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Dear WELLCOM Member,

The year 2019 has been a busy 
and exciting year for the WELLCOM 
organization. A special thank you to 

our members, Board of Directors, and staff who devote 
time, energy, and support to our mission.  

Our first Signature Event, Trek Up the Tower, was 
a huge success that received an abundance of pos-
itive feedback from local and national participants. 
The event had 1,702 registrant (50 Vertical Mile), 1,831 
recorded climbs, and 175 volunteers. Registrants rep-
resented 18 different states, ages between 16–90 years 
old, over 100 Corporate and Community teams, and 
seven different Fire or Police Departments. In 2019, Trek 
up the Tower was designated a national high-point 
race as part of TowerRunningUSA, which promotes 
stairclimbing as a competitive amateur sport. “T-Rek 
Up the Tower” was an awesome theme for 2019 and 
our 2020 theme “Power Up the Tower” is just as amaz-
ing. Registration for our members opens October 15!!  

This year our Light of Wellness Awards Dinner and 
the Excellence in Workplace Wellness Awards Lun-
cheon have been combined into one event, the 2019 
Wellness Awards Gala. The night will be filled with cel-
ebration and recognition of individuals and companies 
who have displayed their level of dedication to well-
ness in the workplace. 

The following day we are hosting the Xchange, our  
all-day summit. We have a full day of amazing local and 
national speakers with thought-provoking topics in the 
area of workplace wellness, community wellness, hu-
man resource and benefits to provide a day packed 
with information and invigoration. 

This year WELLCOM has invited Live Well Omaha 
to co-host the Gala and the Xchange. WELLCOM and 
Live Well Omaha have collaborated for many years 
due to our similar missions. Both joined together for 
several years on an Annual Health Summit, in addition 
to a Center for Disease Control and Prevention (CDC) 
program to infuse policy, practice, and environmental 
change into workplaces via a program called Partners 
for a Healthy City. As a result, over 1,000 physical activ-
ity and/or healthy eating policies were implemented 
across 500+ organizations within six years to impact 
more than 1 million employee lives. By leveraging rich 
histories in community and workplace wellness, our 
organizations can spark innovation and investment.  
Healthy places and faces are critical to build resilience 
into individuals and families and to invest in the suc-
cess of current and future generations to ensure our 
workplaces and neighborhoods thrive.

Enjoy this issue of Elevate magazine and learning 
more about WELLCOM’s programs and work. Thank you 
for your continued support.  

LETTER FROM THE PRESIDENT & CEO

2019 PRESENTING SPONSORS

2019 SUPPORTING SPONSORS

NEW HEALTH & WELLBEING SUMMIT

The Xchange is an all-day summit that brings changemakers in workplace wellness, human resources, and 
community health from across the region to:

 Connect skills with practical strategies and innovative resources
 Collaborate across sectors for collective impact
 Commit to improving health and wellness for all

What’s the Purpose?
To bring together changemakers from multiple sectors to develop and enhance cultures of whole-person 
health to improve the wellbeing of employees and the communities in which they live, learn, work, and play.

Who Should Attend?
Professionals, human resources, benefits, community and public health organizations, healthcare facilities, 
educational programs, faith communities, public health students, community leaders, and changemakers.

The Xchange will feature three breakout tracks! 
Attendees will be able to mix and match four break-
out sessions across the three tracks, and must se-
lect their breakout choices during registration. 
The sessions will be led by local and national speak-
ers, including Dr. Judd Allen, Dr. Brian Luke Seaward, 
Dr. Jim Harter, Dr. Kent Bradley, and more!
HR Continuing Education Credits (CECs) will be available.

Students – $49  |  Members – $89  |  Nonmembers – $119
Register at www.XchangeSummit.comREGISTRATION

Worksite Wellness

Community

HR/Benefits
www.XchangeSummit.com

October 9, 2019
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Cultivating Humanity

Have you ever experienced the feeling that all the 
stars were aligning to create an amazing event? After 
interviewing five speakers for WELLCOM’s Xchange 
summit, I had that very sensation. 

Each of the five professionals I spoke with shared 
a common perspective of health promotion that was 
centered around cultivating humanity. Despite their 
very different career paths and personal specialties, 
these individuals were painting a group canvas por-
traying worksite health promotion success. I saw that 
image as a garden, and at the risk of over-simplifying 
their insights, I’d like to take a moment to guide you 
through the analogy that came to mind. 

Gardens start with good soil. If you don’t have it, 
gardening is an uphill battle toward success. Dr. Judd 
Allen’s focus on culture is reminiscent of grooming rich 
soil to serve as a basis for quality outcomes. Creating a 
healthy culture in the home environment as an exten-
sion of the workplace culture ensures that every area 
that can grow something is prepared for that growth. 
His work emphasizes that health doesn’t start and end 
at the company doorstep. 

Bring on the seeds! Dr. Kent Bradley spoke to 
the need for planting seeds of self-efficacy to build 
a healthy culture. Those seeds are found in effective 
communication and opening the corporate door to 

community involvement. The garden is im-
pacted by everything around it and Dr. Bradley 
knows that health promotion is about more than 
healthy employees. Knowing the where, when, 
how, and why of seeds is an important element 
to ensure corporate health promotion efforts 
have positive outcomes. After all, healthy crops 
grow from well-planted seeds. 

When sprouts break through the soil, there 
are a number of factors that will affect the out-
come. A garden choked in weeds and filled with 
bugs may still grow, but it won’t be as produc-
tive as it could be. Dr. Luke Seaward wants you 
to focus on being present and eliminate the 
noise that surrounds each of us. Dirt and seeds 

About the Writer | Mary Ellen Rose, Ph.D., has worked in the health science field for more 
than 30 years as an educator, scientist, consultant, and published academic. Dr. Rose has em-
ployed her subject matter expertise in comprehensive health promotion, stress management, 
and behavior change at military, corporate, medical, and government entities around the 
world. In 2002, Dr. Rose developed the PIECES® model to guide effective, global health-pro-
moting policy, research, and practices. Her book Getting Healthy by the PIECES® is a basic, 
common-sense guide to personal wellness.

need focused care to produce expected 
outcomes. We all have weeds and bugs 
to contend with on a daily basis, but the 
question he asks is whether or not you 
can focus on what matters most at any 
given moment. 

Garden fences protect what has 
been cultivated. David Contorno is inti-
mately familiar with the idea of protecting 
people’s health. His work as a benefits 
broker has shaken up an industry that 
would rather not contend with the fence 
protecting companies and individuals 
from escalating health care costs. People 
need to feel safe and protected and Mr. 
Contorno is standing guard at the gate 
of worksite health promotion with fresh 
ideas and a new benefits business model.

