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Introduc�on
The 2016 American Heart Associa�on Employee Health Survey was conducted to raise awareness
of and support the goals of the CEO Roundtable, an unprecedented innova�on incubator to build a
culture of health in the workplace.
While many employers oﬀer workplace health programs, few have the data they need to know
what works best, and the know-how to implement best prac�ces. That’s why 26 CEOs from some
of America’s largest companies* have joined the American Heart Associa�on (AHA) to form the
AHA CEO Roundtable, dedicated to dissemina�ng evidence-based policies and programs to
support op�mal workplace health. Guided by the scien�ﬁc exper�se of the AHA, these CEOs are
collec�vely engaging nearly eight million employees and family members, along with countless
other community members, to transform the culture of health in America’s workplaces and
beyond.
By tes�ng, evalua�ng, and sharing informa�on about what works in workplace health, the CEO
Roundtable is helping to scale up evidence-based standards and best prac�ces to help support the
AHA’s goal of improving the cardiovascular health of all Americans 20 percent by 2020.

The AHA Roundtable CEOs have collec�vely pledged to:
•
•
•
•
•
•

Serve as role models in taking posi�ve steps toward healthy living
Disseminate AHA research and other evidence-based outcomes on the science of
workplace health among employers and employees
Incorporate innova�ve technologies that help employees build, maintain and monitor
healthy lifestyle habits
Promote AHA’s Life’s Simple 7® as an evidence-based common standard metric for
health programs
Support a na�onal award to recognize companies that build a culture of health
and measurable improvements in health outcomes for its workforce
Amplify a clear call to ac�on for other CEOs to take ac�on in their own companies a
communi�es

*For a list of AHA CEO Roundtable members please visit www.heart.org/ceoroundtable
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Introduc�on (con�nued)
In an eﬀort to both promote and measure its ini�a�ve, the AHA conducted this research to build
upon learnings from 2014 research and to meet the following goals:
•

Determine key indicators which mo�vate employees toward par�cipa�on and
engagement in workplace health and well-being programs

•

Iden�fy the importance of sleep, stress, mental, and ﬁnancial health to a broader
concept of health and well-being among U.S. employees

•

Evaluate the impact of senior leadership in mo�va�ng employees to par�cipate in
employer-sponsored health promo�on programs

•

Discover mul�-genera�onal communica�on and management preferences that
enhance engagement and produc�vity

•

Inves�gate the role of technology in health including concepts of “digital detox”
and “unplugging”

•

Determine the degree of trust for sharing personal health data and terms like
“data donor”

The outcome of the research provides employers insights into the health of employees in the U.S.,
their health goals, and the impact employee programs are having on their health. The research
ﬁndings also provide guidance and considera�ons for employers as they design and implement
eﬀorts to improve their employees’ health and engage their workforce.
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Method
The Employee Health Survey was conducted online in the U.S. by Nielsen on behalf of the
American Heart Associa�on between August 10 and August 19, 2016. The research was conducted
among 2,009 U.S. adults aged 18+ who are employed full �me or part �me in an organiza�on with
25 or more employees that oﬀers a health plan. Figures for age, sex, race/ethnicity, educa�on,
region, and household income were weighted where necessary to bring them into line with their
actual propor�ons in the popula�on.
All sample surveys and polls, whether or not they use probability sampling, are subject to mul�ple
sources of error which are most o�en not possible to quan�fy or es�mate, including sampling
error, coverage error, error associated with nonresponse, error associated with ques�on wording
and response op�ons, and post-survey weigh�ng and adjustments. Therefore, Nielsen avoids the
words “margin of error” as they are misleading. All that can be calculated are diﬀerent possible
sampling errors with diﬀerent probabili�es for pure, unweighted, random samples with 100%
response rates. These are only theore�cal because no published polls come close to this ideal.
Respondents for this survey were selected among those who have agreed to par�cipate in online
surveys. No es�mates of theore�cal sampling error can be calculated.

Notes on Reading the Results
The percentage of respondents has been included for each item. An asterisk (*) signiﬁes a value of
less than one-half percent. A dash represents a value of zero. Percentages may not always add up
to 100% because of computer rounding or the acceptance of mul�ple answers from respondents
answering that ques�on. Results from the 2014 study have been included where applicable and
sta�s�cal tes�ng is shown using le�ers for main survey ques�ons. Please note that although
sta�s�cal tes�ng has been included, trends may have been impacted due to addi�onal response
items in 2016.
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Execu�ve Summary
In 2016, U.S. employees oﬀer a mixed – and complicated – report on the state of their own health.
The majority recognizes they feel be�er when they eat right and exercise and also when they get
more sleep. While they may recognize the importance of health, many employees are working
towards health goals including wan�ng to lose weight, be more ac�ve, eat healthier, get more
sleep, and reduce stress. There are some indicators of success as employees currently
par�cipa�ng in health and wellness programs self-report posi�ve personal and work-related
outcomes due to their commitment to their health and availability of programs. However, there is
also s�ll much more work to be done, and the 2016 Employee Health Survey demonstrates that
employers (and CEOs themselves) have a clear and cri�cal role in mo�va�ng employees to focus
on their health and achieve their goals.

Today, three-quarters of employers oﬀer at least some health programs to their employees, and
par�cipa�on in these programs appears to be very high. There is strong evidence that availability
of – and par�cipa�on in – these programs ma�ers. Employees who par�cipate express much
more posi�ve feelings about their employer and their par�cipa�on also beneﬁts the individual
employee (many of whom feel be�er, exercise more regularly, and eat healthier) as well as the
business overall. One-third or more of those who par�cipate in health programs say they a�ribute
their par�cipa�on to be�er produc�vity, improved quality of work, fewer sick days, and higher job
sa�sfac�on. The same is true for health programs speciﬁcally, which are highly associated with
improving work rela�onships, job sa�sfac�on and percep�ons of senior leadership.
Exercise and nutri�on may be the most salient health goals, but other measures like sleep and
stress also require support on the part of the employer. A large majority of employees admit they
feel be�er and are more produc�ve when they sleep well, but ge�ng a good night’s sleep is a
struggle today for most adults. Although they get close to the recommended amount of sleep each
night (6.7 hours, on average), only one-quarter feel they are sleeping very well right now. Today,
employee stress levels con�nue to be high and unrelen�ng. More than one-quarter of employees
say they o�en or always experience stress as a result of work, and four in ten employees wish
their employers would recognize the stress they are under. In this digital age with technology
woven into every aspect of professional lives, it is crucial to disconnect and unplug at least
occasionally. For more than three-quarters of employees, unplugging is shown to have a posi�ve
impact on their health, and almost one in two employees say unplugging leads to a no�ceable
drop in stress.
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Execu�ve Summary (con�nued)
That said, many employees disclose that their job currently gets in the way of their health, and only
three in ten (or even fewer) feel there is explicit encouragement to take advantage of health
programs from their CEO, human resources department, colleagues, or immediate supervisor. This
is where employers can and should take steps to promote a culture of health and wellness.
Employers – and CEOs speciﬁcally – must:
Inspire: Communica�ng and demonstra�ng leadership par�cipa�on is essen�al. Very few
employees see role models in their own workplace. They either don’t believe that – or don’t know
if – their CEO par�cipates in any kind of program. But employee par�cipa�on jumps signiﬁcantly for
those who feel their CEO fosters this kind of ac�vity in the workplace. And, knowing a CEO
par�cipates himself or herself drama�cally improves feelings that an employer cares about their
employees’ health.
Guide: Mentoring programs can play a key role. While most jobs (69%) oﬀer some sort of
mentoring today, there is currently a very low level of par�cipa�on. But, the psychological and
tangible beneﬁts to mentoring are evident on both sides, for the mentee and the mentor. Given the
low-cost of these endeavors, employers must make a concerted eﬀort to raise awareness and
increase par�cipa�on.
Authorize: Employers must let employees know that it not only acceptable, but important, to
unplug at certain points throughout the day. Today, one-third of employees say it is hard to unplug
at home, but far more (44%) say it is hard at work. And, right now very few (only about one in
three) say they are given any encouragement from their employer.
En�ce: According to the vast majority of employees, fostering ﬁnancial health can have a direct
posi�ve impact on overall well-being. Most employees are oﬀered – and take advantage of –
programs at their job (like 401Ks and re�rement planning), and of those, nearly nine in ten say
these programs have at least somewhat improved their ﬁnancial health. Further increasing
enrollment in these programs may lead to a secondary boost in employees’ health, as well as their
ﬁnances.
Educate: Knowledge ma�ers and can help to alleviate employee concerns about the use of
employee data. The vast majority of employees do not recognize the term “data donor,” and most
are not presently comfortable sharing their personal informa�on. But, when provided an
explana�on, a slight majority recognize the beneﬁts and express some willingness to provide
informa�on to help advance personalized health approaches and solu�ons.
Employers must take ac�on to mo�vate healthy living. But, not all (health or ﬁnancial) programs are
u�lized evenly by employees or oﬀer the same impact. It is important for employers to take �me to
evaluate which programs align most closely with their employees’ goals and which will be most
eﬀec�ve, given the needs and demographics of their own workforce. Understanding the goals and
preferences of their employees will allow employers to create and implement programs that
produce the most meaningful diﬀerence for their employees – and their organiza�on as a whole.
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Employee Health Programs
Employee health programs are a vital way of engaging employees in both the company and their
personal health. The programs have the poten�al to increase both employee a�tudes and
percep�ons towards employers, as well as increase posi�ve work and employee health-related
outcomes.
Par�cipa�on
Three quarters of employees (75%) say their employer oﬀers some type of employee health
program, on par with 2014 (78%). The most commonly oﬀered programs, resources, or tools
include ﬂu shots (39%), CPR or other emergency response training (23%), email or online
resources with general informa�on about healthy lifestyles (22%), access to an on-site gym, court,
or recrea�onal facility (20%), smoking cessa�on programs (19%), or free or reduced membership
to an oﬀ-site gym (19%). Among the 75% of employees who have an employee health program
available to them, more than four in ﬁve (84%) say they par�cipate in at least one of the programs.
The most commonly used programs/tools of those whose company oﬀers the programs include ﬂu
shots (68%), rou�ne screenings for blood pressure (67%), rou�ne screening for cholesterol (66%),
rou�ne screenings for blood sugar (65%), CPR or other emergency response training (55%), on-site
health fair (55%), and walking course (55%). The three programs most commonly selected as
having the biggest impact on health or health habits by those who use the programs are free or
reduced membership to an oﬀ-site gym (66%), ﬂu shots (63%), and access to an on-site gym,
court, or recrea�on facili�es (63%).

