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At Produce Pronto, we’re passionate about 
getting healthy, nourishing food into 
workplaces – and if our deliveries have caught 
your attention, chances are your company also 
takes the welfare of its employees seriously 
too.

Although Produce Pronto’s deliveries are a great step 
to a healthy workforce, it’s best served up as part of a 
comprehensive Workplace Wellness Program which 
is designed to safeguard your staff’s mental and 
physical wellbeing through education about, and 
the prevention and control of chronic diseases.

Because most of us spend a large proportion of our 
lives in our workplaces, they are the ideal places to 
provide not only a healthy environment but also a 
setting which encourages overall good health.

Classic campaigns such as helping staff quit 
smoking, control stress or lose weight go a long way 
to reduce the risk of heart disease, diabetes, asthma, 
arthritis and stroke – all of which clearly benefit 
both workers (through quality of life) and employers 
(through fewer work days lost).

Benefits of a well thought through and successfully 
implanted programme include:
 
•	 Improved	health,	well-being,	morale	and	job	

satisfaction

•	 Reductions	in	personal	health	care	costs

•	 Increased	productivity	and	decreased	
absenteeism

•	 Better	staff	retention	and	lower	recruitment	costs

•	 Fewer	workplace	injuries	and	compensation	
claims

•	 Increased	reputation	and	customer	loyalty.

 
But in order to make the most of a comprehensive 
workplace wellness programme, it must be tailored 
specifically to the size and type of company:

•	 All	employees	regardless	of	their	status	in	the	
company should have equal access to the 
programme.

•	 Employees	with	different	roles	(eg	those	sitting	at	
desks all day as opposed to physically demanding 
outdoor tasks) should have access to different 
aspects of a wellness programme.

•	 The	company	should	ensure	their	wellness	
programme	runs	side-by-side	with	a	best-
practice health and safety programme tailored to 
the company’s tasks.

•	 The	wellness	programme	ought	to	address	not	
only employees but also the work environment.

So to help you develop and implement a successful 
workplace	wellness	programme,	here’s	our	10-point	
guide.
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The most successful programmes in any 
workplace rely not only on buy-in from a 
majority of the workforce, but also on a clearly 
communicated mandate from owners and 
management that the programme represents a 
fair, healthy and productive way to do business.

Initial	decisions	can	be	taken	at	a	high	management	
level – especially the creation of a policy statement 
and a list of criteria against which the success of the 
programme can be measured.

Remember,	the	key	aspects	of	any	company	
programme are planning, implementation 
and evaluation.

Initial	decisions	need	to	include	developing	
best practice criteria:

•	 A	policy	statement	which	describes	
effective leadership, a healthy corporate 
culture,	work-life	balance	and	effective	
communication.	This	policy	statement	
needs to be signed by the senior 
company manager/owner and circulated 
throughout the workforce.

•	 Matching	incentives,	activities	and	
features of the programme to the 

company’s overall goals, ethics and operations 
structure and tailor the programme to affect 
individual, environmental, cultural and 
administrative factors.

•	 Targeting	key	health	and	welfare	issues	in	the	
workforce while creating engaging components 
which are appealing to individuals.

•	 Break	down	the	programme	to	short	and	long-
term goals under criteria such as engagement, 
participation, individual achievement, cost 
saving, absenteeism etc.

•	 Develop	agreed	measures	for	each	of	the	goals.

Set Goals and 
Objectives

#1
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Identify a Wellness Champion 
and Form a Committee

#2
Aside from a well-
communicated 
policy 
statement, 
the best way 
to foment 
engagement 
within a 
company is 
by giving your 
programme a face – 
or faces.

Your “wellness champion” needs to be someone who 
understands	not	only	the	nuts-and-bolts	benefits	of	
a healthy lifestyle but also buys in to the importance 
of promoting that lifestyle and initiatives which help 
employees change their lives within the workplace.

Because this requires someone who is a natural 
leader, who already demonstrates the benefits of a 
healthy lifestyle and who has an interest in health 
issues, it may suit larger companies to actively 
source the role from outside the current company 
structure.