When all is said and done, the garden 
still depends on the skills of the gardener. 
Dr. Jim Harter of Gallup is all about finding 
the right gardener. Dr. Harter notes that 
managers have to understand human 
nature in order to be effective leaders. 
Just as the gardener has to understand 
plants, soil, pests, and other elements, 
the success of worksite health promotion 
efforts is ultimately reliant on leadership 
support. Managers know the employee 
and workplace environment just as a 
gardener knows the garden. Finding the 
right people to do the job makes all the 
difference.

The role as worksite health profes-
sionals involves the feeding, cultivating, 
and protecting of human capital in order to nurture 
growth. We are all gardeners in pursuit of growing a 
healthy nation. Looks like the Xchange summit is going 

to provide us with some terrific tools to produce a great 
crop in the future!

Written by Mary Ellen Rose

Where we have tracks,
we have ties.

MINDSETTING FOR 
WELL-BEING AND PERFORMANCE™

A Proven, Powerful Mindset ProgrAM designed 
to CreAte BAlAnCe And intentionAlity in life

Handle Stress

Set Priorities

Optimize Performance

Be Your Best Self

for More inforMAtion ContACt info@tHePACifiCinstitute.CoM

Mindset is the essential key 
to wellbeing. live the life you 

have always dreaMed of.

walk away with tools and 
techniques to overcoMe life’s 

obstacles.

learn the skills needed 
to feel More coMplete in 

iMportant areas.

uncover barriers that are 
blocking potential to achieve 

personal and professional 
goals.
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Dr. Kent Bradley 

As a retired Colonel, Dr. 
Kent Bradley understands 

the   stigma of mental health. 
Just as today’s military understands the importance of 
addressing invisible injuries, Dr. Bradley’s vocation has 
evolved from physician to public health specialist.

Bringing a broad spectrum of experiences and 
knowledge to the health industry and now serving as 
a vocal advocate for moving the conversation around 
mental health forward, Colonel Bradley, MD, spent years 
embedded in a system that required annual mandato-
ry physical health checks while invisible injuries, such 
as mental health, went unreported or unchecked. His 
post-military career has, in his own words, “helped me 
to become better aware of my own biases as well as 
hone my empathy skills.”

Mental health is part of a cluster of issues such as 
depression and substance abuse that Dr. Bradley notes 
are often referred to as unmentionables. Although often 
considered secondary to a patient’s readily acknowl-
edged physical health condition, unmentionables sig-
nificantly exacerbate the costs of health care. 

For example, when a person has a diagnosis of 
alcoholism, they have a 60-200% greater cost for a 
common condition such as hypertension or diabetes 
– a cost that is entirely separate from those associated 
with the treatment of the alcoholism itself. By address-
ing the unmentionables earlier in the health promotion 
process, education and awareness will help to reel in 
these outlays.
Psychological Safety in the Workplace

Dr. Bradley’s work as a public health specialist has 

succeeded in melding medical practice with effective 
health promotion. He believes in order to build a strong 
foundation of wellbeing, common barriers such as per-
sonal security and access to health care must first be 
addressed. 

“If there is one area that should be addressed in the 
workplace, it must be psychological safety,” Dr. Bradley 
notes. “I have heard people talk about wanting to have 
a more innovative culture or greater employee engage-
ment, yet how do we work with one another in a way 
that honors individuals in the way we communicate? 
Until people truly feel safe in sharing their ideas and 
being authentic in the workplace, we are likely never 
going to truly get to a place of optimal engagement.”

By focusing on issues such as job satisfaction and 
psychological safety, Dr. Bradley believes the workplace 
could play a pivotal role in building a strong foundation 
of personal security. One place to begin this process is 
through community engagement.

Partnering with external organizations expands 
the corporate reach to include the reality of health 
disparities that often exist directly outside corporate 
walls. Engaging a broader audience opens the door to 
discussing health issues that employees may need to 
address but don’t feel safe revealing. 

An additional benefit to community involvement 
is the impact on job satisfaction. Public health issues 
become corporate interests, which may inspire em-
ployees to expand their knowledge and involvement. 
Employees will be building a sense of purpose beyond 
their professional world and strengthening their foun-
dational wellbeing.

Dr. Bradley believes that a consistent approach to 
public health messaging would not only help the com-
munity’s understanding of unmentionables, but would 
also remove the barriers to addressing them in the cor-
porate environment.

Consider one such effort to raise awareness about 
stalking. January 2018 was designated as National 
Stalking Awareness Month. While clearly a safety issue 
and foundational need for wellbeing, the messaging for 
this effort scarcely reached the corporate health radar. 
This incongruency of messaging around unmention-
ables is the frustration Dr. Bradley is trying to address 
with much of his work among non-profits and other or-
ganizations around the country.
Seeds of Health

Improving health communication begins with sow-
ing seeds of knowledge. Dr. Bradley’s Seeds of Health 
recognize the value that this visual image provides in 
describing the responsibility of health professionals to 
“feed, cultivate, and protect in order to nurture growth” 
while building healthier populations around the world.

Research has shown us that the individual needs 
a sense of security and self-efficacy in order to move 
toward action. Although most worksites rely on in-
centives or extrinsic motivators to drive ac-
tion, the real fruit is borne from the seed of 
self-confidence. Since self-efficacy is 
intrinsic, a personal belief in 
success will provide an indi-
vidualized, more sustainable 
pathway to action. 

In Dr. Bradley’s search for concrete examples of 
goal establishment within a workplace, he asks a num-
ber of questions: Do they have a consistent approach 
that looks at how others have reached goals? Are those 
examples made available so that individual goal set-
ting can be built upon the knowledge about others’ 
successes? Are there steps that can make the journey 
enjoyable and attainable? Is meaningful praise built 
into the system? 

These questions are critical first steps to effective 
health promotion. By reminding employees that their 
success involves a wider social group than they may 
perceive, they will feel needed, listened to, and valued 
– resulting in a sense of security with regard to their 
place or role within the organization. With that security 
and self-efficacy, they will then feel empowered to pur-
sue goals fueled on intrinsic motivators. 
Communicating through Curiosity

At the root of Dr. Bradley’s approach to well-being 
is his belief in communication. His study of applied 
psychology led to his C.L.U.E.S. approach to health 
promotion. Making contact, being an effective listen-
er, understanding with empathy, exploring the issue 
with a mindset of empowerment, and supporting the 
individual to make their own choices will lead to per-
sonal success. According to Dr. Bradley, “the key to the 
C.L.U.E.S. approach is to be curious and apply your so-
cial intelligence skills to effectively develop a satisfying 
communication experience.”

