Healthy Employees, Healthy Organizations 
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The U.S. spends more on healthcare than any other industrialized nation in the world; nevertheless its citizens are not the healthiest. Accordingly, since people spend more awake hours at work than anywhere else, many employers are now offering some type of workplace wellness program to offset the associated rising costs of healthcare.

Employees who are encouraged to protect their health are able to deal more effectively with unavoidable stresses at work. A poll conducted by the National Business Group on Health found more than half of large employers reported increased morale among their workforce as a direct result of fitness initiatives.  Work quality and quantity both show significant improvement when employees are more active and physically fit.

Organizations can help by offering individual development, information and guidance on health issues, health screenings, on-site exercise facilities, subsidized access to gyms, etc. While it may seem counterintuitive to spend more money on fitness initiatives as a way to cut costs, workplace wellness programs typically cost less than 5% of an organization’s healthcare costs and within 18 months typically will provide a cost savings of 2-3 times their investment.

Forward-thinking organizations recognize that workplace wellness is critical to their long-term success.  Organizations can improve their current and future prospects by developing a healthy workplace culture and adopting a systematic approach to workplace wellness.

The challenges relating to workplace wellness are numerous.  Three top challenges identified by many organizations are: (1) the rising cost of healthcare; (2) obesity; and (3) stress. 

Soaring Cost of Healthcare
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Health insurance expenses are the fastest growing cost component for employers.  Healthcare spending in this country is expected to reach $4 trillion in 2015, or 20 percent of the gross domestic product.  According to a report by the Kaiser Family Foundation, the amount of money employers spent on healthcare increased almost every year during the past five decades.  The need to minimize those cost increases has led many employers to focus increasingly on managing the health of their workforce. 

Workplace wellness can reduce the occurrence and pervasiveness of chronic disease in the workforce, which is the biggest contributor to healthcare costs.  But reduced healthcare costs represent only one-quarter, on average, of the total savings realized by employers who have implemented workplace wellness programs.  

Employers realize greater savings by implementing programs to tackle the causes of absenteeism and "presenteeism" (where workers come to work but are barely engaged).  Causes of absenteeism and presenteeism include smoking, sleep deprivation, poor diet, physical inactivity, obesity, emotional problems, allergies, chronic pain and high levels of blood pressure, glucose or cholesterol. 

Although less common, wellness programs that address these health problems provide greater long-term savings to employers than programs that focus exclusively on the provision of traditional health care.

Stressed Out
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Stress is becoming an increasing problem for organizations today.  While it is healthy for employees to experience challenges at work, excessive work pressure can lead to stress, which poses a risk to many employees and organizations.  

Even though workplace stress is the most frequently cited reason U.S. employees consider leaving their jobs, employers do not identify stress among the top five reasons for employee turnover, according to two surveys by Watson Wyatt Worldwide, a global consulting firm.  Moreover, 48% of U.S. employers say stress caused by working long hours is affecting business performance. However, only 5% of employers are addressing this concern, according to Watson Wyatt’s 2007/2008 Staying@Work report.  Likewise, 29% of employers believe stress caused by widespread use of technology like cell phones and Blackberrys™ are greatly affecting business performance, but only 6% are taking action to confront the issue.

Stress at work is compounded by stress in an employee’s personal life.  Domestic economic issues, and the associated mortgage foreclosure crisis, skyrocketing gas prices and rising grocery bills, increase employees’ concerns about financial responsibility.  

By not addressing stress, organizations experience an increase in unscheduled time off, absence rates and healthcare costs, all of which affect the organization’s bottom line.  Stress also influences business performance through reduction in employee retention.  Consequently, it is important to meet the challenge of workplace stress by dealing with its causes.  To address the causes of workplace stress, organizations typically conduct a risk assessment and/or policy and procedures audit.  Organizations also evaluate whether their employees are able to cope with the demands of their jobs, if they have adequate control over how work is done, if they have adequate support from colleagues and their managers, and if they understand their roles and responsibilities.  

If sources of stress cannot be identified, other interventions like stress management and relaxation techniques training, promotion of healthy behavior and exercise, support, counseling and training to enhance employee well-being, and adoption of a stress or well-being policy often are considered.  Communication regarding these stress management programs and initiatives is critical.  

