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Executive Summary
As employers adjust to smaller profit margins in a stalled economy, health care costs represent both
a challenge and an opportunity. These costs persist for most employers on a trajectory roughly twice
the rate of inflation. But some employers are managing to bend the cost curve — and in some cases
actually lower health care costs — by strategic use of wellness programs. By implementing programs that
successfully reduce employee health risk factors and better manage chronic illness — the primary drivers
of health care costs — these companies emerge as winners.
Before employees can engage in programs to reduce health risk, however, they need to know what
programs are offered and how to participate in them. Engagement — the holy grail of worksite
wellness program success — begins with clear communication of program benefits and incentives for
participation. Answering key questions such as “what’s in it for me” and “where do I sign up” may seem
elementary. But a recent Colonial Life survey1 found that nearly 10 percent of employees reported having
little or no understanding of their benefits packages. And slightly more than half of the employees
whose employers offered wellness programs said they were only somewhat or not at all knowledgeable
about them. Lack of knowledge is significantly higher among younger workers, less educated workers
and those with lower household incomes.
While program communication can be delivered en masse, communication that clearly delineates the
benefits of participation to employees is the first step to long-term engagement in wellness programs.
One-to-one employee communication, delivered in partnership with a benefits provider partner, offers
a cost-effective means to enhance engagement in these programs. Research validates the effectiveness
of one-to-one communications, with nearly all (96 percent) of employees who meet individually with
benefits counselors saying it improved their understanding of their benefits packages. 2
This white paper draws on research
and case studies to outline drivers of
the health benefits cost problem and
demonstrate how wellness initiatives
can help control these costs. Perhaps
most importantly, the paper helps
employers understand the critical
role of benefits communication in
implementing a successful wellness
program, and how they can improve
their benefits communication in easy,
cost-effective ways.

Engagement — the holy grail
of worksite wellness program
success — begins with clear
communication of program
benefits and incentives for
participation.

1

Health care costs outpace inflation
The rate of health care inflation slowed between 2007 and 2010, mirroring a
sluggish U.S. economy but still managing to outpace it in cost growth. Cost
moderation evaporated, however, in 2011, when spending on workers grew
8 percent for individuals and 9 percent for families — twice the general
inflation rate, according to a report from the Kaiser Family Foundation.3
Health insurance alone has taken big bites from the budgets of employers
and their workers. Employers shouldered a 113 percent increase in
the average premium cost for family coverage in the decade
between 2001 and 2011. During this time period, employers
contributed an annual average of $5,269 for single coverage and
$15,073 for family coverage. Employees also feel the pain of spiraling
health care costs, paying 131 percent more for their insurance coverage in 2011
compared to 2001.4
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What’s driving the cost increases?
Although the cost of new medical technology, hospital charges and prescription drugs demand much of the
health care spend, individuals with chronic disease drive up health care costs the most. 5 According to the
Centers for Disease Control and Prevention, health care costs for chronic disease treatment account for more
than 75 percent of national health expenditures.6 Helping employees avoid or better manage chronic conditions
such as diabetes, asthma, high blood pressure, depression, chronic back pain, coronary artery disease and
arthritis can positively impact employer health care costs.
Americans need only look in the mirror to understand a root cause of this shift from health to high risk: Lifestyle
factors such as overweight and obesity, smoking, stress and lack of physical activity all point to increased
spending on chronic diseases. Two-thirds of adults are overweight.7 Between 16 and 33 percent of children
and adolescents are obese.8 Like the waistlines these statistics represent, the obesity trend is expanding at an
alarming pace. According to analysis by the Congressional Budget Office, the share of obese adults more than
doubled between 1987 and 2007, from 13 percent to 28 percent.9
The health consequences of obesity are myriad. Obesity in childhood raises the risk for chronic diseases in
adulthood.10 In fact, the rate of diabetes in the U.S. has tripled since 1980. An estimated 8.3 percent of the U.S.
population has diabetes,11 a disease that increases the risk for cardiovascular disease, stroke, kidney disease,
blindness, lower-limb amputation and other health problems.
The obesity trend directly affects spending on
health care. According to the Congressional Budget
Office analysis, spending per capita for obese adults
exceeded spending for adults of normal weight by
about 8 percent in 1987, but expanded to about 38
percent in 2007.12 The Office of the Surgeon General
estimates that obese Americans spend approximately
36 percent more on health care and 77 percent more
on medications than those with a healthy weight.13