In the final step of C.L.U.E.S., finding an individual’s 
purpose will help to give them direction for their 

goals. Consider purpose in two ways: as the 
internal reason for existence and as more 
situational. The two should be tightly aligned 

to ensure a sense of internal harmony in the 
pursuit of a goal. 
When asked how focusing on an individual‘s sense 

of purpose can create a positive ripple [Continued on page 8] 

Keynote Speaker: “The Seeds of Health”

The Unmentionables of Health Promotion

By focusing on issues such as job sat-
isfaction and psychological safety, Dr. 
Bradley believes the workplace could 
play a pivotal role in building a strong 
foundation of personal security.
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port skills such as how to help someone: (1) set life-
style goals, (2) interview a good role model, (3) elimi-
nate perceived barriers to change, (4) locate supportive 
environments for that lifestyle goal, (5) work through 
setbacks, and (6) track and celebrate success. These 
are simpler and practical forms of wellness coaching 
techniques that housemates can develop for more ef-
fective peer support. 

Assist with household makeovers. Sometimes 
wellness program goals have an obvious link with 
the home environment. For example, Union Pacific 
Railroad recognized that it would have to involve the 
entire household in its efforts to tackle fatigue issues 
for shift workers. They addressed this problem by al-
lowing employees to invite company experts into their 
homes to help them remodel their bedrooms to better 
support daytime sleep. Union Pacific also worked to 
educate family members about sleep hygiene and how 
they could champion one another’s sleep needs. Some 
companies could help set up the kitchen cupboard for 
portion control and healthier eating options, or equip 
households with fitness resources.

Use wellness activities to strengthen house-
hold relationships. It is easy to see how a family out-
ing or fitness activity could bring people closer togeth-
er. Household traditions can be established or revised 
to better reflect a wellness philosophy. Wellness is an 
opportunity for kindness. Mutual support can build 
trust and openness.

It is important to keep in mind that household 
cultures are already at work in influencing your em-
ployees’ lifestyles. The overarching goal is to increase 
awareness of these influences and to help your em-
ployees shape these sub-cultures. This is not a one-
size-fits-all approach – each household is unique and 
housemates have a variety of personal wellness goals. 
Unfortunately, most of these goals are unsuccessful 
due to lack of support. We need to help employees cre-

ate environments that no longer undermine but instead 
support personal wellness.

At first glance you might think that it will be diffi-
cult to extend your wellness program to include house-
holds, as you may already be stretched by the challeng-
es of creating a culture of health at the workplace. What 
employees really need is for you to empower them to 
understand and shape their home environments. You 
may quickly find that households have fewer barriers to 
change than work settings. Your employees may have 
early successes and new understandings that will be 
valuable in the workplace environment. Your goal may 
be to help them bring wellness home, but they may re-
ciprocate by bringing wellness to work. 
A legacy of building cultures

Robert Allen, Ph.D., 
formed a company 
in the 1950s to assist 
clients in the creation 
of supportive environ-
ments. In the 1970s, they 
were among the first to 
develop worksite well-
ness programs. Many 
of those early programs 
used support groups to promote wellness. For exam-
ple, at Johnson and Johnson, Dr. Robert Allen’s compa-
ny organized support groups around wellness, created 
running clubs, and built wellness-focused teams. What 
they soon found, however, is that many of these group 
activities became impractical in modern work environ-
ments. 

Most contemporary wellness programs are almost 
always comprised of individualized programming tools. 
Dr. Judd Allen has found that the current wellness tool-
kit of personal assessments, coaching, and incentive 
programs do not adequately address culture.

         [Continued on page 10] 

Dr. Judd Allen
Worksite Wellness Breakout 3: “Reaching Home: How to Engage Employees 
in Creating a Healthy Household Culture”

Written by Mary Ellen Rose

 Today’s household has a dif-
ferent dynamic than the traditional family unit in the 
center of wellness programs built in this industry’s pri-
mary stages. We are in a period of gender role fluidity 
where women are no longer the sole decision-maker 
for the health of the entire family. Multi-generational 
households with and without children are common. 
Other households may be comprised of several single, 
non-related individuals. 

These micro-cultures have an important influence 
on how we live. Judd Allen, Ph.D., has spent a lifetime 
working to ensure employees can bring their wellness 
home to a supportive, healthy environment. 

Recent international polls have found that most 
organizational leaders believe that creating a healthy 
culture is their top priority. It is Dr. Allen’s hope that cor-
porate leaders understand how these new cultural pri-

orities must be expanded beyond the corporate walls to 
include those within the walls of the employee’s house-
hold as well. 

Employee wellness, when effective, includes all 
dependents who are covered under their benefit poli-
cies. Many employers utilize third-party wellness pro-
viders who create technology-based questionnaires, 
games, and services that can be accessed offsite. 

It could be as simple as inviting housemates to 
attend all wellness programs and/or to view online 
program recordings. Employers can communicate suc-
cess stories that tell how housemates achieved well-
ness together.

Develop a buddy system. Employees should be 
encouraged to pair up with housemates as well as 
coworkers in their pursuit of personal wellness goals. 
Wellness professionals can teach important peer sup-

[Dr. Kent Bradley, continued from page 7]

effect to others in the workplace, family, and communi-
ty settings, Dr. Bradley responded, “When I think of in-
dividuals who live from a purpose-driven mindset, I see 
someone who is focused on running towards some-
thing. By focusing on what you want to run towards, 
you are taking a step toward empowerment and great-
er belief in yourself.” Empowered individuals are se-
cure. Secure individuals have a strong foundation 
for building personal wellness. 

Strong foundations enable 
individuals to pursue diffi-
cult behavior-change-based 
health issues through intrinsic 
motivators. 

Dr. Bradly believes that if 
we all live on purpose, with fo-
cused intention, we can then 
be free to help other individuals, families, and commu-
nities experience a greater sense of wellbeing. When 
basking in the glow of good health, it becomes easier 
for everyone to communicate and bring the unmention-
ables into the light. 

     Contact
     Listening
     Understanding
     Exploring
     Supporting

Bringing Wellness Home

     6 Primary
     Cultural Elements:
       1. Leadership Support
       2. Shared Values      
       3. Norms
       4. Informal and Formal    
       Policies and Procedures
       5. Peer Support
       6. Social Climate
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[Dr. Judd Allen, continued from page 9]

Dr. Allen expanded his father’s legacy by focusing 
their company on helping others build wellness cul-
tures at the center of their health-promoting efforts. 
He defines culture as a complex web of social influ-
ences with six primary cultural elements. In the typi-
cal workplace, subcultures are formed around shifts, 
job responsibilities, work locations and the like. Most 
individuals are influenced by multiple subcultures in-
cluding the subculture formed at home. 

