
 

Mortgage Companies' 
Survival Includes Healthy 

Employees

More and more employees are 
being encouraged to take a more 
active role in managing their 
health and their healthcare 
spending.  
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One of our greatest founding 
fathers, Benjamin Franklin 
pronounced, “an ounce of 
prevention is worth a pound of 
cure." With the focus on keeping 
employees healthy, productive and 
happy, companies are realizing that 
there is value in including corporate 
wellness programs into their culture.  
Mortgage companies need to take a 
proactive position and take their 
employee’s wellness seriously 
especially since the industry is filled 
with high stress situations including 
government regulation adherence 
and cost containment.



  “Corporate Wellness” is defined as 
an organized, employer-sponsored 
program (typically voluntary) that is 
designed to support employees as they 
adopt and sustain behaviors that 
reduce health risks, improve quality of 
life, enhance personal effectiveness 
and enhance the organization’s bottom 
line.  Recognizing the value of good 
family wellness, some corporations 
include families as well in their plans.
  More and more employees are being 
encouraged to take a more active role 
in managing their health and their 
healthcare spending choices. 
Company sponsored wellness 
programs can play a major role in 
driving down the cost of healthcare 
benefits. MetLife reported that three 
out of four employers (roughly 72%) 
who offer wellness programs say they 
are effectively reducing medical costs.  
Since employees spend more waking 
hours at work, their workplace is the 
right setting for participating in a 
wellness program. The Council of 
State Government’s Healthy States 
initiative showed that a typical 
employer spends about $18K a year 
per employee for costs related to 
health care and lost productivity due 
to illness. Many companies are seeing 
a $3 to $6 return on every dollar 
invested in a wellness program. 
Wellness programs effect drops in 
absenteeism, health care premiums 
and disability/workplace comp-
ensation costs according to this 
council.
  Many insurance companies such as 
Aetna, Humana and UnitedHealth 
Care offer some type of health/
wellness program. The companies 
have formalized programs which 
include a catalogue of options for 
what they can want to offer.  They 
also offer on-line support.  For 
example, if an employee is laid-off 
they can call and get support such as 
guides for looking for a new job.  
These are known as Employee 
Assistance Programs (“EAP”).  
Companies that specialize in 
administering wellness programs such 
as ADP are offering similar benefits to 
their employees and their clients. 
Companies can also design their own 

  

    

programs which are common of 
employers employing less than 50 
people.

  The Society of Human Resources 
(SHRM) suggests including a variety 
of choices that target particular 
behavior and customize a program to 
the needs and interests of a company’s 
employees. Examples of a program 
could include Stress Management 
which is a huge problem for many 
people in a workplace environment. 
Weight Loss Management, Smoking 
Cessation, Health Risk Screenings, 
Fitness Programs and activities and 
Nutrition/Healthy Eating education 
and also popular focuses. Many 
companies have a person the in the 
HR department identified to manage 
this process – Wellness Coordinator or 
Director of Health and Wellness.  
Some companies create committees 
(volunteer employees and 
management) to implement a plan, set 
 

    

expectations and check in regularly to 
keep participants motivated and 
interested in continuing to improve 
their health. It’s really important that 
leadership see the value of a wellness 
program and actively be involved in 
this program and lead by example for 
it to be effective.
  Fidelity Investments and the National 
Business Group on Health have found 
that employers plan to increase 
incentive budgets for employees who 
wish to participate in these programs 
by 15% in 2014 compared to 2013.  
This would include such things as 
team weight loss competitions, etc.  
Robert Kennedy, Health and Welfare 
Practice Leader with Fidelity stated 
that the use and measurement of 
corporate wellness programs continues 
to evolve. He also shared that many 
employers understand the value of and 
are committed to wellness-based 
incentives in their company health 
plan. 
 One of the big issues facing 
employees today is stress, particularly 
when things change at work. This is in 
fact the number one issue facing many 
companies.  Stress has to be managed 
as it can cause not only loss of work 
but such complications as serious 
health issues, poor morale and 
employees leaving the company.  The 
Psychologically Healthy Workplace 
Program includes a fact sheet that 
quantifies these numbers.  They state 
that: 69% of employees report that 
work is a significant source of stress 
and 41% say they typically feel tense 
or stressed out during the workday.  
Fifty-one percent (51%) of employees 
said they are less productive at work 
as a result of stress based on studies 
done by the American Psychological 
Association. An additional 52% of 
employees report that they are 
considering or have made a decision 
about their career such as looking for a 
new job, declining a promotion or 
leaving a job based on workplace 
stress. Corporate Wellness Programs 
are a rich resource for educating and 
managing stress.
  A big question consistently asked is 
“what is the return on investment 
(ROI) for implementing a health/ 

