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Introduction

The Health Communication Unit (THCU) has received funding through the Stroke Strategy of the Ontario Ministry of Health and Long-Term Care to contribute to, support, and improve stroke-prevention and health-promotion activities that assist adults in Ontario’s workplaces in leading healthy lives.  As a result, over the past several years the THCU Comprehensive Workplace Heath Project (CWHP) has developed and delivered a variety of supports for health promotion practitioners involved in workplace health. 

Well-Regarded Initiatives (WRI) for Workplace Health and Wellness Promotion is one of the resources developed. WRI is a compilation of summaries of exemplary health and wellness practices that various Canadian organizations have initiated into their workplaces.  This compilation is not meant to be comprehensive but rather aims to provide a sampling of businesses which can serve as models for those considering incorporating workplace health and wellness programs into their business plan.

The practices outlined here are considered “well-regarded” because they go “above and beyond” what most companies do for their employees, and have many payoffs for both the employee and the organization.  Companies are willing to invest financial dollars to support these wellness programs because they believe that they will be rewarded in terms of higher employee satisfaction, higher employee productivity and efficiency, and an ability to recruit and retain better employees. 

The companies represented in this report were suggested as companies having well-regarded workplace wellness initiatives by health professionals who participated in a key informant survey, an extended observation phase, and focus groups.  Companies were called by telephone and briefly interviewed (see Appendix A for the list of semi-structured interview questions).  An internet search of each company’s web site was also conducted to obtain additional information.  In addition, information on several companies was extracted with permission from case studies of healthy workplaces on the Canadian Labour and Business Centre (CLBC) web site.  Organizations described in this report have provided their written permission to THCU to be included. 
Within each company profile, approaches to workplace health and wellness are grouped into three types of initiatives:

(1) occupational health and safety initiatives,

(2) voluntary health practices (e.g., smoking cessation, healthy eating), and 

(3) organizational change initiatives, that is, initiatives aimed at increasing employee satisfaction (e.g., flexible working hours, recognition and rewards).

Specific information concerning the motivations and supports surrounding these approaches is also summarized. 

City of Regina

	Title of Program
	Transfit Physical Assessment Program 

	Source/Contact Info
	Company profile obtained from Canadian Labour and Business Centre web site: www.clbc.ca Case Study Series on Workplace Health and Wellness (2001 – 2002). Author:  Francois Lamontagne
Warren Bobbee 

Regina Transit 

333 Winnipeg Street, P.O. Box 1790
Regina, Saskatchewan, S4P 3C8

	Initial Description
	Designed to assess the lifestyle and health of participants (i.e., bus drivers) and suggest changes where necessary. The physical status of participants is assessed in relation to the specific occupational demands of driving a bus, with a view to make recommendations to avoid injuries. 



	Length of time in operation


	A Task Force was set up in 1992.  Buses were retrofitted to improve ergonomics in 1994. The first round of physical assessments was done in 1995.  The Transfit Program was incorporated into ATU Collective Agreement in 2001.


	Goals / Objectives
	The overall mandate was “to create and nurture a workplace culture conducive to a productive, respectful, and supportive environment for employees”.

· To address the question of employee fitness

· To assess the health status and habits of employees

· To fill a gap not being met by City of Regina’s traditional occupational health and safety measures or by the city’s WellPower program activities (i.e., a comprehensive range of services in three areas of intervention:  awareness, education, and motivation)

	Motivators / Support to Implement
	· A concern about high number of injuries and absenteeism instigated the establishment of a joint management-labour task force
· The task force, in turn, was the main impetus for the establishment and development of the Transfit Program
· Health, Safety, and Organizational Division, a new division, was at forefront for promoting healthy workplace practices

	Approaches / Strategies
	Occupational Health and Safety:

· Ergonomic enhancement of buses (retrofitting) over a three to five year period

· Two-hour physical assessment and individual counselling once every four years as a compulsory replacement for the annual medial examinations.  In 2002, mandatory physical assessments were amended to occur every second year instead of every 4 years, as initially piloted. The assessment included:

· Medical and movement history questionnaire

· Anthropometric and body composition analysis

· Postural evaluation

· Graded exercise stress test

· Pulmonary lung function screening

· Strength and muscular endurance assessment

· Range of motion assessment

· Guidelines for behaviour change

· In the “off” years, employees were given 6 programming options to pick from, coordinated and facilitated by the Dr. Paul Schwann Applied Health & Research Centre, University of Regina.  The options were:

· One on one exercise session at the Dr. Paul Schwann Centre

· Comprehensive Health & Fitness Assessment and Consultation

· Wellness Checkpoint and No Sweat Assessment

· Lifestyle Counselling Session

· Supervised Conditioning

· Cardiac Risk Reduction and Rehabilitation Program

	
	Voluntary Health Practices:

· Information on shift work and nutrition provided during counselling session
· Passes and rebates to recreation and sports facilities

· Walking tread machine and stationary bike available to employees in main facility
· Transfit Centres:  Information kiosks (posters, pamphlets, and information on upcoming special events) located in the garage where operators work

· Transfit Days:  Designed to unveil the Transfit kiosks and promote good nutrition
· Wellness-Related Events

· Nutrition / Weight Control Programs

· Stress management and mental health

	Risk Factors Addressed
	· Work-related injuries
· Unhealthy lifestyle habits

	Task Force  
	Overall program guidance and strategic planning

	Key Resources
	· Three volunteer Transfit Coordinator positions: Responsible for a range of program support and implementation functions
· Occupational Health Nurse:  Weekly visits to employees; blood pressure clinics and nutrition counselling

· Dr. Paul Schwann Centre:  Team of exercise science specialists and consultants 

	Resource Requirements / Supports
	An average of $11,000 a year is put into the program (these dollars were previously spent on compulsory medical examinations) 

	Impacts
	· No discernable trend in long-term sustainable improvement for health and safety situations of employees. It is difficult to draw conclusions from this because physical and lifestyle assessments operate on a four-year cycle
· Most performance indicators (e.g., absentee rates, injury rates) have not been affected to date with the exception of time loss days relating to WSIB injuries which have dropped from 597 days in 1993 to 337 days in 2000, translating into approximately $500,000 in savings over eight years

	Method of Measurement
	Performance Indicators  (e.g., absentee rates, injuries, lost time days)
Employee Surveys 

	Sustainability
	Program parameters may need to be changed in order to make the program more effective (e.g., providing incentives, offering other types of activities)


Dofasco
	Title of Program
	Healthy Lifestyles Program

	Source/Contact Info
	Company profile obtained from Canadian Labour and Business Centre Case Study Series on Workplace Health and Wellness (2001 – 2002).  
Author: Gordon DiGiacomo See the web site: www.clbc.ca for the full case study.