Benefits of Healthy Cultures 
Dr. Allen recognizes that most wellness profes-

sionals are more comfortable working with individuals 
than with cultures. He believes that much more can be 
achieved by combining the personal approach with a 
cultural approach. Dr. Allen notes that a healthy culture 
helps “reach the hard to reach, prevents migration to 
new unhealthy practices, increases lifestyle change 
success rates, and enhances morale and teamwork.” 
If we work together, our need for each other will no 
longer be an obstacle to overcome, but rather a virtue 
to be celebrated. 
All Xchange attendees will receive a complimentary digital copy of 
Dr. Allen’s book, Kitchen Table Talks for Wellness.

Written by Mary Ellen Rose

Dr. Brian Luke Seaward
Worksite Wellness Breakout 2: “Mindfulness at the Worksite”

Brian Luke Seaward, Ph.D., has 
been talking about stress management 

for decades. His books, lectures, presentations, prod-
ucts, and podcast interviews can be found everywhere, 
and yet he can only be reached via land-line telephone 
or computer. Dr. Seaward practices what he preaches 
when he tells his clients they need to “unplug and wake 
up to the present.” 

So how does an international professional sur-
vive in today’s technology-driven world without a cell-
phone? “Quite nicely, thank you!” he quips. “I plan my 
day carefully and don’t regret my lack of technology in 
that regard one bit.”

According to Dr. Seaward, corporate America is rife 
with burnout, digital toxicity, and work-life imbalance – 
all of which are unsustainable. He manages his corpo-
rate world by dialing down his external distractions to 

a sustainable level of technology-enabled support and 
a commitment to remaining grounded to what matters 

In 1988, as a teacher at American University, Dr. 
Seaward was considered somewhat of a maverick. Al-
though his stress management courses were ground-
breaking, he quickly learned that there was an under-
current of fear affecting the techniques he was offering. 
Eastern methods and philosophies for centering one’s 
mind and reducing stress were fringe concepts.

Fast forward several decades and higher levels of 
stress are now manifested in a number of ways such 
as chronic disease, burnout, and poor job performance. 
Managing the underlying stress of living through East-
ern methodologies has become the focus of individuals 
and corporations throughout the world. 
From endless ego to digital detox

According to Dr. Seaward, mindfulness training 

Wake Up — We Need You Present!

basically teaches the art of 
unplugging from the sensory 
world and allowing yourself to be 
present in the moment. Two factors 
thwart mindfulness efforts: first, our 
ego demands that we pay attention to 
everything around us just in case we are 
pinged, tagged, tweeted, or simply at risk of 
missing something; and second, if employers 
aren’t expecting 24/7 connectivity, friends and family 
are.

Because we have the ability to stay so connected 
to everything and everyone, we never let go of any-
thing. We are constantly on high alert. As a result, we 
have become like Pavlov’s dogs, dripping dopamine 
from our cerebral crevices with every ding, buzz, or vi-
bration emitted by a device signaling us that we must 
respond immediately or miss out on something. 

Dr. Seaward explains, “we are an ego-driven peo-
ple, and our ego serves as our stress alarm. What’s 
worse, our ego is held hostage by our love for tech-
nology. There is a real need to domesticate the ego.” 
Combine these triggers and reactions and we find our-
selves at the dangerous crossroads of chronic stress 
and digital toxicity or screen addictions. 

He explains that mindfulness is learning to live 
without having your ego sabotage your life. Rather 
than allowing your ego to pull the strings to constantly 
react to disruptive triggers, practicing mindfulness will 
put the ego in its place and demand that it plays its 
role as bodyguard, not CEO, of the conscience.
Healthy Boundaries

So how does one shift away from a stress-filled, 
egocentric culture to begin developing new, healthier 
behaviors which will contribute to peace and mindful 
living without sacrificing connectivity?

Dr. Seaward’s answer: “we need to establish 
healthy boundaries.” We need to determine time, place, 

pattern, and purpose when using tech-
nology. Additionally, we must inten-

tionally decide what we will do with 
our time when we are outside of 
those technology boundaries. 

Shell Oil provides an excellent 
example of healthy boundaries with 

their “walk and talk” policy. Employees are 
not allowed to walk anywhere on the campus while 
talking or texting on their cell phone. This idea came 
about as a result of the countless accidents associated 
with heads-down walking behaviors. 

Another example is a Silicon Valley company that 
has forbidden emails and texting on Fridays. The ex-
pectation of this policy is to encourage more face-to-
face interactions. 

Dr. Seaward notes that the introduction of 
healthy-boundary policies worked for these compa-
nies and it can work for any others that are willing to 
implement similar strategies. Establishing policies re-
garding appropriate technology-focused behavior will 
also help employees to adopt healthier habits.
Practice makes perfect

According to Dr. Seaward, we are conditioned to 
live either in the past or future. Since the past is often 
associated with frustration and anger, we carry the 
darkness of those emotions subconsciously through-
out our lives. The future, on the other hand, is often 
laden with anxiety and fear. Mindfulness exercises 
work to unite the mind and body as one in the present 
moment.

Practicing mindfulness will contribute to a life-
style that is aiming to achieve optimal performance 
and health. Dr. Seaward emphasizes that the prem-
ise of being mindful involves the practice of being 
centered and grounded.  Not only is mindfulness im-
portant to an employee’s ability to do their job, have 
healthy relationships, be productive,  [Continued on page 12] 
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Dr. Jim Harter
Worksite Wellness Breakout 1: “Designing an Exceptional Employee Experience”

[Dr. Brian Luke Seaward, continued from page 11]

and serve as a good coworker, he insists that mindful-
ness is essential in all aspects of everyone’s life. 

In a world where we are constantly being bom-
barded with information, mastering the ability to stop 
the over-stimulation of the brain is critical. Dr. Seaward 
notes, “The human brain was never meant to be this 
stimulated all the time. Being overstimulated by digital 
technology creates the pathways for neuroplasticity 
that wire our brains for stress….mindfulness is a great 
way to unplug and reestablish a sense of inner peace, 
homeostasis, as well as becoming centered to nav-
igate the world we live in without repeatedly falling 
prey to our culture of distractions.”

There are scores of research studies which sup-
port the efficacy of meditation as a means of coping 
with stress and decreasing chronic pain. Mindfulness 
and other meditative techniques have been shown to 
improve sleep quality, attention span, immune func-
tioning, and reaction time.  As a low-to-no-cost exer-
cise for improving health, mindfulness can be prac-
ticed anywhere, anytime, in a group, or individually. 