Top Ten Programs/Resources Oﬀered
39%
23%

Flu
shots

22%

CPR or other Email or online
emergency
resource with
response
general
training
informa�on
about healthy
lifestyles

20%

19%

19%

19%

17%

Access to an
on-site gym,
court or
recrea�on
facili�es

Newsle�er or
brochure with
general
informa�on
about healthy
lifestyles

Smoking
cessa�on
programs

Free or reduced
membership
to an oﬀ-site
gym

Nutri�ous
snacks in
vending
machines

17%

16%

Rou�ne
Rou�ne
screenings for screening for
blood pressure cholesterol

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q1045 (Q605) Which of the following programs or resources are available through your employer? Please select all that apply.
Q1050 Employers may oﬀer a variety of tools and resources to support employee health. Which of the following, if any, does your employer oﬀer or make available?
Please select all that apply.
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Employee Health Programs (con�nued)
Programs/Resources Used (of those oﬀered program)

2014

2016

Flu shots

66%

68%

Rou�ne screenings for blood pressure

59%

67%

Rou�ne screening for cholesterol

61%

66%

Rou�ne screening for blood sugar*

n/a

65%

CPR or other emergency response training

52%

55%

On-site health fair

50%

55%

Walking course

56%

Nutri�ous food choices at mee�ng or cafeteria
Group stretches or walking
Lower health insurance premiums for maintaining
healthy numbers

55%

50%

52%

40%

51%

44%

49%

*NEW IN 2016. Trends may have been impacted due to addi�onal response items in 2016.
BASES VARY BASED ON THOSE OFFERED PROGRAMS
Q1055 Which of these programs have you used? Please select all that apply.

84% of employees report using at least one health program oﬀered
Programs/Resources with Biggest Impact (of those who have used program)

2014

2016

Free or reduced membership to an oﬀ-site gym

76%

Flu shots

55%

Access to an on-site gym, court, or recrea�on facili�es
51%

Nutri�ous food choices at mee�ng or cafeteria

49%

Rou�ne screening for cholesterol
Rou�ne screenings for blood pressure
Health compe��ons within company or with other
companies

63%

66%

Walking course
Nutri�ous snacks in vending machines

66%

36%
39%
35%
44%

63%
62%
49%
48%
47%
41%
40%

BASES VARY BASED ON THOSE WHO HAVE USED PROGRAMS
Q1060 Of the programs you par�cipated in which two or three do you think have the biggest impact on your health or health habits? Please select up to three, if
applicable.
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Employee Health Programs (con�nued)
Outcomes of Par�cipa�on
Around three in ten employees (29%) say that their company cares a great deal or a lot about the
health of its employees and two thirds (67%) agree their employer is commi�ed to the health of
employees. Those percentages rise to 38% and 76%, respec�vely, when looking at those who
par�cipate in employee health programs (vs. 14% and 52% of those who do not par�cipate,
respec�vely). More than half of employees think their employer oﬀers employee health programs
because of the belief that healthier employees will result in be�er business outcomes (59%) or a
belief that the workplace health programs lead to greater employee produc�vity (57%). The
results of the survey showed, as it did in 2014, that par�cipa�on in employee health programs was
related to a variety of perceived health outcomes. Speciﬁcally, one third or more say their
par�cipa�on in these programs have resulted in feeling be�er (38%), exercising regularly (37%),
and ea�ng healthier (33%).

Perceived Health Outcomes A�ributed to Program Par�cipa�on
2014 [A]

36% 38%

34%

37%

33% 33%

27% 29%

22%

27%
18%

2016 [B]

23% A

20%

23%

23%
14% 16%

15% 15%
5% 7%

n/a
Feel
be�er

Exercise
regularly

Eat
healthier

Lost
weight

More
energy

Sleep
be�er

Less
stress

Being more
mindful*

Lowered
cholesterol

Lowered
blood
pressure

Stopped
smoking

*NEW IN 2016. Trends may have been impacted due to addi�onal response items in 2016.
BASE: HAS USED WORKPLACE WELLNESS PROGRAMS AVAILABLE THROUGH EMPLOYER (2014: n=1220; 2016: n=1221)
Q1080 (Q650) What speciﬁc health outcomes do you a�ribute to your par�cipa�on in these programs? Please select all that apply.
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Employee Health Programs (con�nued)
In terms of work-related outcomes that can be a�ributed to program par�cipa�on, one third or
more report be�er produc�vity (45%), improved quality of work (36%), fewer sick days (36%), and
higher job sa�sfac�on (33%); most of which (with the excep�on of fewer sick days) have increased
since 2014.

Work-Related Outcomes A�ributed to Program Par�cipa�on
2014 [A]

45% A
35%

Be�er
produc�vity

28%

36%

A

Improved
quality of work

2016 [B]

38%

36%

33% A
23%

Fewer
sick days

Higher job
sa�sfac�on

*NEW IN 2016. Trends may have been impacted due to addi�onal response items in 2016.

BASE: HAS USED WORKPLACE WELLNESS PROGRAMS AVAILABLE THROUGH EMPLOYER (2014: n=1220; 2016: n=1221)
Q1085 (Q655) What speciﬁc work-related outcomes do you a�ribute to your par�cipa�on in these programs? Please select all that apply.