Up in smoke
Employers spend more
money on smokers

Annual workers’ cost
Workers’ compensation $2,189
Lost productivity
$1,897

Smoking, the single most preventable cause of
disease, disability and death in the United States,
represents another lifestyle choice that tracks with
higher health care costs. Smoking contributes to
heart disease and lung cancer in both smoking and
nonsmoking adults. Secondhand smoke puts children
at increased risk for sudden infant death syndrome,
respiratory infections, ear problems, and more
frequent and severe asthma attacks.14
According to the National Business Group on Health,
poor health, injuries and deaths related to tobacco
use contribute to both direct and indirect costs for
employers. Businesses pay an average of $2,189 in
workers’ compensation costs for smokers, compared
with $176 for nonsmokers. Medical costs are 18.1
percent higher than for nonsmokers.15 And an
employee who smokes costs employers $1,897 in lost
productivity each year.16

Source: Moriarty, et al. “The Effects of Incremental Costs of Smoking and
Obesity on Health Care Costs Among Adults: A 7-year Longitudinal Study,”
Journal of Occupational and Environmental Medicine, March 2012, Volume
54 – Issue 3 – p 286-191.
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Counting the costs — beyond claims
The business case for employer-based wellness benefits is strong, even
beyond the potential for reining in employer health care costs. The price for
poor employee health includes absenteeism, higher disability rates and
lower productivity. According to a Gallup poll, workers who are
overweight or obese and have three or more chronic health
conditions report an average of 42 sick days per year —
compared to only four sick days reported among healthy,
normal-weight employees.17
Presenteeism—when health problems or their treatment interfere with one’s ability to perform on the job18
— tangibly impacts productivity. Although its measurement is still in its infancy, the costs of lost productivity
are very real. Researchers estimate that for a company of 10,000 employees with an average annual salary of
$50,000, presenteeism can cost between $7 and $8 million per year.19

The case for worksite-based wellness
Healthy, productive employees are the lifeblood of
business, and the prime reason employers invest
in health benefits. Lean economic times only
magnify the critical need for a healthy, focused
and energetic workforce. But health insurance
coverage addresses the needs of an employee
population after medical problems have surfaced.
Health promotion and wellness programs can have
an even greater impact on costs upstream, when
many health risk factors can be addressed before
employees start filing insurance claims.
Wellness programs can include some or all of a
scope of services to meet the needs of the healthy,
those at risk for chronic disease and those already
managing serious health conditions. They typically
include biometric screenings (such as height and
weight, blood pressure and cholesterol levels) and
health risk assessments to identify risk for disease, as
well as interventions such as online or paper-based
education materials, fitness center access, nutrition
classes, group fitness challenges, behavioral and
lifestyle coaching, mental and emotional health
services, and disease management services.
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A wellness and
prevention parable
People are being swept downstream by a
river’s raging water. The crowd on shore works
to pluck them out of the rushing water, but
many are missed and swept away. Lost.
As most of the crowd continues its losing
battle, a few trailblazers tromp upstream to see
exactly why all those people are falling into
the river in the first place. They identify the
root cause of the problem (people are trying
to cross a dangerous river without having the
benefit of a bridge), come up with a solution
(build a bridge), and put the solution into
action. The result: People stop falling into the
river. They are no longer at risk and there is no
need to focus all the effort on pulling people
out of the river one at a time. 20

Although wellness programs vary significantly across
employers, the most popular programs often focus
on the low-hanging fruit: assessing risks, and then
implementing initiatives such as smoking cessation and
weight management designed to reduce the risk for, or
better manage, chronic disease. According to the Surgeon
General’s office, the rewards for addressing the highest risk
factors can directly enhance the bottom line:
l

People who increased physical activity (2½ hours a 		
week) and had 5 to 7 percent weight loss reduced their
risk of developing type 2 diabetes by 58 percent.

l

Annual health care costs are $2,000 higher for smokers,
$1,400 higher for people who are obese, and $6,600 		
higher for those who have diabetes than for 			
nonsmokers, people who are not obese, or people
who do not have diabetes.

l

A 1 percent reduction in weight, blood pressure, 		
glucose and cholesterol risk factors would save $83 to 		
$103 annually in medical costs per person.21

