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THE GEEK’S GUIDE TO 

WELLNESS 
Value Your Staff to Unlock Business Growth



For nearly a decade, wellness has become the buzzword in 
large companies and HR departments. Practitioners report 
increased profits, productivity as well as reduced operating 
costs and greater company adaptability. Morgan Stanley 
and Adidas recently topped Britain’s Healthiest Workplace 
Survey because they know Wellness in employees translates 
into sustainable long-term business growth (Jack: 2019). 
Elsewhere Virgin Health and Workforce Magazine reported 
as many as 77% believed Wellness programmes positively 
impact company culture- a figure backed up 69% in 
research led by the Economist Intelligence unit (2013). It’s 
clear there’s something revolutionary going on here but 
what are the facts behind the hype?

 THINK YOU’RE CARING FOR
 YOUR EMPLOYEES? THINK AGAIN.

Over 75% of employers claim to offer some kind of 
Wellness programme (Society for Human Resource 
Management:2013). However, research by the Canada 
Life Group discovered that 45% of respondents believed 
their employer did not know how to improve productivity. 
Worse still, 76% felt their productivity was being negatively 
impacted at work (Scott: 2018). These figures suggest 
that many of the 75% employers from the first study are 
falling well short in their commitment to employees. 
Worryingly for employers, 89% of those surveyed believed 
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Wellness – an introduction



they would notice if employers’ schemes stemmed from a 
genuine concern about their Wellness. It seems a poorly 
executed Wellness scheme could be as bad as no scheme 
at all. People talk. Employees love to chat about their 
jobs, especially if their employer exudes Wellness – are 
you certain your company would compare favourably 
to your competitors? Does your company spark pride in 
your employees and offer a truly compelling employment 
proposition beyond money? UK companies are either 
not providing Wellness or doing it so badly as to seem 
disingenuous (Economist Intelligence  
unit: 2013). This guide will explore the benefits of 
implementing Wellness and the pitfalls of doing it badly 
or not at all. It will also get you started on the road to 

understanding Wellness to enable you to craft a well-
planned and considered scheme, matched to your 
particular workforce’s needs.

DON’T LOSE YOUR BEST PEOPLE TO
RIVALS WHO KNOW HOW TO MOTIVE
THEM BETTER

Wellness – an introduction
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What is 
wellness?



What is Wellness?

“Wellness is the act of practicing healthy 
habits on a daily basis to attain better 
physical and mental health outcomes.” 
(Pfizer 2018).

Wellness is a range of long-term initiatives or strategies that 
improve productivity and profits by consistently targeting 
not only physical health but also the mental health and 
comfort of employees in the following five areas:

Wellness may sound like a un-business-like, woolly, vague 
and intangible idea but actually the reasoning is very clear: 
if staff feel like their company really cares about them 
then they will not only take pride in the company they 
work for but will also strive to help their employer exceed 
company goals and targets. It seems like common sense 
and no surprise that 91% of employees felt motivated to 
do their best if their bosses prized staff Wellness (American 
Psychological Association: 2016).
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The Wellness strategy understands that employees 
must be sufficiently content in most of the areas. Any 
significant drop in one or two elements will undermine 
the motivational effects of the others over time. Effective 
Wellness programmes raise awareness and provide tools 
for employees to improve their work/life balance and in 
doing so, strengthen employee/employer relations beyond 
a financial transaction. Whereas employers that focus  
purely on the financial reward risk low engagement, 
burnout and eventual turnover of staff.

PUT SIMPLY: SHOW THEM YOU CARE
AND YOUR EMPLOYEES WILL CARE
ABOUT YOU 
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What is Wellness?

1. Social interconnectedness – benefiting from 

supportive and loving relationships

2. Sense of purpose – enjoying (and being 

motivated by) your daily routine

3. Community roots - feeling settled, safe and 

happy in your locality

4. Financial security – being safe and unstressed 

because of your financial management

5. Physical health – feeling energised and 

motivated by good health and fitness   
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The business 
case for Wellness



 YOUR BUSINESS WILL SUFFER WITHOUT
 A CLEARLY DEFINED WELLNESS 
 PROGRAMME.

