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Twelve months ago, when writing 
our introduction to the health and 
wellbeing section of our annual 
survey, we reflected on the high 
numbers of employers calling out 
their increased focus on employee 
health and declarations of intent for 
2021. What has become clear from 
this year’s survey is that although 
employers are now, more than ever, 
acknowledging the role they have 
to play in supporting employee 
wellbeing in its broadest sense, the 
realities of delivering upon ambitions 
remain a challenge for most.

The standout statistic is the sharp increase 
in employers who acknowledge that they have 
a responsibility for the health and wellbeing 
of their employees (95% of all respondents 
agree or strongly agree with this statement). 
But although the pandemic has clearly played 
a role in heightening awareness of the impact 
of health on business performance, a number 
of long-standing barriers remain in place. For 
many of the questions raised in this section, 
responses have changed very little since 2021, 
despite in some cases, respondents calling out 
that this was meant to be part of their plans 
for the past 12 months. We have seen some 
positive progress in areas relating to inclusivity 
and diversity in particular. However, the dial 
has moved very little on some of the key 
questions that point towards the strategic 
enablers of a successful wellbeing programme 
that will create a resilient workforce. 

Formal strategies remain uncommon, 
data is being used but with little focus on 
measuring value, budgets remain scarce, and 
there is still a way to go to secure full buy-in 
from the C-suite. There is a lot of insightful 
data, and we will bring this together and call 
out what we think this means for you, the 
employer, in the year ahead.

Which Of The Following 
Employee Benefits Are 
Available To All/Some Of 
Your Workforce?  
Employer funded digital GP services continue to 
grow rapidly with over half of employers now 
having this valuable benefit in place for all staff 
(up from 40% last year). Employee Assistance 
Programmes (EAPs) continue as a key benefit 

with less than 10% of employees not having 
any access. Both services were among the most 
common benefits embraced and promoted by 
employers during the pandemic, with both able 
to deliver in a fully remote setting. 

Elsewhere there is very little change in 
company funded or voluntary health and 
protection benefits which is reflective 
of overall market growth. One of the key 
call outs from this year’s survey is the 
continued evidence that a large percentage 
of the working population remains mostly 
dependent on the state for their health and 
financial wellbeing needs.

When Did You Last Review 
Your Existing Provider Against 
The Rest Of The Market For 
The Following Benefits?
A new question for 2022, and one prompted 
by a period of uncertainty and volatility 
across most of our main insurance lines. The 
majority of employers choose to test the 
market in line with standard rate guarantee 
periods, although this practice is more 
common on the risk insurances as opposed 
to the medical benefits. Aon’s broking data 
indicates that insurers’ proposed renewal 
terms are increases of between 13% and 23% 
on average across the main insurance lines 
of Life Assurance, Income Protection and 
Private Medical. It is concerning that around 
one in five employers are not proactively 
using market leverage to achieve greater 
value through improved renewal terms.

From Your Income Protection 
Provider, How Much Do You 
Utilise The Claims Management 
And Rehab Services On Offer?
Another new question for 2022, and one 
focusing on the importance of building 
effective absence management pathways 
from a range of solution lines and providers. 
It is disappointing to see that less than 20% 
of employers view these services as an 
integral part of their process with around half 
using these services but in a limited capacity. 

The challenge of obtaining full value from 
these services and integrating effectively 
with other health suppliers, most notably 
Occupational Health (OH), is not a new one. 
But given the new challenges presented to 
employers in managing employee health in a 
more fractured, remote working landscape, 
and set against the long-term impact of the 
pandemic on our health, the importance 

of robust, effective and targeted health 
management strategies has never been 
more evident. 

To What Extent Do You Leverage 
Added Value Services (E.g. EAP’s, 
2nd Opinion Services, Digital 
GP’s, Educational Content, Apps 
Etc.) From Healthcare And Risk 
Providers To Support Your 
Health And Wellbeing Strategy? 
There is little movement in the responses when 
compared to last year, although the number 
of employers saying they are a key part of 
their strategy has increased slightly from 45% 
to 49%. For this number to increase further, 
we believe there is an opportunity for even 
greater innovation from providers, offering 
value added services that employers and their 
employees equally value. With overall market 
growth limited across the risk and health 
insurance lines, truly valued additional services 
may not just help increase utilisation of these 
services by employers, but also support growth 
for the industry as a whole.

What Benefit Design Changes 
Have You Actioned Over The 
Past Five Years On Your Risk 
And Healthcare Benefits? 
Once again, we see a drop in responses to 
almost all of these most common benefit 
redesign activities. As highlighted in last year’s 
report, this can be seen as a sign that traditional 
measures to modernise or contain costs have 
either already been actioned, or there is a good 
reason as to why changes have not been made. 
Equally, some employers may have used this 
as a period of consolidation, to plan for future 
changes and enhance support where possible, 
as can be seen with Private Medical coverage 
being enhanced by 19% of respondents.

