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I
t’s every employer’s wish list: higher productivity, increased employee retention
and reduced health care premiums – all leading to a better bottom line. 

For more and more U.S. employers, the ticket to getting there is implementation
of a workplace wellness program.

According to the Wellness Council of America, more than 81% of all businesses
with 50 or more employers have some form of workplace wellness initiative in

place. Popular examples include exercise opportunities, stop-smoking classes, back care programs
and stress management.

Indiana is home to a statewide wellness organization, noted benefit providers and trailblazing
companies, but the wellness wagon has not yet circled the state. Indiana ranks 32nd in the latest
annual survey of the healthiest states in the U.S. with a score slightly below the national average. 

Discussing why there needs to be a push for workplace wellness, how to successfully
implement such a program and how to overcome any related obstacles are:

Wellness at work
Healthy employees are better employees. They have more energy and focus, are rarely

absent and have an increased level of morale and job satisfaction, making for enhanced
performance.

This notion is clear to two Hoosier forerunners in workplace wellness: Zimmer, an
orthopaedic company in Warsaw, and Weaver Popcorn, located in Indianapolis and
Van Buren. Each has had a program in place for a decade or more.

Zimmer began its efforts in 1993. “Our workforce was the driving factor. We
could see some of the health needs that they were experiencing and responded,” Castellanos
recalls. “At first, it was small steps, but we kept thinking if we can accomplish this,
then we can measure that and go to a higher level.”

Despite the organization’s fast-moving pace and tremendous growth in recent years,
workplace wellness has stayed a top priority. Today, one of the most popular aspects of
Zimmer’s program is its annual comprehensive lab screening.

“Our employees look forward to that. I mean they don’t even want to plan their
vacations (until they confirm the date of the screening) because it’s such a good deal,”
Castellanos says. “It’s a good tool to measure so many illnesses, and they can also present
the results to their doctors.”

Among the items screened for: thyroid level, anemia, diabetes, lipids, good and
bad cholesterol and liver profiles. A complete blood count is also done.
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Benefits of workplace 
wellness programs
• Reduced use of health benefits 
• Reduced absenteeism 
• Reduced employee turnover 
• Reduced recruitment and training costs 
• Reduced accidents 
• Reduced worker’s compensation costs 
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• Reduced health insurance premiums 
• Improved employee relations 
• Improved employee morale 
• Improved productivity 
• Improved employee decision making
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Comments Castellanos, “The test detects many illnesses
that could be preventable and easily treated before they become
complicated.”

Screenings are also a cornerstone at Weaver Popcorn. “Ours
centers on cardiovascular. And I
have a very, very recent example
that is a big success story,” Smith
states. “One of our newest
employees, an extremely physically-
fit 41-year-old, was able to identify
there was something wrong –
through a macrovascular disease
screening – and that he needed
to see a cardiologist right away. 

“He was diagnosed by the
cardiologist the next day and had an aortic valve replacement.
He probably had this since birth, but is really thanking our
physicians and us right now because he could have just dropped.
Thankfully, he’s now doing very well.”

At Weaver, employee wellness participation is linked to benefits.
“We operate under the philosophy that benefits should never
be seen as an entitlement, it’s something that we all work for
and we can earn that through our wellness,” Smith explains. 

Weaver’s annual health screening is voluntary, “but we get
99.5% participation. Why? Primarily because it’s tied to money,
and then there’s the education factor.
I think innately people today, at least
in our work group, they want early
detection,” Smith surmises. 

After a while, a wellness program
becomes “a culture thing,” Castellanos
believes. 

“Because of our industry, we are
hiring new people all the time and
they know – or quickly learn, ‘Boy,
they’re really into health care at Zimmer.’ 

“They can go to the fitness center and get on the motivation
program and assess themselves … they learn that this is kind
of the way of life here,” she notes.

To maintain this advanced effort, Castellanos has a group
that helps her with wellness promotions. Additionally, a safety
team and on-sight physical therapists look at the jobs and do
ergonomics assessments to determine any challenges and identify
practical solutions to avoid injury and low productivity.

