage surrounding a plant closing; helped JPL (NASA) deal with the 
failure of the Mars Project; and, he assisted paramedics in the California State 
Firefighters Association with job stress. He is former director of the Health 
Awareness Institute and the Stress Management Institute of California.
Call 818 879-1373
Visit www.jeffgero.com
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To track trends in employee health and wellness, ComPsych – 
through its HealthyGuidance wellness programs – annually compiles 
wellness data across its book of business, including information from 
employees of all ages, occupations, regions and industries. The aggregate 
report is intended to provide a snapshot of employees’ physical and 
emotional health. This year’s report identifies employees’ top 10 health 
problems and examines lifestyle choices and habits that affect overall 
health including physical activity, alcohol consumption, nutrition, 
sleep and social activity. 

According to this year’s ComPsych Wellness Report, 33 per cent of 
employees across all industries and occupations report feeling tense or 
anxious much of the time. This percentage is in keeping with World 
Health Organization data showing that 31 per cent of Americans 
deal with symptoms of anxiety, making the U.S. the most anxious 
nation in the world.

Also, according to the report, anxiety moved up since last year and 
is now the seventh most common health problem, while depression 
dropped from No. 5 down to No. 9. If anxiety seems like the lesser 
of the two, keep in mind that while a certain degree of stress can be 
motivating, severe stress and anxiety lead to decreased productivity. 
Employees with full-blown anxiety disorders can cost employers in 
other ways as well. They are three to five times more likely to go to the 
doctor, often seeking relief for symptoms that mimic physical illness, 
according to the Anxiety and Depression Association of America. 
Key Findings
•	 Depression dropped from No. 5 down to No. 9 on the Top 10 

list of employee health problems. Likewise, depressive symptoms have 
decreased from 22 percent in 2012 to 17 percent, and fewer employees 
(13 per cent, down from 16 per cent) reported experiencing a loss of 
interest or pleasure in doing things.
•	 Anxiety moved up to No. 7. This is significant because anxiety 

can cause or worsen several of the health problems that rank above it, 
including high blood pressure (No. 1) and headaches (No. 6). Anxiety 
and chronic stress also can lead to poor dietary and lifestyle choices, 
which in turn can cause serious health problems. 
•	 A full third of employees feel tense or anxious much of the time. 
•	 Nearly a quarter (24 per cent) “frequently” worries about their 

financial situation, while 16 per cent “always” worry about their 
financial situation. 
•	 Gastrointestinal (GI) disease moved into the top 5.
•	 While the USDA no longer recommends a specific number of 

servings per day of fruits and vegetables (current guidelines simply say 
they should take up half the plate at each meal), it’s safe to say that 

most employees aren’t eating enough — 63 per cent eat two servings 
or less. Unhealthy substitutes such as processed foods may be con-
tributing to the GI problems widely reported this year by employees. 
•	 Although exercise has been shown to reduce and sometimes 

even reverse some of the top 10 health problems, including high 
blood pressure and anxiety, some 29 percent exercise 0-1 day a week.

Employee anxiety and lifestyle choices are affecting overall health

By Michele Dodds

STAY AHEAD of Health and Productivity Issues
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“employees are less depressed but showing more 
signs of anxiety, according to ComPsych wellness 
report”



Implications for Employers 
•	 There is a proven association between poor nutrition and several 

of the top 10 health problems including heart disease, high cholesterol 
and GI disorders. Diet, exercise and other lifestyle choices also can 
have a positive or negative effect on mental health issues including 
anxiety and depression, and vice versa. Therefore, it is critical to 
educate employees about the connection between emotional and 
physical well-being.
•	 The surest way to maximize a wellness program’s return on invest-

ment is to seek a provider that addresses employee health holistically.
•	 Since finances continue to be a major cause of stress, the wellness 

program should include a “financial wellness” component.
ComPsych understands there is a connection between mental well-

being and physical health that affects overall wellness. New research 
validates this connection, making it clearer that emotional states can 
have a significant impact on health status. For example, in a study 
published this summer in Social, Cognitive and Affective Neuroscience, 
researchers using brain scans found that anxiety levels decreased by 
up to 39 per cent after subjects underwent “mindfulness meditation 
training,” and that those decreases in anxiety seemed to be linked with 
the activation and deactivation of particular brain regions.

Recognizing the mind-body connection as an important aspect of 
overall health, ComPsych’s wellness programs address the full con-
tinuum of emotional and physical issues to improve employee health 
and overall well-being. The programs give employees the tools and 
resources they need to address the issues in this report that can, over 
time, have a profound impact on their health. 

Specifically designed to reduce health risk factors brought on by 
habitual behaviors, HealthyGuidance® Lifestyle Coaching draws on 
the expertise of specially trained wellness coaches and clinicians to 
encourage better nutrition, exercise and positive behavior change. 
These experts work one on one with each employee to set achievable 
goals aimed at reducing specific risks. This process helps reduce the 
occurrence and impact of some of the top health issues affecting in-
dividuals and organizations, including cardiovascular disease, stress 
and diabetes.

