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Employers’ top three programs for  
each well-being component by 2019

Physical well-being

Today By 2019*

Sponsor programs or pilots that target specific 
conditions or high-cost cases 42% 78%
Sponsor health and well-being affinity groups either 
onsite or through social media 33% 56%
Use challenges or competitions between business 
locations or employee groups 53% 75%

Emotional well-being

Today By 2019*

Redesign our current employee assistance program 25% 62%
Have a companywide behavioral health strategy/
action plan 21% 57%
Measure the stress of the workforce and the leading 
causes 15% 47%

Financial well-being

Today By 2019*

Have set specific metrics and objectives for your 
companywide financial well-being strategy 14% 49%
Offer student loan education or decision support 20% 47%
Offer financial well-being assessment tools to identify 
the most important financial issues to address 32% 58%

Social well-being

Today By 2019*

Use social recognition to boost engagement in health 
and well-being 37% 59%

Use key influencers, testimonials and viral messaging 41% 62%

Offer onsite classes and group programs 57% 71%
Note: *Including “In place in 2017,” “Planned for 2018” and “Considering for 2019”
Sample: Based on companies with at least 1,000 employees

Employers seek to improve effectiveness 
of workforce well-being programs
Insights from the 2017 Willis Towers Watson Best Practices  
in Health Care Employer Survey

Sample: Organizations with at least 1,000 employees 
Source: 2017 Willis Towers Watson Best Practices in Health Care Employer Survey

44%     
today do not 
have a health 
and well-being 
strategy.

Increasingly organizations view their employee well-being programs as a key 
factor to attract and retain talent to build a healthy, high-performing workforce.

Employers seek to differentiate 
and customize their health and 
well-being programs.

Employers realize they have work to do.
They’re taking a broader view of well-being and planning to invest 
in all four components as they prioritize activities over the next 
three years.  2017  2019

Employers and employees disconnect on the  
effectiveness of well-being programs. 

Employers make  
employee engagement  
a top priority.

Yet, many do 
not have a 
strategy today.

18%   
today

72%   
by 2019

Best practices: Workforce well-being 
A group of employers we define as “best performers” achieved significant competitive financial advantage by adopting best practices to control costs 
and improve efficiency. Related to adopting strategies to encourage and improve workforce well-being, they are significantly ahead of companies that are 
spending more on health care.

Assess work environment and 
health/well-being programs to align 
with company culture

Best  
performers

High-cost 
companies

53% 16%

Offer personal financial planning 
technology

Best  
performers

High-cost 
companies

41% 26%

Sponsor programs that target 
specific, high-cost conditions

Best  
performers

High-cost 
companies

51% 33%

Engage employees through company’s 
social networks (key influencers, 
testimonials, viral messaging)

Best  
performers

High-cost 
companies

47% 21%

Differentiate our programs from 
organizations competing for talent 
(customize for critical workforce 
segments)

 Employer Employee

 Employer Employee

56%  

81%  

32%  

66%  

“The company’s  well-being programs 
 have encouraged  employees to live 
a  healthier lifestyle.”

“Our health care  plan and well-being 
 programs meet our  employees’ 
needs.”

87% prioritize as important over  
next 3 years, vs. 32% indicate progress  
made over last 3 years.

Physical

Emotional  
well-being

Financial  
well-being

Social  
well-being

Source: 2017 Willis Towers Watson Global Benefits Attitude Study
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