 INCREASE PROFITS V STAFF TURNOVER 

Staff turnover is the real enemy; not only is it lavishly 
wasteful, it also hurts your bottom line. Forward-thinking 
businesses have long understood that pouring Wellness 
onto employees reduces staff turnover and drives  
up profits. 

Ignoring some of the five factors detailed above treats staff 
as expendable commodities, breeding discontent. 

Understandably, in the hustle of the working week, it’s too 
easy to focus on pressing deadlines and de-prioritise your 
staff. It’s a short-sighted approach that drives overworked 
and underappreciated staff into the ground only to 

replenish them with costly fresh recruits that are doomed to 
suffer the same fate. Wellness has the capacity to align staff 
with your company goals.

Extrinsic Vs Intrinsic motivation  
Workplaces have traditionally utilised extrinsic (external) 
motivation through pay, commissions and possibility of 
promotion. It’s a mercenary arrangement largely devoid 
of emotional attachment; both employer and employee 
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chase different rewards. Conversely, intrinsic motivation 
stems from an internal desire within an employee. Naturally, 
companies with strong heritage and reputation within a 
sector have the power to evoke pride within their workforce. 
But as previously discussed, this scenario and the extrinsic 
one before it, are at the mercy of fluctuations within 5 key 
Wellbeing areas described on page 6. A powerful Wellness 
programme not only addresses the 5 areas but also 
utilises intrinsic motivation to rouse employee pride in an 
employer, uniting both parties towards a common goal. The 
reasoning follows that if an employee firmly believes that 
their management has contributed to his or her reasonable 
comfort in most areas of their life, they will begin to take 
pride in their company and its exploits. 

 SMALL AND MEDIUM SIZED BUSINESSES
ARE LAGGING BEHIND

In the midst of relentless deadlines, time can seem like a 
precious commodity. Smaller businesses will often feel like 
they do not have the budget or manpower to plan Wellness 
into their regimen and become embroiled in the vicious 
cycle of replacing burnt-out or disillusioned staff with costly 
recruits that need training to bring them up to speed.  
Consequently, the experienced veterans that remain are 
under more pressure to bridge the shortfall. 
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Pay rises  
- don’t work!



Deep-down you already know this. An employee’s lifestyle 
quickly adapts to consume any pay rise and, before too long, 
the perception of financial shortage returns; the employee 
becomes disgruntled again. The data doesn’t lie: 79% of 
employees prefer new or additional benefits to a pay increase 
(Glass Door: 2015). 

Commissions may motivate highflyers but can easily 
demotivate others in their shadow. Be warned against pay 
transparency – research shows this can breed jealousy and 
individualism rather than team spirit (Ray: 2019). This translates 
into staff that collaborate less for the greater good, preferring 
to seek individual recognition at the expense of the company’s 
goals. Without Wellness, an employee only has one reason to 

stay - money. Pay rises, like an arms race, can escalate out of 
control without really solving the issue at hand. There’s nothing 
stopping a larger business from offering more than you. 

Conversely, Wellness gives them more reasons to stay. Your 
competitor might pay more but if your employees believe you 
genuinely care for them through work/life balance of flexible 
hours; frequent downtime; excellent benefits; great team 
morale, they’re very likely to stay. 80% of employees would 
choose additional benefits over a pay raise (Jones: 2015). 
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No excuses, you can start right now for free.
There are hundreds of ways in which you can let your staff 
know that you care so that they begin to care about you too. 
The tiny changes on the right are just the tip of the iceberg 
(deeper strategies are discussed later) but could form the 
embers to a more comprehensive and sustained long-term 
cultural change.
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No excuses! You can can start right now for free!