Certainly all companies should demonstrate their 
commitment to the programme by incorporating 
the role into their wellness champion’s work hours 
rather than expecting it to be an extra duty.

Although the wellness champion provides a single, 
direct voice for the company’s wellness policy, they 
cannot be expected to shoulder the burden of 
planning, implantation and evaluation.

For	this,	your	company	should	consider	creating	a	
wellness committee to help:

•	 Develop	a	strategic	direction	which	incorporates	

all elements of a business structure including 
finance,	HR,	marketing,	senior	management,	
middle management and “shopfloor” staff.

•	 Create	activities	and	programme	elements	which	
relate to all aspects of a company – this gives the 
plan and policy credibility and adds to workforce 
buy-in.

•	 Share	the	burden	of	planning	and	implantation.

The	committee	needs	to	be	born	of	senior	
management’s policy statement, but should also 
develop its own personality through having its own 
objectives,	timeline,	budget,	practical	marketing	and	
communication tools (such as generic email address, 
intranet presence, notice boards and newsletters) 
and published plan.

For	this	to	be	most	effective,	the	committee	needs	to	
have:
 
•	 Regular	team	members	serving	a	formalised	term

•	 A	formal	leader	(not	necessarily	the	wellness	
champion)

•	 A	formal	agenda	and	structure	to	include	note-
taking and realistic goals

•	 Regular	meetings	which	are	clearly	publicised	
and relayed to the rest of the workforce

•	 Recognition	–	both	at	individual	and	collective	
level – at senior corporate level and priority 
billing in corporate communication.

 
It’s	important	for	your	committee	to	be	made	up	of	
people with differing levels of fitness and different 
expectations of the wellness programme – only with 
this variety will you get good participation rates 
throughout the company.
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Gather Information and 
Perform Health Screening

#3
In order to best set up 
your company’s wellness 
goals you need to know 
where your workforce 
already sits in terms of 
health and the best way 
to get the programme 
rolling is by carrying out 
health screening tests.

Other ways to gather data which your committee 
can then use to tailor a wellness programme to your 
company’s specific needs is to analyse:

•	 Staff	surveys

•	 Health	risk	appraisals

•	 Demographics

•	 Absenteeism	and	safety	reports

But before you start to gather your data, you need 
to take into consideration a number of important 
aspects about how to carry out surveys and health 
screening and what you want to learn from them.

Surveys:	If	you	have	a	large	number	of	staff	
then the easiest way to filter information is via 
closed questions with a multiple choice answer 
– you can always call for comments at the end 
of	the	questionnaire.	Make	sure	your	survey	is	
accompanied by a covering letter from the senior 
company executive or business owner to explain 
why the survey is being carried out and stressing the 
importance of confidentiality and anonymity. Have 
the survey compiled by the wellness programme 
committee so that it is relevant, comprehensible and 
acceptable. Once completed and analysed, prepare 
immediate responses to demographic and initial 
findings which reflect the needs of your wellness 
programme to demonstrate the usefulness of the 

survey – a complete report can then be 
assembled for the wellness committee 
and its full findings released at a later 
date.

Screening:	It’s	vital	to	use	a	trained	
health professional who understands 
screening techniques and has the 
counselling skills required to carry out 

tests which look into staff members’ health history 
and measure blood pressure, cholesterol levels 
and – especially in New Zealand’s harsh sunlight 
–	skin	health.	The	trained	health	professional	
should be able to give immediate feedback – 
including educational literature and advice – as 
well	as	arranging	potential	follow-up	appointments	
and pointing staff members towards the type of 
company-arranged	wellness	activities	which	might	
benefit them. Screening programmes need to:

•	 Be	available	to	all	staff	members	regardless	of	
their workload, shift pattern or workplace

•	 Be	repeated	on	an	annual	or	biennial	basis	to	
provide information on health risks within the 
workplace and ongoing data on the wellness 
programme’s	goals	and	objectives

•	 Be	well	advertised	and	marketed	by	the	company	
and explained by screeners ahead of the date 
when screening will take place 

•	 Be	promoted	through	company	endorsement	
and incentives for those who take part

•	 Include	a	participant	release	form	which	covers	
privacy, testing and potential treatment

•	 Be	backed	up	by	ongoing	work	through	coaches	
(to arrange individual plans), instructors (through 
classes and talks) and experts (to cover methods 
to address wellness concerns). 
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Analyse Survey and 
Screening Data

#4
As with any data, wellness screening data is only 
as useful as the people who analyse it.