What Benefit Design Changes 
Are You Considering In The 
Next 12-18 Months?
As with the previous question, employers are 
suggesting that this kind of redesign activity 
is becoming less likely. However, the one area 
worth highlighting is the 15% of respondents 
saying that rather than introducing more 
limits to their private medical plan, they are 
looking to increase coverage. Many of the 
employers ticking the “Other” box have also 
called out specific activities to enhance cover 
or providing additional benefits, especially 
focused on ESG with new green benefits 
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being launched and enhancing existing cover 
to be more inclusive and equitable. From our 
consultancy teams we know that issues such 
as women’s health in particular have been very 
topical throughout 2021. Our survey suggests we 
can expect to see this accelerate further in 2022.

To What Extent Do You Agree 
That The Employer Has A 
Responsibility For Influencing 
Employee Health And Wellbeing? 
One of the headlines from this year’s 
survey is a significant shift in the number of 
employers who strongly agree that they have 
a responsibility for the health and wellbeing of 
their employees. This has risen from 20% last 
year to just over half of all respondents. And 
the numbers who have no view or disagree has 
fallen to only 5% of employers. This represents 
the most notable shift from previous years’ 
results. It is easy to draw connections to 
the ongoing impact of the pandemic and 
the heightened awareness of ill-health, but 
the word “responsibility” is important to 
note here. 95% of employers in our survey 
agree, and most strongly agree, that they 
have a responsibility to their employees. It is 
interesting to see how this acknowledgement 
sits alongside some of the other responses.

Do You Have A Formalised 
Health And Wellbeing Strategy? 
Given the acceptance that the employer 
has a role to play in supporting employee 
wellbeing, it is disappointing that this year’s 
results show no change in terms of the 
number of employers with a formal strategy 
already in place or planning to do so in the 
near future. Whilst we see greater activity 
around employee wellbeing, a strategic 
approach is critical to creating focus and 
achieving demonstrable results. This anomaly 
demands us to look elsewhere in this report 
for evidence of why this might be.

Which Of These Pillars Of 
Wellbeing Does Your Strategy 
Currently Offer? 
Of those clients with a formal wellbeing 
strategy in place, almost all have dedicated 
support for emotional and physical wellbeing 
and around three quarters now also providing 
structured financial wellbeing support. It is 
encouraging to see the rise in employers with a 
focus on social wellbeing, as the pandemic has 
shone a light on the importance of positive 
human connections and the growing societal 
issue of loneliness. The importance of a 
wellbeing programme being fully rounded and 
covering all dimensions of personal and work 
wellbeing is well documented, and was called 
out in our 2020 Report: The Rising Resilient. 
Whilst the increasing number of employers 
with strategies covering multiple dimensions 
is encouraging, this still needs to be set into 
context with the previous response that calls 

out that less than half of employers have a 
strategy in place at all.

Which Of The Following 
Company-Specific Data Analytics 
Are Being Used To Inform And 
Drive Your Corporate Health And 
Wellbeing Strategy? 
Another significant shift from 2021, has 
seen double digit percentage increases for 
all these potential data sets. Only 13% of 
employers have said they do not use health 
data analytics to inform their wellbeing 
strategy. This is a clear signal that most 
employers want to be better informed and 
have access to more detailed insights to help 
them make better decisions.

Which Of These Health 
Conditions Are You Concerned 
About In Your Organisation?
Another new question for 2022, and one that 
acknowledges the impact and challenges 
of managing specific health issues. From 
this question we see that stress is the top 
concern for employers – which perhaps 
isn’t surprising given the increased pressures 
people have faced at home and work over 
the past two years, combined with having 
to adapt to new ways of working for many. 
But stress isn’t exclusively linked to the 
pandemic. We saw reported cases of work-
related stress, depression and anxiety sharply 
increase in 2019, and it is now the top cause 
of work-related ill health. The case for taking 
proactive action is clear, and it’s positive to 
see this top of employers’ agendas too. At 

the other end of the scale, less than 50% of 
employers are concerned over heart related 
conditions, high blood pressure, obesity 
and diabetes. This is somewhat concerning 
as heart disease remains the number one 
cause of death for males in the UK, and poor 
lifestyles giving rise to these health issues 
are risk factors for a multitude of other 
conditions. In our view, physical wellbeing 
should remain a focus for all wellbeing 
strategies, especially given the significant 
physical, emotional and indeed financial 
impact these conditions can have for the 
individual and those around them both at 
home and in the workplace.