Addi�onally, nearly two in ﬁve employees who par�cipate in health programs (39%) say it has
improved their health a great deal or a fair amount. In fact, employees whose company oﬀers
health programs say their availability has had a strong or very strong impact on their commitment
to their health (47%) and employer (36%), overall job sa�sfac�on (38%), rela�onship with their
colleagues (31%) and immediate supervisor (27%), and percep�on of their CEO (30%) and senior
leadership (28%).

Employees whose company oﬀers health programs say the availability
has a strong/very strong impact on their commitment to their health
(47%) and overall job sa�sfac�on (38%)
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Employee Health Programs (con�nued)
Communica�on Preferences
Of those employees whose company oﬀers employee health programs, 81% say they would want
their employer to communicate about health and company health programs a few �mes a year or
more o�en, with nearly one third (31%) saying they would want monthly communica�ons. This is
especially true of those who par�cipate in the programs with 33% preferring to receive monthly
communica�ons. The majority of employees whose company oﬀers programs would also like
their employer to communicate via company-wide emails (55%), followed by posts on the
company’s internal website (33%), online materials (30%), or personalized emails (27%). Those
who par�cipate in health programs are more likely to want communica�on in the form of online
materials or online webinars.

Desired Ways for Employer to Communicate Program Informa�on

55%
33%

Company-wide
emails

Posts on company's
internal website

30%

Online
materials

27%

Personalized
emails

27%

Hard copy
brochures,
common area
posters or
desk ﬂyers

25%

In-person mee�ngs
or seminars

18%

Online
webinars

12%

Posts on company's
social media
pla�orms

BASE: COMPANY OFFERS WELLNESS PROGRAMS (n=1504)
Q2085 How would you like your employer to communicate informa�on about health and company wellness programs? Please select all that apply.

In conclusion, employee health programs have a variety of beneﬁts for both the employee and the
employer. The most commonly oﬀered programs though are not necessarily the most impac�ul to
employees. Employers should consider the most frequently used programs and tools and assess
employee preference as well as which programs are having the biggest impact on employee health
in order to maximize employee par�cipa�on and posi�ve health outcomes.
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Health of Employees
Understanding employees both in terms of their current health and personal health goals is
important to implemen�ng employee health programs. Knowing the health goals of their
employees can guide employers to create programs and foster par�cipa�on in these programs
which can result in employers being a helping hand, not a road block, as employees work towards
their personal health goals.
Overall Health
When it comes to ra�ng their own health, more than half of employees (55%) say they are in
excellent or very good health and this percentage is even higher for males (60%) vs. females (48%).
However, 58% of employees report they have been diagnosed with some chronic health condi�on,
including high cholesterol (25%), high blood pressure (24%), and arthri�s (12%). Addi�onally, 4%
say they have had a heart a�ack or stroke (5% among those who rate their health as excellent/
very good) and another 2 in 5 (41%) are at-risk for these condi�ons.* Hispanic employees (32%)
are less likely than White employees (43%) and Black/African American employees (46%) and male
employees (43%) are more likely than female employees (37%) to be at-risk for heart a�ack or
stroke.

Chronic Health Issues
ANY (NET)
PATIENT* (NET)
AT-RISK* (NET)
High cholesterol
High blood pressure
Anxiety
Depression
Arthri�s
Obesity
Diabetes
High blood sugar
Cancer
Heart a�ack
Stroke
None of these

58%
4%
41%
25%
24%
15%
15%
12%
11%
10%
6%
4%
3%
2%
42%

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q1005 Has a doctor, nurse, or other health professional ever told you that you had any of the following? Please select
all that apply.

* “Pa�ent” deﬁned as having a had a heart a�ack/heart disease or stroke. “At-risk” deﬁned as having high blood pressure, high
cholesterol, obesity, or diabetes and has not heart a�ack/heart disease or stroke.
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Health of Employees (con�nued)
Ea�ng Right and Exercising
The overwhelming majority of employees (95%) agree that they feel be�er when they eat right
and exercise which may be why around four in ten say that losing weight (40%), being more
physically ac�ve (40%), and ea�ng more healthy foods (37%) are in their top health and lifestyle
goals. This may also help to explain why employees are logging more moderate intensity and
vigorous intensity ac�vity than in the past. On average, employees engage in moderate intensity
ac�vity 134 minutes per week (up from 106 minutes in 2014) and vigorous intensity ac�vity 59
minutes per week (up from 48 minutes in 2014).

An overwhelming majority of employees (95%) agree that they
feel be�er when they eat right and exercise

Top Health & Lifestyle Goals

40%

40%

37%
28%

28%

25%
13%

Lose
weight

Be more
Eat more
Improve my
physically ac�ve healthy foods ﬁnancial health

Get more
sleep

Reduce my
stress levels

Be more
mindful

12%

10%

10%

Improve my Get cholesterol
Get blood
mental health
levels to a
pressure to a
healthy level
healthy level

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q1020 What would you say are your top 3 health and lifestyle goals?
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Health of Employees (con�nued)
Sleep
In addi�on to ea�ng right and exercise, sleep is also important and essen�al to employees’ wellbeing as well as their produc�vity. On average, employees say they are ge�ng close to the
recommended amount of sleep* per night at 6.7 hours, but only one in four (25%) say the quality
of sleep they get is excellent or very good. More than a quarter (28%) say that ge�ng more sleep
is one of their top three health and lifestyle goals. Further, the majority of employees say they feel
be�er when they get more sleep (95%) and they are less produc�ve at work when they get less
sleep (75%).
Stress
In addi�on to exercise and sleep, stress and mental health play a large part in employee health
and well-being. A minority of employees say they have been diagnosed with anxiety (15%) or
depression (15%) and more than a quarter (28%) experience stress as a result of work always,
almost always, or very o�en. These aspects are also cited among the top health and lifestyle
goals, with one in four employees (25%) sta�ng reducing their stress levels, and more than one in
ten employees sta�ng being more mindful (13%) or improving their mental health (12%) is one of
their top three health and lifestyle goals.

More than a quarter of employees (28%) experience stress as a result of
work always, almost always, or very o�en
When asked what they would like their employers to do in order to help reduce or manage their
workplace stress, 40% say they want their employer to recognize the level of stress employees are
under, followed by allowing for ﬂexibility when they work (30%) or where they work (26%). Much
like sleep, par�cipa�on in employee health programs is also associated with improved perceived
employee health. Nearly one quarter of employees who par�cipate in health programs (23%) say
that they feel less stress as a result of their par�cipa�on. Addi�onally, nearly half (48%) say that
their stress levels are posi�vely aﬀected by occasionally unplugging or disconnec�ng from
technology.

* The Na�onal Sleep Founda�on recommends the following: 7-9 hours for Younger adults (18-25), 7-9 hours for Adults (26-64), and 7-8
hours for Older adults (65+).
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Health of Employees (con�nued)
Program and Tool Preferences
When asked to iden�fy ways employers can encourage par�cipa�on in health programs, eight in
ten or more of employees say they favor incen�ves such as a day oﬀ or a reward program for
achieving a speciﬁc health goal (81%), periodic cash bonuses for achieving a speciﬁc health goal
(81%), incen�ves such as a day oﬀ or a rewards program based on level of par�cipa�on in these
programs (81%), or periodic cash bonuses based on level of par�cipa�on in these programs (80%).
Results were similar to the 2014 ﬁndings.
The most commonly men�oned oﬀerings that would make par�cipants and non-par�cipants alike
more likely to par�cipate include: monetary incen�ves (48%), beneﬁt incen�ves, healthcare costs
reimbursed/lowered or extra vaca�on �me (41%), free facili�es (41%), �me during the day to
par�cipate (36%), and convenient loca�ons (30%).