Weight Problems
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The rate of obesity in the U.S. has skyrocketed in recent decades. Nearly two-thirds of American adults are overweight or obese, according to the Centers for Disease Control and Prevention. Obesity is a growing trend with financial repercussions for employers.  Obese employees have a substantially higher prevalence of metabolic, circulatory, musculoskeletal and respiratory disorders, including hypertension, diabetes, cardiovascular disease, cancer, endocrine problems, gall bladder disease, lung and breathing problems, arthritis, and even premature death.  Obesity is increasingly being treated as a disease, with therapy, bariatric surgery and drugs, all of which push insurance costs higher. Further, obese employees tend to miss work more often then non-obese employees.

While it is a sensitive issue to address, it can no longer be ignored.  Organizations that are proactive are more likely to see rewards such as improved health and productivity of employees, increased morale, savings in healthcare costs, and a better workplace. Wellness programs addressing obesity can get return on investment of up to $5 per $1 invested.  Moreover, changing the habits of a few employees may affect the behavior of many more due to the power of employees to influence one another.  While it is the individual responsibility of employees to address their own obesity issues and lifestyle choices, it is in the best interest of employers to contribute to the solution by providing a healthy work environment and offsetting or reducing the financial burden to the workplace.

The Alliance for Workplace Excellence and the 

Health & Wellness Trailblazer Award
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In an effort to support the Greater Washington, DC Area business community in addressing these challenges, the Alliance for Workplace Excellence (AWE) and the Montgomery County Chamber of Commerce formed a partnership to launch the Health & Wellness Trailblazer Award Initiative.  

AWE is a nonprofit organization founded by Montgomery County, Maryland and Discovery Communications LLC, and is committed to supporting the Greater Washington, D.C. Area in becoming recognized as an excellent place to work. The Health & Wellness Trailblazer Award is a partnership of AWE, Montgomery County Chamber of Commerce, MyEyeDr., and Wellness Corporate Solutions.  Alliant-Benefits Partners, LifeWork Strategies, and Essilor also sponsor the initiative.

Applicants for the Trailblazer Award go through a rigorous evaluation process, and must demonstrate not only a wide variety of wellness programs and practices, but also a strong organizational commitment to health and wellness.  

Nineteen employers were honored with the Health & Wellness Trailblazer Award in June of 2008 for their leadership in the health and wellness of their workforce and the community at-large.  This report aggregates data from that group of employers to provide an overview of the workforce wellness benefits and practices of these Health & Wellness Trailblazers.  

2008 Health & Wellness Trailblazer Award Winners represent the following industries: technology, financial services, biotechnology, individual membership organization, healthcare, hotel franchising, retail, consulting, education, lodging, telecommunications, and media/entertainment.  They are mainly private (63%) and nonprofit (37%) organizations, and while a majority (68%) of the award winners in 2008 are large organizations (250 or more employees), 32% were medium-sized companies (50 to 249 employees).

2008 Health & Wellness Trailblazer Award Winners 
Shared a Number of Similar Strengths

The data showed that all of the 2008 award winners demonstrated strengths in similar areas, including: exemplary benefits and practices, committed resources, use of various assessment methods, numerous communication and promotion tools, and health and wellness assessments for employees.
Award winners noticeably position workforce wellness as one of their core business strategies, and address physical, emotional, intellectual and spiritual growth.  All of our winners offered the following benefits: dental and vision coverage, prescription drug subsidy/coverage, employee assistance programs, a nondiscrimination policy regarding sexual orientation, wellness workshops and life-issues seminars, and on-site health screenings/health fairs.

To further show their commitment to positioning the health of their employees as a strategic priority, all of our winners have personnel responsible for health and wellness initiatives, and at least 17 of our winners have funds allocated specifically for creating a healthy work environment, a steering committee, and corporate values that demonstrate their organization’s commitment to a healthy work environment. 

Health promotion in the workplace is a critical tool, which can positively affect companies’ bottom lines and employees’ waistlines. The 2008 award winners use numerous communication and promotion tools, including emails, outreach materials to families, newsletters, employees or consultants with formal responsibility for health and wellness communications, organization meetings, and the Intranet/Extranet.  Likewise, award winners offer many education and awareness tools to promote employee well-being, such as general health and wellness awareness and educational programs, nutrition/weight management education, a resources library, recognizing employee participation in health and wellness initiatives, wellness intranet site, and a wellness newsletter.