Many of Zimmer’s initiatives also expand beyond its current
employees to include spouses and company retirees.
Castellanos remarks, “That’s been very worthwhile because
they are on our insurance plan and they benefit, too.”

While it may be hard to quantify the exact impact
wellness programs have on employer’s health care premiums,
there’s no doubt that it’s positive. Experts attribute more
than 60% of all health benefit costs to an unhealthy
lifestyle. Thus, reduce health risks and lower costs. 

Smith reports, “Yes, it’s difficult to say that the wellness
program in and of itself reduced claims, but we know
that it played a part.”

Overcoming resistance
The lure of return on investment

(ROI) and/or a genuine desire for
healthier, more productive employees
can propel some companies to
themselves seriously examine
implementing a wellness program.
Yet for others, reluctance exists. 

As a wellness benefits provider
trying to both educate and sell the
concept, Campbell has heard all of
the excuses – from “we’re too small”

and “our turnover is too high to even
bother” to “we don’t have time for a
long-range plan.” 

The price tag to implement recommendations for a full-fledged
wellness program can be quite a deterrent, too. Campbell describes
it this way. “They say, ‘Well, I’m already paying X out of pocket
right now for all of my costs internally. And, you know, not
only that, but it’s none of my business what these people do …
I’m not here to manage the health of my population.’ ”

Campbell says that while “the reality is that not everyone is
going to buy in,” the way to get the ball rolling is to start small.

“I encourage them to find a success point, a starting
point. Once you can get that in place, then you build on it.”

Eavey agrees. “You sell on things that
aren’t cardiac or cancer related. Instead, you
focus on musculoskeletal disorders, stress
and things like that. Then, you bring them
along later to other things when they’re
more open-minded to hear it – because
they’re never going to spend on something
that they don’t believe in.

“You support their efforts to reduce costs
immediately. You ask, ‘What health related
factors are costing your company money

right now and bleeding away money that you would spend on
other things?’ ”

When it comes to deciding about a wellness program, timing
can be the trigger.

“There are stages that people and organizations go through.
No one starts exercising until they are ready. If someone has
no awareness, then you can respond
by increasing their awareness and
asking probing questions to see if

“Hospitals, the department of
health – anything that we can
leverage into and use what’s
already existing would be a great
benefit for us (and companies
just starting a wellness initiative).”

– Karma Anderson
Goodwill Industries

“Yes, it’s difficult to say
that the wellness
program in and of itself
reduced (health care)
claims, but we know
that it played a part.”

– Bruce Smith
Weaver Popcorn

“Over time, employees learn
that they can trust you and
what you’re doing. Then each
year, they participate, learn and
the program grows a little more.
It doesn’t happen overnight.”

– Sue Castellanos
Zimmer
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they’re ready or not to start contemplating change,” Eavey theorizes. 
“You can sell wellness as health management, but it’s also attracting

and retaining high-performing people. It’s important to get that point
across; it’s a valuable recruiting tool.”

Getting started
Without hesitation, the panel agrees that the number one thing required

to a start a wellness program is senior level support within the company. 
Eavey elaborates, “When I see things succeed, it’s sort of a systematic

approach with top level buy-in. Also, a wellness system can’t rest on the
shoulders of a few individuals – particularly those not in management.
When I see things fail, I commonly see that’s what happened.”
After that, it’s planning and needs assessment time.
At that stage now is Goodwill Industries. “We are data mining and

reviewing our claims to see where high risks are and who is complying
with medical standards. We also did the health risk appraisal starting last
year, so we have a baseline for that,” Anderson notes. 

“We have a lot of information and also that executive level support to roll
with our programs as we create them. Management has given us the time to
plan and the money, when we need it, to go ahead and make things happen.”

With the groundwork laid, the group advises to start with simple, cost-effective efforts. 
“One thing companies that are just getting started can do is have somebody come in and give

flu shots to their employees who want them. You can see the effects of the investment right away,”
Castellanos states. “We were hit hard by flu this season and some of the production people were
off work 1-2 weeks because they had chosen not to get their shots. Luckily, we had many others
who took advantage and got the shots. Those who didn’t now realize the importance.”