Given the benefits — reduced health care costs for
employers across a population, better employee morale
and retention, and increased productivity — it’s no
surprise wellness programs are expanding their reach.
Recent employer benefit surveys show that between
60 and 83 percent of employers offer some form of
wellness initiative.22, 23, 24 Although private employers have
implemented wellness programs for more than three
decades,25 public employers are also taking up these
programs as essential tools to improve health, reduce
overall health care costs and improve productivity.26 State
employee programs in South Dakota and Nebraska, as
well as municipal programs in Irving, Texas, and even
tiny Arden Hills, Minn. (pop. 9,642), are putting wellness
initiatives to the test.27

Case study
State of Nebraska’s health and wellness
benefit program reaps big savings
At a time when many state governments
were cutting health benefits to rein in costs,
the State of Nebraska took a different path,
launching a breakthrough program that
inspires the 18,000 state employees and
6,000 spouses to get active, lose weight and
become proactive about preventive care.
Nebraska’s award-winning initiative began in
2009 with the Wellness PPO health insurance
option, which features 100 percent coverage
of preventive health care, lower premiums
and value-based health and prescription
programs. Participants can engage in annual
health risk assessments, onsite biometric
screenings, health coaching and lifestyle
programs. The Wellness PPO requires
employees to engage in benchmarking and
wellness program activities. It enjoys support
from Gov. Dave Heineman, a Wellness PPO
member, and shows strong early results. A
recent analysis of medical and pharmacy
costs revealed $4.2 million in reduced
medical and pharmacy claims spending
during the first two years when comparing
wellness program participants’ health cost
experience to non-wellness participants. The
resulting return on investment is $2.70 for
every dollar spent on a program that is just
three years old.28

Health Risk Continuum and Associated Employee Wellness Activities
Low or no
health risks
Biometric screenings,
health risk
assessments, wellness
classes,
online health library,
fitness center

At risk
Directed health
education, health
coaching, behavior
change classes and/
or counseling

Filing claims/
chronic condition
Health coaching
and disease
management
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Wellness goes mainstream
Although larger companies are more likely to offer wellness programs, medium-sized and even small
employers recognize their value. According to the HR/Benefits Survey on Wellness by ADP, 44 percent of midsized U.S. companies offer wellness programs.29 With the passage of national health reform legislation, the
Accountable Care Act, public acceptance of wellness programs to improve health has expanded opportunities
for employers of all sizes to reward employees for participation. The Accountable Care Act included changes
to HIPAA nondiscrimination regulations that limit the value of incentives employers can offer employees who
meet health-related goals. In 2014, that proportion increases from 20 to 30 percent of the cost of health care
coverage. The Department of Health and Human Services, along with other federal agencies, is empowered
to raise it to 50 percent. The Affordable Care Act also established grants for eligible small businesses to create
comprehensive workplace wellness programs, authorizing $200 million for the program.30 To be eligible for the
grants, a business must employ fewer than 100 employees who work at least 25 hours per week, and have had
no worksite wellness program in place prior to March 23, 2010.
Overall, employer benefits that reward employees for seeking
health improvement have increased. In one survey by Workforce
Management, 98 percent of employers asked about their
plans for wellness programs in 2013 said they would either
hold budgets flat or increase investment into the programs.31
According to a 2012 survey by the Society for Human Resource
Management (SHRM), the percentage of employers offering
health and lifestyle coaching jumped from 33 percent in 2008 to
45 percent in 2012.32
Improving health and lowering health care costs (two sides of
the same coin) are universally cited as the top reasons employers
offer wellness programs, but employee morale and culture also
rank high on the list. The Workforce Management survey reports
that 70 percent of employers say “creating a culture of health” is
their second highest priority, followed by “improving workforce
productivity” (44 percent).33

Improving health and
lowering health care
costs are universally
cited as the top reasons
employers offer
wellness programs,
but employee morale
and culture also rank
high on the list.

Benefits represent value
What’s more, employees say they value these programs. Nearly 90 percent of employees in the Workforce
Management survey said the range of a company’s health and wellness benefits is either “very important” or
“somewhat important” in their choice of an employer.34 And an October 2011 survey by the Principal Financial
Group found that more than half of employees surveyed (52 percent) agree they have more energy to be more
productive at work by participating in a wellness program, a significant increase over the previous year when
only 37 percent agreed. Close to half (41 percent) strongly or somewhat agree that wellness benefits encourage
them to work harder and perform better, and 40 percent strongly or somewhat agree that having an employersponsored wellness program would encourage them to stay in their current employment situation. Just over a
third (35 percent) of employees who use at least one wellness program a year strongly or somewhat agree they
have missed fewer days of work by participating in it.35
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Not including health insurance, how
important is the range of employee
health and wellness benefits a company
offers in your choice of employer?

