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According to the Centers for Disease Control and 

Prevention, seven of the ten top diseases in the United 

States are chronic and preventable. Poor lifestyle choices 

such as smoking or poor nutrition are key contributors to 

development of these chronic diseases.1 

Full-time employees spend nearly one-third of their day at 

work, five days per week, so employee wellness programs 

are capable of providing the tools to reduce or prevent 

chronic disease with positive lifestyle choices.2

A comprehensive employee wellness program covers 

multiple facets of wellbeing such as mental, financial, and 

physical health3 through screening, lifestyle management, 

and chronic disease management type programs to 

encompass all individuals.4

Observational studies suggest participation in employee 

wellness programs improves employee engagement, job 

satisfaction, productivity, and reduces absenteeism and 

healthcare costs.5,6 However, other studies show no direct 

effect of participation in a wellness program compared to 

non-participation on such factors. It is believed wellness 

programs are only as effective as the amount of effort put in 

by participants.7

Employee wellness program participation is a challenge; 

however, incentives have shown to improve employee 

motivation to participate.4
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Conclusions

• Support staff are interested in an employee wellness program and are motivated by 

external incentives.

• Because the main reasons to participate included a desire to improve and maintain 

health, the wellness program should include several different programs within the 

overall schedule that target mental, financial, physical, and nutritional health.

• Not having enough time as a main reason to not participate suggests programs 

should be scheduled during the day at different times to offer options that fit with 

multiple employees schedules.

• Most individuals are in the contemplation stage so small external incentives should 

be included in program development, however because a large average are in 

maintenance, recognition is likely also necessary.

• The percent of participant interest in an employee wellness program increased from 

49.2% indicating very or extremely interested to 52%. Seven respondents changed from 

moderate interest to very or extremely interested compared to only four that changed to 

slightly or not at all interested.

• Most individuals were aware of the need to exercise, but had not taken steps to starting, 

which is indicative of the contemplation stage. To motivate individuals to move out of the 

contemplation stage, external incentives are most effective.10 Participants indicated gift 

cards or financial compensation was the second most motivating incentive. 

• The maintenance stage was the second most popular stage among participants. Those in 

the maintenance stage are motivated internally through recognition.10 Main reasons to 

participate, however, were to improve and maintain current health. Therefore, incentives 

are not required, but may help increase participation. 

• Limitations included incongruent scales for variables which measured highs and lows 

differently, and modifying the valid and reliable stages of change measure by reducing the 

number of statements from 24 to 12. Strengths included a large representative sample 

and ranking of incentives instead of rating.

Purpose

Materials & Methods
Participants

• 250 Support Center Staff

Demographics

• Age: 18 - >85 years old

• Gender: 160 Female, 86 male, 4 preferred not to disclose

Instrument

• 11-question Qualtrics survey

• Distributed to all support center staff via email by human   

resources

• Open for two weeks in July 2018

• Measured six variables

Variables/Tools

• Interest in a wellness program

• Motivating incentives

• Wellness program components

• Reasons to participate and to NOT participate

• The 2014 EBRI/Greenwald & Associates Consumer 

Engagement in Health Care Survey (CEHCS)8

• Motivational stages of change

• Modified (condensed) Exercise: Stages of Change 

Measure (continuous measure)9

Goals

• Identify need for formal comprehensive employee wellness 

program with more than 50% interested

• Identify motivation to participate

• Identify what program components respondents would like 

most

Objectives

1. Gauge employee interest in a wellness program using 

scaled questions

2. Measure which programs employees find most interesting 

by ranking them

3. Understand employees motivation to participate using a 

stages of change measure

To identify employee interest in a formal employee wellness

program

To identify which incentives drive motivation to participate

Discussion

Results

Figure 3. Participants (N = 250) were asked to rate three wellness program components 

from 1, not at all interesting to 5, extremely interesting. Responses were averaged.

Figure 6. Participants (N = 250) rated 12 statements using a standard definition of 

exercise from 1, strongly disagree to 5, strongly agree. The mean ratings collected 

measured the participant’s stage of change. The higher the mean rating the more likely the 

stage of change.

Figure 1. Participants (N = 250) were asked near the beginning and end of the survey, 

“How would you currently rate your interest in a workplace wellness program?” on a 5-

point scale (1, not at all interested, to 5, extremely interested)

Figure 2. Participants (N = 250) ranked incentives on a 5-point scale (1, most motivating, 

to 5, least motivating). The mean rating of incentives on participant motivation to 

participate is arranged from most (top) to least (bottom) motivating.

Figure 2. Participants (N = 250) rated six reasons to participate on a scale from 1, not at 

all a reason to participate, to 6, a main reason to participate. Presented are the least (top) 

to most (bottom) likely reasons individuals would participate in an employee wellness 

program.

Figure 3. Participants (n=250) rated six reasons to NOT participate on a scale from 1, not 

at all a reason to NOT participate, to 6, a main reason to NOT participate. Presented are 

the least (top) to most (bottom) likely reasons individuals would NOT participate in an 

employee wellness program.
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