First	of	all,	it’s	vital	that	the	survey	and	screening	
programmes include these health risk measures:

•	 Whether	staff	member	is	a	smoker

•	 Whether	staff	member	is	on	any	medication,	
under regular doctor’s care, has a specific diet or 
is undergoing any relevant treatment

•	 Whether	staff	member	exercises	regularly	and	for	
how long and at what intensity

•	 Takes	measurements	for	blood	pressure,	blood	
cholesterol, obesity, diabetes

•	 Ascertains	family	history	of	heart	disease	and	
staff member’s history of heart and blood vessel 
health – including heart attacks and strokes

•	 Staff	member’s	stress	levels	

The	analysis	of	all	that	data	is	then	split	into	three	
levels:

Individual:	If	medical	risks	
are found at screening level, 
then those staff members may 
be referred straight away to 
appropriate providers for diagnosis 
and treatment. Staff members 
deemed	to	be	high-risk	for	certain	
illnesses can also be provided with 
direct information about lifestyle 
changes, action plans or treatment 
options.

Group:	The	data	ought	to	pinpoint	
groups of people within the 
organisation who could benefit 

from education and activities directed to specific 
health	concerns.	These	include:

•	 Nutrition

•	 Weight	control

•	 Exercise

•	 Heart	health

•	 Stress	control

•	 Quitting	smoking	

Company: Once all the data has been collected 
from surveys, screening and relevant demographic 
information, the company should be able to analyse 
how	it	is	able	to	adopt	best-practice	procedures	and	
structures	to	ensure	a	healthy	workplace.	This	can	
apply	to	direct	healthy	policies	such	as	no-smoking	
throughout and surrounding the workplace or menu 
choices in workplace cafes, as well as procedural 
changes such as flexible shift patterns or the 
creation	of	break	rooms	and	work-out	spaces	in	the	
workplace.



6

Develop 
Action Plan

#5
Your company’s wellness action plan needs to be 
broken down into six components:
•	 Specific,	measurable	and	realistic	goals

•	 The	marketing	of	your	company’s	programme	
and the enrolment of staff into activities and 
programme features

•	 Direct	actions	and	interventions	–	in	the	form	of	
events, lobbying for cultural change within the 
organisation, or education programmes

•	 The	development	of	responsibilities	within	your	
company’s wellness committee

•	 The	creation	of	timelines	to	implement	core	
strategies and a regular calendar for events 
and programmes to ensure the programme is 
tracking well

•	 The	recording	of	outcomes	to	determine	success	
rates for the programme and provide a basis for 
ongoing activities, intervention and education

Within your action plan there is ample scope to 
introduce fun activities which promote a healthy 
workforce and workplace – but it is also important 
that the planners don’t spend all their energy on 
specific events.

A successful wellness programme covers a broad 
range	of	topics,	not	just	nutrition	and	exercise	–	
although	these	are	often	the	sort	of	button-pushers	
which look good in newsletters and intranet 
postings.	For	example	an	education	programme	on	
personal	budgeting	is	just	as	likely	to	help	some	of	
your staff’s stress levels as the organisation of a daily 
lunch-break	run	around	a	nearby	park.

Your plan ought to cover these four basic strategies:

Awareness: Keeping your workforce education and 
informed about all aspects of mental and physical 

health makes them more likely to participate in your 
programme and gives them the tools to adopt a 
more healthy lifestyle. You can promote a wellness 
awareness strategy through:
•	 Activities	such	as	fun-runs	or	cooking	challenges

•	 Updated	newsletters,	noticeboards	or	intranet	
postings	on	health-related	topics

•	 Classes	run	by	trained	professionals	in	a	range	of	
skills

•	 Events	such	as	themed	months	in	which	a	
specific health topic is addressed or participation 
in	nationwide	health-related	schemes

Skills: Practical skills and learning strategies relating 
to healthy lifestyles are a good way to change 
staff members’ behaviour – for example, providing 
training in budget management, time management, 
cooking or physical training has a proven success 
level above simply providing them with the 
education and awareness.

