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Client Overview
An initiative to implement a successful Health Risk 
Management (HRM) program was recently enacted 
by Lockton and a large healthcare organization. 
The organization operates in a metropolitan area 
including a hospital main campus, multiple satellite 
urgent care facilities, two satellite campuses housing 
administration and support services, and several 
provider clinics. The 4,951 employees have three 
health plans to choose from: a Health Maintenance 
Organization (HMO) and two Preferred Provider 
Organizations (PPO). Among these plans there are 
8,318 enrolled medical plan members. There is also a 
supplemental medical plan that allows members to use 
health system facilities and providers at reduced out-
of-pocket costs.
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InTrODuCIng HeAlTH rISk 
MAnAgeMenT
In the fall of  2007, a Health Risk Assessment (HRA) 
campaign and on-site biometric screenings were offered; 
more than half  of  company employees completed 
both. A year later, the employer took Lockton’s Risk 
Management Profile Index (RMPI), scoring 20 out of  
100, which is considered to be in the Strategic Planning 
phase of  Health Risk Management (HRM). Lockton 
advised that the employer’s HRM program focus on 
three basic but critical steps to improve the effectiveness 
of  their strategy:

Conduct a Leadership Training Session to explain ��

how HRM would help achieve business goals.
Develop long-term goals, as well as a schedule of  ��

programs, policies and resources to be implemented.
Form a health promotion committee to assist ��

Human Resources (HR) in implementing programs 
and policies and to build grass roots support for 
HRM. 

After employees completed HRA and health screenings 
in 2007 and 2008, results revealed the most prevalent 
risk factors remained constant: body mass index (BMI), 
high blood pressure and stress.

2007 2008

Body Mass Index 

(Screening)

32% overweight; 

33% obese

31% overweight; 

33% obese

Blood Pressure 

(Screening)

16% 

hypertensive; 

46% 

pre-hypertensive

12% 

hypertensive; 

46% 

pre-hypertensive
Stress (Health 

Risk Assessment)
23% at risk 22% at risk

Lockton presented InfoLock® claims data analytic 
reporting annually. Data showed that the employer 
had room to improve and help decrease its employees’ 
probabilities toward increasingly unhealthy lifestyles. 

This organization also allocated significant time 
resources to development of  the right program through 
participation in a regional healthcare coalition. Lockton 
attended every employer action meeting so that a truly 
collaborative experience transpired. The attendance of  
these meetings provided a regularly-scheduled forum 
for Lockton and the organization to work as a team and 
collaborate with other local progressive employers.
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IMPleMenTIng A HrM PrOgrAM
After collecting two years of  claims and HRA data, 
which substantiated the need for investing additional 
resources into an effective HRM program, the 
employer agreed that implementing a HRM program 
was the “right thing to do.” In July 2009, the employer 
decided to implement an outcomes-based incentive 
strategy focused on weight management. A Return on 
Investment (ROI) could not be guaranteed, but the 
employer recognized the benefits in ensuring employees 
take care of  themselves as well as they take care of  their 
patients. Specifically, that improved employee health 
would reduce healthcare costs and improve productivity. 
Responsibilities in the HR department were shifted to 
focus on and enhance the HRM programs. 

DeSIgnIng THe POlICy
Lockton collaborated with the employer to write the 
policy, confirm its compliance with HIPAA, ADA 
and ERISA regulations, and determine whether the 
suggested improvements were medically advisable and 
realistic for employees to achieve. By partnering with 
Lockton to enhance its HRM expertise, the employer 
was able to implement the policy within a two month 
period. In addition, Lockton’s team met with the 
employer’s HR staff  and internal communications 
manager to outline a communication plan announcing 
the new policy. The new policy was promoted as an 
additional employee benefit and named to reflect the 
employer’s employee benefit brand and to promote 
its medical plan’s programs and services. Lockton 
contributed to the communication plan by creating 
a detailed brochure and wellness insert for the open 
enrollment guide, alerting employees of  the additional 
incentive eligibility requirements forthcoming.
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POlICy
To earn $240 premium credit ($20/month) in 2010, employees were asked to: ��

Participate in the free health screenings offered on-site during benefits open enrollment in 20091. 
AND

Complete the Health Risk Appraisal (HRA) by December 2, 2009. 2. 

Completion of  these steps is also required to be eligible for the full incentive in 2011. 

To earn $480 premium credit ($40/month) in 2011, employees are being asked to complete the HRA and health ��

screening in October or November 2010 in addition to one of  these three options*:
Waist circumference and body mass index (BMI) within government health standards as measured during 1. 
health screenings in 2009 and 2010. 

Men: waist circumference less than 40 inches; BMI no more than 25 ��

Women: waist circumference less than 35 inches; BMI no more than 25 ��

OR
Waist circumference and body mass index (BMI) above government health standards as measured during 2. 
health screenings in 2009: 

Waist circumference and body mass index (BMI) within government health standards as measured during ��

health screenings in 2009 and 2010
Men: waist circumference less than 40 inches; BMI no more than 25 •	
Women: waist circumference less than 35 inches; BMI no more than 25•	

OR
BMI exceeds the national standard (above) but waist circumference is either within the national standard ��

or is reduced by one inch AND BMI is reduced by two points (roughly 10-pound weight loss)
OR

BMI/WC above the national standard (above) and complete one of  these options by ��

November 30, 2010:
Participate in seven of  eight Blue KC “Weigh to Go” classes/webinars•	
Meet with a WINS or Blue KC face-to-face health coach at least three times•	
Earn 50,000 points on the Blue KC Web site and contact health coach at least once•	
Participate in three wellness challenges in 2010•	

AND
Complete the HRA and receive a comprehensive health screening by December 3, 2010 ��

*If  it is unreasonably difficult due to a medical condition for an employee to achieve the standards for the reward under this program, or 
if  it is medically inadvisable for an employee to attempt to achieve the standards for the reward under this program, a note from his or 
her personal physician was required to qualify for the reward.
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eMPlOyee InvOlveMenT
To evaluate potential employee receptivity, Lockton arranged for a third party to facilitate an employee focus group 
before any communication materials were distributed. The employer wished to assess employee reaction to the 
policy and to ensure the promotion materials clearly communicated the purpose of  the program. Valuable feedback 
from the focus group facilitated minor but critical changes to the policy and was effectively used to create a positive 
communications campaign. Participation results revealed employees’ positive acceptance and adherence with the 
first requirement of  the policy: completion of  a HRA and health screenings. These initial assessments serve as 
the baseline for the performance based requirements. Participation in both the HRA and screenings increased 
significantly in 2009 compared to the previous years’ campaigns.

While the health screenings and HRA campaign were being held, the client continued to meet with Lockton and 
selected vendors to finalize plans for 2010 programs and policies, including an overview for leadership. When 
Lockton proposed the client conduct a Leadership Training Session in 2007, the intent was to explain how HRM 
could help the organization meet its business goals. The client felt that by making HRM a priority, the CEO had 
achieved this objective, so the focus shifted to explaining:
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CHAllengeS
Employees could qualify for the $480 incentive even if  
their BMIs exceeded program parameters by completing 
at least three wellness challenges in 2010. As a result, the 
employer offered numerous challenges to employees to 
make sure they had ample opportunity to participate and 
there was something in which everyone could engage.

PrOMOTIng AnD eXPAnDIng THe HrM 
PrOgrAM
The collaborative relationship between the employer, 
HRM vendor partner, and Lockton made the education 
around HRM program details very straightforward. 
Specifically, parties agreed that efforts should be 
focused on explaining the new policy, why it was 
being implemented, what programs would be available 
to employees in support of  their efforts, and what 
outcomes would be tracked to gauge the HRM 
program’s effectiveness. The collaborative team worked 
to develop an executive summary that was presented 
to a small group within the employer’s leadership team, 
which they in turn then presented to all department 
managers. HRM updates have become a regular part 
of  the employer’s bimonthly leadership meetings, 
embedding HRM as an important aspect of  company 
culture.

With a culture focused on employee health, the 
employer expressed interest in applying for the 
American Heart Association Fit Friendly Company 
recognition and the CEO Cancer Gold Standard 
designation. Lockton assisted the employer in 
completing the Fit Friendly Gold application by:

Posting point of  decision prompts encouraging ��

employees to take the stairs instead of  the elevator
Encouraging employees to participate in the START! ��

walking program
Promoting stretch breaks by posting examples of  ��

stretches in meeting rooms
Marking off  an indoor walking path and developing ��

maps of  walking paths outside each of  their larger 
facilities
Implementing a policy requiring the provision of  ��

healthy foods in vending machines and the cafeteria

In October 2010, the employer received notice that they 
achieved recognition by the American Heart Association 
as a Start! Fit-Friendly Company. They are now working 
toward attaining CEO Cancer Gold Standard.

PrOgrAM evAluATIOn AnD neXT STePS  
fOr HrM
Throughout 2010, Lockton encouraged the employer 
to evaluate the effectiveness of  programs implemented, 
so that the long-term HRM plan could be revised and 
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expanded as needed. This included:
Monthly service meetings with the collaborative group, ��

facilitated by the Lockton HRM team, to improve processes 
and review available data
A mid-year strategic planning meeting to review industry ��

updates
Two additional focus group meetings to continually ��

assess employee acceptance of  the incentive strategy, 
communication pieces, and HRM programs
Use of  Lockton’s Survey Tool to employees who completed ��

a program in the first or second quarter of  2010
A planning meeting to outline more specific next steps for ��

the incentive awarded January 2012, using the employer’s 
existing three-year plan as a starting point
Development of  a 2011 calendar to clearly outline all aspects ��

of  the employer’s HRM program
Creation of  a Wellness Ambassador program to further ��

grass-roots support of  the HRM program and to assist HR 
in collecting employee feedback and testimonials 

Currently, the employer is awaiting outcomes of  its more 
aggressive HRM program. Throughout 2011, Lockton will 
help the employer determine how to best integrate short-term 
disability and workers’ compensation data in its analysis of  the 
HRM program’s effectiveness.

Key results from  
survey to all employees 
who completed a 
program in the first 
or second quarter of 
2010.

75% of those who responded are ��
“satisfied” or “very satisfied” with 
the wellness program.  

Nearly 90% view the wellness ��
initiative as an important part of 
the employee benefits program. 

More than 90% stated the ��
$480 incentive motivated them 
to participate in at least one 
program. 

41% lost weight as a result of ��
participating in one or more of the 
programs offered.  

83% are more motivated to eat ��
healthier and are “likely” or “very 
likely” to continue their changed 
behaviors. 

70% stated they are more active ��
and are “likely” or “very likely” 
to maintain the change in their 
behaviors. 
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