Name?
Dofasco Manager of Health and Safety Department 

(905) 548-7200 ext. 2095



	Initial Description
	A set of programs promoting health, safety, and wellness. Programs cover all areas of workplace health including: 

· Awareness building/Education (e.g.,  sleeping, eating)

· General work environment (e.g., harassment)

· Physical work environment (e.g., control of hazards)

· Workplace culture (e.g., employee empowerment)

· Safety (e.g., policy)

· Health services (e.g., flu clinics)

· Supplemental health benefits (e.g., vision care)

· Work and family (e.g., child / elder care)

· Healthy living practices (e.g., smoking cessation, weight control)



	Length of time in operation


	Program established mid-1990s

	Goals / Objectives
	· Business imperative:  to have well-trained employees healthy and at work

· To provide drive and passion to develop, communicate, and implement a strategy that will achieve an accident-free workplace

· Medical Services Department goal: to contribute to the establishment of and maintenance of the physical and mental well-being of the employee

· Pension and Benefits Department goal:  to contain the growing costs of health benefits while meeting the company’s commitment to provide competitive benefits

	Motivators / Support to Implement
	· Response to a number of issues including a financial crisis in 1980s,  an aging workforce, three accidental deaths in late 1990s

· Changing workplace culture (“entitlement” culture changing to an “earnings” culture):  linking employee success directly to company’s success

· Employee Training:  problem-solving, manufacturing processes, and customer service

· 1993 health audit

· Results from company study indicating relation between health and wellness and safety

· Medical Services and Pension and Benefits Departments supported the plan to initiate a wellness program in order to advance department goals concerning employee well-being and rising health costs

	Approaches / Strategies
	Occupational Health and Safety:

· Health and Safety Council 

· Awareness building of health and safety issues (e.g., health and safety fairs)

· Policy development (e.g., development of electrical safety standards, smoke-free workplace)

· Ergonomic assessments

· Education on Injury prevention, emergency response, air quality

· CPR and First Aid

· Medical Services (i.e., physicians, nurses, nurse practitioners)

· Workplace medical examinations

· Health risk screening

· Immunization (e.g., flu clinics)

· Disability case management

· Active rehabilitation

· Return-to-Work programs

Organizational Development:

· Business strategy emphasizing employee engagement (i.e., employee-driven)

· Fitness Professionals

· Employee empowerment program

· EAP

· Counselling (e.g., anger management, family, financial)

· Child care (information, “Camp Steelaway” summer camp)

· Elder care (information)

· Incentive and Recognition Programs

· General Health Benefits (i.e., home care, dental, vision, orthotics, orthodontics)

· Massage clinics

Voluntary Health Practices:

· Self-Help Programs (e.g., Weight Watchers, smoking cessation)

· Substance use and abuse

· Stress management and mental health

· Active living and fitness

	Risk Factors Addressed
	· Smoking and Obesity:  Smokers and overweight workers lost more time at work than non-smokers or non-overweight workers

· Accidents:  A recent Dofasco study found a relation between accidents and employee health (e.g., smokers, elevated BMI (>27), elevated BP, psychological issues – more likely to have accidents and be away from work)

	Key Messages / Principles for Implementation:


	· Health and Safety:  Nothing is more important than the health and safety of our people

· Openness:  Honest and open in all of our relationships and communications

· Recognition:  Contributions people make are valued, shared, and celebrated

· Respect:  Treat others with the respect we would want in return

· Teamwork:  Can find a better way by working together

· Employee ownership of the program

· “Pull” strategy:  Don’t “push” health and wellness down worker’s throats.  Instead, support their desire for more knowledge and more empowerment over the work environment and personal well-being



	Key Resources
	Lifestyle Resource Group (LRG)

· 35 volunteer representatives

· Contribute approximately 8 hours per month to Group Activities as well as periodic training courses

· Important function: to communicate information on wellness activities 

· Develop and encourage wellness programs

· Made up of employee representatives

· Encourage employee ownership of the lifestyle program

Health and Safety Council 

· Provide drive and passion to develop, communicate, and implement a strategy that will achieve an Accident free workplace

· Integrate into all business area decisions

· Identify areas for improvement and set priorities

· Review and approve appropriate recommendations

· Set standards and establish consistency 

Several committees addressing specific health and safety issues report to this Council
· E.g. Dofasco Health and Safety committee is one of the committees that report to Council and  has 11 elected employees, 6 appointed management representatives.

	Resource Requirements / Supports
	Lifestyle Resource Group

· Paid staff of two

· Team leader

· Yearly committee operating budget of $28, 000

· % of each business unit operating budgets (approx. $225, 000 spent in total by business units)

· Percentage of salary of managers dependent on extent to which company meets its health and safety goals

· Scheduling of activities to accommodate the employees

· Strong support from senior management

	Impacts
	At the level of the individual:

· Self-reported improvements in a number of areas including:

· Energy levels

· Flexibility, coordination, balance, and muscle endurance

· Overall health and fitness

· Self-confidence

· Job satisfaction

· Improvements in various health indicators (e.g., BMI, BP, cholesterol)

· It is a widely accepted theory among many managers that the programs produce healthier happier employees

At the level of the organization:

· Productivity and efficiency levels

· Absenteeism rates

· Lost time injury rate (per 200,000 hours worked) went from 6 injuries in 1994 to 2.34 injuries in 2001 (decreased to 1.6 in 2003)

· Occupational working time lost  (per 100 hours worked) went from 1.4 hours lost in 1994 to 0.6 hours lost in 1999

· Number of non-occupational musculoskeletal injuries (per 200,000 working hours) from 3.3 in 1994 to 1.5 in 2000

· Reduction in WSIB payments by more than 6 million from 1995 to 1998. 

· premiums (per $100.00 of payroll) were reduced from $4.71 in 1995 to $1.84 in 2002

· Working culture at Dofasco seems to be one of heightened awareness of health, safety, and wellness issues



	Method of Measurement
	· Employee Participation in programs (substantial and growing)

· Pilot to determine levels of interest and potential health benefits:  2 assessment surveys

· Introductory evaluation of initial participant fitness skills and program expectations

· Final evaluation of participant fitness improvements and overall program effectiveness

· Attendance at annual health and safety fair

· Two employee health audits (1993 and 1998)

· Employee satisfaction survey 

· Wilfred Laurier University study: separate focus groups of employees and managers 

· Cost benefit analysis and another formal health audit to be performed in 2003



	Sustainability
	· Health, safety, and wellness programs are sustainable at Dofasco in that they are a core company value that has been integrated into the Dofasco business plan.