Customizable programs empower employees to make healthy 
lifestyle changes while helping them overcome barriers to success 
such as emotional and mental health issues. In addition to helping 
employees feel better physically and emotionally, wellness programs 
help an employer’s bottom line by improving productivity and curbing 
healthcare costs. B&W
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STAY	AHEAD	of	Health	and	Productivity	Issues

Michele Dodds is VP Health and Wellness at ComPsych. With more than 
13 years of experience in the health services industry, Dr. Dodds leads Health 
and Wellness programs at ComPsych. Dr. Dodds provides strategic thought 
leadership in developing solutions in disease prevention, risk reduction, 
health promotion and health decision support.
Call 818 879-1373
Visit www.compsych.com

“engaging employees in wellness programs allows 
them to identify and address issues before they result 
in illness and absenteeism.

Video
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How Can HR.com Help YOU?

The Institute for Human Resources (IHR) provides certification and accreditation to industry professionals along particular HR verticals or 
domains.	In	doing	this,	we	are	able	to	build	talent	pools	of	highly	skilled	and	trained	professionals	with	critical	niche	skills	and	networks	that	
can	share	best	practices	across	these	key	HR	verticals.	The	certification	and	accreditation	process	is	developed	through	an	independent	board	
of	advisors	who	are	industry	experts	within	each	domain	and	have	access	to	the	latest	technology,	best	practices	and	thought	leaders	in	their	
space.	The	Institute	for	Human	Resources	provides	two	learning	programs:	Certificate	Program	and	Expert	Certification.

IHR Certificate Program IHR Expert Certification

Learning hours/ Credits Per Vertical 5	Webcasts/Credits	(live	or	archived) 40	Webcasts/Credits	(live	or	archived)

Number	of	Verticals 19 Verticals of Study 22	Verticals	of	Study

Exam Questions
(from	the	webcasts	you	attended) 25	Questions 100 Questions

Time to Complete Exam 1 hour 2.5	hours

Pass Rate 60% 60%

Cost of Exam $99 $499

Phone:	1.877.472.6648	|	Email:	certification@hr.com	|	www.hr.com/ihrCONNECTINGHR EXPERTS GLOBALLY

Why Become IHR Certified?

Certification	is	the	best	move	for	your	career

•Expand your knowledge and stay on top of the latest trends

•Showcase your expertise

•Be seen as an industry expert

•Improve	your	earnings	and	be	promoted

•Elevate your status as an HR expert

•Open	job	prospects

Enhance your understanding and accreditation in any 
specialty of HR with the Institute for Human Resources.

Testimonials

“I	have	been	conducting	webinars	for	more	than	two	years.	
I have had experience with at least a dozen organizations 
and I must say that HR.com is one of the most professional 
and	knowledgeable	with	which	I	have	worked.	I	highly	
recommend HR.com as an online learning provider.” 
 
 
 Wally Hauck,	PhD,	CSP,	Organizational 
 Consultant at Optimum Leadership

 
“Great	job!	I	enjoy	the	free	webinars	as	I	work	for	a	small	firm	
and	we	do	not	have	a	budget	for	professional	development.	
These	types	of	webinars	help	keep	me	connected	and	
refreshed on pressing topics in the industry.”
 
 Carla Lawrence, 
 Business Transformation Group

Begin your certification program today!

IHR CERTIFICATION	PROGRAMS

http://www.hr.com/ihr
http://web.hr.com/ir64
http://web.hr.com/ir64


Four questions to ponder on financial wellness program

By Justin Bennett

For a Successful Financial Wellness Program

“I am glad our company added a financial component to our 
wellness program.”  This statement was made by an employee after 
attending one of our wellness workshops.  

Over the past decade health wellness has been a great benefit that 
employers have offered to their employees.  And, while health wellness 
is still a concern for many, financial wellness is continuing to attract 
more attention as companies are seeking for other types of wellness 
programs to offer to meet the needs of their employees.

The challenge is financial wellness is still relatively new to the 
wellness world so employers are hesitant to move forward due to the 
following questions:

1. Are my employees really interested?  Some companies feel that 
they may be crossing a professional line and interfering with their 
employee’s personal lives by offering a financial wellness program.  
The fact of the matter is 82% of employees want their employers to 
provide more financial education (Source:  Jump $tart and Securities 
Industry Association Survey).  And in a similar survey, Harris Interactive 
found that 8 out of 10 adults agreed they would personally benefit from 
advice and answers to everyday financial questions from a professional.  

2. How long does it take to achieve results?  Before implement-
ing a financial wellness program it is extremely critical to determine 
what the goals are both for the employees and the employer.  Knowing 
the desired outcomes help determine what topics employees want to 
learn and what area of behavior modification is needed.  If you use a 
third party financial wellness provider they should be able to create a 
customized financial wellness program to help your companies meet 
your goals and objectives.