A basic on-site lab screening can also have far-reaching impact. “Companies would rather
treat diabetes that is just beginning and preventable (manageable), as opposed to when it’s in the
late stages,” Castellanos suggests.

Yet, no matter how well intentioned a wellness program is, it won’t get off the ground without
positive employee attitudes.

Part of winning over employees is putting them at ease about the process. A major element
is reassuring them that their privacy will be protected in accordance with HIPAA – the Health
Insurance Portability and Accountability Act.

Even beyond the actual results from health tests, Zimmer and Weaver both go to lengths to
protect their employees’ information. Success stories are only shared if the employee gives
permission (in the form of a signed release at Zimmer) or if the employee elects to do so. 

Smith offers, “We have open forum during our month-end and quarter-end staff meetings.
There, I may informally ask if anyone wants to share an experience. They are more than happy
to stand up and share it.”

It is these success stories that build momentum within a company for the wellness program
and generates eagerness among employees to participate.

“What has been exciting for our group is to see through education how people learn to manage
their conditions,” Castellanos relays. “It was all the success stories that we hear and our positive data
analysis, as well as them saying ‘because of the outcome of this, I learned I have osteoporosis real
bad and how to manage that condition before it got to a fracture.’ That’s been a big driving force for us.

“Over time, employees learn that they can trust you and what you’re doing,” Castellanos notes.
“Then each year, they participate, learn and the program grows a little more. It doesn’t happen overnight.”

One outside resource for sustaining and building viable
workplace health promotions is the Wellness Council of Indiana,
which is comprised of state business leaders dedicated to
advancing healthier lifestyles for all Hoosiers through activities
at the worksite. 

The organization, which began in 1988, serves as information
central for its members by providing tools to make their wellness
programs thrive.

“ ... a wellness system
can’t rest on the
shoulders of a few
individuals – particularly those not
in management. When I see things
fail, I commonly see that’s what
happened.” 

– Norm Eavey
Columbus Regional Hospital

“I encourage (companies) to
find a success point, a starting

point. Once you can get that in
place, then you build on it.”

– Mike Campbell
CLS Benefit Solutions



MMaayy//JJuunnee  22000055  ––  BizVoice/Indiana Chamber 31

Business and community connection
Annually, the Wellness Council names

three-star, four-star and five-star business and
community wellness award winners. 

“We have about 70 employers now who are
certified at least at the three-star level,” notes
Campbell, who serves on the group’s board of
directors. “Plus, there are two communities currently
in the state that are actually going for five-star
certification.” 

Leading the way to becoming known as a
wellness city are Hobart and Hammond. But
they are not alone, Campbell says.

“It’s happening in pockets right now all over
the place, and it’s going strong in some areas.
It’s a matter of getting that to grow and inspire
others. The Wellness Council has really strived to
expand the efforts because there are parameters
that have to be hit. For a community to become
a certified workplace well community, you have
to have so many employers – a percentage of the
population of the employers in a community –
and ultimately that involves the mayor and local
chamber,” he explains.

Central to community and business involvement
are the medical providers. “Hospitals are really
kind of the link to help pull the whole thing
together. That’s one of the reasons that we’re looking
hard for support in the Wellness Council from the
hospitals in this whole process,” Campbell says.

Tapping into community resources is especially
critical for those just starting a wellness program.
“Hospitals, the department of health – anything
that we can leverage into and use what’s already
existing would be a great benefit for us at Goodwill,”
Anderson states.

Even a wellness veteran like Weaver knows
its community ties can always be strengthened.
“While we participate in the Cancer Society’s
smoking cessation (program) and annually
sponsor a 5-K race in the community, we know
we can do more,” Smith admits. Only recently,
he may have found a way how.