Received the Healthy Workplace Award in 2002 from NQI. 




GE Canada
	Title of Program
	Individual programs have different names

	Source/Contact Info
	John Millman -- Medical Director of GE Canada 

Occupational Health Services 

(519) 654-5590 

web site:  www.ge.com/canada


	Initial Description
	A comprehensive set of programs for health, safety, and wellness. The GE Canada Wellness Program closely follows their US counterpart. Programs are modified to fit within the context of Canadian society. 

	Goals / Objectives
	· To improve quality of life both at work and away from work

· Employee Empowerment, Diversity, and Equity

· Increase productivity

	Motivators / Support to Implement
	· Take direction from GE in the United States
· Stakeholder meetings (1997) determined what the most important issues are for employees. These are currently being revisited to see if they are a priority for today’s employees 



	Approaches / Strategies
	Occupational Health and Safety:

· Strong Commitment to promoting environment, health, and safety programs that consistently meet and surpass industry and government standards

· Five occupational health and safety initiatives are a particular focus (determined from stakeholder meetings) for GE Canada:

· Skin cancer

· Hypertension

· Influenza vaccinations

· Breast cancer

· Diabetes

· Ergonomics Program (trained work station assessors at each site)

· No smoking policy (non-smoking facility since 1987) 

Organizational Development:

· Employee Empowerment

· The Elfun Society: an employee-based volunteer group that supports a variety of community projects, from working with disabled children, to offering mentoring services to students at schools across Canada

· Competitive and comprehensive benefits

· Pension plan, Stock purchase plan, Life Insurance

· Tuition reimbursement

· Comprehensive health, dental care, medical leave

· Parental leave

· Work-life connections (e.g., flex hours)

· Relocation Assistance

· Employee Assistance Program

· Continuous Learning

· Mentoring

· Life – Work:  Provides assistance with work or non-work-related issues. A contracted agency will research options for employees (e.g., children’s programs)

· Diversity Program: To display where employees are from and learn about one another

· Recognition and Rewards:  Outstanding employees may be nominated for stock options and managerial awards

Voluntary Health Practices:

· Active Consumer Program:

· Educational programs (e.g., wellness presentations) to provide employees with the information necessary to make informed decisions about their health

· How to navigate health system

· How to keep own medical records (many employees do not have own medical doctor)

· GE Canada is in the process of launching the “Health by Numbers” program.  “Health by Numbers” is an educational program based on issues of obesity, diet and lack of exercise.  It uses a helpful “health by numbers” reminder for healthy decision making: 
· 0 – No smoking

· 5 – 5 helpings of fruits + vegetables daily
· 10 – 10, 000 steps daily

· 25 – Body mass index (BMI) under 25

· Lunch’n’Learns

· On-site Fitness Centre

· Initial assessments

· Training

· Follow-up

· Classes (e.g., aerobics, yoga)

· Special interests

· Sports (e.g., hockey in winter, golf)

· Cafeteria provides healthy meals and labelling of food value

· Health Fairs

· Support individuals who want to quit smoking



	Risk Factors Addressed
	· Repetitive strain

· Unhealthy eating practices

· Skin and breast cancer

· Influenza

· Diabetes

· Hypertension



	Key Messages / Principles for Implementation:


	· Wellness activities should be directed to the consumer population

· Programs must be innovative

· Programs should be offered in a package that is attractive

· Ownership of health, safety, and wellness should be with the individual (i.e., the individual needs to take responsibility for their wellness). The role of GE is to provide the individual with the tools to make informed decisions about their health 



	Key Resources
	· Seven to ten employees are responsible (full-or-part-time) for employee wellness

· Occupational Health and Safety Department

· Four Fitness Centre employees

· Some Human Resource employees



	Resource Requirements / Supports
	Communications:  

· Health promotions e-mails

· Newsletter article on health promotion

· Web-site

· Health Fairs



	Reach / Scope
	There has been tremendous interest in the wellness programs by employees. Turnout for wellness awareness sessions is very good.



	Impacts
	· According to study by Johnson & Johnson (US), there is an immediate payback in terms of dollars from wellness

· Incidence of flu-like illness has been reduced since implementation of influenza program

· Reduced by 10 to 15% in one of GE locations



	Method of Measurement
	· GE H&S (Health and Safety) Framework Scorecard: developed to drive and measure implementation of effective H&S management systems. Twenty-one specific elements are measured

· Personal Satisfaction Surveys (for each activity – a 10-point questionnaire)

· Short-term disability statistics

· Ideally, learning of three or four key points presented during a wellness session should be assessed at some later point (e.g., 6 months later) to determine retention. GE Canada is currently investigating ways to best measure the impact of these educational sessions  



	Sustainability
	Programs will be sustainable if they appeal to the population, are innovative, and offered in a package that is attractive. 



	Generalizability
	Other companies, both large and small, should have the ability to implement similar wellness programs. Even in smaller companies, the principles for successful program implementation are the same. 


Husky Injection Molding System Ltd.
	Title of Program
	Wellness Centre
Individual program names

	Source/Contact Info
	David Doull, Director

Wellness Center

(905) 951-5000 x2000





website:  www.husky.ca

	Initial Description
	The Wellness Centre promotes healthy living, offers support after an injury, and often doubles as an occupational health unit. It has various different practitioners on staff including:

· Medical doctor

· Nurse

· Naturopath 

· Massage therapists

· Chiropodist

· Physiotherapist

· Ergonomist

· Chiropractor
Husky offers numerous individually named programs for health, safety, and wellness including: 

Smoking cessation programs

Ergonomics program

Modified Work Program

Naturopathic vitamins and supplements

Lunch and Learn

In-house publications on wellness topics



	Length of time in operation
	Wellness Centre has been offering health and wellness services for more than seven years. 


	Goals / Objectives
	Wellness Philosophy: 

By encouraging individual responsibility, the Wellness and Fitness team optimizes the health and well being of Husky and its people through:  Education, Prevention, Workplace safety; and Holistic healthcare.

In doing so, this will help people improve their quality of life, motivation and productivity.  This holds tremendous value for the individual, their family and the company.