90 percent

Nearly
of employees say the
range of a company’s health and wellness benefits
is either “very important” or “somewhat important”
in their choice of an employer.

Not very
important

8.5%

Somewhat
Important

37.8%

Not at all
important

2.1%

Very
important

51.6%

Source: Workforce Management 2012 Employer/Employee Survey, May 2012.

Rewards to employees who participate in wellness programs include lower out-of-pocket health care
expenses, and often incentives from employers for participating or achieving desired outcomes. According
to the SHRM survey, rewards or bonuses for completing a wellness program rose from 23 percent in 2008
to 35 percent in 2012.36 Because these initiatives only work when the employees most in need of health
improvement participate, incentives are perceived as a key strategy for engaging these workers. Almost
58 percent of employees say incentives are a “very important” factor in their participation in employersponsored wellness programs.37 The successful use of incentives to engage employees remains a mix of art
and science, but a survey by Optum Health showed companies that offer incentives have a 30 percent or
higher rate of participation than those that do not.38
Even after accounting for generous incentives, employers with robust wellness programs report positive
return on investment. Johnson & Johnson’s well-documented worksite health promotion program began in
1979. A recent evaluation of the program’s effect
on employee health risks and health care costs
for the period from 2002 to 2008 measured the
company’s rate of annual health care spend
against similar large companies, and found it
Johnson & Johnson shows strong
was 3.7 percentage points lower.
return on investment

Case study

According to a June 2012 article in Health Affairs,
Johnson & Johnson’s employee population
benefited from reduced rates of obesity, high
blood pressure, high cholesterol, tobacco use,
physical inactivity and poor nutrition. The study
revealed the company’s average annual per
employee savings from the program were $565
(in 2009 dollars), showing a return on investment
equal to a range of $1.88 to $3.92 saved for every
dollar spent on the program.39
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Making wellness work
Just offering a wellness program and expecting a
majority of employees to participate — the “if you
build it, they will come” scenario — is prone to failure.
Unfortunately, almost half of all organizations in the
Optum Health survey reported they had no strategic
plan to guide their wellness initiative.40
According to Henry Albrecht, CEO of online wellness
company Limeade, “Simply linking off of your employee
portal to your health insurance company’s health risk
assessment and then assuming you have a wellness
program is really missing the point. A successful program
requires the support and engagement to go beyond
having a program just to say you have a program.”41
Employers wishing to maximize wellness programs
should begin with distinct goals. Johnson & Johnson’s
program was originally spearheaded by then-chairman
James Burke, with the stated purpose of making the
company’s workers the “healthiest in the world.”42 Its
program casts employee health in a leading role in the
company culture.
According to a 2012 Towers Watson/National Business
Group on Health survey of employers, companies that
have been successful in lowering the health care cost
trend for four years outpaced their peers in two areas in
particular:
l

investing in a comprehensive set of programs to 		
engage employees in living healthier lifestyles; and

l

altering benefit plan designs to increase employee
and provider accountability.

Case study
Davis County, Utah, lowers
health insurance costs
Program goals, communicated clearly
to employees, offer a glimpse of
both the employer’s motivation for
offering the programs and a yardstick
for measuring success. For example,
the successful Davis County, Utah,
employee wellness program began
with a stated goal of lowering the
county’s insurance premiums by
improving employee health. To
underscore the point, the program
offers a cash incentive of $200 to
employees who score 86 or better on
a 100-point health risk assessment
scale, or for those who improve by
at least five points from the previous
year’s assessment. Consulting with a
doctor about their health or attending
wellness classes also earn incentives
for employees. The county has reached
its goal of lower insurance costs, and
recently enjoyed a $500,000 credit
from its insurer because of the drop in
its claims costs.43

