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Poll Question 1

Your preference on length of HERO webinars

a. One hour

b. 30 minutes

c. Glad to defer to your judgement based on content
d

Length isn’t much of an issue for me



Poll Question 2

Having polls that the audience and presenters react to is a useful part of the
learning experience

a. Strongly Agree
b. Agree

c. Not Sure

d. Disagree

e. Strongly Disagree



Poll Question 3

The backgrounds of our webinar participants today?

a. HERO Member working for a corporation that offers employee wellness
HERO Member providing wellness services to corporations

Not a HERO Member, working for a corporation

Not a HERO Member, providing wellness services

(Pacrdwil Sloy &)

None of the above apply to me



The Unlversny of lowa Story

Ul Strategic Plan 2016-2021: “Building on a
remarkable legacy, the people of the Ul are
crafting new chapters of exploration, discovery,
creation, and engagement.”

* New leadership (University and Human Resources)

* Focus and emphasis on talent, engagement and the
employee experience

» Rapid pace of change and other workforce
challenges

THE UNIVERSITY

I OF lOowA




University Human Resources

Appreciation and
values

Tal_enl I“WA Major University initiative to drive
strategic and streamlined Human Resources through a
phased, 14-committee, technical and advisory process.

Meaningful work

Working at lowa — Engagement survey tool for the University

— 20 gquestions, bi-annual assessment
Learning and — Work and supervisor feedback; work expectations and |
growth acknowledgement of good work; respect; work and personal life
support; supportive of diversity; connection to mission
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THE UUNIVERSITY

Where does emplovee health and well-being fit into the strategy?’

hr.uiowa.edu/talent
hr.ulowa.edu/working

I OF lOowA




Health and Well-Beilng Initiatives

— PHA — Flex Work Arrangements
— Healthy Living Center | — Child Care resources
— Wellness Challenges & Toolkits _ Elder Care services

— Internal EAP

* Sleep resources
» Suicide Prevention/Ciritical Incident Response

— Health Coaching
— Weight Watchers
— Mindfulness-Based Programs

— Recreational Services
* Group Exercise
* Personal Training

Mission: To create and sustain a healthy campus culture at the
University of lowa through the development and delivery of best in class
health and wellness programs for faculty and staff.

- THE L]_N IVERSITY hr.uiowa.edu/liveWELL

1 OF JOWA hr.uiowa.edu/uieap
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Sustained High Engagement h‘a;éwEWOF owa

PHA Participation

/3% 713% 713%

University of lowa — 2016
N=13,240 participants

71%

2012 2013 2014 2015

THE UNIVERSITY

I OF lOowA

73%

2016

10-Year Cohort Improvement

GOOD NUTRITION improvement from 2006 t

PHYSICAL ACTIVITY improvement from 2006 to 2016

EATING FRUITS & VEGGIES improvement frgm 2006 to 2016

STRESS MANAGEMENT improvement from 2006 to 2016

NON'SMOK'NG STATUS improvement from 2006 to 2016

N=3,317 faculty/staff cohort completing PHA in inaugural year
and again in 2016.

(C) 2017. The University of Iowa.
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Poll Question 4

My organization’s overall strategic plan:

a. |s completely silent on well-being

b. Has language around well-being and / or employee engagement
c. Has some well-being initiatives in place
d

Has a fully integrated plan for well-being and engagement metrics where
initiatives are woven into the way we do business



manager on the move

—_ | DO - SPEAK - CREATE




DO: Embody well-being (lead by example).

-
—

Engage your team members In :5&
well-being, one conversation at a time.

Enable your team members with
processes that make well-being easy & “normal.”







which your day-to-day
experience? motion







our findings



Age Gender Manager/Senior Leader

Experience
Mean 45.8 years Mean /.6 years
Star_ldz_ird 90 Star\dgrd g 9
Deviation ) Deviation )
\ 0 month to

sl [SI 24 to /0 years

Range

42.7 years

= Female (n=40) = Male (n=80)

|
pro-change’

(n=120)




Improved Productivity ‘ 61% of managers reported increased productivity

‘ 53% of managers reported higher engagement

Stronger Engagement

‘ 32% of managers moved from “suffering” or

Increased Well-being

“struggling” to “thriving”

|
pro-change’

(n=120)



Improved Productivity




Participants completed the
to measure due to well-being related barriers
focused on two domains:

Lack of resources and training Physical and emotional
Technical issues well-being

Not enough time Financial well-being
Issues with co-workers and Other personal issues

supervisors

.
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mPre w Post

WBA-P Total
t(119) =-3.3, p =.001; d =-25.
WBA-PW
t(119) =-3.1, p =.002; d =-30.
WBA-PP

£(119) = -1.7, p =.098:; d = -12.

0 25 50
WBA-P Score

No Productivity Loss Productivity Loss

pro-change’




Stronger Engagement




Participants completed the Utrecht Work Engagement Scale (UWES-9) to
assess overall engagement defined as a positive, fulfilling work-related
state of mind characterized by vigor, dedication, and absorption.