3. Is this cost effective?  When it comes to your bottom line 
the question most often asked is, “By offering a financial wellness 
program will this save our company money long term?”  Maybe a 
better question to ask is, “What is it costing not to offer a financial 
wellness program?” 

In addition, the Personal Finance Employee Education Foundation 
(PFEEF) found that offering financial education at the office can 
save companies as much as $2,000 per employee each year, through 
increased productivity, reduced healthcare costs and better utilization 
of employee benefits.

4. Does this really work?  Yes.  The not so obvious answer is what 

makes a financial wellness program work.   Too many financial wellness 
programs box all employees into one group in an effort to streamline 
their wellness offerings.  The fact is there are no two employees in the 
same situation.  Likewise, there are no two companies with the same 
culture.  This is why it is critical to work with a financial wellness 
provider that is flexible to the culture of your company and can meet 
your team right where they are.

One of the simplest solutions to gauge the level of interest is by 
conducting a financial wellness survey.  Utilizing a survey like this one 
will not only tell you “who” is interested, but more importantly will 
help define “what” financial topics they are interested in and “why” 
they are interested in it.  Coach Dave Jacobson of My Money Wellness, 
LLC often states, “If the why is strong enough the how will happen.”

Another strategic reason for conducting a survey is to help deter-
mine what learning styles best fit the needs of both the employee 
and for the culture at any employer.  Now you can take those results 
to management and begin to build your game plan for a successful 
financial wellness program. B&W

Justin Benett is the Owner/Financial Coach at Strong Tower Consulting. 
Combining ten years of banking/finance experience along with experience in 
financial coaching, Justin has the knowledge to help anyone develop a plan to 
WIN with money. Justin’s passionate teaching and speaking style motivates 
clients to reach their goals.
Call 818 879-1373
Visit www.strongtowerconsulting.com

www.mymoneywellness.com
Email justin@mymoneywellness.com
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“Financial stress affects health, mental focus and 
family life.  all of these have a direct negative impact 
on the bottom line.  the mistakes that cost the most 
in the workplace are safety, absenteeism and men-
tal errors,”  - Dale Calendine, Plant manager land 
o’lakes subsidiary

http://www.tinyurl.com/ldkpgn6
http://www.strongtowerconsulting.com
http://www.mymoneywellness.com
mailto:justin@mymoneywellness.com


Anyone out there ever lay awake at night wondering how things 
are going to turn out or needing to know why things happen as they 
do? You’re not alone; ruminating is a very popular pastime that wreaks 
havoc on sustainable self-‐care systems that open the door to personal 
excellence at work and at home.

The overactive brain is fueled by an insatiable desire to analyze, 
interpret and conclude. These three yearnings can be used to discover 
expansive solutions or create successful outcomes and they can also 
deprive you of what the engines of your cells (mitochondria) need the 
most for optimal productivity: sleep.

I can feel the pushback simply mentioning the simple solution that 
also happens to be free: sleep. Sleep? Are you kidding me? I don’t have 
enough hours in the day to do what I have to do to feel successful, 
enough and provide for my family, how can I sleep when I’m up at 
night slaying the serpents of fear, doubt and worry? Yet, studies con-
tinue to reveal that a consistent self-care practice of 7 – 8 hours of sleep 
each night is essential for optimal productivity, health and wellness.

An overactive brain creates the perfect internal environment for 
breakdown and burnout because the repair systems of the body are 
deprived of their main job: restoration. When your brain is constantly 
tied up in overactive thinking fueled by perceived threats in life: my 
manager doesn’t like me; I won’t be able to make deadline; I am afraid 
to public speak; fly in a plane; confront my co-‐worker, you render 
yourself extremely vulnerable to a biological push back as was my 
case when I was diagnosed with advanced cancer one week prior to 
my final divorce court date.

Your body is built for restoration and repair. Sufficient, consistent 
sleep is the match that ignites this beautiful built in gift that works in 
your favor while you sleep. Biological repair occurs in your body the 
first half of the night and psychological repair takes over the second 
half. Even a ½ hour less of sleep each night consistently can trigger 
an increase in blood pressure; increase appetite; poor performance; 
inflammation and the stress hormone. Sleep deprivation results in 
mood deprivation. We can all relate to a toddler who has been sleep 
deprived, now imagine a grown person with the same capacity for 
temper tantrums.

Perhaps, some of you are saying at this point: “I get it, I know sleep 
is important. I just can’t fall asleep; stay asleep or get back to sleep 
after I wake up at 2 am.” Explore implementing the following self-‐care 
systems that help create an internal environment conducive to healthy 
sleep patterns. Life is a gift, go for your highest potential at work and at 
home by increasing the probability of a restful, restorative night’s sleep.

