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WELLNESS METRICS
The past few years have seen massive upheavals in 
many people's work environments, and wellness 
programmes have been stretched to the limit to keep 
people's heads above water. As the global pandemic 
unfolded, what became apparent was how connected 
everything was, globally and interpersonally. 

Social, economic and personal financial fallout ensued 
for which companies were, for the most part, largely 
unprepared. People leaders approaching the situation 
from a growth mindset have adopted a proactive 
position to take a higher degree of ownership in the 
health and wellbeing of their workforce. They 
understand that the health of their organisations is 
inextricably tied to the health of their workforce.

So in order to keep organisations on track, the wellness 
of the workforce must become a key metric.



WHAT IS A 
WELLNESS METRIC?
A wellness metric is a tool to quantify the impact of any 
given wellness intervention by conducting a baseline 
and reading the performance over time. 

The first step toward measuring wellness is defining 
what wellness means to your business and then 
quantifying that definition in the lives of your employees. 
Here, we're taking it as a given that all metrics should 
be delivering real and tangible value to your workforce, 
not paying mere lip service.



HOW DO WE DEFINE 
WELLNESS?

At Torque, we are working to redefine what wellness 
means in a post-pandemic world.

Wellness, in our view, cares for the whole employee: their 
mental wellbeing, their finances, their relationships with 
each other and their greater purpose.



WHAT DOES THE 
WHOLE EMPLOYEE 
LOOK LIKE
The whole employee considers that every facet of a 

person's health contributes meaningfully to a person's 

overall health and wellbeing. We include the following 

pillars within the new framework of wellbeing: cultural, 

emotional, financial, mental, physical and social.



PHYSICAL HEALTH: 
As the most apparent and easiest to measure, physical 
health is at the top of the health and wellness pillars
list. However, in our definition of physical wellness, we 
go beyond the obvious indicators such as weight, 
blood pressure, and cholesterol. And whilst those 
factors are essential, they miss the element of 
physicality required for the whole individual to 
thrive.



QUESTIONS YOU COULD ASK 

• Do we offer a fitness initiative to all employees?
• Are preventative screenings done on wellness days?
• Do we make drinking water readily available to everyone?
• Do we make educational material available on nutrition, physical health, and sleep?
• Do we make medical plans and interventions, such as vaccination, easily accessible?
• Do we encourage knowing one's status in respect of common lifestyle diseases?

• Do we offer a fitness initiative to all employees?
• Are preventative screenings done on wellness days?
• Do we make drinking water readily available to everyone?
• Do we make educational material available on nutrition, physical health, and sleep?
• Do we make medical plans and interventions, such as vaccination, easily accessible?
• Do we encourage knowing one's status in respect of common lifestyle diseases?
• How can we encourage physical wellness to our employees that is sustainable?
• How can we support them with goal setting and small changes to create sustainable habits?
• How do we differentiate the offerings based on that data sets that we have on hand?



MENTAL HEALTH:
Employee Assistance Programmes are hugely 
beneficial and have formed the backbone of employee 
mental health through some of the most challenging 
years many of us will ever experience in our working 
lives. However, much still needs to be done around 
education and destigmatizing mental health before all 
employees can take advantage of these benefits.

With this in mind and looking at your usage on your 
EAP - how is your company translating these statistics 
into applicable content, interventions and programmes
that can uplift workplace mental health in its entirety?



QUESTIONS YOU COULD ASK 

• Do we track the employee sentiment and use the data to target 
specific communication? 

• Do we make an EAP system available and accessible?
• Do we link awareness campaigns to our EAP and encourage usage in 

our communications?
• Do we know if the belief exists that mental health illness is shameful?
• How do we manage the declaration of unseen disabilities in our 

organisation?
• Do we have a Mental Health First-Aider project and / or should we 

implement one?



EMOTIONAL 
HEALTH: 
Emotional health plays a significant part in how 
present-minded people are at work. Organisations can 
create more robust and resilient cultures by providing 
employees with the tools for having courageous 
conversations at work and ensuring an environment 
that upholds psychological safety in various forms.



QUESTIONS YOU COULD ASK 

• Do we consider the psycho-social stress of not belonging or analyse sentiment around the 
topic of belonging? 

• Do we have tools that assist employees in regulating their emotions?
• Do we offer material on stress management techniques and mindset?
• Do we offer any of the following learning/programmes: Emotional Intelligence, Cultural 

Quotient, Courageous Conversations?
• How do we weave the diversity, equity and inclusion agenda through all employee 

touchpoints?
• Do all our employees know where to go for help if needed? 
• Are those processes documented in a user-friendly way?
• Do we promote affinity groups for marginalised communities in our organisation?



SOCIAL WELLBEING 
We are social beings, and if social distance, isolation 
and quarantine have taught us anything, it's that for 
us to function at our best, we need to engage with and 
connect to each other. By helping people to improve 
their interpersonal relationships, overall, we can effect 
positive change within our organisations. 



QUESTIONS YOU 
COULD ASK 

• Have we, or could we set up any mentorship and 
accountability systems?

• Is there a way that everyone at work could connect via an 
online tool?

• Do we ensure that our digital solutions are accessible to the 
entire business, especially those who do not work at a desk?

• Do we make support available to our employee's families? 
What benefits do we provide, and are these communicated 
at regular intervals?

• Do we make an effort to keep our employees' details up to 
date?

• Do we provide campaigns and activities that are fun?
• How do we recognise individuals that have achieved at 

work or in their personal capacities?
• Do you allow space to share personal stories and promote 

this feature?



FINANCIAL 
WELLNESS: 
This is one of the most under-prioritised pillars yet 
makes the most business sense. Forward-thinking 
organisations realise that personal budgeting and 
understanding money are transferrable skills that will 
pay dividends in the future. By upskilling their staff to 
handle their money better, they also provide context 
for supporting the business's financial goals.



QUESTIONS YOU COULD ASK 

• Do we have a financial education program that teaches the basics of financial literacy?
• Do we have a pre-onboarding process that educates our benefit packages and aids in 

decision-making? For example, video explanations, in-person events and visual policies?
• Do we provide free tools, such as household budgeting or will-drafting, to our employees?
• Do we provide other benefits such as school fee savings plans or housing loans?
• How do we celebrate individuals that have innovated solutions to our business problems?
• Do we allow a space for innovative ideas to be submitted?
• Do we provide EAP support for financial and legal issues?



CULTURE, 
COMMUNITY AND 
CONNECTEDNESS
In this pillar, we recognise that facilitating real 
connections between people and their communities 
fosters intrinsic motivation that can be utilised to drive 
the organisation forward into a better future. Common 
purpose has the potential to unlock a great deal of 
power for your organisation. How are you considering 
what makes people tick as individuals?



QUESTIONS YOU COULD ASK 
• Are our CSR projects accessible to our employees, and can they participate 

and drive change?
• Are our environmental initiatives launched internally, and do we upskill and 

reskill our employees?
• Are we considering solutions that help our broader community?
• Do we make coaching and goal setting material available and accessible?
• Do we offer mentorship programs at all levels of the organisation?
• Are there spaces for individuals to perform their religious practises during the 

workday?
• Do we run awareness campaigns to promote cultural understanding and 

empathy to support colleagues?
• Do we offer a catalogue of learning that gives access to personal development 

skills that may sit outside of a traditional learning path?
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