Keys to a quality mindfulness experience include 
being open to initial instruction about the variety of 

methods and making a commitment to personal ac-
tion toward improving technique. Effective mindful-
ness takes practice.
Mindful practices and policy development

Since the World Health Organization recently an-
nounced its recognition of burnout as a serious health 
issue world-wide, it is more important than ever that 
corporations bring tools like mindfulness training 
into the workplace environment to help employees 
balance the demands of their workday. According to 
Dr. Seaward, corporations can adopt a culture that is 
more mindful by offering mindfulness classes and in-
troducing a “healthy boundaries” philosophy. 

Of the many choices available to corporations for 
reducing employee stress, improving productivity, 
and managing the spiraling impact of chronic dis-
ease, mindfulness training and policy development 
are probably the least costly to implement. Dr. Luke 
Seaward has proven over and over again that where 
there is a will, there is a way. And, according to him, 
mindfulness is the way to healthier employees.

Written by Mary Ellen Rose

Proud  
Community 

Partner

Go from no   
doctor to   
your doctor   
in just a   
few clicks.

Don’t just find a provider.  
Match with the right one. 

MyProviderMatch.com

A Brave New Management Culture
When workplace health pro-

motion efforts were first introduced 
in the 1970s, the ‘boss’ environment incited high levels 
of employee stress due to job demands and manage-
ment attitudes. As the health promotion industry grew, 
managers’ role as supportive, participating leaders led 
toward successful wellness programs. Today’s work 
environment has moved toward a team approach, de-
manding leaders serve as ‘coach’ rather than ‘boss.’ 
Although a difficult cultural shift for some managers, it 
has had a definite effect on overall wellbeing.
Developing Coach-Managers

Organizations should keep in mind that not every-
one is suited to manage others. Jim Harter, Ph.D., who 
has spent 34 years at Gallup studying management, 
emphasizes that “It is essential to provide experiences 
to learn who is best at developing others and to then 
use advanced analytics to hire managers who are nat-
urally gifted at implementing coaching strategies.” 

Managers who understand human nature know 
how to bring out the best in people. Dr. Harter has found 
that “while some individuals are better at developing 
people than others, we can all get better at it if we use 
our strengths and develop employees through their 
team’s performance. By building relationships through 
strengths, we can help employees to think about the 
future and what the team might achieve together.”

Managers who focus on employee strengths have 
the best opportunity to inspire involvement in health 
programs and encourage employees to improve their 
personal wellbeing. Dr. Harter notes, “We don’t come 

to work as machines – we bring human nature with us. 
Engaging workers means we have to first understand 
human nature. Efforts toward changing the culture in 
workplace environments has focused upon managers 
understanding this concept – an expectation that is not 
easy.”
Boss as Coach

The ‘manager as coach’ model seeks opportunities 
to leverage human nature and maximize personal po-
tential in a supportive, growth-focused environment. 
Working to open doors to deeper, ongoing relationships 
within the workplace, the coach refines communica-
tion channels to contribute toward building a higher 
sense of trust and purpose between management and 
employees. 

In order to build this coach mentality, the manag-
er’s job description must align with the responsibilities 
of a coach. Whether trained or not in the fundamentals 
of moving from a culture of ‘boss’ to ‘coach,’ ongoing 
education in regard to this evolution is important. Man-
agers should also be exposed to deep-learning curricu-
lum focused on strengths and engagement. 

The manager must first establish clear and collab-
orative expectations which are then developed through 
ongoing strengths-based conversations with the team. 
Employee accountability is managed in a developmen-
tal, future-oriented structure that is aligned with the or-
ganization’s objectives. Dr. Harter notes that rewarding 
highly successful individual contributors and providing 
high-level advancement opportunities will provide in-
centives to grow within the      [Continued on page 14] 
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In attracting employees, organizations need to 
provide opportunities for workers to do what they do 
best, to grow and develop, and to have an effective 
coach-manager. In regard to worksite health promo-
tion, people are 20% more likely to use a wellbeing 
offering if they are first engaged at work. This is where 
the self-learning component of work is very import-
ant. If managers give people decent experiences, they 
can self-discover their strengths and 

weaknesses. Of course, analytics can also help with 
this process.

Our brains are built such that if we know how to 
do what’s right for human nature, we tend to get pretty 
good results. The new workforce wants a job where 
they develop and grow their career. According to Dr. 
Harter, everything about wellbeing starts with what 
you expect from the role of manager. If you get that 
role right, it solves a whole lot of issues.

The impact of the household on health 
means that managers have to be even more 
effective than they were in the past. They 
have to excel at individualizing demands. 

Written by Mary Ellen Rose

David Contorno
HR Breakout 2: “Healthcare Stole the American Dream: Here’s How We Take it Back”

Fighting the Battle Against Healthcare Giants
In the biblical story of David 

and Goliath, a huge adversary is de-
feated by the brave and skillful act of one man who 
was willing to step forward in a crisis situation. Meet 
David Contorno, today’s hero in the battle over escalat-
ing healthcare costs.

As a teenager, Contorno got his first job because 
he knew how to face challenges. After answering 
an ad for a telemarketer position, his interviewer re-
scinded the offer when he realized Contorno was only 
14. Unthwarted, he explained he had just biked his 
250-pound body almost 12 miles for this interview and 
he expected a shot at the job.  He has been in the in-
surance industry ever since. 

Contorno spent decades building a very success-
ful business as a traditional benefits broker to large 
and small corporations around the country. Then, five 
years ago, he stepped forward amidst the escalating 

cost struggle between brokers, carriers, providers, 
employers, and employees and declared, “There is a 
better way to do this.” 
A new way of doing business

With that proclamation, Contorno rolled out a busi-
ness model that not only proved financially beneficial 
to both employers and employees, it has also created 
a firewall between him and the traditional carriers. No 
longer were employers and employees left with no 
choice but to be consumed by the growing inferno of 
healthcare expenses; they could choose to stand in an 
area that was now containing costs and controlling 
further damage.

When asked what the first action a company lead-
er can take to lower their healthcare spend, Contorno 
responded, “Ask the right questions. Begin with ‘How 
do my broker and carrier make      [Continued on page 16] 

[Dr Jim Harter, continued from page 13]

organization without establishing an expectation that 
everyone becomes a manager. 

Employees should be in a constant state of 
growth and change. Because employees tend to 
look to some type of leadership for creating change, 
management can help facilitate transformation by 
establishing systems that incorporate coaching op-
portunities throughout the process. Rather than ad-
vancing employees through the traditional annual 
performance review, managers constantly align the 
strength of the employee with the tasks of the job 
and goals of the company. As a result of this manage-
ment style, employees are coached toward constant 
growth and success.
Blending Work and Life

In today’s lifestyle environment, work is no lon-
ger a compartmentalized job. This blended setting of 
work and life can provide a critical role in improving 
wellbeing. 