Exercise: Why do you see this on every health and wellness blog? It 
actually works. It supports a healthy life style; it also supports a healthy 
sleep cycle. When you exercise you increase oxygen in the body which 
gives you more brain power to access solution based thinking: hmmm, 
I am sick of being tired and feeling burnt out, I want to do something 
about this. Energy is simply your capacity for action. The more you 
exercise the more energy you will have to take action implementing a 
healthy sleep cycle. When you exercise to your favorite music you give 
yourself a brain break from ruminating. It’s hard to sing your favorite 
song and fixate on what your co-worker said about you at the same time.

Sunshine: Whenever possible get at least 20 minutes of sunshine a 

day. Vitamin D has endless biological benefits that work in your favor. 
Sunshine can also boost your serotonin and endorphins (mood and 
memory). Sunshine on your shoulders does make you happy by the 
way. Happen to live in a cloudy state? Levity is a light/sound therapy 
product that supports sleep, mood, memory and energy levels.

Emotional Freedom Technique (EFT): EFT is a powerful energy 
psychology technique that is known as acupuncture without the 
needles. Using your fingertips to tap on certain points on the body 
you collapse your body’s response to a threatening thought. Life 
happens and remains objective without taking up any head space or 
creating a biological flare-‐up until you label the situation as threatening 
to your worth, value or capability. The moment you label a thought 
as threatening to your emotional safety the HPA axis kicks in: your 
hypothalamus interprets the threat, calls up the pituitary gland which 
ignites the adrenal glands dumping cortisol (stress hormone), epineph-
rine and norepinephrine into your system which enables you to fight 
flight or freeze. This biological response to a threat also makes you 
less intelligent and capable of accessing executive thinking (problem 
solving abilities) because the process restricts the blood vessels in the 
frontal cortex of your brain. 
Schedule Your Sleep Cycle:

Commit to going to bed at the same time and getting up at the 
same time. If you can’t fall asleep or you wake up in the middle of 
the night and can’t fall back to sleep use the
EFT tapping technique or the Levity product as suggested in this 
article. B&W
Watch this video associated with this article for an EFT demonstra-
tion. EFT has been proven a very effective technique for sleep issues. 
As you tap on the points demonstrated in  the  video  simply  say, 
“Even though I  can’t sleep I am willing to love  and  accept myself  and  
I give my  body permission to release distracting thoughts and lean into 
the experience of sleep easily and naturally.  I have slept before and I can 
do it again.”

4 essential steps for personal wellness

By Lauren E Miller

How to Calm the Overactive Brain
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Lauren E Miller is the Founder of Stress Solutions University and an 
International Motivational Speaker, Award Winning Best Selling Author.
Lauren E Miller has received national and international recognition including 
Redbook, Success, Ladies Home Journal, Family Circle, Discovery, Lifetime, 
CNBC, MSNBC and the International Journal of Healing and Care.
Visit www.laurenEmiller.com

www.StressSolutionsUniversity.com
Email jdfulford@q.com

Video
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Refurbishing the health care mechanism

By Christopher W. Jones

Healing Our Health Care - Part II

Last week we talked about ways that we could positively impact 
our health care system by positively impacting our individual health.  
This week, I’m shifting the focus to overhauling our institutional 
health care mechanisms.

To very briefly reiterate, the flawed formula we are currently beating 
to death is the individual and institutional habit of ignoring our health 
and forgoing opportunities to prevent health problems or catch them 
when they are small and inexpensive, then pay through the nose when 
they inevitably become large and expensive.   

Despite all of the arguments we’ve heard in the media during the 
past several years over single-payer insurance, socialized medicine, 
Obamacare, etc., those arguments regarding the institutional response 
to health care are secondary.  If we don’t figure out how to encourage 
and support our population in not needing so much medical inter-
vention, nothing else we do will matter.

American business trends influence our lives more than we gener-
ally reflect upon. They’ve driven technology advances, influenced 
the size of American families, and influenced where people live and 
how they travel.

It’s time for American business to start driving people towards health.  
Why should they, you ask?  Two reasons: Number one, because it’s 
in their best interest to do so, and number two, because they are in 
a unique position to do so.

As to reason number one, direct medical costs have been estimated 
to be, on average, the second biggest expense for most American 
companies behind only wages.  In an increasingly competitive inter-
national economy, American businesses need healthy and productive 
employees to remain maximally profitable. The American worker has 

historically been second to none, but we’ve lost millions of jobs over 
the past three decades, in large part due to how expensive our labor 
force has become, and I’m not just talking about wages.  Wages have 
remained relatively stagnant over that time period and the wage gap 
is actually closing between the U.S. and other historically popular 
countries to export labor to.

What I’m talking about is that the average American employee 
now costs his or her employer about $11,500 every year just in direct 
medical and pharmaceutical costs, not even considering the costs of 
absenteeism, disability, and presenteeism (a term used to describe 
the lost productivity and efficiency when employees come to work 
not feeling well).  