How Do You Manage Health And 
Wellbeing In Your Organisation? 
There are similar responses to last year 
here, which reinforces that for many 
organisations, wellbeing remains firmly in 
human resources’ remit in the majority or 
organisations. Of course, there are a broad 
range of stakeholders with an interest in 
and influence over employee wellbeing, and 
increasingly we are seeing employers work 
cross-function to achieve optimal outcomes. 
This year we specifically asked whether there 
was representation from the diversity and 
inclusion team, and this is already the case 
with nearly a third of employers. Given the 
importance being placed on DEI and other 
purpose led issues evidenced elsewhere in 
this survey, we can hope to see this figure 
increase next year.

Do You Have An Executive 
Sponsor For Health And 
Wellbeing In Your Business? 
There has been a moderate increase in the 
number of employers with an executive 
sponsor for health and wellbeing, up to 46% 
from 42% in 2021. Last year we hoped to 
see this number increase in 2022, given the 
massive impact the pandemic has had on all 
aspects of many business operations. In this 
respect a four percentage points shift is far 
below expectations and calls into question 
what else can be done to elevate health and 
wellbeing as a strategic priority for the C-suite.

Do You Have A Specific Budget 
For Your Health And Wellbeing 
Programme? 
70% of employers not currently having a 
dedicated budget for wellbeing is at odds 
with our earlier findings, that suggested only 
5% of employers felt employee wellbeing was 
not their responsibility and is a deterioration 
on previous years. Whilst there could be 
various reasons for this, such as a tightening 
of the purse strings through the pandemic, 
or better use of free-of-charge value added 
benefits provided by insurers, or greater 
utilisation of in-house resources - there is an 
imperative for wellbeing to receive adequate 
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investment if employers hope to see returns 
in productivity, engagement, attendance 
and various other areas critical to creating 
thriving businesses.

How Do You Expect Your Health 
And Wellbeing Budget To Change 
In The Next Year? 
Positively, elsewhere in the survey, 44% of 
employers expressed an intent to increase 
their wellbeing budget in the next year, with 
only 1% planning to reduce their spend.

Do You Measure The Return On 
Investment Of Your Health And 
Wellbeing Programme? 
Similar to previous years, the majority of 
respondents have not put in place some 
metrics for measuring value, despite 
previous surveys indicating that this was 
part of their future plans. The strain placed 
on human resource teams over the past 18 
months is undoubtedly a factor in not seeing 
greater progress in this area, as priorities 
and resource has been focussed elsewhere. 
However, with ROI potentially supporting 
other key objectives around decision 
making, securing budget, targeted condition 
management and C-suite sponsorship, it 
is recommended that employers consider 
ways to elevate this up the agenda.

Have You Conducted A Stress 
Risk Assessment (Using E.g. The 
HSE’s Management Standards)? 
Encouragingly we have seen an increase 
from 16% to 21% in the number of employers 
conducting a stress risk assessment. With 
no change in the number stating they 
have no intention to do so, this is one 
area where stated ambitions 12 months 
ago, have been delivered on. With work-
related mental health issues accounting 
for around 18 million working days lost in 
2019/20(2), a stress audit can help add real 
focus and direction to an employer’s mental 
health strategy. The employer may see 
value in numerous areas, not just in health 
claims data and absence costs, but also 
the reduced impact of presenteeism and 
mitigation of work-related claims including 
under employers’ liability insurance.

Looking Forward, Which Areas 
Of Your Healthcare Spend Are 
You Most Looking To Focus On? 
There is a clear trend here playing toward 
the mantra that prevention is better (and 
less expensive) than the cure. Equally, this 
illustrates investment that correlates with 
where employees are most likely to be in 
their health journey. It is positive to note 
that the focus on supporting employees 

who may be unwell remains in place, as 
holistic health management programmes 
are a key component of a resilient 
business strategy.

Do You Plan To Implement 
Initiatives Relating To Employee 
Financial Wellbeing And What 
Do You Intend To Implement:
Overall, the intentions and timing of 
these intentions, to support employee 
financial wellbeing remains consistent 
with last year, with around two-thirds 
of employers planning to take further 
action. Again, consistent with 2021, is the 
intention to focus principally on improving 
communications and financial education. 
The findings indicate what is perhaps a 
shift away from interest in offering debt 
solutions and an increased focus on 
additional workplace savings vehicles.

These findings are taken from the 
Healthcare section of Aon’s UK Benefits 
And Trends Survey 2022.
To request your free copy of this survey 
please email: letstalkbenefits@aon.co.uk,  
or search for Aon's UK Benefits and Trends 
Survey 2022 on our global website.
www.aon.com


