
Strategies For A Successful 
Corporate Wellness Program



Why Corporate Wellness Matters

Reduced Healthcare Costs Increased Productivity Improved Employee 
Engagement

Enhanced Company 

Investing in employee wellness through a comprehensive corporate program yields tangible benefits for 
benefits for both the organization and its workforce, ultimately driving business success.

** 44% of companies intend to invest more into corporate wellness in 2024-Wellable2024 survey



Key Components of a Successful Program

• Holistic Approach

• Leadership Support and Engagement

• Accessible and Inclusive Programming

• Data-Driven Decision Making

• Incentives and Recognition

• Effective Communication and Promotion



Implementing Wellness Initiatives

Assess Organizational Needs Establish a Wellness 
Committee

Develop a 
Plan

Offer Varied Programs and 
and Incentives

Foster Leadership Support
Support

Promote and Market 
Initiatives Evaluate and Adjust
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Education
Empowering Employees with Knowledge
•Informed Decisions: Education equips employees with the knowledge to make healthier lifestyle choices.
•Preventive Health: Understanding health risks and preventive measures can reduce illness and absenteeism.

2. Enhancing Program Participation
•Increased Engagement: Educational initiatives drive higher participation in wellness activities and programs.
•Behavioral Change: Continuous education fosters long-term behavioral changes and healthier habits.

3. Diverse Educational Formats
•Workshops and Seminars: Regularly scheduled sessions on topics such as nutrition, fitness, mental health, and financial wellness.
•Digital Resources: Online courses, webinars, and mobile apps provide flexible learning options for employees.

4. Building a Health-Conscious Culture
•Shared Knowledge: Creating a culture where health knowledge is shared and valued promotes overall well-being.
•Community Support: Educated employees can support and motivate each other, enhancing the collective wellness culture.

5. Proactive Engagement
• 1 on 1 Counseling- Mandatory employee consultations
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Where to Access Resources
Insurance Companies:
•Wellness Program Services: Many insurance companies offer comprehensive wellness programs as part of their health plans.
•Consultation and Support: Insurers provide expert advice and support in designing and implementing wellness initiatives.
•Incentives and Discounts: Potential premium reductions and other financial incentives for incorporating wellness programs.

Banks and Financial Institutions:
•Financial Wellness Programs: Services include financial planning workshops, debt management, and retirement planning 
assistance.
•Employee Assistance Programs (EAPs): Access to mental health resources, stress management, and other support services.
•Discounted Services: Special rates on financial products and services for employees participating in wellness programs.

Third-Party Vendors:
•Specialized Wellness Services: Companies providing targeted wellness solutions such as fitness programs, health screenings, 
and nutritional counseling.
•Technology Platforms: Tools for tracking health metrics, offering virtual health coaching, and engaging employees through 
wellness apps.
•Customized Programs: Tailored wellness initiatives based on employee needs and company goals.



Program Implementation Strategies

Incentive Programs

Gift cards or discounted 
gym memberships for 

employees meeting 
fitness goals.

Wellness 
Challenges

Organize company-
wide step challenges or 

weight loss 
competitions with 

prizes.

On-site Fitness 
Facilities

Invest in an on-site gym 
or yoga studio for 

convenient employee 
access.

Nutrition Education

Offer healthy cooking 
classes or nutrition 

seminars by certified 
professionals.

Mental Health 
Resources

Provide access to 
counseling services or 
mindfulness apps for 
stress management.

Flexible Work 
Arrangements

Allow remote work 
options or flexible 

schedules to promote 
work-life balance.









Measuring Success

Participation in Health Risk 
Assessments

70%

Engagement with Wellness 
Initiatives

55%

Reduction in Absenteeism

25%

Decrease in Healthcare Costs

17%

*According to the Society for Human Resource Management (SHRM)



Program Evaluation Metrics

Metric De scrip t ion Me a su re m e n t  Me t h o d

P a rt ic ip a t ion  Ra t e
Th e  p e rce n t a g e  o f e lig ib le  
e m p lo ye e s e n ro lle d  in  t h e  

w e lln e ss  p ro g ra m

Divid e  t h e  n u m b e r o f p a rt ic ip a t in g  
e m p loye e s b y t h e  t o t a l n u m b e r o f 

e lig ib le  e m p loye e s

Bio m e t ric  Im p ro ve m e n t s
P o sit ive  ch a n g e s in  ke y 

h e a lt h  in d ica t o rs  like  BMI, 
ch o le st e ro l, b lo o d  p re ssu re

Co m p a re  b io m e t ric  
sc re e n in g  re su lt s  b e fo re  a n d  
a ft e r p ro g ra m  p a rt ic ip a t io n