  

   

  

The bottom 
line is that 
employee 
wellness 
programs are 
becoming as 
important to 
companies as 
training and 
technology. 



wellness program for a company or 
organization?” Johnson and Johnson 
stated in an article written in 2010 
“What’s the Hard Return on Employee 
Programs?” that their employees who 
smoke dropped by more than two-
thirds since 1995. The number who 
have high blood pressure or who were 
physically inactive also declined by 
more than half. They found that a 
comprehensive, strategically designed 
investment in employee’s social, 
mental and physical health pays off. 
Their wellness programs have 
cumulatively saved the company 
$250M on health care costs over the 
past decade with a Return on 
Investment (ROI) of $2.71 for every 
dollar spent.  
  With current tax incentive programs 
and grants that are available under 
recent federal health care legislation, 
US companies can use wellness 
programs to cut down on their health 
care costs which will continue to rise.  
In addition, healthy employees are 
more likely to stay with a company 
that promotes their health as well.  
Towers Watson and the National 
Business Group on Health shows that 
organizations with highly effective 
wellness programs report significantly 
lower voluntary attrition than do those 
whose programs have low 
effectiveness.  By implementing a 
wellness program lenders can show 
employees that their health is 
important to the company; a simple 
but effective message.
  Of course getting employee 
participation can be a challenge.  One 
way to encourage employees to 
improve their health is through real-
time tracking like a platform such as 
Elencee’s Ten or wearing fitness 
devices.  Christine Robbins, VP of 
Jawbone Health and Wellness found. 
that people respond to real-time data 
on the steps they are taking and 
calories burned and even cell phones 
will do that for an employee.  
Wellness platforms can track not only 
the fitness and calories consumed but 
also the effects of restful sleep plus 
more.
  Successful wellness programs have 
to include the following: 

    

  

>> Leadership at all levels – from the 
“C” suite to middle management down 
through the ranks have to be consistent 
in their messages around how 
important the wellness program is. 
They have to “walk the talk."
>> An effective wellness program 
takes time and should be part of the 
company’s culture and reviewed at 
least once a year for effectiveness.
>> Employees have to be engaged in 
the wellness program for it to be 
effective. Therefore the program has 
to be enticing, engaging, 
comprehensive and consistent.
>> At this point in time, wellness 
programs have to be voluntary and in 
order for them to be effective, 
employees should not have to pay for 
the program themselves unless the 
cost is low for them. As an option 
insurance companies/insurance 
brokers are a great resource for 
guidance on putting together a 
program and many have wellness 
dollars available through benefit plans 
for employers with over 50 on the 
staff. 
>> In order for a program to be 
successful a person has to be 
designated to coordinate and be the 
point person for the wellness program. 
The may be in the HR department or 
at least work with HR. A wellness 
committee can be formed from 

 volunteers in the company but again, 
one person needs to be the contact 
person.  Accountability, motivation, 
new ideas, participation are parts of 
what this person will be responsible 
for.
>> Collaborating with outside vendors 
including insurance companies can 
provide programs to be utilized on an 
ongoing basis. Examples of this are 
screenings provided by vendors, 
offering chair massage or chair yoga, 
fitness advice from local gyms, etc.
>> Communication is so important on 
many levels including wellness 
throughout a company; keeping 
people abreast about the health/
wellness program through newsletters, 
blogs, website postings, social 
networks, wellness workshops and 
seminars and events. It is especially 
important for the leaders and 
managers of the organization to get 
involved and lead challenges.
>> Make sure there is interaction in 
the programs, not just a one-way 
presentations or training without 
letting employees share concerns.

 

  

  The bottom line is that employee 
wellness programs are becoming as 
important to companies as training 
and technology. These programs are 
becoming more and more mainstream 
with companies who see the value of 
taking care of their employees. v

 

About the Author
Barbara Perino is a Certified Professional Co-Active Coach 
guiding her clients who are executive leaders and their 
staff. Barbara has been trained through The Coach Training 
Institute (CTI) located in San Rafael, CA. She completed 
a Coaching Certification Program through CTI and the 
International Coaching Federation (ICF). Prior to becoming 
a coach, Barbara was a 16-year veteran of the residential 
mortgage industry in a national sales management capacity for 
property valuation and residential mortgage service providers.

About the Author
rjbWalzak Consulting, Inc. was founded and is led by 
Rebecca Walzak, a leader in operational risk management 
programs in all areas of the consumer lending industry. In 
addition to consulting experience in mortgage banking, 
student lending and other types of consumer lending, she 
has hands on practical experience in these organizations as 
well as having held numerous positions from top to bottom 
of the consumer lending industry over the past 25 years.