These consistent performers made greater investments in lifestyle behavior programs such as weight control
and smoking cessation. They were more than twice as likely as their counterparts to give employees targeted
messages and tools they need to improve individual health, such as information for benefit decision support,
clinical decision support and promoting access to a primary care doctor.44
Use of a health risk assessment is consistently among the most commonly offered wellness activities. That’s
because the health risk assessment offers dual benefits: it identifies health risk factors on an individual level
to increase personal awareness and stimulate engagement, and it offers an essential program planning tool.
Employers can use aggregate health risk assessment results to discover the particular risk factors most prevalent
in their employee population, and then use this information to influence program selection and to match
initiatives to the employee group. For example, Burlington, N.C.-based Glen Raven Inc., faced high smoking rates
across the board, but discovered through its health risk assessment that smokers represented a stunning 90
percent of the employee population in one particular production facility. The company implemented smoking
cessation classes and offered incentives to help pay for the products to help employees quit.45
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Communicating for engagement
The holy grail of today’s wellness program is engagement — effectively achieving high participation rates in
programs, and keeping employees engaged for the long-term. According to a 2011 Towers Watson survey,
most employers cite weak employee engagement as the biggest obstacle to changing their employees’ health
risk behavior.46 While many employers focus on incentives to entice engagement, better engagement may
be as simple as improved communication. When employees know about programs, they consistently report
a keen interest in wellness benefits. One survey found that 78 percent would participate in physical activity
programs if offered; 74 percent would take advantage of fitness centers; and 69 percent would engage in
nutrition programs, health risk assessments and health club memberships.47
But recent research shows that wellness programs are often poorly understood. A 2012 survey of both
employers and employees revealed a surprising gap: While 57 percent of employers believed their employees
had a good understanding of the health and wellness programs offered and how to participate, only 41
percent of employees said they felt they had a strong grasp of the programs offered. Only half of respondents
said they knew how to participate, while the other half had either “somewhat” of an understanding or none
at all.48 A July 2012 Colonial Life found that 9 percent of
employees whose employers offer benefits packages have
little or no understanding of their benefits, yet employers
underestimate the level of understanding — thinking only
4 percent of employees fall into this category, according to
While many employers
a separate study.49
The same survey digs into more detail about employee
understanding of wellness benefits. Among all employees
whose employers offer wellness-related programs, 48
percent said they were fairly or very knowledgeable about
their companies’ wellness programs, while 52 percent said
they were somewhat or not at all knowledgeable about
them. Lack of knowledge is significantly higher among
younger workers (64 percent), less educated workers (64
percent) and lower-paid workers (70 percent of those earning
less than $35,000 a year).50

9%
4%

9 percent of employees
have little or no
understanding of their
benefits package, yet
employers underestimate
the level of understanding
— thinking only 4 percent
of employees fall into this
category.

focus on incentives to
entice engagement, a
personalized strategy
using one-to-one
communication can be
even more effective.

If employees aren’t aware of program
offerings or don’t know how to participate,
they can’t engage. And if significant
numbers of employees fail to engage,
employers won’t enjoy the benefits of
improved lifestyle behaviors, lower health
care claims costs and improved productivity.
Communication can take a number of
forms. The traditional means — fliers and
newsletter postings — are augmented today
with intranet and email messaging, but
essentially use the same top-down, scattershot approach.

Source: Colonial Life-Harris Interactive Quick Query, June 28-July 2, 2012.
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Often, barriers to engagement can be overcome through
championship of the program by the CEO and coworkers who are identified as health ambassadors by
their enthusiastic participation in wellness initiatives. In
Nebraska, for example, the state employee wellness
program receives ongoing support from Gov. Dave
Heineman, who not only participates in the program
himself, but also rewards those who achieve 1 million
steps in the walking program by joining them for a photo
at the statehouse. In addition, the program leverages the
influence of some 40 “Wellness Champions” at locations
across the state and its agencies.51
A personalized strategy using targeted, one-to-one
communication can be even more effective. One study
found that organizations with a dedicated employee to
promote wellness initiatives generate 26 percent greater
participation, compared with organizations without a
dedicated employee.52 This may reflect the ability of
on-site personnel to better understand the company
culture and to build relationships with employees on the
ground. However, hiring dedicated wellness personnel
is an expensive undertaking generally reserved for large
employers.
An alternative is partnering with a benefits carrier that
can take an integrated approach to one-to-one benefits
counseling to help employees understand the full range of
programs offered.

Employee opinions on
effectiveness of one-to-one
benefits counseling

96%

Improved their
understanding
of their benefits

98%

Session was
important

Source: Colonial Life Benefits Post-enrollment Survey, July 2012..
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How often do you
participate in your
employer’s wellnessrelated programs?