American labor can compete with “cheap” labor from China and 
other smaller economies, but only by performing with more skill and 
being more productive than their competition.  Here’s a little secret 
about exporting labor:  when quality matters, “cheap labor” is actually 
often more expensive in the long run.  American workers can corner 
the market on skilled, quality labor again, but in order to do so they 
need to become the most economical choice for American businesses, 
and continuing to become sicker and more sluggish is not the way to 
accomplish that goal.

So, we’ve established that both businesses and labor have a vested 
interest in improving the health of the workforce, but what about 
reason number two above?  How is American business uniquely 
suited to influence the transformation of health in our country? 
Very simple.  Employers can offer financial incentives for improving 
health indicators and levy financial penalties for failing to do so, and 
the ability to do these things has been expanded by the Affordable 
Care Act.  It’s the most powerful motivation possible for people to 
change their lifestyles, reduce their health risks, and not need so much 
expensive health care.

Advising companies on how to implement programs to get their 
employees to become healthier is what I do for a living, and I believe 
it is nothing but a growth industry.  We are at a critical juncture in 
our country and very soon employers will have no choice but to 
implement strategic, comprehensive, and professionally designed 
health management programs (as opposed to the random and largely 
ineffective “wellness initiatives” that have become popular over the 
past few years) just like they do for safety or any other significant cost 
they have to manage.

With any crisis, there is also opportunity. Right now we have the 
opportunity to transform the health of our nation, take back some 
jobs for Americans, and make American businesses more profitable.  
American business has always risen to the challenge before, and I have 
faith that it can do so again. B&W

Christopher W. Jones is a senior partner with SHIFT Consulting Group 
and the Wellness Director of the East Alabama SHRM Chapter.
Visit www.shiftconsultants.com
Email cwjones@shiftconsultants.com
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Top Jobs

Job Title: Director, Total Rewards  
Category: Human Resources / Recruiting
Type: Full Time, Part Time
Company: Consumer Reports 
Location: Yonkers, NY (US) 

Job Title: Benefits Manager 
Category: Human Resources / Recruiting
Type: Full Time
Company:  Volkswagen Group of America 
Location: Herndon, VA (US) 

Job Title: Regional Health and Wellness Loss Prevention Manager 
Category: Human Resources / Recruiting
Type: Full Time 
Company: Walgreen’s 
Location: Deerfield, IL (US) 

Job Title: HR Coordinator, Training and Employee Relations 
Category: Human Resources / Recruiting
Type: Full Time 
Company:  Family Service Association 
Location: San Antonio, TX (US) 

ONE JOB POSTING DOES IT ALL!

With over 230,000 members, HR.com is the largest community of highly engaged HR professionals. 
Combine this with the reach and performance of TheJobNetwork™, HR.com is the most effective way 
to hire!

• Reach qualified talent on HR.com and across thousands of job sites at the same time
• Save time and attract more qualified candidates with Real-Time Job Matching™

Get instant access to the resume database and LinkedIn® profile matches at no extra charge

POST YOUR HR JOB TODAY 

www.hr.com/careers
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Achieving corporate health and wellness goals

By Sue Blankenhagen

Dangling the Carrot

Ln recent years, HR offices across North America have made 
it a primary objective to elevate their levels of corporate health and 
wellness, but they can’t do it alone. The fact is that they need their 
employees’ help to accomplish their myriad goals.

Any HR department can say, for instance, that they want their 
employees to quit smoking. That’s a great goal. But unless employees 
actually listen and follow through on it, what’s the point? Simply put, 
companies need to make sure their people take notice.

That’s where incentives come in. HR’s words will have a lot more 
impact if there’s something backing them up - either positively or 
negatively. Employers can use either positive incentives (“carrots”) 
or negative ones (“sticks”) to reinforce their wellness goals, and in so 
doing, they’re much more likely to see tangible results.

That’s the subject of a new e-book from Ceridian LifeWorks, en-
titled “Wellness Incentives: More Carrots, Please!” In it, you’ll learn 
a great deal more about how incentives help turn HR’s wellness goals 
into reality.

Wellness matters... and why incentives are necessary
It’s become clear in recent years that wellness programs are an im-

portant part of managing HR. At this moment, 44 percent of U.S. 
organizations are currently using some form of wellness program, and 
that figure is one that’s increasing every year.

It’s also become evident that having such a program in place will 
have a major effect on workplace engagement. Research has indicated 
that if employees have wellness programs in their offices, there’s a 61 
percent chance they will be “very satisfied” or “extremely satisfied” with 
their jobs. People like when their employers look out for their health.

But here’s the catch. While studies have shown that 6 out of every 
10 employees believe wellness programs are a good idea, only 3 out 
of those 10 are actually participating. That means something has to 
be done to drive more engagement.

That’s where incentives come in.
Increasing participation and improving engagement:

To drive up participation in your company’s wellness program, the 
first thing you need to do is show a willingness to spend a little. The 
average amount that employers spend on their wellness incentives 
today is $521 - that’s per employee, per year. Step one is to make sure 
that much cash is in the budget for employee wellness.

