
Building healthy 

workplaces 

Peak people 

Peak performance 



1.PHAC 2009, 2.Colley et al 2011, 3.Statistics Canada 2012, 4.PHAC 2009, 5.Health 

Canada 2013, 6.Canadian Diabetes Association 2009, 7.PHAC 2006 

Why do we care about wellness? 

For every 100 employees: 
90 have at least one risk factor for heart disease or stroke1. 

60 are overweight or obese3. 

32 do not engage in recommended physical activity2. 

23 report a high degree of life stress4. 

16 smoke5. 

10 have been diagnosed with diabetes6. 

5 have symptoms of a mood disorder7. 
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What’s known about wellness 

More than 80 per cent of all heart disease, 

stroke and Type 2 diabetes, and more than  

40 per cent of cancer are preventable if we 

• stop smoking, 

• start eating healthy, and 

• get in shape1. 
 

1 World Health Organization 
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What’s known about wellness 

Chronic diseases cost the Canadian  

health-care system about $80 billion per year. 
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Why wellness in the 

workplace matters 

• More than 67 per cent of the 

population over the age of 15 is 

in the workforce and spends an 

average of 60 per cent of its 

waking hours in the workplace1. 
1 Alberta Health Services 

60% 
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Why does wellness matter? 

• Chronic disease is the leading cause 

of death and disability in Alberta1. 

• More than 40 per cent of chronic 

disease can be prevented1. 

• When individuals look after their 

wellness, they perform to their 

maximum capacity. 
1 Wellness Alberta 
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Behaviour change is extremely complex 

Stages of  

behaviour change 

Confidence and conviction 
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Creating a healthy workplace 
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Vision 

Empowering potential:  

peak people,  

peak performance and  

peak potential. 

Alberta Blue Cross’s 

wellness strategy 



Mission 

Empower healthy, vibrant 

individuals, workplaces and 

communities by keeping 

people well through 

innovative solutions that 

drive behaviour change. 

Alberta Blue Cross’s 

wellness strategy 



Internal wellness objectives 

1. Provide employee education on mental, 

physical, and financial health in alignment 

with the individual and the organization. 

2. Enhance leadership support and corporate 

culture to increase workplace health and 

wellness engagement. 

3. Work with supporting departments to use 

data and reporting to build a story around  

a culture of wellness. 



Our three key pillars 

Physical 

health 

Mental 

health 

Financial 

health 



Holistic 

Evidence-based 
Driven by 

organizational data 

Comprehensive 

Innovative, cutting-edge and engaging 

Measurable 

What we were looking for? 
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Our prevention solution 
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Balance 
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Confidence and conviction 
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Learn & Earn 
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Create SMART goals 
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Health and medication reminders 
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Self- reported trackers 
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Sync your Fitbit 
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Rewards store 
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Healthy Workplace 

Essentials Challenge (HWEC) 
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Ten milestones 

Positions organizations 

for bronze certification 

Partnership with Excellence Canada 
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Milestone completion 
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What we know about  

wellness programs 
• Sixty-two per cent of employers say their health and  

wellness programs are not tailored to their employees’ needs. 

• Sixty-one per cent of employees say they would be more inclined  

to participate in a health and wellness program if it was tailored to  

their individual needs1. 

• Johnson & Johnson estimates that wellness programs have saved  

the company $250 million in health care costs over 10 years. 

• From 2002 to 2008, Johnson and Johnson calculated a rate  

of return of $2.71 for every dollar spent on wellness. 

1 GoodLife Fitness survey of Canadian senior leaders, HR managers and Canadians. 



Meet our wellness champions 



Create a framework to  

promote health and wellness 

Your framework should focus on 

Regularly assess your framework. 
 

 

1 Michael O’Donnell 

• awareness, 

• motivation, 

• skills development, 

• opportunity, 

• implementation, and 

• evaluation1. 
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Being a great place to work is the 

difference between being a good 

company and a great company. 

— Brian Kristofek, president and CEO, Upshot 



Motivation and tipping points 

What creates motivation and serves as a tipping  

point towards action organizationally in regards  

to wellness? 

Comprehensive analytics allow you to 

•  have the ability to pinpoint organizational areas  

of need on an ongoing basis; 

•  have the ability to evaluate expected outcomes 

and measure success; and 

•  create the ability to adjust organizational 

priorities quickly and in a more focused manner. 



Motivation and tipping points 

Balance analytics offer organizations 

• participation and usage trends and demographics; 

• assessments of users’ modifiable risk factors, such as 

financial health, stress, sleep, diet, etc., and health condition 

risks, such as heart health, mental health, disease risk  

and more; 

• comparison of measures to national Averages; 

• health behaviour change measures, such as readiness for 

change measures, conviction and confidence levels for 

identified risk factors, areas of organizational opportunity; and 

• additional information related to the drivers behind key  

risk factors. 



Balance analytics 



Balance analytics 



Questions 
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