Goal:

The Wellness team works to:

· Educate team members about health and wellness

· Integrate preventative health strategies (for example: smoking cessation, flu prevention & physical rehabilitation) 

· Improve the health and safety of our work environment through:

· Medical monitoring

· Preventative programs; and 

· Education

· Provide a secondary onsite resource for health care 

· Promote an active health care model through treatment plans and recommendations 

Guiding Principles:

· Uphold professional Ethics and Guidelines

· Confidentiality

· Standards of Care

· Respect

· Occupational Health and Safety Standards

· Teamwork

· in the Wellness/Fitness Center

· within Husky



	Motivators / Support to Implement
	· The owner of Husky started all of the health and wellness initiatives that are currently in place.  He is a strong believer in naturopathic medicine, feels that he himself is an example of its value, and wants his employees to benefit as well
· For the employee, these services make them feel happy, supported, and that their employer is taking a particular interest in their life.  This gives employees a reason to stay.

· Contented workers are good for business: 
· Workers with higher job satisfaction create greater customer satisfaction. 
· Happy customers mean more business, higher profits, and better shareholder value
· Healthy workers are productive workers



	Approaches / Strategies
	Occupational Health and Safety:

· Wellness Centre often doubles as an Occupational Health Unit

· Occupational Health and Safety Team Meetings every week

· Nurse on staff

· Resting Place: If an employee feels ill, they can come and lie down for an hour 

· Awareness: brochures at the Wellness Centre

· Ergonomics Program:  Ergonomist works together with nurse and physiotherapist to solve problems.  Any adjustments deemed necessary are paid for

· Hearing Conservation Program:  Annual audiograms for those working on the floor. There is a hearing booth that is offered to other workers as well

· Back-To-Work Program: includes modified duties, part days. Very often do not have any lost time

Organizational Development:

· Home Offices: For certain positions where home offices are a feasible option, working at home is allowed; however, no one works strictly from home 

· Copper House Centre: on-site subsidized daycare for children (a good portion is paid for). Parents can eat lunch with their kids. Irregular schedules are accommodated

· Bonus Program: divided up once per year. Every employee gets something

· GreenShares Program: An employee can earn company shares by having good environmental habits, for example, walking to work instead of driving. Done on an honour basis

· Keeping fit can earn an extra vacation day per year

· Tuition paid for as long as good grades are maintained

Voluntary Health Practices:

· Smoking Cessation:  Smoking is allowed in designated areas only. Smoking cessation programs are offered and are paid for in full. For non-smokers (do not require smoking cessation services), massage therapy (75% paid for) is offered

· Practitioners at the Wellness Centre are available to any employee.  There may be different payment structures depending on practitioner but if costs are present they are very minimal or paid through benefit program

· Weight management services: Are available from any of the practitioners.  The naturopath in conjunction with other professionals has designed a program that considers Husky’s unique nutritional guidelines 

· Naturopathic Supplements or Vitamins: 75% of the cost for this paid for by Husky 

· Fitness Centre:  contains strength and aerobic equipment,  offers subsidies for team sports, karate and  yoga classes, table tennis, volleyball, basketball and aerobics classes

· Healthy Food Choices: Husky has strict nutritional guidelines that all Husky cafeterias must follow. These guidelines include no deep frying, no red meat and no artificial sweeteners.  Also they have a banned or restricted food list based on environmental concerns such as antibiotic or hormone usage and animal treatment. 


	Risk Factors Addressed
	· Smoking-related illness 

· Work-related injuries
· Stress
· Obesity
· Unhealthy lifestyles 


	Key Messages / Principles for Implementation:


	Support: The company cares and is standing behind its employees

“…if you treat people right, you get better performance.” (Dirk Schlimm, Vice-President, Corporate Affairs) 



	Key Resources
	· The cost is substantial but, on the other hand, they save a lot too.  An example of such is Husky’s participation in the NEER program of WSIB whereby they actually receive a rebate rather than a surcharge on their premiums.  
· The company spends more than $4-million a year on employee benefits



	Reach / Scope
	The Wellness Centre is well-used. Employees take particular advantage of naturopathic supplements and vitamins as well as stress management workshops. More and more employees are participating as the word is spreading about their programs and services.



	Impacts
	At the level of the individual:

· Generally speaking, the people who take advantage of the services offered at the Wellness Centre are happy and feel supported 

· Convenient because the employee can be treated at work rather than going off-site

At the level of the organization:

· Convenient for the employer because employees are not leaving the site for medical appointments

· Higher productivity

· Staff Retention: Turnover rate is approximately 15% (below industry average)

· Absenteeism: averages 4 days per year per employee (industry average is 7.3 days)

· Injury claims: 1.2 for every 200,000 hours worked versus industry average of 5.8

· 1998 Company Analysis: savings of $9-million from recycling, energy reduction, low injuries, low absenteeism, and insurance claims. In the same year, $4.2-million was spent on benefits and programs including childcare, wellness, fitness, food, and landscaping

· 1999 Company Analysis: savings of $8.4-million versus employee benefit costs of $4.4-million 



	Sustainability
	As far as the owner of Husky is concerned, the Wellness Centre is there to stay

“Even if financial conditions remain tough [as in past year], Husky likely will not abandon staff benefits. The programs are part of our values and what makes us unique “(Company spokesman Paul Thompson)



	Generalizability
	Husky feels that having a wellness centre (not simply an occupational health unit) would be of benefit to any company.  It aims to improve general wellness and aims to improve productivity.




IBM Canada:

	Title of Program
	IBM Employee Well-Being

	Source/Contact Info
	Susan Elliott 

Occupational Health Services Department

IBM Canada

Markham. ON

(905) 316-2298

web site:  www.can.ibm.com

	Initial Description
	A comprehensive set of health, safety and wellness programs covering all aspects of 

workplace health including:

· physical and mental health

· personal and career development

· work-life balance

	Length of time in operation

	IBM wellness programs have been in effect for three years on a consistent basis

	Goals / Objectives
	· To attract, motivate, and retain employees that are the best in the industry (The IBM HR Strategy) 

· To reduce disability and accident expenses

· Promote team work

· Employee moral

· Employee productivity

· Employee commitment

	Approaches / Strategies
	Occupational Health and Safety:

Ergonomics Program

· On-line e-business solution (further counselling available from Occupational Health Team) 

· learn about proper ergonomic setup (“ergonomic checklist”, photographs of “model work stations”, review learning by completing ergonomic questionnaire)

· All IBM employees have access and are encouraged to use the program. A variety of work setups are addressed such as desktop user, think pad user, home office, mobile worker and ergonomic tips for travelers

