
 

 

Worksite Health Promotion 

A brief synopsis of its importance, effectiveness, and critical elements of design 

Importance—Does Worksite Health Promotion matter? 

A healthy, well, resilient, and vital workforce not only creates a healthy company with a healthy bottom 

line (1), it is also inextricably linked to healthy, vibrant, and productive communities. Healthy 

communities stand at the heart of a vital economy that attracts new employers and industries, creates 

jobs, increases housing values, enhances prosperity, and supports global competitiveness (2, 3).  

Effectiveness—Does Worksite Health Promotion work? 

The Community Preventive Services Task Force has conducted rigorous scientific reviews of all the 

research on this topic and recommends worksite health promotion programs on the basis of strong 

evidence of effectiveness in improving health behaviors or conditions in populations of workers (4). 

A systematic review and meta-analysis conducted by health economists at Harvard University shows 

that worksite health promotion programs can generate substantial savings. Employers, on average, save 

$3.27 in health care cost savings for every dollar invested. Furthermore, they saved another $2.73 in 

absenteeism reduction for every dollar invested (5). 

Design—How Does Worksite Health Promotion Generate Results? 

Based on a review of available literature, 9 best practice dimensions for successful worksite health 

promotion program design have been identified (6). When programs are designed according to these 

principles, they are more likely to generate positive health-, economic-, and productivity-related 

outcomes.  

 

Leadership Elements that set the vision for the program, assign accountability, ensure structural 

support for the program, engage leaders throughout the organization, set appropriate 

organizational policy to support health, and support the program’s need for resources. 

Relevance Elements that address factors critical to participation and engagement of employees and 

their families in the various program options. Relevance reflects the degree to which 

program options apply to the needs and interests of workers and their families. It is 

assumed that relevance is a critical factor in long-term engagement of employees. 



 

Partnership Elements that relate to efforts designed to integrate with multiple stakeholders including 

individual workers, employees as a population (representation), organized labor, 

community organizations, vendor companies, and other internal partners. 

Comprehensiveness Elements that, taken together, meet the definition of a comprehensive program (10) and 

include health education, supportive physical and social environments, integration of the 

worksite program into the organization’s structure, linkage to related programs, and 

worksite screening programs. 

Implementation Elements that ensure a planned, coordinated, and fully executed implementation of 

health management programs including ongoing monitoring and designated staff with 

clearly delineated accountabilities. 

Engagement Elements that promote respect throughout the organization, build trust, facilitate 

program co-ownership through participatory principles, ensure worker representation in 

decision-making processes, provide meaningful incentives that leverage intrinsic 

motivation and fit the company culture, and create a workplace environment in which 

health management programs thrive. 

Communications Elements that indicate the presence of a formal communication strategy that includes a 

branding approach for program visibility, ongoing communications using multiple 

delivery channels, and targeted and tailored messaging designed to reach specific sub-

groups. 

Data-driven Elements that represent the importance of informed decision-making and providing 

guidance through ongoing measurement, evaluation, reporting, and analytics. Data 

needs to be shared appropriately with other vendors for program integration purposes 

as well as to address comprehensive reporting needs.  Not only is it important to ensure 

that data representing program experiences is relevant, clean, and representative, but 

also that it drives continuous program improvement. 

Compliance Elements that ensure the health management program meets regulatory requirements 

and safeguards individual-level data. Compliance may be considered a cornerstone 

element—without it, doubt may be cast upon the ethical and legal status of the health 

management program. 
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