Things That Would Make Employees More Likely
to Par�cipate/Increase Par�cipa�on

48%
41%

Monetary
incen�ves

Beneﬁt incen�ves healthcare
costs reimbursed/lowered or
extra vaca�on �me

41%

Free
facili�es

36%

Time during the day to
par�cipate

30%

Convenient
loca�ons

BASE: COMPANY OFFERS WELLNESS PROGRAMS (Total: n-=1504; Par�cipates: n=1221; Does not par�cipate: n=283)
Q2000 (Q685) (NOT CURRENTLY PARTICIPATING): What would make you more likely to par�cipate in the programs available to you in the workplace? Please select all that
apply. (CURRENTLY PARTICIPATING): What would make you more likely to increase your par�cipa�on in the programs available to you in the workplace? Please select all
that apply.
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Health of Employees (con�nued)
Among employees not oﬀered all programs, when asked what programs they would like their
employer to oﬀer that would help them meet their health and wellness goals, employees said:
free or reduced membership to an oﬀ-site gym (28%), lower health insurance premiums for
maintaining healthy numbers (27%), weight loss programs (22%), ﬂexible schedules or extra �me
in order to exercise (18%), or access to an on-site gym, court or recrea�onal facility (17%).

Top Employee Health Programs Wanted
28%

27%
22%
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snacks in
vending
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15%
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relaxa�on, or
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14%

Rou�ne
Nutri�ous food
screening for
choices at
cholesterol
mee�ng or in
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BASE: ALL PROGRAMS NOT OFFERED BY EMPLOYERS (n=2009)
Q1065 What programs would you like for your employer to oﬀer that would help you meet your health and wellness goals?

Even though around three in ten employees say that their company cares about the health of its
employees a great deal or a lot and two thirds say that their employer is commi�ed to the health
of employees, two in ﬁve employees (40%) say that their job gets in the way of their health. In
order to help employees reach their health goals, in addi�on to oﬀering programs, employers
should consider their employees’ health goals and examine the ways the workplace may be
inhibi�ng their employees’ path to health.

2 in 5 employees say that their job gets in the way of their health
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Engagement
An engaged workforce has many posi�ve self-reported outcomes for employers. When it comes to
engagement in employee health programs, visibility of leaders is rela�vely low but encouragement
and visibility is posi�vely related to employee engagement as well as percep�ons of employers.
Around one in three say human resources (30%), colleagues (29%), and immediate supervisor
(28%) encourage par�cipa�on in health programs extremely well or very well. Around onequarter feel senior management (24%) and CEO (23%) encourage par�cipa�on in health programs
extremely well or very well.
How Well People/Groups Encourage Program Par�cipa�on
24%

23%

19%

17%

Extremely/Very Well
Well

58%

61%

Senior Management

CEO

Somewhat Well/Not Well At All

BASE: COMPANY OFFERS WELLNESS PROGRAMS (n=1504)
Q2045(Q706) How well do each of the following people or groups encourage par�cipa�on in wellness programs?

When asked about actual par�cipa�on in workplace health programs, around a quarter or less of
employees say most or all professional staﬀ (non-management) (26%), administra�ve staﬀ (nonmanagement) (25%), middle management (23%), and senior management (22%) par�cipate.
However, around a quarter of employees say they do not know how many employees from those
levels have par�cipated in these programs (Range: 25% - 29%). When it comes to CEO
par�cipa�on, 25% of employees say their CEO par�cipates but more than half (56%) say they do
not know. Par�cipa�on in health programs is higher among those who agree their CEO
encourages par�cipa�on (88%) than it is among those whose CEO does not encourage
par�cipa�on (78%).

One quarter of employees say their CEO par�cipates in health programs

17

Engagement (con�nued)
Furthermore, when asked how much they think their employer cares about their health, nearly
three in ten (29%) say their employer cares a great deal or a lot. However, nearly two in ﬁve (39%)
say they feel their employer only cares a li�le or does not care at all. But, those who par�cipate in
programs (38%) are more likely than those who do not (14%) to say their employer cares about
their health a great deal or a lot. Even more, those who say their CEO par�cipates in programs
(70%) are much more likely than those who say their CEO does not par�cipate (12%) to say the
same about their employer.

70% of employees who say their CEO par�cipates in health
programs say their employer cares a great deal or a lot about
the health of employees compared to only 12% for employees
who say their CEO does not par�cipate

Encouragement from leadership – speciﬁcally CEOs – has posi�ve impacts on employee
par�cipa�on in employee health programs but actually knowing CEO par�cipa�on seems to have
even more of a posi�ve impact. Communica�ng par�cipa�on of leaders in programs will likely
result in mul�ple beneﬁts to employers and employees through improving employee par�cipa�on
in programs, health outcomes, work outcomes, and also percep�ons of employers.
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Financial Programs
For employees, ﬁnancial health is �ed to their overall health. Whether employers are making the
connec�on between ﬁnancial health and overall health or not, most employees say they have at
least one ﬁnancial program available to them through their employer and the majority of the
par�cipants report a posi�ve impact on their ﬁnances due to par�cipa�on.
The vast majority of employees (91%) feel their ﬁnancial health is important to their overall wellbeing. The majority (71%) also report that the organiza�on they work for oﬀers at least one
ﬁnancial program. Nearly three-quarters (72%) of employees who are oﬀered at least one
ﬁnancial program say they have used at least one of the programs available to them. The most
commonly reported programs available are 401K support (52%) and re�rement planning
educa�on (30%). Financial advisors (21%), investment advice (18%), and hard copy materials
about ﬁnancial planning (16%) are less commonly oﬀered. As men�oned, 401K support is by far
the most commonly oﬀered program and it is also the most likely to be used, with nearly two in
three (65%) of those who are oﬀered the program saying they have used this beneﬁt.

Financial Programs Oﬀered and Used Through Employer
Oﬀered
65%
52%
30%

401K support

Re�rement
planning
educa�on

58%

53%

46%

Used

21%

Financial
advisors

18%

Investment
advice

48%

42%

38%
16%

Hard copy
brochures,
pamphlets, etc.
about ﬁnancial
planning

13%

Individual
counseling

41%

32%
12%
Webinars

10%

9%

Tax prepara�on Financial literacy
educa�on
programs

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q2100
Which of the following ﬁnancial programs or resources are available through your employer? Please select all that apply.
BASES VARY BASED ON THOSE OFFERED PROGRAMS
Q2105
Which of these programs have you used? Please select all that apply.

19

Financial Programs (con�nued)
Among employees who have used a ﬁnancial program that is available to them, 86% say that the
program has improved their ﬁnancial health at least somewhat with more than two in ﬁve (43%)
repor�ng it has improved their ﬁnancial health a great deal or a fair amount.

More than 2 in 5 employees who have used ﬁnancial programs say it
has improved their ﬁnancial health a great deal or a fair amount

For employees, ﬁnancial health is about more than money. Most employees are oﬀered ﬁnancial
programs and the ﬁnancial health of those who are enrolled is beneﬁcial to them. However, there
are a number of ﬁnancial programs that are oﬀered that are not widely being used by employees.
Increased enrollment in these programs could lead to greater ﬁnancial - and overall health - for
employees.
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Mentoring Programs
The availability of mentoring programs is widespread but only a minority of employees say they
have par�cipated in them. Of those who have par�cipated as a mentor and/or a mentee, the
beneﬁts are felt by nearly all.
Most employees (69%) say there is a mentoring program available at their organiza�on. Around
one in ﬁve employees (19%) say they have par�cipated in a mentoring program at their
organiza�on as either a mentor (12%) and/or mentee (11%).
Nearly all mentors (94%) and mentees (94%) say they experience at least one beneﬁt as a result of
their par�cipa�on. For mentors, the most commonly experienced beneﬁts are: feeling more
engaged with their team (48%), learning something new (42%), improving management and/or
leadership skills (40%), improved produc�vity (39%), and feeling more engaged with the
organiza�on (36%).