To effectively manage employee health and productivity, employers need to use data and metrics to gauge their employees’ need and effectiveness of their health and productivity strategies and practices.  The 2008 award winners use various measurements to track progress and to determine if wellness programs are resulting in positive outcomes, such as: medical costs, healthcare claims and utilization, biometric measures, work compensation claims, absenteeism records, teamwork/morale, productivity, health and well-being of employees, attraction, and retention.  Award winners use various methods to assess their employees’ health and wellness needs, including focus groups, employee opinion surveys, suggestion boxes, program evaluations, and biometric evidence.  In fact, 100% of the award winners report that they made improvements in their wellness programs based on employee feedback. 

[image: image6.wmf]53%

58%

74%

84%

84%

89%

95%

95%

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Blood Pressure 

BMI Measurement

Vaccinations

Cholesterol 

Fitness 

Vision/Acuity 

Glaucoma 

Depression/Mental Health 


The 2008 award winners offer numerous health and wellness screenings and assessments to their employees and their employees’ families.  Specifically, over half of our winners make the following screenings and assessments available to their employees: blood pressure, cholesterol, vision/acuity, glaucoma, vaccinations, depression/mental health, fitness, and body fat/BMI.



To address the challenge presented by the increase in stress on today’s workforce, our winners also offer numerous job-related stress management training programs, such as conflict resolution, stress management, and negotiation training.

2008 Health & Wellness Trailblazer Award Winners
Shared a Number of Similar Areas for Development

In addition to common strengths, the 2008 award winners share common areas of opportunity.

The data revealed that employers were not holding workers accountable for their health through the use of financial incentives. While the majority of the award winners offer subsidized participation in healthy lifestyle/health maintenance programs and cash payments/bonuses/awards for participation in health and wellness initiatives, few or none used added vacation “well days” off, health insurance surcharge for smokers, health insurance surcharges for employees who do not actively manage other preventable conditions, or discounted health insurance.  

While Trailblazers conduct many assessments for their employees, they do not offer those same assessments to family members/dependents.  Specifically, the only assessments made available to family member(s)/dependent(s) by over half of the award winners are vaccinations.  
Other than weight reduction and maintenance and elder caregiver support groups, less than half of our winners offered the other listed support groups to their employees.
Best Practices of the 

2008 Health & Wellness Trailblazer Award Winners 

Health and wellness researchers expect to see more employers add wellness plans in the next few years as a way to cope with health insurance premiums that have increased at double-digit rates for half a decade. To illustrate, below are some examples of unique aspects of the 2008 Health & Wellness Trailblazers’ wellness programs:

American Speech-Language-Hearing Association: A Silver LEED Certified green building to reduce the Association’s footprint on the environment; A relationship with a local CSA (Community Supported Agriculture) to supply interested staff with a steady source of organic produce; A fitness room and a group activity room; Staff Wellness Advisory Team; Using information about prescriptions filled under their healthcare plan to target their program to the current needs of the staff; Partnership with Shady Grove Adventist Hospital Prevention and Wellness Services. 
Calvert: In addition to typical company benefits (medical, dental, etc.), Calvert offers several non-traditional benefits to employees, including transportation benefits, subsidizing parking, paying in full for public transportation, and for employees who live close enough to bike or walk to work, Calvert will pay for a bicycle or buy employees their walking shoes.  In order to promote the mental and physical health of their employees, Calvert offers several wellness programs, including monthly ‘lunch & learns’, an annual health fair, free health risk assessments (including blood tests), CPR, first aid, and defibrillator training, free massages on site, reimbursement/subsidies for health club memberships, and flexible scheduling options, including flextime, compressed workweeks, and telework.  As a result of Calvert’s benefits, programs and focus on wellness, retention of employees currently exceeds 90%. 
Calvert Memorial Hospital:  The only employer in the area to implement a KeepWell @ Work Program to highlight wellness in the workplace with positive outcomes. Since the inception of the program in July 2006, Calvert Memorial Hospital had a total of 62% employees participate in the plan. There are 26% employees who have made substantial progress in improving in at least one area.   Calvert Memorial Hospital provided free flu shots to over 76% of their workforce.

Carroll Hospital Center:  The creation and maintenance of the wellness website.  The development of this site has made the promotion of events and availability of educational materials more centralized and easily accessed.  In the past they used to see 65% of the Associates who signed up for the walking program stick with it through the 4 weeks.  After the electronic means of recording results was introduced, that number increased to 86%.  The Weight Watchers at Work program experienced a 260% increase in participation following the addition of payroll deduction (over three pay periods) and a wellness incentive for attending 75% of the meetings.