Past that, there are many additional steps you can take that will 
also be effective. One is to hold a kickoff event, visible to the entire 
organization that will encourage people to get on board. This might 
be a picnic with free food, or a day of competitive games and team 
challenges. Anything that grabs people’s attention holds their interest 
and gets them passionate about wellness.

Finally, don’t forget to communicate everything about your 
company’s wellness incentives early and often. No matter 
what the carrot might be - perhaps a raffle ticket, or a gift 
card, or just cold hard cash - you need to remind people what 
they stand to gain from improving their wellness outlook. 
Staying affordable and compliant:

At the end of the day, you need to make sure your wellness programs 
stay reasonable. Provide incentives, but don’t break the bank - or the law.

As far as budgeting goes, it’s a matter of careful planning. In a 
January webinar, 29 percent of participants admitted that they don’t 
know what portion of their budget is dedicated to wellness incen-
tives. If you fall into this camp, it’s best to figure it out - with shrewd 
financial planning, you can keep your wellness programs manageable.

Finally, it’s best to stay up to date with the latest changes in the Af-
fordable Care Act as well. You want to make your employees healthier 
and happier without drawing the ire of Uncle Sam. B&W

Sue Blankenhagen is a Wellness Program Specialist for Ceridian LifeWorks. 
With more than 20 years of experience with worksite wellness, community 
health education and health promotion, she understands what it takes to 
help employees find their motivation. Sue is a Certified Wellness Coach™ 
with a bachelor’s degree in General Dietetics from Madonna University in 
Michigan.
Visit www.ceridian.com
Email Sue.Blankenhagen@ceridian.com
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Health promotion is a valuable corporate strategy. In fact, healthy 
employees = a healthy company. But how do you foster health in the 
current environment? The Federal Center for Medicare and Medicaid 
Services Office of the Actuary 2012 has projected an alarming 8% rise 
in healthcare expenses annually through 2020, suggesting that costs 
will double between 2013 and 2020. Although it’s uncertain who will 
be responsible, one fact is clear: already struggling American busi-
nesses cannot bear the burden of ever-increasing healthcare expenses.

We’re also sicker than we used to be. Nearly 30% of all adults in-
cluding about 50% of those over 50 have Metabolic Syndrome, and 
this disorder is spreading rapidly in all age groups. It not only leads to 
diabetes, but more importantly, also increases the risk for heart attacks, 
strokes, cancer, and cognitive decline. Studies in North Carolina show 
that healthcare expenses of employees with Metabolic Syndrome are 
five times higher than those of healthy employees.

Moreover, the money we earmark for healthcare is used inefficiently. 
Although our outlay is twice that of any other developed country, we 
rank 37th for quality of care provided and outcomes achieved. Our 
current medical model drives up expenses, as new drugs, surgical 
techniques and therapies are developed at a record pace. However, 
these innovations focus on treating diseases, not preventing them.

That’s why I believe our whole approach to healthcare defies logic.  
The US has a disease care system, not a healthcare system, which plays 
a large part in incentivizing poor health by increasing medical coverage 
as people grow sicker.  While medicine focuses the vast majority of its 
dollars on heroic, end-stage treatments, our population would benefit 
from putting resources into presentation.  Rates of lifestyle-induced 
type 2 diabetes are epidemic. Although cardiovascular events (heart 
attacks and strokes) have decreased over the last decade, spending for 
cardiovascular disease is about to rebound, due to an aging population 

and declining health trends. The incidence of cognitive impairment 
and memory loss will surge as our population ages, while obesity 
rates in America remain the highest in the civilized world and are 
expected to continue to grow. This is where we need to direct our 
healthcare dollars.
Our Culture is to Blame

Though our genes have remained constant for 85,000 years, dramatic 
increases in diabetes, obesity, and cardiac disease have occurred in the 
last 20-30 years. Why is this happening? Our culture, not our genes, 
is responsible for promoting disease and accelerating aging.  While 
individuals clearly bear some responsibility for their failing health, our 
culture reinforces, and even rewards, an unhealthy lifestyle. Average 
employees:

• Take the elevator instead of the stairs.
• Bring in or are served junk food at meetings when healthy snacks 

should be offered.
• Don’t take exercise breaks in an 8-12 hour work shift.
• Lunch on fast food brought from home, served in the cafeteria, 

or purchased during a quick break.
• Work where bad food is inexpensive and readily available, while 

healthful food is rare and overpriced.
Motivated employees who choose to be healthy often find them-

selves swimming upstream. So where is the incentive to eat well, get 
fit, control body fat, and stay healthy? And most importantly, what 
role can employers play?
Are Workplace Wellness Programs the Solution?