Beneﬁts From Being A Mentor
48%

I felt more engaged with my team

42%

I learned something new
Improved my management and/or leadership skills

40%

My produc�vity improved

39%
36%

I felt more engaged with my organiza�on
It expanded my network within the organiza�on

32%

I became be�er at my job

31%

I gained new perspec�ves, ideas and approaches

30%

It improved my self-conﬁdence

29%

I gained insight about how other parts of the business work

28%

I felt like I was crea�ng a legacy

28%

It re-energized me

27%

Other
I did not experience any beneﬁts

*
6%

BASE: PARTICIPATED IN MENTORING PROGRAM AS A MENTOR (n=214)
Q2205 You men�oned you par�cipated in a mentoring program at your organiza�on as a mentor, which of the following beneﬁts did you experience as a result of your
par�cipa�on? Please select all that apply.
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Mentoring Programs (con�nued)
For mentees, the most commonly reported beneﬁts experienced are: learning something new
(45%), helping them take on more control/responsibility (41%), feeling supported (40%), gaining
new perspec�ves, ideas and approaches (38%), being be�er at their job (36%), and feeling more
engaged with their team (35%).

Beneﬁts From Being A Mentee
45%
41%
40%
38%
36%
35%
30%
29%
29%
28%
28%
24%
22%

I learned something new
It helped me take more control/responsibility
I felt supported
I gained new perspec�ves, ideas and approaches
I became be�er at my job
I felt more engaged with my team
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It re-energized me
It improved my self-conﬁdence
I felt more engaged with my organiza�on
I gained insight about how other parts of the business work
It expanded my network within the organiza�on
It helped me acclimate to the organiza�on's culture
Other
I did not experience any beneﬁts

0%
6%

BASE: PARTICIPATED IN MENTORING PROGRAM AS MENTEE (n=148)
Q2210 You men�oned you par�cipated in a mentoring program at your organiza�on as a mentee, which of the following beneﬁts did you experience as a result of your
par�cipa�on? Please select all that apply.

Regardless if employees par�cipated in mentoring programs as mentors or mentees, the beneﬁts to employees as well as and employers - are undeniable. Many mentors and mentees reported
learning something new and feeling supported and engaged with their team as well as the overall
organiza�on. When looking to improve engagement of employees, oﬀering or making eﬀorts to
increase par�cipa�on in mentoring programs may be a cost-eﬀec�ve path for employers to
consider.
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Technology and Health
In the digital age, there is much discussion about the beneﬁts of “unplugging” and disconnec�ng
from our ever-increasingly connected world. However, whether at work or at home, for
employees, disconnec�ng from technology can be diﬃcult.
The majority of employees feel unplugging or disconnec�ng from technology is important to their
health (77%) and nearly all employees (90%) felt there was at least one beneﬁt associated with
unplugging. When asked what aspects they believe are posi�vely aﬀected by occasionally
unplugging or disconnec�ng from technology, the most common responses are: rela�onships with
family or friends (49%), quality of sleep (48%), stress levels (48%), ability to focus (47%), amount of
sleep (46%), and overall mental health (44%).

Aspects Posi�vely Aﬀected by Unplugging from Technology

49%

48%

48%

47%

46%

44%
32%

30%
20%

20%
2%
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Ability to focus Amount of sleep Overall mental Produc�vity at Quality of work Job sa�sfac�on Rela�onships
health
work
with coworkers

Other

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q3050a Which of the following, if any, do you believe are posi�vely aﬀected by occasionally unplugging or disconnec�ng from technology? Please select all that apply.
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Technology and Health (con�nued)
Along with understanding the beneﬁts of unplugging, most employees (73%) say they make an
eﬀort to occasionally unplug or disconnect from technology. However, only a minority of
employees (33%) say their employer encourages employees to occasionally unplug from
technology (i.e., not check emails, not be constantly available, etc.). When asked how easy or
diﬃcult they feel it is to occasionally unplug or disconnect one third (33%) of employees say it is
diﬃcult or very diﬃcult to unplug at home and more than two in ﬁve (44%) said that it is diﬃcult
or very diﬃcult to unplug at work.

One third of employees say their employer
encourages employees to occasionally unplug from technology

Employees who say their employer encourages employees to occasionally unplug from technology
are more likely than those who do not to say they are in very good or excellent health (61% vs.
52%). They are also more likely to say unplugging or disconnec�ng from technology is important
to their health (89% vs. 71%) and to say that one of their top three health and lifestyle goals is to
be more mindful (17% vs. 12%). Further, they are more likely than their counterparts to say they
ﬁnd it easy or very easy to disconnect from technology while at work (75% vs. 46%). Of note,
female employees are more likely than male employees to see the personal health beneﬁts in
unplugging (80% vs. 74%), but they are less likely than men to say their employers encourages
employees to occasionally unplug (27% vs. 38%). Female employees are also more likely than
male employees to say it is very diﬃcult to unplug at work (28% vs. 21%) and to say it is diﬃcult or
very diﬃcult (40% vs. 28%) to unplug at home.
Though the beneﬁts of unplugging are understood by most, not all employees ﬁnd it easy to do.
Those who are encouraged to do so, however, are more likely to occasionally unplug or disconnect
from technology more easily than those who are not - evidence that employers may be a key part
of closing the gap.
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Data Donor
In the age of electronic medical records, non-iden�ﬁable personal health informa�on of
employees can be useful for employers. Though employers may be interested in passing
informa�on onto third party vendors in order to lower health care costs and improve the health of
their employees, many employees may not be familiar with the concept – and poten�al beneﬁts –
of authorizing their employer to share their non-iden�ﬁable health informa�on.
When employees were asked how familiar they are with the term “data donor,” most (78%) say
they are not aware of the term. Only 13% say they are extremely, very, or somewhat familiar with
the term and 9% say they have heard of the term but are not familiar with it.

Familiarity with Term “Data Donor”

Familiar (NET): 13%
4%5%
5%
9%

78%

Extremely familiar
Very familiar
Somewhat familiar
Heard of, but not familiar
Never heard of it

BASE: ALL QUALIFIED RESPONDENTS (n=2009)
Q4000a How familiar are you with the term “data donor”?

A�er being shown a deﬁni�on* of “data donor,” around half of employees (53%) say they have a
clear understanding of why their employer would want them to share their personal health
informa�on with them and nearly the same percentage (51%) say they have a clear understanding
of the beneﬁts of sharing personal health informa�on with their employer, yet two in three (65%)
said they would not be comfortable sharing their personal health informa�on with their employer.

*Deﬁni�on shown: A “data donor” can refer to an individual who agrees to share their non-iden�ﬁable personal health informa�on (i.e.,
biometrics, etc.) with their employer or a health and research ins�tu�on through a third party. The data is not �ed to the individual but
shared in aggregate.
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Data Donor (con�nued)
A�tudes around Sharing Personal Health Informa�on
Disagree strongly/somewhat

65%

35%

Agree strongly/somewhat

53%

51%

47%

49%

I would not be comfortable with sharing my I have a clear understanding of why my employer I have a clear understanding of the beneﬁts of
personal health informa�on with my employer
would want me to share my personal health
sharing personal health informa�on with my
informa�on with them
employer
BASE: COMPANY OFFERS WELLNESS PROGRAMS (n=1504)
Q4005 A “data donor” can refer to an individual who agrees to share their non-iden�ﬁable personal health informa�on (i.e., biometrics, etc.) with their employer or a health
and research ins�tu�on through a third party. The data is not �ed to the individual but shared in aggregate. How much do you agree or disagree with the following
statements?