Free stratagies
1. Engage in more walking meetings

2. Show trust through flexible working hours 

3. List/promote the local healthy dining options close to work

4. Champion the uses of stairwells instead of lifts 

5. For active outdoor breaks and lunches, provide maps for 
walking routes or trails 

6. Negotiate corporate discounts for health club memberships

7. Encourage staff to walk to another employee’s desks rather 
than just emailing 

8. Discourage the bringing in of unhealthy snack foods at work 

9. Coordinate and communicate running and walking clubs

10. Encourage employees, clients and suppliers to give healthy 
Christmas gifts
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How to implement a 
wellness programme 
properly



The small changes at the end of the previous section are a 
great start but convincing employees that you really do care 
doesn’t happen overnight. Wellness requires a deep-down 
change of your company mindset. 

Work pressures traditionally default companies to a Profit 
First approach. The key driving force comes from the top 
down (management) for a short-term period (often an 
impending deadline). Employees are under pressure to 
demonstrate their worth, which can inevitably require staff 

to go above and beyond their contracted hours, eventually 
leading to discontent, burnout and high staff turnover. 

 PLACE EMPLOYEES FIRST INSTEAD 
 OF PROFITS
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How to implement a wellness programme properly

However, you must adopt an Employees First approach. 
Think of your staff as a team of superstars that can only 
perform at maximum productivity if all aspects of their 
training, physical, mental and financial wellbeing are 
maximised wherever possible. You’ve probably already met 
employees at such firms boasting about their company 
culture. They enjoy coming to work because generally 
the systems are organised, and deadlines are planned in 
advance. They don’t mind having to occasionally go ‘above 
and beyond’ as they know, very soon, the well-established 
Wellness culture will resume. Here, the main driving 



force comes intrinsically from the bottom-up within the 
workforce who don’t perform because the feel pressurised 
but because they genuinely care about their employer’s 
goals and achievements. Rather than a high staff turnover 
situation with employees struggling at different levels of 
experience, companies such as these are brimming with 
experienced veterans working within a team; they know 
how to deliver deadlines quickly and efficiently. It’s a long-
term and sustainable strategy that may not pay dividends 
immediately but plants the seed to heighten business 
growth through engagement, efficiency and productivity 
whilst attracting and retaining the very best people.

3 STEPS TO LONGTERM WELLNESS
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STEP 1: really understand staff issues 

It’s very easy to judge employees solely on their workplace 
persona. The working world demands that employees be 
professional and not allow external problems to affect their 
work. However, when you think about it, such expectations 
are unrealistic for a majority of employees. 

It’s unlikely that anyone reading this can honestly claim to 
have not been affected by life issues that translate to sub-
optimal performance in the workplace. 

Corporate attitudes to mental health are emerging very 
slowly from the Dark Ages. UK culture is traditionally 
uncomfortable with addressing the emotions surrounding 



personal issues. Ignoring external issues is ignoring that 
work only makes up one third of an employee’s life and will 
only serve to maintain the wasteful turnover of staff. 

Thankfully Wellbeing doesn’t require you interfere in your 
staff’s personal lives, just that you recognise the whole 
picture and provide the understanding and tools for staff to 
help themselves. 

But you must begin to view your employees empathically as 
people and consider how seemingly minor inconveniences 
in their lives can compound into poor performance  
over time.
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SCENARIO 1: Inflexible working  
signals distrust 
A talented employee with a long commute may be 
increasingly disgruntled, demotivated and less productive 
from a simple need to spend more time with family. 
Reluctance to allow him or her more work flexibility on 
your part will seem an ungrateful response to her sterling 
contribution and convert them from reliable employees 
into toxic workplace influences actively seeking alternative 
employment. If handled and monitored correctly, 
promoting flexible working practices shows trust in your 
employee; commitment to the environment whilst also 
reducing office overheads. 



SCENARIO 2: The fragility of an  
unhealthy mindset
Another staff member may struggle with energy levels 
associated with an unhealthy mindset. Though such 
troubles may, at first glance, seem unconnected with 
work, dissatisfaction with body image or energy levels 
will manifest as low self-esteem which could translate into 
poor productivity and disconnection from company goals. 
Few will argue that the lack of healthy eating options in 
and round a work will force employees into convenient 
unhealthy options. Similarly, the mountains of biscuits and 
chocolates in the staffroom seem innocuous but are the 
source of great anguish to habitual dieters. Encouraging 
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a ‘healthy treats-only’ policy in the office may seem like a 
tiny gesture but can make a huge impact on an unhealthy 
eater that struggles with self-control. Alongside a wider 
promotion of health within the workplace, such tiny long-
term changes could kickstart better choices outside of 
the workplace too. Sometimes an employer must act 
paternalistically to implement what many staff secretly want 
but don’t prioritise.