Choice Hotels International:  (1) Smoking cessation - Through American Cancer Society, they offer Quitline program to all of our associates and their family members for those who want to quit smoking.  A member will receive a phone counseling, fully-paid nicotine replacement therapy and if a member is taking prescription drugs to help them quit smoking, we will reimburse the prescription drug co pays up to 6 months. (2)  Evidenced-Based Drugs - To encourage patients to take their medications regularly we further reduced their copay rates either by 50% to 100%.  Their carrier has identified five classes of medical conditions:  Asthma, diabetes, heart disease, hypertension and high cholesterol.  (3) Preventative Health – All well-visits, immunization shots and related screenings are covered in full.

Civista Health, Inc.: 70% participation in the health risk assessments that were offered; Record participation in weight management classes, and increased utilization of wellness classes, and other benefits that are offered; Spring In To Action campaign ran for 12-weeks they had individuals and groups participate in this program that was designed to get people moving; This past year 94% of the workforce participated in our flu shot campaign.
Comtech Mobile Datacom:  Hosts and caters frequent Brown Bag Luncheons designed to address employee elected issues such as workplace ergonomics, nutrition, financial planning and stress management.  Free flu-shot clinic included not only employees, but spouses. 75 people were inoculated.  Award every employee 5 personal days per year that are advanced to them for immediate use for anything they see fit.

Credit Suisse: Three month paid sabbatical is just one example of how they support working parents with work-life solutions that help their employees succeed both in the workplace and at home.

Discovery Communications, LLC.: “Culture of Wellness”.   About 85% of their employees are regular patients of their full-service Wellness+Health Center. Services have helped save more than one life. Spouses and dependents ages 14 and over are now eligible to use the Center. The Center has saved the company over $5 million since its inception. Introduced a suite of onsite signature initiatives which include ergonomic consultations, life coaching, emotional counseling and work and life management consultations, and an on-site registered dietitian. Easy-access, no-cost specialty services - primary care physicians, on-site mammograms, physical exams, complete blood work, and same-day delivery of prescription medicine. New mental health initiatives are woven into every aspect of our overall operations. Programs to reduce stress, and the many other programs to help employees manage the demands of life and work including child and elder care services and our Mother’s support group, create a healthy and positive working environment.

Federal Realty Investment Trust:. An on-site fitness center with a trainer that offers classes free of charge to employees; A comprehensive annual health fair with a large variety of screenings and wellness resources; Wellness programs such as the Biggest Loser contest to promote weight loss and healthy living.

Genvec: The return on investment of GenVec's Wellness Program is seen in their medical premiums.  For the second consecutive year, GenVec has had no increase to its medical premiums. Not only is this important to GenVec's management, as the company pays a significant portion of the premium, but also important to staff who pay 20 - 30% of the premium. As GenVec continues to grow, it is extremely important to keep the costs down and the employees healthy, and GenVec feels their Wellness Program is accomplishing these very important goals.
Holy Cross Hospital: (1) To keep healthcare premiums affordable for their staff,  the hospital pays seventy-five to eighty percent of employee premiums. (2) On November 15, 2007, Holy Cross Hospital became a tobacco-free hospital, and offers smoking cessation counseling, seminars, nicotine replacement therapies (NRT) and other approaches to all employees at no cost.  (3) Providing resources that align with healthy living, including an on-site employee health clinic that provides free flu shots annually, and outpatient pharmacy where prescriptions can be filled, a full range of health classes, an employee assistance program, an on-line health information library and a Holy Cross Health Magazine.
Hughes Network Systems:  Hughes is extremely proud of three significant Health & Wellness Program successes of 2007: the Onsite Occupational Health Office, the 10,000 Steps program and the HNS World Series. Occupational Health offers all services at no charge including but not limited to:  collection of lab specimens, flu shots, blood pressure screenings, glucose screenings and cholesterol screenings.   In addition, employees can have their allergy shots given onsite as long as they provide the serum.  This has resulted in an ROI of 2:1 (value of services provided $267,904 Total cost of Johns Hopkins services $133,526).  The 10,000 Steps program is an exercise-based program to encourage and measure physical activity in "step" equivalents.  A total of 343 employees, or 20% of our workforce, actively participated in the program, which ran from May 1 through June 29.  These employees logged a total of 120,955,554 steps, equating to 55,770 miles!  70 employees achieved an average of 10,000 steps a day.  The total cost of the program was less than $1,500 for pedometers and the 10,000 steps a day website, which was sponsored by our health plan, CIGNA. The HNS World Series was a team competition between functional groups in the company.  It was held from October 22 through November 2.  There were 8 teams with a total of 175 employees participating.  The cost for the program was less than $400. 