Further, though around half say they understand the beneﬁts of sharing their data, when asked to
choose between two statements describing opposing views on sharing personal health informa�on
with their employer, employees were most likely to agree that their concerns about sharing their
health informa�on with their employer outweigh the poten�al beneﬁts (61%). The remaining two in
ﬁve (39%) say the poten�al beneﬁts of sharing their health informa�on with their employer outweigh
their concerns. When employees were asked what concerns, if any, they would have about sharing
their personal health informa�on with their employer for the purpose of advancing research and
insights, the most common concern was wan�ng personal health informa�on to remain private (60%)
followed by concerns about not trus�ng how personal health informa�on will be used (50%), others
will know their personal health informa�on (35%), and personal health informa�on being made
public (31%). Interes�ngly, even though there is reluctance to share their data with their employer,
three in ﬁve employees (60%) say they would be willing to share their personal health informa�on
with a non-proﬁt or other organiza�on for the purposes of helping advance personalized health
approaches and solu�ons.
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Data Donor (con�nued)
Employees who say they have a clear understanding of why their employer would want them to
share their personal health informa�on are more willing than their counterparts to par�cipate in
data dona�on. Speciﬁcally, they are more likely than those who do not to say the poten�al
beneﬁts of sharing their health informa�on with their employer outweigh their concerns (53% vs.
22%). Employees who say they have a clear understanding are more likely to say nothing concerns
them about sharing their personal health informa�on with their employer (16% vs. 8%) and they
are more likely to say they would be willing to share their personal health informa�on with a nonproﬁt or other organiza�on (72% vs. 47%).
Despite familiarity with the term “data donor” being low and many employees having concerns
about sharing their personal health informa�on with their employer, many also say they
understand the beneﬁts. Coupled with the fact that those who say they understand why their
employer would want them to share their personal health informa�on are more likely than those
who do not to say the poten�al beneﬁts outweigh their concerns could mean that more educa�on
around the concept of being a “data donor” and its beneﬁts - to employers and employees - could
increase employees’ willingness to share their personal health informa�on.
Please note, the American Heart Associa�on is fundamentally opposed to the selling of personal
health informa�on that is collected as part of a biometric screening or health risk assessment
within a workplace wellness program. This does not necessarily apply to de-iden�ﬁed or aggregate
data that may be used for research or program evalua�on purposes. Protec�ng privacy and
preven�ng de-iden�ﬁed or aggregate data from being errantly or inadvertently re-iden�ﬁed
requires quality control of data management and procedural/internal corporate governance. Many
large accoun�ng ﬁrms, law ﬁrms, health care consultants, and IT consultants can provide this, as
they specialize in health care informa�on-related audits.*