Recognizing the need for improving health, not only for employees, 
but for their businesses’ bottom line, employers are testing wellness 
programs. These save money. Reports suggest that $1 spent on well-
ness may save from $3 to $6 on medical expenses. Wellness programs 
vary in size and scope, but generally include:

• Health screenings (health fairs with testing and information)
• Gym memberships (partially or fully covered)
• Partnerships with clinics, hospitals, or the American Heart As-

sociation
However, instituting a wellness program may give one a sense of 

complacency. While money spent on these programs will save on total 
healthcare expenses, those savings don’t offset the continued rise in 
healthcare costs. In addition, companies find that only 20-30% of 
employees (often the healthiest) use these services (David Hunnicutt, 
Utilizing Incentives to maximize participation, Welcoa.org) while 
those who need them the most don’t participate.

Many wellness programs fail to help those in greatest need because 
they focus on problems (high cholesterol, high blood pressure, or 
blood sugar levels) these employees view as unimportant. And they 
don’t address motivational issues: fear, greed, and vanity. That is, they 
don’t tackle employees’ desires to avoid a heart attack or stroke; save 
money; or become lean, fit and physically attractive.

Risk factor screenings include blood pressure, cholesterol, blood 
sugar levels, and weight. In most cases, they produce medical referrals, 
physician visits, further testing and procedures.  Often, the tests also 

A wellness program must have “social appeal”

By Steven Masley

Optimal Corporate Wellness
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result in new medications for employees, initially increasing expenses.
Although these screenings have the potential for modest savings 

by reducing catastrophic events (heart attacks), they are in reality a 
boon for medical facilities and hospitals. The cost of the screening 
is ultimately paid back many folds by expensive medical procedures 
and care. Seldom do they result in the stated preventative goals of 
improving activity, stress management, or healthier eating—especially 
for those employees most in need of drastic change.

Some employers offer their employees paid gym memberships. But 
employees who were paying for this perk get it for free, while those 
who won’t exercise still don’t participate. This results in greater costs 
with no real benefit. Anticipated cost savings are not realized.

To make a measurable cost savings difference, a wellness program 
must have “social appeal,” especially for those employees with existing 
health issues who cost employers the most.   Typically, people won’t 
make significant changes in their lifestyle to resolve abstract issues such 
as cholesterol, blood pressure, and blood sugar. What does motivate 
them are concrete concepts like weight loss, increased fitness and 
enhanced attractiveness. The fear of heart attack, strokes and sudden 
death can also be powerful motivators.
The Financial Importance of Fitness

Improving fitness is your most effective tool to reverse the current 
scenario of healthcare expenses doubling every 8 years. It’s the most 
cost effective treatment for a variety of medical problems and consis-
tently results in a dramatic drop in healthcare expenses due to fewer 
heart attacks and strokes, a reduction in diabetes, and fewer sick days 
and injuries related to back pain and other musculoskeletal injuries.  
It strengthens cognitive function (productivity) and lowers the rate 
of cognitive decline.  It also improves cancer survival; decreases bone 
loss and fractures, and lowers death rates.  Fitness makes employees 
more attractive; when they look fit, they appear confident, capable, 
and appealing.   When promoted properly, with achievable goals, 
fitness is easy to sell to employees.

Although attaining fitness is the most important treatment to 
improve multiple patient outcomes and reduce healthcare expenses, 
none of the traditional screening programs currently measure it. Here 
is where an optimal wellness program can make a difference.
An Optimal Wellness Program

The combination of exorbitant costs, inadequate care and an in-
creasingly unhealthy population has created a perfect storm. Lasting 
solutions must be found that enable quality, results-oriented healthcare 
at an affordable cost. Clearly, inaction is no longer an option. Nothing 
short of a cultural shift is required to reduce healthcare spending and 
promote a healthy American lifestyle.  An optimal wellness program 
that aims to empower employees to make positive lifestyle changes 
must deliver on the ambitious goals of weight loss, increased fitness 
and enhanced physical appeal.

Programs which promote healthy food and activity have the poten-
tial for large, long term cost savings. (www.welcoa.org) An optimal 
wellness program could create a cultural shift within organizations, 
empowering employees to become healthier, younger, trimmer, fitter, 
and mentally sharper. The net result is significantly lower healthcare 
expenses, fewer sick days, a healthier work environment, increased 
productivity. For instance, it’s important to prevent weight gain rather 
than paying to treat it. Weight loss surgery is expensive and doesn’t 
decrease healthcare costs during the first six years after surgery. And, I 
have had success in reducing metabolic syndrome among participants 

in my programs. This is not a true disease, but the result of the average 
American lifestyle. My published studies show that between 40-70% 
of people with Metabolic syndrome can completely reverse it within 
two to ten weeks of following my program.

An optimal wellness program calls for employees to take four key 
steps based on my bestselling book, The 30-Day Heart Tune-Up and 
many years of work in corporate and executive fitness.
Employee Actions:

1. Add special foods: 30 grams of fiber, healthy fats (nuts, olive 
oil, seafood, dark chocolate), lean protein (salmon, chicken breast, 
beans), beneficial beverages (replace sodas with green tea, water, hot 
cocoa), herbs and spices (garlic, curry, chili, basil). This also includes 
food knowledge, shopping and cooking skills.

