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Introduction

THE 2015 STRATEGIC BENEFiTS SURVEY iS PART OF A SURVEY SERJES ADMiNiSTERED ANNUALLY SiNCE 2012 BY THE SOCiETY
FOR HUMAN RESOURCE MANAGEMENT (SHRM). THiS RESEARCH i$ USED TO DETERMINE WHETHER VARjOUS EMPLOYEE BENEFITS
ARE LEVERAGED TO RECRUIT AND RETAIN TOP TALENT. THE SiX-PART SERiES FEATURES THE FOLLOWiNG TOPiCS:

> PART I: WELLNESS INTIATIVES
> PART 2: FLEXiBLE WORK ARRANGEMENTS

> PART 3: HEALTH CARE

> PART 4: LEVERAGING BENEFITS T0 RETAIN EMPLOYEES
> PART 5: LEVERAGING BENEFITS TO RECRUIT EMPLOYEES
> PART 6: ASSESSMENT AND COMMUNICATION OF BENEFITS

Definitions

FOR THE PURPOSE OF THiS SURVEY, WELLNESS iNiTIATiVES ARE ANY TYPE OF WELLNESS PROGRAM, RESOURCE OR SERVICE
OFFERED TO EMPLOYEES. FiNANCIAL EDUCATION iNiTiATiVES ARE DEFiNED AS ANY WORKPLACE iNiTiATiVE, PROGRAM OR,
RESOURCE DESIGNED TO PROVIDE EMPLOYEES WiTH iNFORMATION ON HOW TO EFFECTIVELY MANAGE THEIR FiNANCIAL
RESOURCES FOR A LIFETiME OF FiNANCIAL WELL-BEiNG.
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® Wellness initiatives and use: ABOUT TWO-THIiRDS (69%OF HR PROFESSIONALS iNDiCATED THEIR ORGANiZATiONS OFFERED
SOME TYPE OF WELLNESS PROGRAM, RESOURCE OR SERVICE TO THEIR EMPLOYEES.

® Return on investment (ROI) and cost-savings from wellness initiatives: IN 2014, 72%)F O0RGANiZATiONS THAT OFFERED
SOME TYPE OF WELLNESS PROGRAM, RESOURCE OR SERVICE DiD NOT CONDUCT AN ANALYSiS TO DETERMINE THEIR ROI
AND/0R COST-SAViNGS FOR THEIR WELLNESS iNiTiATiVES; 169%€0NDUCTED BOTH AN ROI AND COST-SAViNGS ANALYSIS, 7%
CONDUCTED A COST-SAViNGS ANALYSiS, AND 49€0NDUCTED AN ANALYSIS TO DETERMINE THEIR ROI.

® Change in employee participation in wellness initiatives: ABOUT ONE-HALF (52% OF RESPONDENTS FROM ORGANiZATiONS
THAT OFFERED SOME TYPE OF WELLNESS PROGRAM, RESOURCE OR SERVICE iNDiCATED EMPLOYEE PARTiCiPATiON iNCREASED
LAST YEAR COMPARED WiTH THE YEAR BEFORE.
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® Effectiveness of wellness initiatives in reducing health care costs and improving the overall health of employees: MORE
THAN THREE-QUARTERS OF RESPONDENTS FROM ORGANiZATiONS THAT HAD WELLNESS iNiTiATiVES iN PLACE iNDiCATED
THESE iNiTIATIVES WERE “SOMEWHAT” OR “VERY EFFECTIVE” iN REDUCING THE COSTS OF HEALTH CARE (77%

® Wellness incentives or rewards: ABOUT THREE-FIFTHS (59% OF ORGANiZATiONS THAT HAD WELLNESS iNiTiATiVES iN PLACE
OFFERED WELLNESS iNCENTIVES OR REWARDS.

® Wellness initiatives extended to dependents: JUST UNDER ONE-HALF (46%0F ORGANiZATiONS THAT HAD WELLNESS
iNiTiATiVES iN PLACE EXTENDED THEM TO EMPLOYEE DEPENDENTS.
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ARE ANY OF YOUR ORGANIZATiON’S WELLNESS iNiTIATIVES WHiCH EMPLOYEE DEPENDENT GROUPS ARE YOUR ORGANIZATiON’S

EXTENDED TO DEPENDENTS? WELLNESS iNITIATIVES EXTENDED T0?