*American College of Occupa�onal and Environmental Medicine; American Council on Exercise; American Heart Associa�on; Bravo
Wellness; Health Enhancement Research Organiza�on; HealthFitness; HealthPartners; Healthways; Interac�ve Health; Johnson &
Johnson Services Inc; Optum; Performance pH; Popula�on Health Alliance; StayWell; Truven Health Analy�cs. A response to
proposed Equal Employment Opportunity Commission regula�ons on employer-sponsored health, safety, and well-being ini�a�ves.
J Occup Environ Med. 2016;58(3):e103-10.
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Subgroup Findings
Genera�onal Diﬀerences
It is important to understand the genera�onal diﬀerences that exist among employees as it relates to
the role of employers in employee health and well-being. This could provide valuable informa�on to
employers when looking at ways to engage and encourage their employees.
For the purposes of this report, ‘Younger Millennials’ refers to employees aged 18-26, ‘Older
Millennials’ refers to employees aged 27-35, ‘Gen Xers’ refers to employees aged 36-50, ‘Baby
Boomers’ refers to employees aged 51-69, and ‘Matures’ refers to employees aged 70+. Please note:
Younger Millennials and Matures have base sizes of less than 100. Results for these groups are
direc�onal in nature.
Employee Health Programs
Millennials (par�cularly Older Millennials) are more likely than all other genera�ons to par�cipate in
employee health programs (Younger Millennials: 73%, Older Millennials: 89%, Gen Xers: 85%, Baby
Boomers: 82%, Matures: 77%). Of those who have par�cipated in health programs, Younger
Millennials (15%) are more likely than Older Millennials (2%), Gen Xers (5%), and Baby Boomers (3%)
to say that ﬂexible schedules or extra �me in order to exercise has been most impac�ul. Older
Millennials are more likely than all other genera�ons to strongly or somewhat favor employers
encouraging par�cipa�on in employee health programs with periodic cash bonuses for achieving
speciﬁc health goals; manda�ng health screenings for risk factors such as high blood pressure and
cholesterol; and basing employee health insurance costs and beneﬁts on employees level of
par�cipa�on in health programs, employees achieving speciﬁc goals, or their health status.
There are also diﬀerences when it comes to outcomes from par�cipa�on in these programs.
Millennials, par�cularly Older Millennials, are more likely than Gen Xers and Baby Boomers to say the
health programs they par�cipate in have improved their health a great deal or a fair amount.
Millennials are also more likely than Gen Xers and Baby Boomers to report improved quality of work
and higher job sa�sfac�on as a result of their par�cipa�on in health programs. Millennials,
par�cularly Older Millennials, are more likely than Gen Xers and Baby Boomers to say that the
availability of health programs has had a strong or very strong impact on their commitment to their
health and employer, their overall job sa�sfac�on, their rela�onship with colleagues and immediate
supervisor, and their percep�on of their CEO and senior leadership. Older Millennials (43%) are more
likely than Gen Xers (29%), Baby Boomers (23%) and Matures (24%) to think they oﬀer programs
because of genuine care and concern for the health of their employees.
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Subgroup Findings (con�nued)
Technology also plays a large role for Millennials and employee health programs. Millennials (67%),
and Older Millennials (71%) speciﬁcally, are more likely than Gen Xers (45%), Baby Boomers (34%)
and Matures (40%) to say that technology, like apps and trackers, is important to improving or
maintaining their health. Further, Older Millennials are more likely than Younger Millennials, Gen
Xers, and Baby Boomers to say they would be more likely to par�cipate/increase par�cipa�on if their
company oﬀered a mobile app for their smartphone or tablet to track their progress. Among those
whose company oﬀers programs, Millennials are more likely than Gen Xers and Baby Boomers to
want their employers to communicate about health programs via online webinars and posts on
company’s social media pla�orm.
Health of Employees
When looking at their current health state, Younger Millennials (22%) are more likely than Older
Millennials (6%), Gen Xers (10%), and Baby Boomers (10%) to say their health is fair or poor. And,
not surprisingly, Baby Boomers (55%) and Matures (68%) are more likely than both Younger (19%)
and Older (28%) Millennials as well as Gen Xers (39%) to be at-risk for heart disease.
Genera�onal diﬀerences are also apparent when looking at the top health and lifestyle goals.
Younger Millennials (41%) are more likely than Older Millennials (23%), Gen Xers (26%), and Baby
Boomers (28%) to say that ge�ng more sleep is in their top three health and lifestyle goals.
Meanwhile, Older Millennials (32%) are more likely than Gen Xers (23%), Baby Boomers (24%), and
Matures (9%) to say they want to reduce their stress levels. This may be because Millennials are
more likely than all other genera�ons to experience stress as a result of work always, almost always,
or very o�en. Meanwhile, Gen Xers and Baby Boomers (45% each) are more likely than Younger
(28%) and Older (30%) Millennials to list losing weight as a goal.
Engagement
Although Millennials (53%), and Older Millennials (57%) speciﬁcally, are more likely than Gen Xers
(37%), Baby Boomers (32%) and Matures (5%) to say their job gets in the way of their health,
Millennials (36%), and again par�cularly Older Millennials (39%), are more likely than Gen Xers (27%)
and Baby Boomers (24%) to say that their company cares about the health of their employees a
great deal or a lot. This may be because Millennials whose company oﬀers programs are more likely
than Gen Xers and Baby Boomers to perceive that their HR department (42% vs. 29% and 17%,
respec�vely), colleagues (43% vs. 24% and 18%, respec�vely), and CEO (37% vs. 15% and 14%,
respec�vely) encourage par�cipa�on in employee health programs extremely well or very well.
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Subgroup Findings (con�nued)
Millennials whose company oﬀers programs are also more likely than Gen Xers and Baby Boomers
to say that they are aware that all or most of senior management have actually par�cipated in
health programs (35% vs. 17% and 11%, respec�vely). Millennials are also more likely than Gen
Xers and Baby Boomers to say that they know their CEO actually par�cipates in health programs
(41% vs. 20% and 12%, respec�vely).
Role of Technology/Data Donor
Although technology plays an important role in their health, Millennials also believe that
disconnec�ng from it is also essen�al. Older Millennials (84%) are more likely than Younger
Millennials (71%), Gen Xers (75%), Baby Boomers (76%), and Matures (59%) to say that unplugging
or disconnec�ng from technology is important to their health. Millennials, and Older Millennials
in par�cular, are more likely than all other genera�ons to say that their employer encourages
employees to occasionally unplug from technology and Millennials are more likely than all other
genera�ons to believe that their quality of work is posi�vely aﬀected by unplugging.
Millennials, par�cularly Older Millennials, are more likely than all other genera�ons to be aware of
the term “data donor.” Millennials are also more likely than all other genera�ons to have a clear
understanding of why their employer would want them to share their personal health informa�on
with them and the beneﬁts associated with it. Addi�onally, they are more likely than all other
genera�ons to say that the poten�al beneﬁts of sharing their health informa�on with their
employer outweigh their concerns and are the most willing to share their personal health
informa�on with a non-proﬁt organiza�on for the purposes of helping advance personalized
health approaches and solu�ons.
Overall, Millennials seem to be the most engaged in employee health programs. They are also
more likely to see the increased beneﬁts from these programs – both work-related and their
percep�ons of their employers and CEO. Not too surprisingly, health goals diﬀer by genera�on
with Millennials focused on stress and sleep, while older genera�ons have goals revolving around
weight loss. Perhaps surprisingly, Millennials ﬁnd more importance in unplugging or disconnec�ng
from technology, while also ci�ng it as important to their health.
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Subgroup Findings (con�nued)
Income
The survey highlights the important role that household income has on health and behavior. Nearly
all agree that they feel be�er when they eat right and exercise, but those with lower incomes are less
likely to report being in good health. Employees with lower household incomes are also least likely to
report having employee health programs available to them even though they may have the most to
gain.
Regardless of income, the vast majority of employees say they feel be�er when they eat right and
exercise (household income (HHI) of less than $50,000 a year (92%), $50K to less than $100K (94%),
$100K or more (98%)). But, those with a HHI of less than $50,000 a year, are less likely than those
with a HHI of $50K to less than $100K and those with a HHI of $100K or more to rate their health as
excellent or very good (43% vs. 54% and 63%, respec�vely). Those with a HHI of $100K or more are
more likely than those with HHIs of less than $100K to say they feel their job gets in the way of their
health (47% vs. 34% less than $50K and 37% $50 to <100K).
Employees with a HHI of less than $50,000 a year, are less likely than those with a HHI of $50K to less
than $100K and those with a HHI of $100K or more to say they feel their employer is commi�ed to
the health of employees (59% vs. 68% and 72%, respec�vely). It is possible this is related to the fact
that those with a HHI of less than $50,000 a year, are less likely than those with a HHI of $50K to less
than $100K and those with a HHI of $100K or more to report that their employer oﬀers some type of
employee health program (68% vs. 73% and 82%, respec�vely). Of those who par�cipate, regardless
of HHI, employees are equally likely to reap the same beneﬁts with similar propor�ons repor�ng they
feel be�er because of their par�cipa�on in the programs (HHI of less than $50,000 a year (40%),
$50K to less than $100K (34%), $100K or more (40%)). In fact, those with a lower HHI may beneﬁt
more from these programs. Employees who par�cipated that have a HHI of less than $50,000 a year,
are less likely than those with a HHI of $50K to less than $100K and those with a HHI of $100K or
more to report they had fewer sick days as a result of their par�cipa�on (47% vs. 33% and 35%,
respec�vely).
Inequi�es in employer commitment to health are apparent within the workforce. Though lower
income workers poten�ally have the most to gain from employee health programs, they are the least
likely to report that these programs are available to them through their employer. Organiza�ons with
lower income workforces should consider oﬀering health programs to help ensure that the beneﬁts
are being felt by both the employees and employers.
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Subgroup Findings (con�nued)
Company Size
Not surprisingly, employees at small companies (<1,000 employees) are not as likely as employees at
medium (1,000-9,999 employees) and large (10,000+ employees) companies to oﬀer employee
health programs and resources. However, CEO engagement and par�cipa�on in these employees at
small companies seem to be higher than employees at medium and large companies.
Employees at small companies are less likely than those at medium and large companies to have
employee health programs available (68% vs. 82% and 78%, respec�vely). They are also least likely to
have ﬁnancial programs or resources available to them. However, employees at small companies are
more likely than employees at medium and large companies to say that the availability of workplace
health programs have had a strong/very strong impact on their commitment to their health (52% vs.
43% and 43%, respec�vely), their percep�on of their CEO (38% vs. 29% and 18%, respec�vely), and
their rela�onships with their colleagues (39% vs. 27% and 22%, respec�vely) and immediate
supervisor (34% vs. 25% and 20%, respec�vely).
Despite being more likely to have employee health programs available through their employer,
employees at large companies are less likely than those at small and medium companies to say that
the programs they par�cipate in have improved their health a great deal or a fair amount (25% vs.
44% and 44%, respec�vely). They are also more likely than employees at small and medium
companies to say that they have not experienced any work-related outcomes that can be a�ributed
to these programs (33% vs. 21% and 23%, respec�vely).
There are also diﬀerences when it comes to senior engagement and encouragement. Small company
employees are more likely than medium and large company employees to say that all or most of
senior management have actually par�cipated in their health programs (30% vs. 21% and 10%,
respec�vely). Employees at large companies are less likely than those at small and medium
companies to say that senior management (15% vs. 28% and 25%, respec�vely) or their CEO (13% vs.
27% and 25%, respec�vely) encourages par�cipa�on in employee health programs well or extremely
well. They are also least likely to say that their CEO actually par�cipates in their employee health
programs (10% vs. 31% and 28%, respec�vely).
Although employees at small companies may not be able to oﬀer the types or amount of employee
health programs as those at medium and large companies, it seems employees in these small
companies are most likely to feel the posi�ve eﬀects if they are oﬀered. Large company employees
that have these programs available to employees may consider making senior leadership and CEO
engagement in these programs more visible in order to boost employee engagement.
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Conclusion
Employers are key to crea�ng a culture of good health and well-being. By oﬀering programs – whether
they are related to health, ﬁnances, or mentorship – employers signal to their employees that they
care about their health. Understanding their workforce and their personal goals and preferences can
help employers assess, plan for, and implement programs that will have meaningful impact on
individual employees as well as the organiza�on as a whole.
Below are ac�ons organiza�ons can take as they strive to serve as role models in taking posi�ve steps
toward healthy living within their organiza�on and encourage leaders at other organiza�ons to take
ac�on in their own companies and communi�es.
Key Takeaways:
•

•
•

•
•
•
•

Oﬀer employee health programs that align with employees’ personal health goals
– crea�ng alignment has the poten�al for posi�ve outcomes on the individual and
organiza�onal level
Consider genera�onal diﬀerences in program oﬀerings and communica�ons –
employee health goals and preferences may vary based on their age
Encourage employee program par�cipa�on by communica�ng and demonstra�ng
leadership par�cipa�on – doing so may help create a culture of health throughout
the organiza�on
Increase ﬁnancial program enrollment – they have the poten�al to help more than
just employees’ ﬁnancial health
Oﬀer or make eﬀorts to increase par�cipa�on in mentoring programs – they are a
rela�vely low-cost way to educate and engage workforces
Let employees know it is okay to occasionally “unplug” – employees understand the
beneﬁts of disconnec�ng but may not feel they have permission to do so
Educate employees about the concept and poten�al beneﬁts of being a data donor while
also recognizing employee rights and the importance of ensuring that organiza�ons have
rigorous procedures and governance rules that safeguard employee personal health
informa�on.*