Marriott International, Inc.: Over 5,000 of their health plan associates and their providers have received targeted information about managing their chronic condition. These associates also have access to a health care coach, of which over 700 associates have taken advantage.  They have helped 1,000 associates quit smoking and are now providing to most associates a personal health record through which they can track and manage their health.  Weight Loss programs include individual and group contests, healthy choices in the cafeteria, rewards for success, and educational material.  In the last five years, Marriott associates at the corporate headquarters have lost over 3,000 lbs through weight loss programs. In 2007, screenings were offered in a number of preventative care options including over 3,000 screenings for hypertension, nearly 100 for skin cancer and over 100 for diabetes. 

The MITRE Corporation: (1) Embrace Your Health (EYH) initiative has become a corporate level initiative designed to empower MITRE employees to take charge of their well-being by adopting healthy lifestyles. They are encouraged to exercise more, eat healthy, and manage stress, to enjoy better health, longer lives and improve our quality of life. The EYH website was expanded to include monthly Travel Tips on topics of nutrition, stress and sleep for our mobile employee population. (2) Fitness Centers are now offering an expanded variety of fitness classes. (3) Resilience Workshops conducted onsite by their EAP counselors are designed to encourage the development of skills in the areas of personal balance on topics such as: Power of Optimism, Power of Laughter, Understanding and Managing Stress, and Meditation.

Montgomery College:  Employees are given "release time" each week to participate in on-site wellness activities.   Programs are developed each semester based on employee input and testimonials.  Flexible fitness programming:  In response to surveys, this year we successfully introduced options for employees of 30-minute, 45-minute and 60-minute classes to increase participation for those employees that have less flexibility in their schedules. Participation has increased in these classes by over 25% as a direct result.  They are most proud of increasing participation in the MC Wellness Program from 310 to 495 participants over the last year, a 59% increase in participation and, for the remainder of 2008, we're on track for a total of 70% increased participation.  Successful wellness promotions: Every 6-8 weeks: January through February, "New Year, New Rear"; March through May, "On the Go" and "Spring into Fitness", June through August, "From MC to OC", October, "Walktober" and November through December, "Health 4 the Holidays".  Over 75% of MC employees participate in one or more wellness promotion. 
Social & Scientific Systems, Inc.:  The mission of the Wellness Program is to develop and promote healthy lifestyles among SSS employee-owners. A series of monthly health and wellness seminars covering topics including weight management, stress management, improving heart health, and other chronic disease management topics such as asthma, allergies and diabetes.  At their annual health fairs, they provide free and subsidized onsite health screenings and flu shots.  In 2007, 79% our attendees received flu vaccines, 38% received chiropractic consultations, 35% received vision screenings, 26% received consultations from a nutritionist, and 22% received cholesterol & glucose screenings. The success of their onsite weight management program resulted in 124.4 pounds of weight loss, and body fat reduction of 43.1%. SSS has experienced less than a 2% overall increase in their heath insurance premiums for 2008.  SSS also provide onsite fitness programs including aerobics, weight training body sculpting, yoga and Pilates classes.   Personal training and massage therapy are also available, as well as various discounted membership to local and national fitness centers.

TerpSys:  (1) During their annual Wellness Fair, TerpSys paid for 100% of the cost of any employee that elected to sign up to have a blood lipid panel screening completed.  Approximately 30% of their workforce took advantage of the screenings.  (2) Contained their benefits renewal costs to single digit increases with their current healthcare providers.  

Verizon Wireless:  The Verizon Wireless Health and Wellness Department consists of 26 on-site health and wellness centers nationwide. Each center is staffed by accredited, coaches who promote a variety of health and wellness initiatives. In 2007, the 26 centers collectively offered more than 4000 events including incentive contests, charity walks/events, health and wellness seminars, sports leagues, group-exercise classes, health screenings, flu shots, massage therapy, Weight Watchers® and more. Employees pay a $15 monthly fee-- well below the national average of $54-which maybe deducted from their paychecks. In 2007, more than 40% of Verizon Wireless employees were health and wellness center members. In locations without an on-site center, employees have access to discounted memberships at over 2000 health clubs through Global Fit.
Conclusion

Healthcare costs are now viewed as a significant financial concern.  Fortunately, research has shown the effectiveness of workplace wellness programs. And, a healthy workforce impacts every part of the work environment.  