= High Engagement

= Average Engagement

= L ow Engagment

7
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Increased Well-being




Participants completed the to
assess present and future life evaluation. Based on responses, overall
IS categorized in three ways:

Well-being is strong,
consistent, and progressing

Well-being is moderate or
Inconsistent

Well-being is at high risk

(Cantril, 1965) & GALLUP ‘/

pro-cha ngeﬁ



of managers

moved from
“suffering” or
“struggling”
before the
Initiative to

after
participation In
the workshop

Pre

Post

7
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Participants were assessed on three

Embody well-being and lead by
example

Persuade others to join through
explicit and effective communication

Develop infrastructure to support
well-being

pro cha th'



(n=120)

m Pre w Post

Do
t(119) =5.7, p <.001; d = .42

Speak

t(119) = 3.4, p = .001; d = .28

Create

t(119) = 5.7, p <.001; d =.47

50 75 100

Domain Score

pro-change’

Less Influence High Influence




Organizational Commitment
to Well-being




mPre w Post

| am aware of the well-being resources in our organization

Well-being is a key metric for our organization

My organization cares about my well-being

% Agree/ Strongly Agree

(n=120)

pro-change’



Poll Question 5

Are managers/supervisors given feedback on the well-being and engagement of
their employees?

a. Yes, itis a key performance metric for our managers
b. Yes, there is some informal feedback in place

c. No, but thinking about it

d. Not at all



I THE UNIVERSITY OF lOWA

Low-Cost, High Impact Programs Iive

Wellness Ambassadors/Champions

Wellness Grants

Wellness Heroes (peer-to-peer
nominations)

Embed communications and trainings

Tl——lE UNIVEIGITY hr.uiowa.edu/liveWELL

I OF lOowA

(C) 2017. The University of lowa.



Leadership and Manager Communications

* Supervisor List Serve * Annual Report Distribution
» Senior Leader (HR Rep) * Trainings
Meetings 1 We”neSS Content woven into curriculum
— Advanced Management Series
Ambassador _ Supervising at lowa

— WISK (What | should Know...)

 New Employee Orientation

» Large Staff Meetings &
Shared Governance

L
THE UUNIVERSITY

I OF lOowA

(C) 2017. The University of lowa. “33‘&"’53‘



N N lﬁ%i; (u;uvmsm oF lowa
Building Resilience @ Ulowa

* Videos, presentations, group health coach series, quarterly newsletter feature
* Ongoing change and challenge a theme since 2008 flood

* 37 workshops reaching 1,006 participants
* 857% - my personal well-being has improved as a result of participation

* 877% - ability to effectively respond to challenges & move forward in a positive way has
increased

* 88% - my ability to perform optimally has increased

* 92% - satisfaction with working at the University of lowa has increased
« Six, 4-part series focused on Resilience (Med Labs, CRWC, UIHC, UCC) B b
e /7 referrals from Health Coach to Mindfulness-Based Stress Reduction 4’698

Video Views

Most popular:

L
THE UNIVEIGITY The Power of Positive Self-Talk
| OoF lowA

(C) 2017. The University of lowa. 34
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Measuring Healtny Campus Culture

“Thriving” linked to:

* Fewer health problems
and sick days

e Less worry and stress

* More happiness and
Interest

 2x more likely to be

83% agree with "My
physical work environment p
provides opportunitiesto J 7 s == " engaged at work

make healthy choices” RS =  Feel have opportunities to
do best work every day

68% “Thriving” based on
Gallup Well-Being Index

L

THE UNIVERSITY
I OoF lOowWA

(C) 2017. The University of Iowa.



Sustainability




Spread of Innovation

—

*Greenhalgh, T et al. (2004). Diffusion of innovations in service organizations: Systematic review and recommendations. The Millbank Quarterly, 82(4), 581-629. pro.change‘



Best Practices In Implementation Science

- Leverage leadership buy-in*

- Assemble Implementation teams*
- |dentify and train a site champion*
» Traln staff

7
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wellness-plan-that-actually-works
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Successful movements...

Have clarity of
purpose

Emphasize training

Start with small
groups

Inspire change by
influencing
outsiders

Satell, G. What successful movements have in common.
Harvard Business Review, November 30, 2016.






Poll Question 6

The goals of the health and well-being initiatives at my organization are
intentionally and clearly related to the strategic priorities of my organization.

a. Strongly Agree
b. Agree

c. Not Sure

d. Disagree

e. Strongly Disagree



Poll Question 7

How important do you think it is to align your health and well-being goals with the
strategic priorities of your organization?

a. Very Important

b. Somewhat Important
c. Not Sure

d. Not Too Important

e. Not At All Important



Poll Question &

What comes first, well-being or engagement?

a. Chicken or Egg? We just don’t know, not enough evidence
b. Higher well-being will produce higher engagement

c. Higher engagement will produce higher well-being
d

Evidence suggests they are mutually reinforcing



Poll Question 9

Women participate in wellness initiatives more often than men. Which of the
following best reflects your view on wellness and women?

a. Most wellness programs are adequately meeting the needs of women

b. Participation rates notwithstanding, women’s unique health issues are
somewhat under served by wellness programs

c. Participation rates notwithstanding, women’s unique health issues are largely
under served by wellness programs



Poll Question 10

In theory, which approach will yield the greatest gains in health and culture change
in an organization? (Sorry, “all of the above” is not on the table.)

a. A grass roots, bottom up movement facilitated by trained champions

b. A middle management led movement grounded in manager trainings and well-
being experiences

c. A middle management movement rooted in management accountabilities,
including incentives

d. A senior leadership led movement with a passionate true believer C-Suite and
Board
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