The outcome of the research and ac�on points above provide employers with recommenda�ons that
have the poten�al to increase employee par�cipa�on in health programs, which could improve their
health. Though no organiza�on is the same, the research ﬁndings also provide a framework and
considera�ons for employers as they design and implement eﬀorts to improve their employees’ health
and engage their workforce.
* The American Heart Associa�on is fundamentally opposed to the selling of personal health informa�on that is collected as part of a biometric screening or health risk
assessment within a workplace wellness program. This does not necessarily apply to de-iden�ﬁed or aggregate data that may be used for research or program
evalua�on purposes. Protec�ng privacy and preven�ng de-iden�ﬁed or aggregate data from being errantly or inadvertently re-iden�ﬁed requires quality control of
data management and procedural/internal corporate governance. Many large accoun�ng ﬁrms, law ﬁrms, health care consultants, and IT consultants can provide this,
as they specialize in health care informa�on-related audits.
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Appendix: Firmographics
BASE: ALL QUALIFIED RESPONDENTS
Q3081 On average, how many hours a day do you work?

n=
Less than 4
4-7
8
9
10+
Mean
Median

Total 2014
(A)
2,004

Total 2016
(B)
2,009

1%
17%
46%
17%
18%
8.5 hours
8 hours

1%
20%
46%
15%
18%
8.3 hours
8 hours

BASE: ALL QUALIFIED RESPONDENTS
Q3085 Thinking of a typical workday, how many hours per day do you spend…?
SITTING
n=
Less than 4
4-7
8
9
10+
Mean
Median
STANDING OR MOVING AROUND
n=
Less than 4
4-7
8
9
10+
Mean
Median

Total 2014
(A)
2,004

Total 2016
(B)
2,009

30%
54%
9%
3%
4%
4.9 hours B
5 hours

34%
51%
9%
3%
3%
4.6 hours
5 hours

Total 2014
(A)
2,004

Total 2016
(B)
2,009

55%
32%
7%
2%
4%
3.8 hours
3 hours

52%
33%
8%
3%
4%
3.9 hours
3 hours
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Appendix: Firmographics (con�nued)
BASE: ALL QUALIFIED RESPONDENTS
Q3095aN Which of the following best describes your current work loca�on where you spend the
majority of your �me?

n=
Tradi�onal oﬃce se�ng
School or other educa�onal ins�tu�on
Healthcare facility (e.g., hospital, clinic, etc.)
Retail store
Factory/manufacturing plant
A co-working space (an oﬃce or other working environment used by
people who are self-employed or working for diﬀerent employers)
A type of transporta�on (e.g., driving a car, bus, etc.)
Home oﬃce
Other

Total 2016
2,009
35%
10%
9%
9%
9%
7%
5%
5%
10%

BASE: DO NOT WORK FROM HOME
Q3097 Thinking about the current work loca�on you spend the majority of your �me, which of the
following people, if any, are also most o�en at that loca�on? Please select all that apply.
n=
Func�onal work team
Direct manager
CEO of my company
Other/None of these

Total 2016
1,900
60%
50%
17%
29%
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Appendix: Firmographics (con�nued)
BASE: ALL QUALIFIED RESPONDENTS
Q1425 About how many people work for your organiza�on at all levels and in all loca�ons across
the United States? Your best guess will do.
n=
1 to 24
25 to 49
50 to 99
100 to 249
250 to 499
500 to 999
1,000 to 2,499
2,500 to 4,999
5,000 to 9,999
10,000 or more

Total 2014
2,004

Total 2016
2,009

8%
9%
9%
7%
10%
12%
8%
9%
28%

8%
9%
11%
7%
10%
11%
10%
8%
25%

BASE: ALL QUALIFIED RESPONDENTS
Q1430 How many people work for your organiza�on at your loca�on?
Total 2014
n=
2,004
1 to 24
25 to 49
50 to 99
100 to 249
250 to 499
500 to 999
1,000 to 2,499
2,500 to 4,999
5,000 to 9,999
10,000 or more

Total 2016
2,009

16%
13%
16%
16%
10%
9%
8%
3%
3%
6%

17%
13%
14%
18%
10%
9%
7%
3%
4%
4%

Total 2014
2,004

Total 2016
2,009

63%
17%
20%

65%
19%
16%

BASE: ALL QUALIFIED RESPONDENTS
Q1455 For what type of organiza�on do you work?
n=
For-proﬁt organiza�on
Not-for-proﬁt organiza�on
Local, state or federal government
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Appendix: Demographics
BASE: ALL QUALIFIED RESPONDENTS
Q1420 What is your employment status? Please select all that apply.
n=
Employed full �me
Employed part �me
Student
Self-employed

Total 2014
2,004

Total 2016
2,009

88%
14%
5%
1%

85%
17%
2%
1%

BASE: ALL QUALIFIED RESPONDENTS
Q1435 Are you currently enrolled in a health plan oﬀered by your employer?
n=
Yes, I am currently enrolled
No, I am not currently enrolled but my company oﬀers a
health plan

Total 2014
2,004

Total 2016
2,009

81%

77%

19%

23%

Total 2014
2,004

Total 2016
2,009

35%
65%

38%
62%

Total 2014
2,004

Total 2016
2,009

55%
45%

57%
43%

BASE: ALL QUALIFIED RESPONDENTS
Q1440 Do you manage or supervise staﬀ?
n=
Yes
No
BASE: ALL QUALIFIED RESPONDENTS
Q268 Gender
n=
Male
Female
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Appendix: Demographics (con�nued)
BASE: ALL QUALIFIED RESPONDENTS
Q280 Age
n=
18-25
26-35
36-50
51-69
70+
Mean
Median

Total 2014
2,004

Total 2016
2,009

10%
21%
35%
32%
1%
43.6 years old
44 years old

8%
25%
34%
32%
2%
43.8 years old
44 years old

Total 2014
2,004

Total 2016
2,009

69%
15%
12%
2%
*
*
*
1%

67%
15%
10%
6%
*
*
*
1%

BASE: ALL QUALIFIED RESPONDENTS
Q485 Racial Background
n=
White
Hispanic
Black/African American
Asian or Paciﬁc Islander
Na�ve American or Alaskan Na�ve
Mixed Race
Some other race
Decline to answer
BASE: ALL QUALIFIED RESPONDENTS
Q320 U.S. Region
n=
East
Midwest
South
West
Other

Total 2014
2,004

Total 2016
2,009

19%
22%
35%
23%
-

22%
23%
31%
23%
*
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Appendix: Demographics (con�nued)
BASE: ALL QUALIFIED RESPONDENTS
Q434 Educa�on
n=
HIGH SCHOOL OR LESS (NET)
Less than high school
Completed some high school
Completed high school
ATTENDED COLLEGE OR COLLEGE DEGREE (NET)
Some college, but no degree
Associate degree
College (such as B.A., B.S.)
ATTENDED GRADUATE SCHOOL OR GRADUATE DEGREE
(NET)
Some graduate school, but no degree
Graduate degree (such as MBA, MS, M.D., Ph.D.)
Job-speciﬁc training program(s) a�er high school

Total 2014
2,004

Total 2016
2,009

25%
*
2%
24%
53%
18%
11%
24%

22%
*
2%
19%
57%
18%
12%
26%

14%

16%

2%
12%
7%

3%
13%
6%

Total 2014
2,004

Total 2016
2,009

2%
5%
6%
11%
19%
17%
15%
11%
5%
3%
2%
6%

2%
4%
7%
10%
18%
16%
14%
10%
9%
2%
2%
5%

BASE: ALL QUALIFIED RESPONDENTS
Q462 Income
n=
Less than $15,000
$15,000 to less than $25,000
$25,000 to less than $35,000
$35,000 to less than $50,000
$50,000 to less than $75,000
$75,000 to less than $100,000
$100,000 to less than $125,000
$125,000 to less than 150,000
$150,000 to less than $200,000
$200,000 to less than $250,000
$250,000 or more
Decline to answer
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Appendix: Demographics (con�nued)

BASE: ALL QUALIFIED RESPONDENTS
Q434 Educa�on
n=
Never married
Married or civil union
Divorced
Separated
Widow/Widower
Living with partner

Total 2014
2,004

Total 2016
2,009

25%
55%
8%
1%
2%
8%

20%
60%
9%
1%
2%
8%
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