54%
Often/
sometimes
participate

46%
Rarely/never
participate

Nearly half of employees say
they rarely or never participate
in their company’s wellness
program. Employers need to
increase participation in these
programs in order to maximize
their investment. Better benefits
communication can help.
Source: Colonial Life-Harris Interactive Quick Query, June 28-July 2, 2012.

Research shows nearly all (96 percent)
employees who meet individually with a
benefits communication counselor say it
improved their understanding of benefits, and
98 percent of those surveyed say the interaction
was important.53 Beefing up communication
through one-to-one benefits counseling can
help drive participation in a company’s wellness
offerings, as well as improve understanding
and appreciation of the entire benefits
package. Employers should pay extra attention
to younger, less-educated and lower-paid
employees who tend to have a significantly
lower level of understanding about their
benefits.54

Selecting an employee benefits partner
to help implement strategies
Employers can realize the greatest value from their
health and wellness benefit investment with robust
engagement across the health risk continuum —
from those at low risk through those managing
chronic disease. Partnering with a reliable benefits
carrier for one-to-one benefits communication can
be a critical component for improved engagement
and participation in wellness offerings. Using
information about the full range of life, health,
disability and wellness benefits offered, one-to-one
benefits communication personalizes the message
and improves employee morale by underscoring
the company’s interest in employee health and
wellbeing. And individual benefits communication
can be offered free of charge by carriers that are also
introducing voluntary benefits to employees.

Using information about
the full range of benefits
offered, one-to-one benefits
communication personalizes
the message and improves
employee morale by
underscoring the company’s
interest in employee health
and wellbeing.

Selecting the right partner to communicate benefits is important. Employers should validate the vendor’s
experience in full-spectrum benefits counseling and look for a proven track record of success. Expertise in
one-to-one benefits counseling should be supported by case studies or testimonials from other employers,
preferably with a similar employee profile. Post-enrollment benefits survey results can also give important
insight into how employees felt about the experience.
Because incentives can spur engagement, the ability to offer value-added services for signing up is also a factor
to consider, so a benefits counseling partner should be familiar with the steps needed to earn any incentives
the program offers. An additional plus is the benefits partner’s ability to offer its own incentive for attending
individual benefits communication sessions, such as a discount card for out-of-pocket health services.

Put Wellness to Work
In today’s competitive economic environment, employers have more reasons than ever to invest
in a healthy workforce. A strong majority of employers now use wellness programs as an essential
tool for lowering health risks and positively impacting health costs. The benefits of an effective
wellness program reach beyond claims costs by reducing absenteeism and presenteeism, as well
as ensuring a company’s ability to attract and retain good employees.
Medium-sized and even smaller companies can leverage wellness programs to improve
employee health. By focusing on communication that addresses the needs and desires of key
employee groups —particularly younger, less educated and lower paid workers — employers can
successfully engage more program participants and enjoy greater benefits. One-to-one benefits
education and counseling is a low-cost and underused communication tool with proven value.
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About Colonial Life
Colonial Life & Accident Insurance Company is a market leader in providing financial
protection benefits through the workplace, including disability, life, accident, cancer,
critical illness and supplemental health insurance. The company’s individual benefits
education, innovative enrollment technology and personal service support more than
75,000 businesses and organizations, representing nearly 3 million working Americans
and their families.
We help our customers design benefit programs to address their business needs. In
one-to-one counseling sessions with employees, we offer simple, straightforward
advice about the benefits they have and those they may need to fit their individual
lifestyles and budgets.
Colonial Life’s 13,000 career agents work in one of the fastest-growing segments of
the insurance industry. The company has received national recognition for excellent
training programs, and annually receives top recognition in a national awards program
as brokers’ partner of choice in the workplace benefits market.
Colonial Life is a business unit of Unum, a world leader in employee benefits, which
has been recognized as one of Forbes’ 150 Most Reputable Companies, the Best Place
to Work in Insurance, Best Employers for Healthy Lifestyles and Newsweek’s Green
Company listing. Colonial Life has been named one of the Best Places to Work in
South Carolina. Its national headquarters building in Columbia, S.C., has earned the
Environmental Protection Agency’s ENERGY STAR® certification.
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1200 Colonial Life Boulevard
Columbia, South Carolina 29210
coloniallife.com
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