The 2008 Health & Wellness Trailblazers represent a healthy cross-section of both industry and business sectors. These selected organizations have implemented comprehensive programs to lessen the burden of conflicting professional and personal schedules, and have demonstrated commendable dedication to health and wellness in the workplace.  Their leadership is an inspiration to other employers in the Greater Washington, DC Area.
Workplace wellness programs positively affect organizations’ bottom lines, as evidenced by the emphasis organizations are putting on reducing the cost of healthcare.  The proactive programs implemented by the 2008 Health & Wellness Trailblazers help build a culture of wellness.  The benefits are reflected in healthy employees and healthy profits.

Emerging Issue

Tough Love – How Far Should Financial Incentives Go?

It is not an easy task to motivate employees to become more engaged in their own health, but it is necessary in order to manage healthcare costs.  Awarding financial incentives to employees that participate in health and wellness programs is a growing trend among U.S. employers. From 2007 to 2008, the number of companies offering small stipends to health-conscious employees increased from 62 percent to 71 percent, according to a joint report by labor group ERISA Industry Council, NAM and wellness firm IncentOne Inc. With incentives, participation in wellness programs can be 90 percent or more, rather than the typical 5 percent to 20 percent without incentives. Greater participation means greater return on investment, optimizing net financial gains for the employer.
A trend of employers cracking down on employees’ unhealthy habits also is slowly developing.  Some organizations are contemplating fining employees who smoke as well as those who do not meet minimum standards for body mass index, cholesterol, blood glucose and blood pressure.

The Employers’ Perspective on Incentives… 

In a May of 2007 survey by Pricewaterhouse-Coopers, 62 percent of 135 top executives said companies should require employees who exhibit unhealthy behaviors such as smoking or obesity to pay a greater share of their health benefit costs.

The Employees’ Perspective on Incentives…

In a 2007 survey by the National Business Group on Health, 65 percent of 1,619 employees at large companies said they believe smokers should be charged more for health care than nonsmokers. About 49 percent surveyed said they would support higher premiums for obese workers.

While more and more employers and employees may agree with financial incentives, penalties still are receiving a lot of negative publicity and employee resistance.  Accordingly, these punitive programs are rare.  But, with healthcare costs on the rise and concerns over productivity increasing, these programs are being closely considered.
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Award Winners Offer Few Financial Incentives to Motivate Their Employees 
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Award Winners Provide Numerous Assessments and Screenings to their Employees 
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Award Winners Use Metrics to 


Track Progress and Determine Results
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Quick Facts About Wellness Programs:





In a Hewitt poll, two-thirds of companies said that wellness programs helped rein in their health costs by an average of five to twelve dollars per employee, per condition annually. Other statistics put business returns in the range of $1.50 to $17 per dollar invested.  





Workplace wellness programs can reduce absenteeism, control increasing healthcare costs, improve productivity, improve presenteeism, reduce injuries, and improve employee morale and retention.





There is a documented relationship between healthy employees and worker productivity.








Quick Facts About the Cost of Healthcare:





Employers now spend about $537 billion on group health insurance policies per year, up 15 percent from 2000 and roughly 20 times more than employers spent in 1960.





Health insurance premiums have risen 78 percent since 2001, while inflation and workers’ earnings have increased only 17 percent and 19 percent, respectively, during the same period.





Next to pay, health insurance is the most powerful recruiting and retention incentive for small businesses, according to the National Association of Professional Employer Organizations.








Quick Facts About Workplace Stress:


One in five workers reports feeling extremely stressed at work.





Stress is one of the leading causes behind absence from work and stress-related absence is increasing. 





Three quarters of business executives say that stress adversely affects their health, happiness and personal life as well as their work performance. 





Stress may be experienced as a result of an exposure to a wide range of work demands and in turn can contribute to an equally wide range of health outcomes.








Quick Facts About the Cost of Obesity:





Obesity costs corporate America $45 billion per year. 


Obese workers filed twice the number of workers' compensation claims, had seven times higher medical costs from those claims and lost 13 times more days of work from work injury or work illness than other workers. 





The average medical claims costs per 100 employees were $51,019 for the obese and just $7,503 for the non-obese. 





Obesity is now more costly to U.S. companies than smoking or alcoholism.





More than 40% of U.S. companies have implemented obesity-reduction programs, and 24% more said they plan to do so in 2008. 
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