Workplace:	To	ensure	the	company	is	leading	
the way with its wellness programme it’s 
important to demonstrate its commitment to a 
healthy	workplace.	Initially	this	can	be	through	
demonstrating positive change via new menus in 
workplace cafes and snack machines, the creation 
of	work-out	or	rest	areas,	or	the	adoption	of	daily	
fruit deliveries – but it’s important to keep the 
momentum going once the programme is up and 
running. Staff members need to have the support of 
the workplace culture to continue to make informed 
healthy decisions.

Corporate:	It	should	be	the	role	of	the	wellness	
committee to create, monitor and continually 
update the company’s policy strategy for a healthy 
workplace	culture.	A	smoke-free	workplace	is	a	good	
start but your company ought to have a written 
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Communicate and 
Implement

#6
The basis of any good 
management structure is 
in the way it communicates 
with its entire workforce 
and how you do that will 
depend on the size and 
shape of your company.

For	a	small	company	this	
can be as simple as regular 
meetings focused on the wellness committee’s 
activities and achievements and a dedicated 
noticeboard or intranet calendar. But for a large 
company	with	an	internal	communications	or	HR	
department, the company wellness programme 
ought to become a flagship motivational tool and 
demonstration	of	the	company’s	dedication	to	work-
life balance.

This	requires:
•	 the	promotion	of	regular	events,	initiatives	and	

activities

•	 clear	updates	on	structural	and	policy	changes

•	 formal	feedback	channels

•	 shared	information	on	successful	events	and	
initiatives via newsletters, noticeboards or 
company intranet

•	 the	external	promotion	of	activities	in	local	or	
national media

Once you’ve signposted the company’s commitment 
to a wellness programme and ensured staff 
understand and buy into the communication 
channel, it’s time to roll out and implement your 
plan.

First	of	all,	the	company	should	offer	a	range	of	ways	
to reach each staff member to encourage as much 
participation as possible:

Classes:	These	can	take	place	on	
or off site and can be for large 
groups of more than a dozen up 
to	more	than	100.	They	are	a	good	
way to provide general education 
and plenty of national and 
international health organisations 
are geared up to provide experts 
capable of holding such classes. 
Depending	on	your	company	

structure they can take place within or outside 
regular work hours but company’s “buying in” class 
instructors may well have to guarantee numbers 
before a class can go ahead.

Seminars: When interest levels don’t necessitate a 
full class structure, small groups can cover similar 
material	in	a	more	informal	setting.	This	is	often	
good	to	offer	support	for	health-related	issues	or	
to get quitting smoking or exercise groups off the 
ground.

Self-help: Wellness experts can supply source 
material which is made available either online or 
through the company and staff members are then 
able	to	get	on	with	the	program	on	their	own.	The	
experts and councellors would then be on hand if 
required for followups, encouragement or additional 
information.

One-on-one: Although this is a costly measure, 
providing	coaching,	councelling	or	one-on-one	
activities (such as massages or budgetary advisors) 
is a highly effective way to get good wellness 
results.	It’s	important	for	a	company	to	have	proper	
screening	standards	before	employing	one-on-one	
coaches but those coaches can also be extremely 
effective at recruiting staff members into wellness 
programmes and can also help provide expert 
advice	at	class,	seminar	and	self-help	levels.

Classes

Seminars

Self-help

One-on-one
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Provide Incentives 
and Motivation

#7
One of the key aspects of running a successful 
wellness programme is to ensure high 
participation levels throughout all levels of the 
company.

A good place to start is by ensuring a supportive 
environment for a healthy workplace – a proven way 
to increase participation and provide the motivation 
for ongoing support for wellness activities and 
policies. 