The melding of roles means that the manager’s 
function is far more complex than simply setting ex-
pectations for employees. Gallup data indicate higher 
reported stress for people that are expected to work 
outside what they consider to be their normal working 
hours, in comparison to other employees. This higher 
stress can, however, be moderated by the quality of 
the work environment. Dr. Harter found that workers 
who are engaged in their work or workplace do not 
have higher stress when they are expected to work 
outside normal work hours, whereas those that are 

not engaged or actively disengaged were stressed.
Given that we are all constantly connected as 

we carry around our mobile devices, workers expect 
a trade-off: some flexibility in when and where they 
work. Each job and person are different, so flexibility 
can look different as well. Managers that set collabo-
rative goals, provide ongoing individualized coaching, 
and have strong accountability for high performance 
are in the best position to effectively manage the 
workforce of the future.

Work is a big part of life and how we think about 
our self-image. When someone in your household is 
thriving, your chances of overall thriving will double. 
What happens in the household, among all members 
of that unit, matters a lot. If a home has young children 
entrenched in the busyness of childhood culture, pol-
icies like flextime are critical to that home’s thriving 
environment. 

Dr. Harter explains, “The impact of the household 
on health means that managers have to be even more 
effective than they were in the past. They have to excel 
at individualizing demands. They have to be able to set 
clear expectations and involve people in goal-setting. 
They have to have the right kinds of ongoing, weekly 
conversations with the employees. They have to have 
good accountability systems so that they know how 
their people are doing. They have to coach toward 
success, and in turn, thriving lives.”
Increasing engagement

Engagement and wellbeing have reciprocal rela-
tionships—they are both good for, and part of, each 
other. In creating cultural change within an organiza-
tion, Gallup has found it is best to start with founda-
tional engagement work elements:  make sure people 
know what is expected of them, equip them with what 
they need to do their work, ensure individuals are in 
jobs where they are doing what they do best, and pro-
vide recognition for good work.  
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[David Contorno, continued from page 15]

money?’ Then uncover how much the providers for 
your employees get paid. Finally, determine how you 
can access quality data and then use that data to in-
centivize employees to go to the higher quality provid-
ers in your network.” 

While it may seem contradictory, Contorno points 
out that the higher quality providers are usually the 
lowest in cost. He has gone on to prove this through 
his benefit design which delivers the highest quality 
care while lowering costs and giving real benefits to 
employees. 

In order to fully understand how his solution 
works, it will be helpful to quickly review how the 
health system got into today’s mess in the first place. 

Having realized that the indemnity-designed 
health care plans were becoming costly, the indus-
try developed a new product called network care. In 

these plans, small, efficient, high quality doctor net-
works were created with the intention of funneling 
large numbers of patients in exchange for lowering 
care costs. Additionally, clinical gatekeepers were put 
in place to ensure services and specialist visits were 
closely monitored as necessary expenses. CEOs and 
employees however, balked at this new idea for two 
reasons: first, their physicians weren’t always part of 
these networks, and second, they didn’t want to have 
to first visit a gatekeeper as a primary caregiver. 

In response to these client requests (and to keep 
them as a customer), the carriers eventually expanded 

the networks (despite the higher costs of care), and 
eliminated the gatekeepers, further escalating costs. 
The healthcare expenses increased, but since pre-
miums and broker commissions rose as well, there 
wasn’t any pushback from the vested parties. The cli-
ents went back to getting the care they wanted, from 
whom they wanted, whenever they wanted; carriers 
continued to raise premiums, and brokers sustained 
their huge commissions with minimal effort. 

When employers once again started to complain 
about the higher premiums, the carriers offset the ex-
pense to the employer with a new product that had 
higher deductibles and co-pays. Now the cost shift-
ed from the employer’s premium expense to the em-
ployee’s out-of-pocket expense. As we all know, this 
system has continued to escalate to the point where 
out-of-pocket (OOP) costs are now preventing patients 
from seeking care. 

The next solution? Introduce wellness opportu-
nities to lower the need for chronic disease care. As 
another expense to the employer, and with little guid-
ance or knowledge about how to effectively implement 
what was touted as the newest cost-saving measure, 
wellness programs have started to come under fire for 
their questionable ROI for the employer. 
Greatest drivers of healthcare costs

So, after this forced evolution of attempted cost 
savings, what is the single greatest driver of healthcare 
costs today? Contorno believes that it is the perverse 
financial incentives that are provided for everyone but 
the patient and the employer. This brings us back to 
his innovative solution that began five years ago as a 
broker with a stone in his slingshot. David’s idea was to 
find the highest quality healthcare providers who were 
offering care at the most cost-efficient prices, educate 
his clients to become wise consumers, and highly in-
centivize those consumers to utilize the recommended 
providers. 

How does it work? Employees have access to a 
concierge service which helps to eliminate the exas-
perating work of finding an excellent clinician. Since 
his provider network is nationwide, an employee could 
even get on a plane, have a procedure done in a differ-
ent state, factor in travel expenses and time lost, and 
still realize cost savings for himself and the employer. 

At the core of Contorno’s model, we find employ-
ees who are educated about, and highly incentivized 
to use, high-quality, low-cost providers. These visits 
have resulted in OOP costs that are far below anything 
traditional plans can offer. 

The end result of this benefit model? Employers 
benefit from carefully monitored and managed care 
costs which keep the healthcare bottom line far more 
predictable and as low as possible. Contorno’s clients 
are seeing an average one-year savings of over 40%. 
Employees are enjoying substantially reduced out-of-
pocket costs for their medical care. Medical personnel 
are being paid directly and are therefore thrilled to be 
out from under layers and layers of paperwork. And, 
best of all, the transparency demanded of all parties 

involved has stripped the fear of unknown-until-sub-
mitted-medical-cost from the equation. 

Meanwhile, Contorno has become a pariah to the 
industry which once held him upon their shoulders as 
a star producer. Why? Because David Contorno has 
turned the insurance industry status quo upside down 
and has forged a path toward cost savings that would 
be a win for everyone except the brokers and tradition-
al carriers. 
The future of cost-saving benefit plans

 So what’s the catch? How does Contorno make a 
living? Why isn’t everyone a client? Changing tradition-
al business models is the same as changing unhealthy 
behaviors. It takes time, education, and perseverance 
to win converts to a new way of thinking. Contorno has 
devised a model that puts quality of care first, places 
a laser focus on educating the healthcare consumer to 
make better choices, and uses data to support a win-
ning system. 