2. Measure fitness to get the most out of workouts
3. Manage stress
4. Meet key nutrient needs (Identify and correct top 10 nutrient 

deficiencies)
How to Motivate Employee Involvement
•	 Present the problem that will impact salaries without corrective 

action. The rising cost of health insurance and the need for employees 
to share a part of the burden.
•	 Identify the solution, saving employees this financial hit.  An 

optimal wellness program will enable everyone to avoid rising pre-
miums.
•	 Identify a well-known medical expert to spearhead the program.  

Build excitement and anticipation for the new endeavor.
•	 Reinforce key messages.   Use videos, books, or other media.
•	 Implement changes in the workplace.  New food options, activ-

ity programs, tools to help meet nutrient needs and manage stress.
•	 Establish monetary incentive.  Employees could be paid to par-

ticipate, increasing the program’s allure and reinforcing the company’s 
commitment to solving the healthcare crisis.
Other Helpful Tools
•	 Recently published books
•	 Fitness testing and activity promotion
•	 Nutrition assessment
•	 Stress management
•	 High-quality supplement discounts
•	 Health promotions in the workplace similar to food industry 

TV commercials
•	 Flexible work schedules that allow for exercise
•	 Vending machine options that eliminate calorie dense foods 

or drinks
•	 “No donut/bagel/cookie/pizza” policy
•	 Conduct a survey to identify employees’ key health issues. 

Follow up after 30 days, then quarterly with lunch question and 
answer sessions.

An optimal corporate wellness program reduces individual health-
care expenses, improves clinical outcomes, and enhances cognitive 
performance.  It empowers a healthy cultural shift in the workplace, 
increases productivity and decreases sick days—a win/will for all. B&W
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Steven Masley, MD, FAHA, FAAFP, FACN, CNS is the President of Dr. 
Masley’s Optimal Health Center. Steven is a physician, nutritionist, award-
winning patient educator, & a fellow with the American Heart Association. 
His passion is empowering people to achieve optimal health through 
comprehensive medical assessments & lifestyle changes. Dr. Masley is a 
Clinical Assistant Professor at the University of South Florida, & he teaches 
programs at Eckerd College.
Visit www.HeartTuneUp.com

http://www.HeartTuneUp.com


Upcoming Virtual Events & HR.com Webcasts

Webcasts

A Selection of Webcasts Date Time

Record Retention for Qualified Plans Jul 22 2014 12:00 PM - 1:00 PM Register

500% Guaranteed ROI - Dependent Eligibility Verification - How Much Will 
You Save?

Jul 22 2014 11:00 AM - 12:00 PM Register

The Captive Solution Jul 22 2014 1:00 PM - 2:00 PM Register

Mergers and Acquisitions: What you need to know in handling benefit plans Jul 22 2014 2:00 PM - 3:00 PM Register

Voluntary Benefits – A Storm is Brewing…. Jul 23 2014 11:00 AM - 12:00 PM Register

DC HealthCare Reform, Wellness & Self-Funding Updates Jul 23 2014 1:00 PM - 2:00 PM Register

Whose Revenue is it Anyway? Jul 23 2014 2:00 PM - 3:00 PM Register

Virtual Events

A Selection of Verticals Schedule

Benefits: Cost Containment, Audits and Legal Risks July 22-23/14 Oct 1-2/14 Feb 4-5/15

Compensation: Best Practices and Trends Sept 8-9/14 Jan 26-27/15 Sept 14-15/15

Contract Workforce and Talent Exchanges Aug 5-6/14 Dec 11/14 April 8-9/15

Developing Organizational Leadership Capabilities July 7-8/14 Oct 21-22/14 Jan 7-8/15

Employee Wellness June 11-12/14 Nov 12-13/14 Mar 11-12/15

Integrated Talent Management Sept 22-23/14 Feb 18-19/15 June 1-2/15

Online Staffing and Sourcing Aug 25-26/14 Nov 17-18/14 May 4-5/15

Quality of Hire Sept 3-4/14 Feb 23-24/15 July 13-14/15

Performance Management Nov 19-20/14 Mar 30-31/15 Aug 19-20/15

Recruitment Process Outsourcing July 16/14 Oct 27/14 Mar 26/14

Workforce Management: Time and Attendance June 17/14 Sept 16/14 Dec 3/14

Workforce Planning and Analytics May 29-30/14 Nov 3/14 April 29-30/15

Technology Enabled Learning Oct 6-7/14 Jan 28-29/15 May 11-12/15

www.hr.com/virtualconferencesView our Upcoming Virtual Conference Schedule and Register Today! 

www.hr.com/upcoming_webcastsView our Upcoming Webcast Schedule and Register Today! 

http://web.hr.com/z2h6
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http://web.hr.com/q4hdq
http://web.hr.com/3eb97
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