Good examples of how the company can provide a 
supportive environment include:
•	 Providing	release	time	during	shifts	to	take	part	

in wellness initiatives

•	 Providing	access	to	wellness	initiatives	regardless	
of shift patterns or place of work

•	 Proven	and	demonstrable	buy-in	to	initiatives	
from senior management

•	 Opportunities	for	all	staff	members	to	make	
decisions	on	health-related	company	policy

•	 Involve	staff	members	in	detailing	workloads	and	
workplace hazards.

Once the company has removed barriers from 
potential participation, then it still has to create an 
incentive-based	method	of	rolling	out	its	wellness	
plan.

The	first	step	here	is	to	survey	your	workforce	to	
discover the type of incentives they feel are relevant 
to your wellness plan and what type of incentives 
will actually motivate them to take part.

The	purpose	of	the	incentive	must	still	match	the	
goals of the wellness initiative, though, and promote 
positive behaviour.

For	example,	the	company	
can combine its incentive 
structure and its marketing 
resources by offering some 
kind of reward structure to staff 
members who recruit other staff members into a 
scheme, or, alternatively, the company can strike a 
deal with local optometrists, gyms or health care 
providers to offer discounted rates for staff members 
and their families.

Within your wellness programme’s individual 
initiatives,	it’s	also	useful	to	have	an	incentive-based	
structure to encourage participation and to reward 
existing or achieved positive behaviour.

It’s	a	good	idea	to	steer	clear	of	rewarding	single,	
“winning” staff members because that can promote 
excessive, elitist behaviour which may discourage 
others from taking part, but inclusive incentives 
for achieving measurable goals such as stopping 
smoking for a specified time, losing a specified 
amount of weight or a department achieving a 
certain absenteeism rate can all be successful.

Incentive	ideas	can	range	from	intangible	to	costly	
– but creating a mix throughout the programme 
encourages levels of participation throughout the 
company.

Free:	Recognition	at	a	company	level,	special	
privileges and publication/promotion of 
achievements both internally and, if agreed to, 
externally.

Low-cost or sponsored:	Gift-certificates,	time	
off, movie passes, clothing, health magazine 
subscriptions, health and fitness books or cookware.

Medium to high cost:	Travel,	holidays,	meals	out	or	
high-cost	items	such	as	watches/jewellery.
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Measure 
Results

#8
Just as the initial 
data on which your 
wellness programme 
was built was only as 
good as its analysis, 
so your programme’s 
ongoing success 
is only going to be 
as good as your 
monitoring of results.

Your key indicators on 
which ongoing changes 
to the programme 
and new initiatives can be developed have to be 
measurable and reportable so that your committee 
has hard and fast figures to pass on to its next 
incarnation and with which to request ongoing 
support from senior management.

Your four key measures are:

•	 Participation	numbers	–	broken	down	into	
specific initiatives, activities and rates of success

•	 Employee	satisfaction	–	again,	broken	down	into	
specific initiatives and activities

•	 Costs

•	 Overall	metrics	associated	with	the	varying	
initiatives in the programme – for example, it’s 
important that initial screenings are repeated so 
that individual staff members’ health levels can 
be compared with initial levels. Although the 
results must be kept anonymous at a company 
level, the measures will be a vital “health test” 
for	the	efficacy	of	the	company’s	programme.	It	
also stands to reason that on an individual level, 
the measuring of results will help staff members 
monitor their own wellbeing.

These	results	can	be	obtained	through	a	follow-
up survey and health screening at a specified 

date	from	the	outset	of	the	programme.	It’s	vital	
to keep up to date in recording results from all 
levels of your wellness programme so that reports 
can be generated both to encourage continued 
participation throughout the year, but also so that 
specific	end-of-year	reports	can	be	completed	at	a	
company level.