How is Contorno’s model impacting wellness ini-
tiatives? Many companies are taking their cost savings 
from healthcare expenses and using  [Continued on page 18] 

Employees

Members

Fixed Costs

Med Claims

Pharmacy Claims

Total Plan Cost

PMPM Plan Paid

Savings from 2016 costs:

2016-17
with Cigna

2017-18
with E-Powered

2018-19
with E-Powered Change

363

693

$4,802,559.96

$693.01

377

720

$1,176,786.00

$1,662,714.00

$1,001,259.00

$3,810,759.00

$444.49

-35.86%

384

733

$1,097,241.00

$1,312,834.00

$742,488.00

$3,152,523.00

$358.19

-48.31%

-21.04%

-25.85%

-17.92%

-19.42%

E-Powered Benefits Case Study

David Contorno has turned the insur-
ance industry status quo upside down and 
has forged a path toward cost savings that 
would be a win for everyone except the 
brokers and traditional carriers. 
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[David Contorno, continued from page 17]  

parts of it to fund wellness platforms that really per-
form. Instead of worrying about ROI to offset their 
additional cost of healthcare, wellness programs are 
funded with cost savings! 

The proof that Contorno’s benefit model works is 
clear, and although the battle for cost-saving benefit 
plans is still raging, he is no longer alone in his crusade. 
Today, his company E Powered Benefits has dozens of 
clients who have years of cost-saving experience with 
his approach to employee benefit design. His success 
has attracted a small army of brokers who are standing 
in wait for training so that they too can introduce Con-
torno’s system to their clients. 

Was it easy to get here? No. This David did not fell 
his Goliath with a single stone from a slingshot. In-
stead, he used his passion for doing 

the right thing, life experiences, his intimate under-
standing of the industry, and an army of supportive 
and like-minded leaders to advance his cause. Goliath 
is still standing, but he definitely felt a hit.

Could it be possible that common sense business 
practices, educated consumers, and a reliable qual-
ity-focused system could actually work to save every 
consumer and business owner from the inferno of ris-
ing insurance costs? Yes. It is not only possible; it is 
actually doable. Many are already there, enjoying the 
cost savings and happily protected on Contorno’s side 
of the firewall. He may be a persona non grata to some, 
but he’s a hero to many others.

Instead of worrying about wellness pro-
gram ROI to offset their additional cost of 
healthcare, wellness programs are funded 
with cost savings.

Written by Mary Ellen Rose

Dr. James Dolan
HR Breakout 1: “Digital Health Trends and Implications”

Using Digital Health Trends to Shape Benefits
Health technology continues 

to be an area of growth and innova-
tion. Employers should use the tools and platforms at 
their disposal to make the best benefit decisions for 
their organizations and their employees.

“Employers need to feel more empowered in man-
aging pharmacy benefits,” said James Dolan, Ph.D., Vice 
President at EY-Parthenon. “Asking questions on behalf 
of their employees can uncover a number of opportu-
nities for improved financial performance and clinical 

outcomes. There are tremendous tools now available 
that can only enhance employee engagement, man-
agement of the pharmacy trust, and demonstrate fidu-
ciary responsibility.”

Dr. Dolan will delve deeper into the subject during 
his presentation at the 2019 Xchange. His talk will 
highlight technology platforms relevant for employ-
ers and employees such as virtual primary care tools, 
prescription managers, specialty disease solutions, 
and internal resources that support an understanding 

of the spending and trends for employers and benefit 
managers. 

Historically, people have spoken about digital solu-
tions and digital health trends that are more consum-
er-facing in nature — think digital watches and activity 
monitors and now add-ons for remote cardiovascular 
monitoring. 

More recently, employers have started to ask dif-
ferent questions of stakeholders, including employee 
benefit consultants, brokers, and the pharmacy bene-
fits managers. Larger employers are looking into what 
data and analytics that they receive and process to im-
prove more than just financial performance.

“That has actually started a new type of service 
or sector within the pharmacy value chain whereby 
third-party vendors – the brokers and benefits consul-
tancies – have started to provide new types of analytics 
and services. The primary focus is to explore financial 
elements, but there are growing opportunities and 
interest to connect the data and establish new expec-
tations related to outcomes, employee wellness, and 
experience,” Dr. Dolan explains. “That is only going to 
increase as more and more value-based agreements, 
that are outcomes or performance-based beyond ‘just 
a warranty,’ become part of the standard expectation.” 

Given the current political environment and the fo-
cus on financials and economic incentives — whether 
rebate practices, medical or pharmacy discounts, and 
billing and reimbursement practices — there are going 
to be more and more questions. The answers, Dr. Dolan 
suggests, are going to be digital in nature. 

According to him, the questions that employers 
should be asking are stratified.

“One component are clinical questions that em-
ployers should be asking,” he explains. “Then there are 
the economic and financial questions. Lastly, there can 
be questions related to the employee and their experi-
ence.” 
Clinical Questions

The formulary design, program tools, and targets 
for utilization are all key parameters for the employer 
to lead, and not accept the first offering or what looks 
to be the “least expensive” of the options. The clinical 
objectives need to meet the specific needs of the em-
ployee group. Employers need to define what is most 
relevant and important to them, but also communicate 
those objectives to the employees.
Economic and Experience Questions

Ask questions of brokers and benefits consultants: 
What is the purpose here? Where are the key spending 
drivers? What options can we explore that better impact 
the holistic cost of care, as choices on the pharmacy 
side have implications on the medical side (and vice 
versa)? Ask questions of providers and vendors, too. 
As a fiduciary, there should be prospective questions 
around initial beliefs, assumptions, and hypotheses. 
There should also be retrospective questions regarding 
performance and classifications.

Dr. Dolan adds, “There needs to be increased 
awareness of the opportunities for the employer. More 
and more employers are getting informed, engaged, 
and exploring new economic and operating models 
given the wealth of data, growing number of analytics 
providers, and interest of other partners in the value 
chain to develop and implement new solutions giv-
en the recognized inefficiency in the current system. 
Employers are instrumental in leading the market to a 
more effective solution because they hold the ultimate 
fiduciary responsibility.”

Written by Jennifer Cronin

What is the purpose here? Where are the 
key spending drivers? What options can we 
explore that better impact the holistic cost 
of care?
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Cara Kirsch
HR/Benefits Breakout 4:
“Generations, Rewards, Competition: How to Balance Priorities in Changing Times.”

Spanning the Generations

employee education.” How much input you get from 
the employees on designing the benefits plan de-
pends on the employer, Kirsch said. 