SCENARIO 3: The real dangers of 
presenteeism, absenteeism and leavism.
It is often remarked that 90% of the work is done by 10% of 
staff. Though the numbers may be disputed, what cannot 



be is that some staff ‘go the extra distance’ to maintain 
their professional persona. However, such a productivity 
imbalance presents many problems.

Absenteeism is when demotivated and disillusioned 
employees use sickness and holidays to stay away from 
work.  Employers will understandably be highly concerned 
about this. 

Presenteeism, however, is the practice of working more 
hours than contracted through fear of losing a job or the 
desire to stand out. It is a scenario that employers may not 
worry about or may even celebrate as the hallmark of solid 
professionalism. It cannot be denied that a few individuals 
are able to work extra hours to produce excellent result 
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in the short-term. However, why their perceived value is 
often an illusion is discussed shortly below. Where staff 
do not excel, indications are that the productivity is so 
compromised that the extra hours they put in are often not 
enough to make up any shortfall. With research of over 150 
teams finding that “emotion travels over social networks in 
much the same way as viruses do” (Robison: 2012) - this low 
productivity is a toxic situation with the potential to harm 
company output.

Additionally, a third issue: ‘Leavism’ (the practice of using 
annual leave, evenings and weekends to secretly catch up 
on work) recently hit the headlines and combines elements 
of the two.  Like Presenteeism, some would view this as 



a sign of a desire to succeed. However, they are both 
increasingly recognised as promoting a false snapshot 
of business productivity, inefficient working practice and 
a symbol of a broken national work culture. The theory 
posits that using additional time to give the impression to 
efficiency should not be rewarded with promotion. 

Management should be bursting individuals who understand 
how to deliver results efficiently within allotted timeframes 
so that they can disseminate efficient strategies for future 
employees to follow. Similar to an examination scenario, 
using more time than others to complete a task is cheating. 
Without this realisation, employers risk promoting inadequate 
staff whilst losing their most efficient team members. 
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Nevertheless, being a ‘Leavist’ does not automatically 
denote weakness; employees may have no other option 
because unproductive colleagues elsewhere have 
developed strategies to hide their failings. 

Everyone knows the politically delicate nature of workplace 
culture – speaking out can be difficult in companies that 
do not promote Wellness. Wherever the minority carry the 
majority, it obscures the need to: revaluate targets and 
expectations; motivate underperforming staff; distribute 
work more effectively; recognise and reward truly 
productive practice. Keep your best people; develop those 
with true potential and eliminate the remainder.



STEP 2: Create a clearly defined company-
wide strategy
To get your troops to buy into Wellness, you need to 
show them you are serious about making the room for 
employees to think, plan and recuperate their way to 
optimal productivity. This means a consistent, clearly defined 
message that is upheld in every corner of your company. 
Research shows managers are the crucial piece to ensure 
awareness and engage staff into participation  (Boyle and 
Harter: 2014). As its potentially easy for a disorganised 
line manager to ditch Wellness at the first sign of deadline 
pressure, it may seem that Wellness is doomed from the 
outset. However, big companies manage to create the space 
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for Wellness through how they plan business projects. They 
know over a given time, employees with high Wellness 
levels will be consistently more efficient and productive than 
those that are overworked and jaded.  Making unrealistic 
short term promises to clients at the expense of employees 
will only compile problems for the long-term future. Rather 
than compromising on Wellness, management should focus 
on eliminating bottlenecks and devising efficiency protocols 
so that more work can be delivered in a given time.  

STEP 3: Set a solid foundation
On the next page, you’ll find some solid steps to underpin 
your Wellness programme.



STEP 1: Establish an accountable Wellness  
Committee/Champion.

STEP 2: Develop measurable goals and objectives that  
suit employees.