“I’ve just been contacted by Marion General
Hospital. They would like to work with our
program and in conjunction with us. Grant County
is only 15 minutes away from our largest facility,
so this could be a great partnership.”

Small business segment
While wellness programs are more readily associated with larger companies, the panel

believes that there are valid reasons why presidents and CEOs of small companies should take a
good hard look at wellness plans. 

“Companies that don’t offer any wellness are going to get left behind,” Castellanos contends.
“Employees are looking more and more for things like this, and they are a company’s most valuable asset.”

Eavey adds, “I would ask any employer to consider three things: Performance, productivity

Wellness on the Ball in Delaware County

Muncie is one area where workplace wellness is on the rise. 
Jane Ellery, director of wellness management for the Fisher

Institute for Wellness and Gerontology at Ball State University, says
her group has trouble keeping up with the demand for recommendations
and assistance, so they’ve come up with two new courses of action.

“We have a working well resource team that is creating a repository of
workplace wellness information. Believe me, the amount available related to
workplace health initiatives is overwhelming,” Ellery explains. 

“Our goal is to filter and present key information in a user-friendly way.
We will continually check with our employer groups to assure we are accomplishing
this, and we will make updates based on the feedback we receive.”

A workshop series has also been developed. The first one, held in February,
generated “overwhelmingly positive comments from attendees,” Ellery reports.
The next workshop will be June 3 from 8:30-11:30 a.m. in Ball State’s
Alumni Center.

These quarterly, half-day workshops are designed to help in-house employers –
and human resource professionals in particular – better develop and manage
workplace wellness programs.

“The focus of the first one was to increase awareness of workplace wellness
in general, providing examples of people who are doing some of this work
and the specific actions taken. The one in June will focus on some of the
community resources available that can help companies move forward with
their programs,” Ellery describes.

The workshops are open to anyone interested in promoting workplace
health initiatives. Through this series, Ellery hopes to get approximately 200
employers involved in wellness. Some, she hopes, turn to the Fisher
Institute for Wellness for guidance. “We can provide them with materials
and recommendations, as well as demonstrate how to use them effectively in
their own workplace.”

Tailoring programs to individual employers is one of the wellness aspects
Ellery is most committed to. “We are in a one-size-fits-all culture, but what you
end up with is a one-size-doesn’t-quite-fit-anybody model,” she declares. 

“Instead, it’s really about looking at the problems within the worksite and
trying to find interventions that are more targeted to that workplace. Each
worksite is going to be different depending on its size and kinds of employees –
whether they do manual labor, have desk jobs or a combination of the two.

“What’s going on in that company matters and that’s why we want to use
people who are intimately familiar with the company to come (to the workshops)
and get some ideas to go back and implement, rather than trying to hire an
outsider to go there; they just aren’t familiar with the culture of that company,”
Ellery surmises. “We think the effort is much more sustainable this way.”
Resource: Jane Ellery at (765) 285-8119

Wellness workshop information at www.bsu.edu/workplacewellness or
e-mail: anmatthews@bsu.edu

Continued on page 54
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and people. If they value these in their business model, then they
can benefit from wellness, fitness and disease management activities …
it all goes back to having high performers in your organization.”

Unfortunately, Campbell says that when the wellness craze
began a decade ago many small businesses got burned because
it was sold to them for the wrong reason. “A big chunk of
those who got involved then, got out of it. It was sold based
on ROI and you really can’t sell a small employer based on
that, plus it was sold to the wrong people – the people who
had the purchasing power, not the person in charge.

“So, now it’s going to be a harder sell to convince them of
the right reason to do a wellness program, which, frankly, is because
it’s the right thing to do,” he declares. “That’s really what we say.
It sounds pretty simplified, but it is truly the right thing to do.”

I N F O R M A T I O N  L I N K

Resources: Karma Anderson at (317) 524-4570

Mike Campbell at (317) 576-5592

Sue Castellanos at (574) 372-4903

Norm Eavey at (812) 372-3035

Bruce Smith at (765) 934-2101, Ext. 5338

Wellness Council of Indiana at www.wellnessin.org
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