· Opportunity provided to purchase accessories needed to achieve ergonomic well-being

Back Safety Program

· Web-based learning or CD.  Different areas of the business review the back education videos once or twice per year and are tested on the understanding of back safety 

Joint Health and Safety Committees:  

· Formed in all buildings with greater than 20 employees.  Purpose is to ensure all buildings meet and exceed government regulations regarding health and safety

Quality of Worklife Fair (2000 and 2001)

· Integrated approach to educate employees on all internal IBM services designed to promote employee well-being 

· Participants:  OHS team, Ergonomics, Health and Safety, Environmental Affairs, Security, Diversity, EAP, LifeWorks, Education, Lifeplan, Toronto IBM club, and the IBM fitness facility

Organizational Development:

Training and Development:

· The Individual Skills Plan:  Helps employees assess their needs in relation to customer / market-driven skills as well as personal growth skills

· IBM Learning Services 

· E-Learning: on company intranet

· IBM Tuition Refund Plan (100% reimbursement of tuition, registration, and text books)

· IBM Mentoring Program

· Certifications: recognizes IBM professionals who are working at a level at or above defined standards of excellence

Flex Work Options:

· Individual work schedules, Flex week, Regular part-time employment, Workplace flexibility, Home connectivity, Flexible summer workweek, Leaves program (pregnancy, parental, personal, education, opportunity, military peace time training)

· Mobility/ Home Office: A large number of employees utilize this option

· IBM Diversity Program: Diversity is an integral part of IBM’s culture.  IBM is committed to creating an environment that understands, respects, values, and accommodates human and cultural differences. IBM Constituencies include:

· IBM’s Aboriginal Constituency

· IBM’s Gay and Lesbian Constituency

· IBM’s People with Disabilities Constituency

· IBM’s Visible Minority Constituency

· IBM’s Women’s Constituency

· Child Care: Bright Horizon’s Family Solutions operates the first ever IBM Day Care Facility at our Lab Facility on Warden Avenue in Markham, Ontario.  Support for this centre was, in part, made available through the IBM’s Global Work/Life Fund

· IBM Summer Camps (Kettleby Valley Camp and Outdoor Centre in Toronto; Camp Howdy Outdoor Day Camp in Vancouver) to assist employees with work/life balance. Transportation is provided to and from the camps from most IBM work sites and surrounding areas

Employee Assistance Program: 
· The IBM EAP (Warren Shepell) is a voluntary, confidential counseling and referral service for IBM employees, their spouses, and dependents.  This service provides assistance in dealing with a wide range of personal and work-related concerns: personal and emotional, marital/relationship, family, alcohol and drug abuse, stress, interpersonal relationships, separation, bereavement & loss, gambling and violence.  Our EAP provider is also an excellent resource for well-being information such as health-related fact sheets

· “LifeWorks” program:

· Delivered by Ceridian LifeWork's Services Canada

· Comprehensive program providing employees with information, resources, and support services related to balancing work and personal life

· Examples include:  understanding adoption, getting your newborn baby to sleep, living with illness, disability or injury, assisting your older relatives, coping with workplace change, working non-tradition hours, financial issues, legal issues and many more

· Recognition and Awards:  Cash rewards are given to individuals who have developed and implemented innovative strategies and solutions that have led to improved business results and customer satisfaction

· Incentive Plan for employees in sales and sales support roles

Voluntary Health Practices:

IBM e-wellness solutions

· On-line information for all employees across Canada regarding IBM’s well-being vision and mission, current health- and safety-related policies, current wellness programs, and general health information

· Global Medic Health and Wellness Companion

· Confidential password-protected global on-line tool providing IBM employees and dependents with opportunity to improve their overall well-being through education, self-assessments, and action plans. Examples include: nutrition, stress, and physical activity assessments

Comprehensive Health Library: to learn about and cope with your personal health issues

· “Select the symptom” analysis function to help with medical decision making when ill

· Medication database to understand the side effects and interactions of medications

“Mastering Stress” Stress Management Program

· Powerful Internet-based confidential and free program (IBM “Your Health” web site) hosted by IBM EAP provider Warren Shepell

· Offers employees, spouses, and dependents a unique way to manage their stress

· Create a personalized action plan designed to help clarify and resolve areas of life creating stress

· A series of courses and answering questions specific to the employee’s current lifestyle.

· Option to engage in stress management counseling with an EAP provider

“QuitCare” Smoking Cessation Program

· Hosted by EAP provider Warren Sheppel 

· Access through telephone interviews with qualified professional councillors
· Focus on new skills and habits that blend five quitting strategies with the employee’s daily routines. Handbook provided with readings, assignments and exercises

· Free to IBM employees, spouses, and dependents

· IBM Fitness Initiative Program
· “Step Into Summer” and “IBM Winter Games” encourage participation in physical activity.

· Individual or team participation. Free for employees

· Employees set goals (e.g., time spent exercising) then log participation (e.g., actual minutes) on the web-based tools.  Prizes are awarded to those who reach their goals

· Resource to gain information related to the benefits of physical well-being

· IBM Fitness Facility: The new IBM Lab has built-in fitness facility “Active Blue” for use by IBM employees

Employee Health Education Strategies

· The Occupational Health Services Department hosts a series of yearly health education events across Canada.  Events include Lunch’n’Learns, health fairs, and display booths covering a variety of health related topics

“Lifeplan” Reimbursement program

· Assists IBM employees and their families to maintain a healthy lifestyle and work/life balance

· Reimbursement up to a maximum of $200 per year for completing a course or certification in the field of healthy lifestyle and/or work/life balance.  Example: stress management, smoking cessation, weight management, first aid/CPR, back health, driver improvement, water safety, lifestyle management, financial planning, and assault prevention

Flu Shot Program: 
· In 2001, IBM provided its first flu shot program to employees. The program was piloted in Ontario and demonstrated a 25 to 30% average utilization rate



	Risk Factors Addressed
	· Stress

· Smoking-related illness

· Influenza

· Unhealthy eating

· Unhealthy lifestyles



	Key Messages / Principles for Implementation
	· IBM cares about their employees as individuals

· IBM values diversity, work/life balance, and the work produced

· IBM values their employees and will provide them with the programs/activities/benefits to encourage them to continue their career with IBM



	Key Resources
	IBM Global Occupational Health Services (GOHS):

· Vision and Mission:  The GOHS Team contributes to the successful future of IBM by creating a strategic partnership that promotes and values the well-being of the corporation and the individual. More specifically, GOHS contributes to IBM’s global success by:

· promoting optimal physical and mental well-being to ensure a fit, productive, and healthy workforce

· ensuring regulatory compliance

· managing health-related risks in the workplace

· GOHS utilizes a variety of occupational health and safety professionals and skills to provide services to management, employees, and legally-prescribed agents.  By leveraging individual differences and areas of expertise, by sharing and truly cooperating, and by the innovative use of technology, IBM strives to be the leaders in their field of practice.