“Some employers take a lot of time to do engage-
ment surveys or focus groups,” she said. “But other em-
ployers who don’t have the liberty be-

cause of their budget, they are going to make the best 
decisions they can with the budget dollars they have. 
I find even now, when budgets are tight and health-
care costs continue to go up at such a rapid pace, that 
the employers are asking the employees more than 
ever before because what they don’t want is to pay for 
something and have the employee not value it.” 

Written by Jennifer Cronin

Jennifer Paisley
Worksite Wellness Breakout 3: “Designing an Employee Benefits Strategy”

A Benefits Makeover 
Not unlike many organiza-

tions, Valmont Industries, Inc. de-
cided to take an opportunity to overhaul its benefit 
offerings last year when contracts with a few of the 
company’s benefits partners were up for renewal. 
Looking back, Jennifer Paisley, Senior Director, HR 
Operations and Benefits, said the process resulted 
in some new benefits, tweaked offerings, re-branded 
programs, and lessons learned. 

Paisley will share Valmont’s story with attendees 
at the 2019 Xchange during her presentation, “Design-
ing an Employee Benefits Strategy.”

Valmont is a global leader in providing products 
that support critical infrastructure essential for eco-
nomic and agricultural growth. The company has 5,700 
U.S.-based employees with more than 10,000 employ-
ees worldwide.

Valmont began its benefits overhaul in 2018 for 
the 2019 plan year, hiring a consulting firm to help. 
After some due diligence, Valmont opted to change 

carriers and provide a new medical plan design — a 
high-deductible health plan with an HSA component. 
Valmont also changed carriers for vision coverage, 
EAP services, and life and AD&D insurances. The com-
pany also added Teladoc Health for telemedicine and 
second-opinion services and ALEX benefits commu-
nication software through Jellyvision for medical and 
tax-savings decision-making support. 

Once Valmont had its benefits in place, it had to 
get the word out to its employees. For the first time 
in a number of years, Valmont opted to mail benefits 
guides to employees’ homes.

“That’s where some of the lessons learned came 
out,” Paisley said.

One of the biggest lessons was working for a glob-
al organization but focusing on U.S. benefits first. 

“We were traveling around to do group sessions 
with employees about the changes,” Paisley said. “We 
don’t track in our system what an employee’s preferred 
language is. We sent all of our benefits guides out in 

By 2024, about 25% of the work-
force is projected to be the age of 55, and the traditional 
retirement age is getting older as workers take on part-
time and temporary positions. This trend has resulted 
in a new phenomenon: more generations in the work-
place. In fact, today many workplaces are composed of 
five generations:

· Traditionalists — born before 1946
· Baby Boomers — born 1946-1964
· Generation X — born 1965-1976
· Generation Y / Millennials — born 1977-1997
· Generation Z — born after 1997
With five generations in the workplace, employers 

are challenged to create employee benefit programs 
that are valuable to their entire workforce.

The task doesn’t have to be as daunting as it might 
initially seem, and Cara Kirsch plans to help attendees 
at the 2019 Xchange better understand what they need 
to consider and how they need to approach benefit of-
ferings. 

“National survey data shows that employees con-
tinue to view retirement plans and medical coverages 
as the most important employee benefits,” explained 
Kirsch, Vice President of SilverStone Group Employee 
Benefits Division. “What kind of retirement plans do 
you have? Do you offer a retirement plan match? What 
investment funds do you offer? From a medical plan 
design perspective, how much are employee premi-
ums and what is the medical plan design (e.g., copay-
ments and coinsurance)?”

“When asked whether employees think their med-
ical coverage is ‘good,’ they respond with mixed feed-
back,” Kirsch said. “With our clients, we find that Tradi-
tionalists, Baby Boomers, and Generation X may prefer 
lower cost shares in their medical plans with higher 
premiums, while Millennials, who may be healthy and 
may not use the medical plan, prefer options that allow 
them to fund savings accounts, like Health Savings Ac-
counts (HSA). It is our role to help the employer solve 
this challenge by understanding their culture and bud-
get and defining programs that respond to the majority.” 

Kirsch provided a real-life example to illustrate 
her point. One of her clients has about 300 employees, 
many of whom are Millennials. They currently offer 
a low-deductible, copayment-based PPO plan. Em-
ployee-only medical and dental coverage is free. The 
growing Millennial group does not view those bene-
fits as valuable because they don’t see any financial 
contribution in their paycheck and they are not using 
the coverage, so they don’t value the benefit of lower 
cost shares. Implementing a qualified high-deductible 
health plan (in addition to the current plan) with an 
employer HSA contribution may solve the issue so that 
the Millennials have choice and can watch their HSA 
account balance grow. 

Ultimately, an employer’s budget is usually the first 
step to figuring out how to respond to the various ages.  

“However, we find that culture plays a huge role,” 
Kirsch said. “In our model, we use our culture assess-
ment to determine readiness for change and need for 
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English… From one of our Texas sites, the feedback 
was, ‘I got the benefits guide at home and I can’t read 
it so I threw it away.’ That’s a waste of company mon-
ey. So, that’s what I would say was the biggest, ‘ah-ha’ 
moment.”

Going forward, Valmont is committed to sending 
out English and Spanish versions of the benefits guide. 
Lesson learned.

“Another lesson learned is how you communicate 
some things,” said Paisley, who plans to explain more 
during her Xchange presentation. “There were some 
benefits that weren’t new but were re-branded that 

we’ve seen some significant change in utilization.” 
Keeping track of utilization is a part of measuring 

the success of the changes, as is continuing to look at 
costs and how partners are medically managing high-
costs claimants.

“But I think the bigger piece is where we can get 
some of that utilization, making sure that we’re really 
engaging our employees and helping them under-
stand where to go for care at the time that they need 
it,” Paisley said.

Written by Jennifer Cronin

Wellness Awards Gala
October 8, 2019
Scott Conference Center | 6450 Pine St, Omaha, NE 68106

Schedule
6:00 pm     Social Hour with Raffle & Silent Auction
7:00 pm     Dinner and Program

$65     Individual Member Ticket
$75     Individual Nonmember Ticket
$1,000     Table Sponsorship of 8
Register at ElevatingWellness.org or call 402-934-5795. 
Additional sponsorships available.

Tickets

Awards Presented
WELLCOM
18th Annual William M. Kizer Light of Wellness Awards
WELLCOM’s I.C.E. (Innovate, Connect, Engage) Award
Spirit of Wellness Award
Trek Up the Tower Corporate & Community Awards

Excellence in Worksite Wellness Awards
Nebraska Governor’s Wellness Awards
American Heart Association Workplace Health Solutions Awards

Live Well Omaha
Sister Norita Cooney Lifetime Achievement Award
Community Health Innovator of the Year Award
Community Health Champion Legacy Award
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