0 9 o0
SPOUSES S
99%

46% SAME-SEX DOMESTIC

50%
YES 0 PARTNERS
45%
45% DEPENDENT CHiLDREN*

i 2015 (N = 242, 89-110)
i 2014 (N = 247,108-123)  OPPOSITE-SEX DOMESTIC

L4 2013 (N = 261, 101-115) PARTNERS
W 2012 (N = 186, 117-129)

NOTE: RESPONDENTS WHOSE ORGANIZATiONS EXTENDED WELLNESS iNiTIATIVES T0O EMPLOYEE
DEPENDENTS WERE ASKED THiS QUESTiON. RESPONDENTS WHO iNDiCATED THEY WERE “NOT
SURE” WERF EXCLUDED FROM THis ANALYSiS. PERCENTAGES DO NOT TOTAL 1009VE To
MULTIPLE RESPONSE OPTIONS. *INCLUDES FOSTER, CHILDREN AND DEPENDENT GRANDCHILDREN;
GROUPS COLLAPSED iNTO ONE iTEM ON 2015 SURVEY.
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NOTE: RESPONDENTS WHOSE ORGANiZATiONS HAD WELLNESS iNiTiATiVES iN PLACE
WERFE ASKED THiS QUESTION. RESPONSE OPTiONS PROVIDED WERF “YES/NO./NOT
SURE.” RESPONDENTS WHO iNDiCATED THEY WERE “NOT SURE” WERE EXCLUDED
FROM THiS ANALYSiS. ONLY “YES” RESPONSES ARE SHOWN.
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WHAT WELLNESS iNCENTIVES OR REWARDS WERE OFFERED TO EMPLOYEES
WHO PARTIiCiPATED iN WELLNESS iNiTIATIVES LAST YEAR?

REDUCTIiON iN HEALTH CARE PREMiUM 45%
GIiFT CARDS 37%
COMPANY GiFT iTEMS, SUCH AS T-SHIRTS, MUGS AND...
RECOGNITiON iN A COMPANY NEWSLETTER, iNTRANET,...
TiME OFF FROM WORK
BONUS/CASH*

CONTR{BUTiON TO HSA/HRA*

OTHER,

NOTE: N = 143. RESPONDENTS WHOSE ORGANIZATiONS HAD WELLNESS INTIATIVES iN PLACE WERE ASKED THiS QUESTiON. PERCENTAGES D0 NOT TOTAL 1009DVE T0 MULTIPLE RESPONSE
OPTiONS. AN ASTERJSK (*) iNDiCATES THAT THE RESPONSE OPTiON WAS DEVELOPED FROM OPEN-ENDED RESPONSES.
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® HEALTH CARE COSTS ARE DiFFIiCULT TO CONTROL FOR MANY ORGANIZATIONS, WHiCH MAY EXPLAIN WHY MANY HAVE TURNED
TO WELLNESS PROGRAMS AS A MEANS OF TRiMMiNG EXPENSES. SHRM’S 2015 EMPLOYEE BENEFITS REPORT, FOR EXAMPLE,
SHOWED SiGNiFiCANT iNCREASES FROM 2011 T0 2015 iN EMPLOYERS’ PARTICiPATiON iN A NUMBER OF PREVENTIVE HEALTH
AND WELLNESS BENEFiTS, iNCLUDiNG WELLNESS PROGRAMS (GENERAL), HEALTH AND LiFESTYLE COACHiNG, SMOKiNG
CESSATiON PROGRAMS, AND REWARDS OR BONUSES FOR COMPLETiNG CERTAIN HEALTH AND WELLNESS PROGRAMS. IF THESE
iNITIATIVES RESULT iN A HEALTHIER WORKFORCE, ORGANIZATiONS CAN CONCEIVABLY SEE COST SAViNGS ASSOCIATED WiTH
THEIR HEALTH CARE PLANS.!

® ASiDE FROM CUTTiNG COSTS, WELLNESS PROGRAMS MAY ALSO BENEFIT AN ORGANiZATiON’S RECRUITiNG AND RETENTiON
EFFORTS. ALMOST ONE QUARTER (249 0F EMPLOYEES SAiD THAT WELLNESS PROGRAMS WERE A “VERY iMPORTANT”
CONTRiBUTOR TO JOB SATiSFACTiON, AND 54%)F THOSE WHOSE ORGANiZATiONS OFFERED WELLNESS PROGRAMS WERE
SATiSFIiED WiTH THEM. MiLLENNIAL AND GENERATiON X EMPLOYEES WERE MOST LiKELY TO ViEW WELLNESS PROGRAMS AS
AN iMPORTANT JOB SATiSFACTiON CONTRjBUTOR,2

1 2015 EMPLOYEE BENEFITS REPORT BY SHRM
2 2015 EMPLOYEE J0B SATISFACTiON AND ENGAGEMENT REPORT BY SHRM.
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T

WELLNESS PROGRAMS RESOURCE PAGE: HTTP://WWW.SHRM.ORG/WELLNESS

FOR MORE iNFORMATION AND RESOURCES ON WELLNESS PROGRAMS:

SHRM FOUNDATiON’S EFFECTiVE PRACTiCE GUiDELINES SERJES
»  EVALUATiNG WORKSiTE WELLNESS: PRACTiCAL APPLiCATiONS FOR EMPLOYERS

»  PROMOTiNG EMPLOYEE WELL-BEiNG: WELLNESS STRATEGIES TO IMPROVE HEALTH, PERFORMANCE AND THE BOTTOM
LiNE

FOLLOW US ON TWiTTER @SHRM RESEARCH OR @SHRM @SHRMBiRBAL
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