Examples	of	specific	measurements	include:

•	 Year-on-year	numbers	of	employees	undergoing	
health screening

•	 Number	of	employees	who	were	referred	to	a	
doctor and who actually visited the doctor

•	 Numbers	of	employees	who	expressed	interest	in	
initiatives compared to numbers who attended 
initiatives

•	 Numbers	of	employees	attending	classes/
seminars/self-help/one-on-one	courses

•	 Completion	rates	for	programmes

•	 Number	of	different	initiatives	each	employee	
took part in during a year

•	 “Hits”	on	specific	feedback	channels	and	intranet	
postings. 
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Obtain Evaluation 
and Feedback

#9
Because the initial 
programme start-up set 
agreed upon metrics, 
goals and outcomes, 
it should be easy to 
use the measures and 
results detailed above 
to create an overall 
picture of how your 
wellness programme is 
performing.

The	company	should	seek	
feedback	from	all	stake-
holders in the programme, 
including any external 
service providers, partners, 
senior management, 
wellness committee members and frontline staff 
members.

This	feedback	should	also	provide	a	rolling	
programme of improvements and adaptations to 
best serve the workforce and the company.

Evaluation	should	look	at	three	primary	areas:

Has the company made a positive change at 
policy level?	This	is	easily	determined	by	looking	at	
ongoing written policies for healthy eating, smoking, 
activity and mental wellness and ensuring that 
survey results reflect staff members understanding 
of those policies.

Has the company made a positive change at an 
environmental level?	Many	of	the	metrics	listed	
above will give clear indications of participation 
levels and survey results ought also to provide 
demonstrable changes to the workplace which have 
impacted on staff members’ wellbeing.

Have individual staff members made positive 
behaviour changes? Again, the metrics listed 
above should give an overall picture of the health 

of the company’s workforce – but you should also 
be able to provide specific levels of health risks such 
as whether staff members’ blood pressure is lower, 
whether they’ve lost weight, quit smoking or are 
exercising	more	regularly.	Questions	which	help	find	
these results include:

•	 What	is	the	change	in	average	blood	pressure/
cholesterol readings?

•	 What’s	the	percentage	of	staff	members	who	
had	high-risk	blood	pressure/cholesterol	at	initial	
screening who have reduced their levels to an 
acceptable range?

•	 What	percentage	of	staff	who	were	deemed	
overweight at initial screening who have since 
lost weight? What’s the average weight loss?

•	 What	percentage	of	smokers	have	since	quit	and	
for how long?

•	 What	percentage	of	staff	members	have	
increased amount of exercise/fitness levels?
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Re-plan#10
Regular evaluation gives a company the perfect 
platform on which to base a flexible wellness 
programme best able to adapt to changes in 
your workforce, environment and community.

As seen above, many of your metrics will need to 
be monitored on a rolling basis so that results can 
feed into ongoing initiatives – individuals’ health 
screening for example may in some circumstances 
be best carried out every six months. But, at the 
very least, your wellness committee needs to be 
able to produce an annual plan so that it can be 
incorporated into the company’s budget and 
reporting structure.

Any changes or adaptations to 
the wellness programme needs 
to take on board these four 
considerations:

Impacting changes: Has 
your workplace changed 
either as a result of the 
wellness programme or 
for any external reasons? 
A change of location or 
downturn in the economy, 
for example, can affect 
staff morale and mean more 
focus needs to be given to 
stress	education.	Equally,	if	your	
programme has met stated goals then 
those areas need to be maintained rather 
than highlighted.

Evaluation results: Has feedback highlighted 
strengths or weaknesses in how the programme 
has been delivered, which outside service providers 
were used or the type of initiatives included? 
Although straightforward metrics will give you a 
good idea on participation rates and success rates, 
it’s still important to gain information on:

•	 how	well	staff	members	thought	the	programme	
was organised

•	 how	well	external	service	providers	thought	the	
programme worked

•	 whether	handouts/education	was	useful

•	 how	satisfied	staff	members	felt	at	initiatives	they	
took part in

•	 what	different	initiatives	they	would	like	to	see	
included

Maintaining results: As well as coming up with new 
initiatives, it’s important to refresh the existing 

programme and develop new ways to 
encourage and sustain ongoing 

participation levels.

Communication:	It’s	absolutely	
vital to keep all levels of the 

company informed about 
changes to the programme 
– both by highlighting 
successes, acknowledging 
disappointments and areas 

which need improvement, 
and by publishing measures, 

results and feedback.