He a lt h ca re  Co st  Sa vin g s
Re d u c t io n  in  o ve ra ll h e a lt h ca re  
e xp e n d it u re s d u e  t o  im p ro ve d  

e m p lo ye e  h e a lt h

Ca lcu la t e  t h e  d iffe re n ce  in  
h e a lt h ca re  co st s  p re - a n d  p o st -

p ro g ra m  im p le m e n t a t io n

Em p lo ye e  Sa t isfa c t ion
Le ve l o f e m p lo ye e  

sa t isfa c t io n  w it h  t h e  w e lln e ss  
p ro g ra m  o ffe rin g s

Co n d u c t  a n o n ym o u s su rve ys 
a n d  fe e d b a ck se ssio n s

P ro d u c t ivit y Ga in s
Im p ro ve m e n t s  in  e m p lo ye e  
p ro d u c t ivit y, a b se n t e e ism , 

a n d  p re se n t e e ism

Tra ck m e t ric s  like  o u t p u t , 
s ick d a ys t a ke n , a n d  se lf-

re p o rt e d  p ro d u c t ivit y sco re s

*Data compiled from best practices outlined by the Wellness Council of America (WELCOA) and the International Foundation of Employee Benefit Plans (IFEBP).



According to the 2023 Employer Health Benefits Survey by the Kaiser Family Foundation

762



Aspect Self-Insured Medical Plans Fully Insured Medical Plans

Financial Incentives Direct cost savings from reduced medical claims Indirect savings through potential premium 
reductions and insurance incentives

Cost Control and Reduction High potential for significant cost savings due to 
direct claim payments

Less direct impact, but potential for reduced 
premiums and insurance incentives

Control and Customization Greater control over program design and 
implementation

Less control, influenced by insurance company’s 
requirements

Data Utilization Access to detailed health data for precise targeting Limited access to detailed data, reliant on 
aggregated information from insurer

Health Outcomes Improved employee health leads to fewer claims 
and lower costs

Healthier employees may contribute to lower 
premiums and improved workplace productivity

Long-Term Benefits Greater potential for sustained financial benefits
Indirect and less pronounced financial benefits, but 
still valuable for employee well-being and 
productivity

Initial Investment Higher initial investment with potential for greater 
long-term savings

Initial investment offset by potential premium 
reductions and insurance incentives

Incentives from Insurers Not applicable, as the employer bears the risk Possible rebates and discounts for implementing 
wellness programs

Self Insured vs. Fully Insured





Key Features of Northwell Direct

• DIRECT CONTRACTING

• COST SAVINGS

• ACCESS TO HIGH-QUALITY CARE

• PERSONALIZED CARE COORDINATION

• COMPREHENSIVE COVERAGE



Improving Recruiting with Wellness Programs

Attracting Top Talent
Improved Employee 

Perks
Enhanced Employer 

Branding
Competitive Advantage



REDUCING TURNOVER

Improved Physical 
Health

Enhanced Mental 
Wellbeing

Increased 
Engagement

Reduced Turnover 
Rates

*According to a study by the International Foundation of 
Employee Benefit Plans, companies with effective wellness 
programs experience a 25% lower turnover rate than those 
without.
*The Society for Human Resource Management (SHRM) 
found that 60% of employees consider wellness programs 
crucial when deciding whether to stay with their current 
employer.



THANK YOU.



Wellbeing at Racker



A bit of history

Wellness committees and events

COVID era workgroup

Employee surveys

Staffing shortages, increased workloads

Health Insurance shift





The Process
Created 6 workgroups

• Two senior managers led each group
• Participants from across agency

Short-term 

Provided research

Requested Action Step and up to three recommendations

Brought everyone together

Finalized with three action items from short-term to long-term



Protection from Harm

Key Components:

• Prioritize workplace physical and 
psychological safety

• Enable adequate rest​

• Normalize and support mental health​

• Operationalize Diversity, Equity, Inclusion, 
and Accessibility norms, policies, and programs



Connection and Community

Key Components:

• Create cultures of inclusion and 
belonging​

• Cultivate trusted relationships​

• Foster collaboration and teamwork



Work-life Harmony
Key Components:
• Provide more autonomy over how work is done​

• Make schedules as flexible and predictable 
as possible​

• Increase access to paid leave​

• ​Respect boundaries between work and non-
work time



Mattering at Work
Key Components:

• Provide a living wage​

• Engage workers in workplace decisions​

• Build a culture of gratitude and recognition​

• Connect individual work with organizational mission



Opportunity for Growth

Key Components:

• Offer quality training, education and 
mentoring​

• Foster clear, equitable pathways for 
career​ advancement​

• Ensure relevant, reciprocal 
feedback



Worker Voice and Equity-and DEIA



Our Next Steps

• Create listening groups to develop best practices for organizational communication (short term 
goal)

• Develop opportunities for staff  to learn from each other – i.e., mentoring opportunities and 
sharing expertise (medium term – 6-month goal)

• Consider universal design/trauma informed care in creation of policies, events, 
communications, etc. (longer term – years-long goal)
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