Create realistic achievable health goals such as:
 1. BMI
 2. Cholesterol
 3. Blood pressure
 4. Physical activity
 5. Smoking
 6. Alcohol
 7. Financial savings made through the scheme
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STEP 3: Set aside a budget

STEP 4: Select Wellness programme practices, 
incentives or rewards. 

•  Decide upon and implement healthier working  
practices

•  Promote health, safety and leisure through incentive 
and reward selection

•  Avoid direct cash payments

•  Ensure employees can easily (or even automatically) 
access incentives
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STEP 5: Communicate and reinforce the Wellness Plan.

•  Ensure multi-level management support

•  Consult and involve staff at both the planning and 
implementation phases

•  Communicate and celebrate progress to rewards 
targets regularly in meetings

• Garner continual feedback and constantly evaluate and 
evolve the scheme
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Avoid the pitfalls: 
Why your shiny new 
programme isn’t working
Employees don’t see the need 
People will not express a need for something unless 
they realise that they are being affected directly. This 
process can only begin with open discussion and 
education. Provide literature and presentations about 
unhealthy practices and allow employees to work out 
for themselves that their behaviours might not be as 
healthy as they think. Depending on your resources, 
create bespoke materials or refer to pre-existing articles 
and videos. In a recent popular documentary, firefighters 



were told how heart disease and (not fire related deaths) 
was the number-one killer in their profession. Employees’ 
cholesterol and blood pressure were taken and true 
enough, many employees were already displaying troubling 
signs. 7-day healthy food packages and eating plans were 
distributed. 

When remeasured a week later, employees realised 
how simple dietary changes could have an astonishing 
effect on blood pressure and cholesterol in a very short 
timeframe. Reactions from the firefighters, who asked to 
recount their experiences, were incredibly responsive (The 
Gamechangers: 2018). Society traditionally overestimates 
its health. So once staff begin to understand that they are 
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being affected personally, they are much more likely  
to participate. 

It’s viewed as a box-ticking exercise
The danger with any proposed culture change is that, to 
cynics, it will could be viewed as the latest in a line of ideas 
that will fade after the initial hype. It’s crucial to understand 
that Wellness strategy should not be treated as a scheme 
or a fad; its long-term nature means it should become part 
of your working culture and daily dialogue. Consistency 
is paramount. If ideas and promises are not followed 
through, interest will quickly wane. The key is to promote 
positive Wellness conversations where staff take pride in 



their work life balance. Wellness achievements should not 
only be recorded and celebrated but factored in when 
promoting staff. Reward the efficient staff members who 
respect working hours (even if they take slightly longer) 
than employees stealing extra hours to accomplish a task. 
Anyone can complete a marathon if they are given enough 
time. Your new culture should be brimming with activity and 
innovation - asking staff to periodically choose and vote on 
a selection of upcoming Wellness events will build upon 
the contribution they made in initiating the culture. An even 
stronger approach would be to allow staff to discuss and 
persuade each other for several days beforehand to ensure 
they vote collectively as well as increase the chances of 
engagement. 
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Staff still view anything other than 
physical work as a weakness or 
distraction 
In his best-selling book, Essentialism, McKeown explores 
how those working in traditional sectors glorify being busy 
by boasting of working late into the night, functioning on 
minimal sleep and working through lunchbreaks. 

It seems although we complain about it, we view busyness 
as a sign of responsibility that elevates us above those 
around us. This must change. Busyness is a weakness and 
in a majority of cases is stems from either poorly distributed 
workloads by employers and/or inefficient work practices 
by employees. 



The author highlights how slowly modern working practices 
and better understanding are now breeding a new culture 
that covets the luxury of time and space to think, sufficient 
sleep and true work/life balance as real status symbols in an 
otherwise overworked society crippled with low productivity 
levels [McKeown: 2014). 