· A variety of IBM disciplines/departments focus on employee well-being as well (Diversity, Employee Services, CareerNet, Security, Benefits, etc.)

	Resource Requirements / Supports
	· $64-million invested in employee training and development in 2000 (an average of $3000 per employee)

· IBM’s Global Work/Life Fund

· IBM utilizes many avenues for promotion of well-being initiatives such as Management support, promotional pieces (flyers, posters), wellness centers, and mostly our online promotion tools (well-being and ergonomic web sites, IBM Canada home page, HR calendar and MyNews internal on-line mailing systems)



	Impacts
	At the level of the individual:

· Awareness, employee satisfaction
At the level of the organization:

· Currently measuring.  Not able to provide data at this time



	Reach / Scope
	· Participation varies depending upon the program.  

· The goals for program participation range from 15 to 30%.  

· Promotion of the program is the main factor that influences participation.



	Method of Measurement
	· IBM measures impact by analyzing participation of wellness programs, benefits utilization rates, EAP rates, disability and accident rates

· Well-being Management System (WBMS) created in 1998:

· The WBMS is the principle instrument used for meeting commitments in Corporate Policy 127 (“Responsibilities for Employee Well-being and Product Safety”).  As a goal for continual improvement, IBM’s Global Occupational Health Services created the yearly goals, objectives, targets, resources, and metrics are found in these documents



	Sustainability
	· IBM’s employee well-being programs are sustainable in the sense that they are incorporated into the IBM HR strategy. 

· The IBM HR Strategy

“…employee well-being is a key factor in attracting, motivating, and retaining employees that are the best in the industry.  In order to promote IBM’s focus on areas such as climate and performance, we incorporate well-being initiatives into our yearly planning.”




MDS Nordion

	Title of Program
	Healthy Workplace

	Source/Contact Info
	Laurie Dojeiji, Health & Well-Being

447 March Road 

Ottawa, ON, K2K 1X8

(613)  592-2790 

web site:  www.mds.nordion.com

	Initial Description
	A comprehensive wellness program which touches on all aspects of well-being: a sense of control over work, health, access to support, and lifestyle choices and behaviours. Some examples of the healthy workplace at MDS Nordion include:

· Fitness centre

· Completely smoke-free campus

· Nature trails for jogging and walking

· 52 acres of greenspace

· Organized sports

· Lunch’n’Learns for living

· Fitness reimbursements

· Outdoor skating rink

	Length of time in operation


	First Workplace Health Plan was drafted by September 1992

	Motivators / Support to Implement
	Executive Management Team of newly taken over MDS Nordion (1991):  
· Realized they needed a strong organizational culture with healthy people to accomplish their strategic priorities of superior performance, quality, and growth
· Comprehensive Needs Assessment identified factors that would most improve employee health and wellness (Just under 80% employee response rate). Reducing stress and balancing work and family life were identified as important factors 

· Workplace Health System of Health Canada – key influences on health (physical and social environment, health practices of individual employees, and employees’ personal sense of control and access to support)
· Corporate Health Plan developed as a result

· Leadership skills training for management

· Compulsory four-day program called “Dynamics” for all employees to learn communication skills, conflict resolution, and team building

	Approaches / Strategies
	Occupational Health and Safety:

· Occupational Health and Disability Management

Organizational Development:

· Employee Meetings:  held several times a year. Employees find out what is new in different areas of the company, ask questions about things they are concerned about, present new ideas, and recognize employee achievement

· Rewards and Recognition:  Employees are recognized for work well done with awards ranging from hockey tickets to financial rewards

· Family Day:  An employee barbecue (Executive Management Team serves the food) to recognize the contribution of both employees and their families to the success of the company

· Creativity and Innovation Training:  All employees participate to boost individual problem-solving skills. 

· Comprehensive Learning Program:  

· Awareness, Education, and Skill-Building Workshops:  Geared towards the individual, the team, and leadership development. Examples include time management and financial planning

· The Learning Oasis:  Library of resources as well as a website to assist employees with self-directed learning

· New Employee Orientation Program 

Voluntary Health Practices:

· Volunteerism:  MDS encourages their employees to volunteer: 

· “Give a Day to the Community” Program:  Employees have the opportunity to take one paid day per year to perform community service. They can assist a favourite charity or participate in a community-improvement initiative 
· MDS Nordion Annual 10K Race:  Over 25% of MDS employees participate as either runners, walkers, in-line skaters, or volunteers

· Fitness:  
· On-site fitness facility called “The Well Cell”:  Open 24 hours a day for personal training, individual assessments, active rehabilitation, and return-to-work programs. Fitness classes, cardiovascular and weight training equipment 

· 52 acres of grass and tree-covered land:  fields and a network of trails for walking, running, cross-country skiing, skating, soccer, volleyball, baseball, gardening in the summer

· Smoking:  Work environment is 100% smoke free

· Employee Assistance Plan

· Healthy Eating:  Cafeteria has healthy food choices and water coolers throughout facilities provide filtered water for employees

	Risk Factors Addressed
	· Smoking-related illness
· Unhealthy-eating practices

· Physical and mental health issues



	Key Messages / Principles for Implementation:


	· Corporate Values:  Respect for people, integrity, trust, and commitment to excellence

· Employee well-being represents “the mortar that keeps the workplace strong”. MDS Nordion is in the business of caring about people and they believe that this starts with their own employees. Wellness is a win-win situation for employees and the company

· Life balance is important to the health of each and every one of us and, ultimately to the health of the company



	Key Resources
	· Health and Well-Being Specialist

· Employee Advisory Committees:  to ensure that employees are involved in the design of the program



	Resource Requirements / Supports
	· Sustained support from senior management, as manifested in the Executive Management Team



	Impacts
	At the level of the individual:

· Annual grievances have been reduced from 50 to 5 in the early 1990s

· Employee satisfaction and commitment has been boosted
At the level of the organization:
· Awards and Recognition:
· 1999 Winner of National Quality Institute’s Canada Award of Excellence: Healthy Workplace Award. This award recognized MDS as a company with a broad-based approach to well-being, a dynamic work culture, and emphasis on the core values of respect for people, integrity, trust, and commitment to excellence
· Employee Turnover:  Just under 6% since 1994 (compared to average of 10% for high tech companies)
· Annual Sick Day Usage:  Has declined significantly since 1993 from approximately 5.5 days to less than 4 days average per person per year
· Lost Time Injuries:  Dropped from 2.5 in 1993 to 0.5 in 2001.It reached an all-time low in 1998 (0.25 injuries per 100,000 persons per year)

· Productivity has been boosted


	Method of Measurement
	Surveys and a variety of other feedback mechanisms are used to continually assess program effectiveness, as well as to chart future direction




Five Hills Health Region (formally Moose Jaw – Thunder Creek Health District)
	Title of Program
	Wellness Program

	Source/Contact Info
	Company profile obtained from Canadian Labour and Business Centre web site: www.clbc.ca Case Study Series on Workplace Health and Wellness (2001 – 2002).  Author:  Francois Lamontagne

Clara Chaisson, Occupational Health Consultant 

455 Fairford Street E.
Moose Jaw, Saskatchewan, S6H 1H3
(306) 694-0296

	Initial Description
	A provincially sponsored wellness program that is constantly evolving in response to workers’ needs and growing recognition of the importance of health and wellness.  There is an extensive range of programs currently offered from mental and physical health programs to social and family activities.

	Length of time in operation


	Pilot program established in 1995

	Goals / Objectives
	· Promote workplace wellness in the health service industry

· Provide a better, healthier work environment

· Promote healthy lifestyles

· Promote occupational health and safety

· To improve employee morale

· To lower rates of injury and absenteeism among employees



	Motivators / Support to Implement
	· Restructuring of the Health District

· High incidence of stress due to nature of work (e.g., loss and death)

· Low employee morale due to extensive reorganizing of health services in Saskatchewan created a need to pull individual sites together to form a cohesive organization that would dispel suspicion among facilities, improve morale, and enhance career path opportunities and mobility of workers within and between sites

· Technical assistance of Health Canada

· Health Canada’s Health in the Workplace Survey:  a needs assessment survey including questions on personal health, level of physical activity, stress, behaviour at risk, assistance at the workplace, and safety

	Approaches / Strategies
	Occupational Health and Safety:

· Zero-Lift Program: Provides a mechanical aid for lifting patients to prevent injury to employees

· Occupational health and safety informational systems (posted on Wellness board)

· Ergonomic assessments

· Staff immunizations

Organizational Development:

· Work-related skills development (e.g., workshops on money management)

· Incentive/Recognition programs (e.g., annual awards program and events)

Voluntary Health Practices:

· Stress management and mental health (e.g., periodic seminars, Stress Relief Days)

· Family-oriented activities (e.g., family swim days, barbecues)

· Self-care education

· Nutrition/Weight control (e.g., workshops on healthy eating, herbal medicines)

· Smoking cessation (offered on an as needed basis)

· Employee-family assistance programs (e.g., one-on-one counseling)

· Fitness:

· Workplace fitness appraisals

· Aerobics

· Walks

· Special events (e.g., Fitness Challenge Days)

· Gymnasium membership rebate

· Health risk screening

	Key Messages / Principles for Implementation:


	“There is a clear link between the organization’s capacity to achieve its strategic goals, [which are] ultimately measured by client satisfaction and employee wellness” (CEO, MJTCHD).



	Key Resources
	· Lifestyles Committee:
· Normally meet once a month to develop and implement wellness initiatives 
· Made up of 20 employees and managers and assisted by a Recreation Technologists
· These members are volunteers and normally serve a term of two years

· Wellness program manager (i.e., the district’s Occupational Health and Safety officer, also the official Chairperson of the Lifestyles Committee)

· Sub-committees are sometimes formed for specific purposes (e.g., developing and implementing special events)

· Part-time ergonomics consultant

· Recreation Technologist: newly hired in 2000-2001 to work strictly on wellness activities


	Resource Requirements / Supports
	· Approximately $35,000 is funnelled into the Wellness Program per year

· Communication of activities: 

· Bulletin board:  notice of wellness events and other news

· Public announcement system

· Posters

· Articles in Health District’s monthly newsletter

· Direct contact by recreation technician

· Management support: needed to provide employees with opportunity to attend specific wellness activities, or by providing access to facilities to hold wellness events



	Impacts
	At the level of the individual:

· Has been credited  (i.e., several self-reports) with changing the lifestyle of selected individuals

At the level of the organization:

· Has been credited with increasing cohesiveness and esprit de corps among employees

· Some of the facility managers have noted changes in morale, based on the Wellness Program (others have not noticed any change)

· An increase in interaction between facilities and agencies as a result of program-sponsored family activities

	Reach and Scope
	· Participation has been uneven throughout the years and dependent upon the type of activities.  Well-attended activities include stress management seminars and “how-to-handle-burnout” workshops.

· In general, participation has not exceeded 10 to 15% of the total workforce of 1500 employees.  This participation rate is acceptable given the multi-site nature of Five Hills Health Region and the fact that many employees work in shifts and some employees (e.g., home care workers) have mobile jobs making it difficult both to access information about activities and to fit activities into their schedules.

· With respect to the gymnasium membership rebate, approximately 50% of participants were not active users before the program.



	Method of Measurement
	· Both client/patient and employee surveys are carried out at regular intervals as a means to identify trends in satisfaction and well-being. Evaluations form an intrinsic part of the Wellness program’s planning and implementation.

· Attendance records are kept on all activities

· Participant feedback (e.g., Staff Development Evaluation forms) is sought after most wellness activities. District wide participant surveys are also conducted. Both satisfaction levels and suggestions for improvements are requested

· Bi-annual employee surveys with questions revolving around issues such as stress at the workplace, decision-making power, overall job satisfaction, and safety at the workplace. Senior management actively seeks to integrate survey findings into long-term strategic planning
· Data on health and occupational safety indicators (e.g., absenteeism, sick leaves, and injury rates) are systematically collected. There is current contemplation of more sophisticated impact assessment to link impacts of wellness activities to these indicators.



	Sustainability
	There is strong support for the program, and the management’s view is that you cannot separate the staff’s well-being from client/patient satisfaction. However, the funding for the Wellness Program comes from the province, and there is no guarantee from one year to the next whether the province will continue to fund the program.