New working practices understand how peak performance 
is linked to the inter-dependency of the 5 areas outlined in 
the first section of this guide:

• Social interconnectedness – benefiting from supportive 
and loving relationships

•  Sense of purpose – enjoying (and being motivated by) 
your daily routine
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•  Community roots - feeling settled, safe and happy  
in your locality

•  Financial security – being safe and unstressed because of 
your financial management

•  Physical health – feeling energised and motivated by 
good health and fitness 

For Wellness to work, old ideas around busyness must 
be reversed – no longer seen as strength to be rewarded 
but a weakness symptomatic of both poor company-wide 
planning and an employee’s personal organisation. Rather 
than being ignored, declarations of ‘being busy’ should be 
treated as triggers for interventions to holistically evaluate 



an organisation’s work practices and expectations. Whereas 
task completion whilst observing Wellness targets should 
be seen as the true indicator of employee attainment.

Your programme is poorly advertised or 
too difficult to access
Don’t just thrust your Wellness scheme onto your troops. 
People generally are more likely to follow an idea if they 
have helped set the agenda. 

Researchers discovered that of those polled, just 60% were 
aware of their company’s Wellness programme with only 
40% of those actually bothering to participate (Boyle and 
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Harter: 2014).  Wellness is about building strong respectful 
relationships. So, naturally staff should be part of every 
stage of the implementation process. 

This does not mean a single questionnaire followed by 
a programme out of the blue several months later but 
a sustained programme of education events that allows 
employees to identify problems they did not know they 
had. Send out anonymous questionnaires that promote 
open and frank responses. 

Follow this up with an array of proposed solutions and 
further information about how staff might benefit from 
each one. Ensure your workforce are able to make an 
educated and meaningful selection. Welcome input from 



anyone with a vested interest but remember that strategies 
should include everyone and not just high-flyers and fitness 
fanatics. 

Discuss and establish the easiest way to access the scheme. 
Researchers found that too many hoops to jump through 
to claim rewards will significantly decrease the likelihood of 
engagement. 

Virtual employee engagement platforms (VEEP): desktop 
or apps such as our very own Skye Connect, were found to 
help employees’ perceived ease of use and usefulness of 
Wellness schemes (ibid). 

The ability to track progress and monitor the accumulation 
of benefits can motivate staff engagement. Similarly, 
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rather than forcing employees to waste time and apply 
for rewards, automate the process and celebrate them as 
much as possible to reinforce a sense of achievement and 
usefulness of the scheme.



EXAMPLES OF  
WELLNESS 
STRATEGIES
Here, you’ll find a list of 
Wellness strategies that could 
form the basis for a more 
detailed exploration within 
your company. Look out for 
more articles reviewing the 
merits and demerits of each 
one on our site.  
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• Good health

• Health education, advice, 
counselling and literature

• Screening programmes

• Social connectedness

• Team (not individualist) 
competitions

• Team building activities 

• Healthy food options

• Wellness challenges

• Gym memberships

• Smoking cessation programmes

• Activity programmes/trackers

• Stress management programme

• Confidential support- legal/
financial/personal 

• Structured support programmes 

• Sleep coaching

• Lunchtime powernaps

• Enhanced 24h family access to 
healthcare 

• Healthy commuting programmes

• Career

•  Lifelong learning

•  Training and development

•  Lifegoal and career target setting

• Clear progression pathways

• Open dialogue with management

• Personal risk management

• Private medical

• Life assurances

• Income protection

• Cyber security

• Financial health

• Tax and retirement planning

• Discounted spending 

• Mortgage discounts

• Discounts on everyday spending

• Working environment

• Flexible working

• Job sharing

• Stress management

• Mindfulness

• Break out and relaxation areas

• Company-sponsored exercise 
rewards

• Workspace ergonomics

• Buddy/ mentor programmes



C o n n e c t

24/7 GP support 
for staff and  
their families

Turbocharge pay 
with exclusive retail 

discounts

Emotional, legal and 
financial telephone 

support line

Cyber protection 
for you and your 

employees

Plus many more 
customisable 

options

Let your workforce decide

Free 30 day trial

Call 0800 773 4020

Increase morale and productivity

Surpass company targets

Improve staff retention

Reward your team

Gain in-depth business insights 

Lower your wage bill 

w w w . s k y e w e l l b e i n g . c o . u k 

Wellbeing  
at your staff’s fingertips 
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