Suncor Energy

	Title of Program
	Individual program names

	Source/Contact Info
	Information abstracted from Suncor Energy Inc. web site: www.suncor.com 

Gordon Lambert, VP Sustainable Development

Corporate Head Office:  (403) 269-8100 info@suncor.com

	Initial Description
	A comprehensive set of programs focussing on health, safety, and wellness in the workplace.  Programs cover a wide range of workplace health including: 

· Injury awareness

· Volunteerism

· Fitness

· Mental health


	Goals / Objectives
	· To create the ideal workplace:   A workplace that is challenging, stimulating, and fair; a place where each employee has the opportunity to grow and accomplish; a place where commitment is freely given and the desire to outperform competitors is strong

· To provide a safe, healthy environment for employees


	Approaches / Strategies
	Occupational Health and Safety:

· Environment, health, and safety (EHS) policies act as the foundation of Suncor’s EHS performance

· Occupational health and hygiene programs, including regular medical surveillance for employees who may be exposed to potentially harmful environments

· Education program to increase awareness about the risks of repetitive strain and back injuries among employees working in the product distribution department

· Oil Sands Mine Rescue Team:  Competes in mine rescue and first aid competitions to keep their skills current

· Education and Awareness Programs:  For example, loss control leadership program on worker safety, loss control, and risk management or Operational Excellence Program to renew focus on health and safety performance in the non-refinery areas of the business

Organizational Development:

· Competitive Benefits Package: Pension plan, extended health plan, dental plan, accident and life insurance

· Health Spending Account: To pay for medical and dental expenses not covered under any other plan

· Savings Plan: To help supplement other sources of retirement income, or help employees meet more immediate financial needs

· Personal Days: Most employees receive 17 “personal time off” days in addition to vacation

· Service Awards for all employees

· Educational assistance for themselves and scholarships for their children

· Annual Bonus Plans based on achievement of company and individual work objectives

· Employee Long-Term Incentive Plan:  Focuses employee efforts on the successful completion of core business plans and strategies. The award is substantial – up to a total of $90-million – in April 2002 in the form of cash or company shares. All permanent employees participate
· Employee and Family Assistance Program that provides confidential counseling service to employees and their families for work-related and personal concerns
Voluntary Health Practices:

· Volunteerism:

· We Care Connection:  an employee-driven volunteer organization supporting activities of 15 non-profit organizations

· Suncor Energy Foundation Community Service Grants Program:  Employees and retirees who volunteer are eligible for awards up to $2000 for their charitable organization 

· Lifestyle Seminars on variety of topics including fitness, stress management, and smoking cessation

· “Courage to Care” Peer Support Program for employees and their families experiencing a substance abuse problem or mental health issue 



	Risk Factors Addressed
	· Workplace injuries

· Stress

· Substance abuse

· Unhealthy lifestyles



	Key Messages / Principles for Implementation  
	· Trust for open and honest communication

· The judgment of employees is valued as demonstrated by latitude given to make decisions, take calculated risks, learn from mistakes, and put ideas to work



	Impacts
	· In 2000, Suncor was ranked as one of 35 best companies to work for in Canada in a survey published in The Globe and Mail’s Report on Business Magazine

· In 2000, lost-time injury frequency (LTIF) for both company and contract employees were reduced by approximately 40% from 1996 levels 

· In March 2000, Natural Gas employees reached four consecutive years without a lost-time injury

· Contractors at Sunoco completed six consecutive years (2000) without a lost-time injury

· Oil Sands employees and contractors not working on Suncor’s expansion both achieved a lost-time frequency of 0.1 – the lowest lost-time frequency ever achieved at the facility (2000)

· In 2000, total recordable injury frequency (TRIF) was reduced from 1996 by 35% for company employees and by 55% for contract employees



	Reach/scope
	In 2000, 363 employees used the Employee and Family Assistance Program.



	Method of Measurement
	· Identify and track specific indicators to help assess performance in the area of employee and community relations (e.g., health and safety).

· PricewaterhouseCoopers LLP (PwC) asked to provide feedback on effectiveness and efficiency of Suncor social performance monitoring and reporting processes and controls.

· In 2000, an international research firm was commissioned to measure employee perceptions about their jobs and commitment to Suncor. The survey covered issues such as health and safety, environmental leadership, care and concern for employees, community involvement, and internal communication. Results were generally positive and are being used to guide improvements throughout Suncor. The survey will be conducted again in 2002.


Appendix A:  Semi-structure interview questions

1. Do you have a program or set of programs for your employees promoting health, safety, and wellness in the workplace?

2. □
Yes

□
No

3. Do you have any documents or reports regarding your health and wellness initiatives that you would be willing to share with us perhaps by fax or mail?

Occupational Health and Safety

4. With respect to occupational health and safety, what initiatives or programs does you company have in place?

5. Examples:  awareness building (posters, brochures, contests), skill building (workshops, seminars), policy development (e.g., smoking policy), environmental support (e.g., ergonomic adjustments)

Prompts:
Which areas of wellness are covered by the program?



What health risk factors do the programs address?

Organizational Change

15. With respect to organizational change, is there anything that you are doing to change your organization to make it more conducive to employee health?  For example, instituting initiatives designed to enhance the job satisfaction of employees such as flexible hours, home office, child care or eldercare services, shared decision making, incentive or recognition programs, etc.

Voluntary Health Practices

16. Another area for a company to encourage or promote health and wellness concerns voluntary health practices.  This area includes programs that are aimed at changing health-related behaviours such as smoking, healthy eating, and stress management (e.g., EAP).  Does your company offer employees any support for this type of health promotion?

17. Does your company have stated goals and objectives for the health and wellness of its employees? What are they?

18. What are the factors that motivated your company to employ health and wellness initiatives?

Prompt:  for example, employee recruitment or retainment, productivity, cost saving, a changing workplace culture
19. What aspects have benefited both the employee and the company?

20. What approaches or strategies has your company used to ensure the success of your health and wellness initiatives?  In other words, what resources (e.g., staff, dollars), structures, or policies have been put into place to support these initiatives? 

21. Do you think that a message is being sent to your employees by having these programs available to them?  What message(s) is being sent? 

22. How long has your company been operating these program(s)?

23. How many employees have taken advantage of your program(s)?
24. Do some employees participate more than others?  What influences their participation?

25. What impact (if any) do you believe this program had on:

a. your employees?

b. your organization?

26. Have you measured the impact of your initiatives / program(s) in any way?  How?

27. How sustainable do you believe the program to be?

28. Do you think these programs would be applicable to other companies (i.e., generalizability)?

29. That is all of the questions that I have. Is there anything else that you would like to comment on about your health promotion initiatives?
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