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In recent years, organizations have experienced a 
paradigm shift in how they perceive employee well-be-
ing. Traditionally, well-being was often viewed as an 
individual's responsibility, with limited organizational 
involvement beyond health and safety measures. How-
ever, the modern business landscape has evolved, neces-
sitating a reevaluation of this perspective. 
Today, organizations are increasingly recognizing that 
employee well-being is not merely a personal matter but 
a critical element that shapes their overall performance, 
resilience, and social responsibility. This shift is driven 
by empirical evidence, a deeper understanding of 
well-being's multi-dimensional nature, and a global 
movement advocating for holistic well-being metrics. 
Against this backdrop, this paper seeks to explore the 
profound impact of employee well-being on the 'S' 
(Social) aspect of the ESG (Environmental, Social, and 
Governance) framework within organizations.
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The primary purpose of this paper is to provide organizations, 
leaders, and stakeholders with a comprehensive understand-
ing of the evolving role of employee well-being in the corpo-
rate world. It aims to shed light on the significance of consid-
ering well-being as an integral component of corporate strate-
gy, particularly in the context of the ESG framework. By exam-
ining the shift in perspectives on well-being, the expansion of 
its definitions, and the practical implications for organiza-
tions, this paper seeks to offer valuable insights and action-
able strategies for fostering a well-rounded and sustainable 
approach to
employee well-being. Ultimately, the goal is to help organiza-
tions leverage employee well-being as a strategic asset that 
enhances their social responsibility, resilience, and long-term 
success.

PURPOSE OF THE PAPER:



PART 2:

SHIFTING PERSPECTIVES

ON WELL-BEING
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In the not-so-distant past, employee well-being was 
often relegated to the periphery of organizational 
concerns. It was commonly perceived as an individual's 
responsibility, with organizations primarily focused on 
health and safety measures. However, the dynamic and 
complex nature of the modern workplace, coupled with 
emerging research findings, has necessitated a 
fundamental shift in this perspective. Organizations 
now recognize that employee well-being is far more 
than a personal matter—it is a pivotal factor that directly 
influences various aspects of organizational
performance, including productivity, talent retention, 
and stakeholder trust.
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While the traditional concept of well-being predominantly revolved 
around safety measures and occupational health, contemporary 
organizations are redefining it. Today, well-being transcends these 
boundaries, encompassing a broader spectrum of considerations. 
It involves not only protecting employees from physical harm but 
also nurturing their mental and emotional health. It acknowledges 
that well-being is interconnected with job satisfaction, personal 
development, and overall life quality. Consequently, organizations 
are developing comprehensive well-being strategies that 
encompass all these dimensions.

THE HOLISTIC APPROACH:

REDEFINING WELL-BEING:

The transformation in how organizations view well-being 
has given rise to a holistic approach. This approach considers 
well-being in a multidimensional context, acknowledging 
that physical health is just one facet. Mental and social 
well-being have emerged as equally vital dimensions. Mental 
health, especially in the wake of the global COVID-19 pan-
demic, has gained prominence as organizations grapple with 
the challenges posed by remote work, isolation, and stress. 
Simultaneously, social well-being encompasses factors such 
as workplace relationships, community engagement, and a 
sense of belonging, all of which significantly impact employ-
ee engagement, satisfaction, and overall performance.
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THE ROBERT WOOD JOHNSON 
FOUNDATION REPORT:
A significant catalyst for this shift in the understanding of 
well-being is the Robert Wood Johnson Foundation Report. This 
report underscores the importance of improving well-being to 
foster a culture of health. It marks a departure from the tradition-
al emphasis on safety systems and occupational health, pushing 
organizations to adopt a more encompassing view of well-being. 
As organizations strive to align with these evolving paradigms, 
they face the challenge of tailoring well-being initiatives to meet 
individual needs while ensuring a collective commitment to a 
culture of well-being.
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PART 3: 

REIMAGINING 
WELL-BEING

TAILORING WELL-BEING
TO INDIVIDUAL NEEDS:

The reimagining of well-being necessitates an approach 
that recognizes the diversity of employee needs. In a 
world where one size no longer fits all, organizations are 
embracing tailored well-being strategies. They are in-
vesting in tools and practices that allow employees to 
access the support and resources they need to thrive per-
sonally and professionally. This personalization extends 
to mental health support, flexible work arrangements, 
and wellness programs that consider the unique require-
ments of each individual.
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BEYOND A ONE-SIZE-
FITS-ALL APPROACH:
The reimagining of well-being necessitates an approach 
that recognizes the diversity of employee needs. In a 
world where one size no longer fits all, organizations are 
embracing tailored well-being strategies. They are in-
vesting in tools and practices that allow employees to 
access the support and resources they need to thrive per-
sonally and professionally. This personalization extends 
to mental health support, flexible work arrangements, 
and wellness programs that consider the unique 
requirements of each individual.
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FOR WELL-BEING

PART 4: 

THE GLOBAL MOVEMENT 

The "Beyond GDP movement" represents a significant para-
digm shift in how societies and organizations measure 
and prioritize progress and well-being. Traditionally, Gross 
Domestic Product (GDP) has been the primary metric used 
to gauge economic prosperity and societal advancement. 
However, this narrow focus on economic indicators 
neglects many crucial aspects of people's lives and the 
overall health of the planet.

In response to these limitations, a global movement has 
emerged that seeks to expand the metrics used to assess 
societal progress and well-being. This movement empha-
sizes the importance of considering a broader set of factors 
that contribute to the overall quality of life, sustainability, 
and social well-being. It challenges the idea that economic 
growth, as measured by GDP, is the sole indicator of a soci-
ety's success.
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The movement encourages a more inclusive approach to 
measuring well-being. It seeks to capture the experiences and 
perspectives of diverse populations within society, recognizing 
that different groups may have distinct needs and priorities. 
This inclusivity helps policymakers and organizations make 
more informed decisions that benefit a broader segment of the 
population.

INCLUSIVITY: 

KEY FEATURES OF THE GLOBAL 
MOVEMENT FOR WELL-BEING
INCLUDE

The movement advocates for the inclusion of a diverse range 
of metrics beyond GDP. These metrics encompass various 
aspects of well-being, such as health, education, environmental 
sustainability, social equity, and overall life satisfaction. By 
considering these multidimensional factors, societies gain a 
more comprehensive understanding of their progress.

MULTIDIMENSIONAL 
METRICS: 
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Environmental sustainability is a core focus of the movement. 
It acknowledges the critical importance of addressing environ-
mental concerns, such as climate change, resource depletion, 
and ecosystem health, when assessing overall well-being. 
Sustainable practices are seen as essential for ensuring the 
well-being of current and future generations.

SUSTAINABILITY:

Beyond economic indicators, the movement places a strong 
emphasis on improving the quality of life for individuals. This 
includes access to healthcare, education, safe living conditions, 
and opportunities for personal and professional growth. 
By prioritizing these elements, societies aim to enhance the 
well-being of their citizens.

QUALITY OF LIFE: 
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INITIATIVE

PART 5:

THE OECD WELL-BEING 

The Organization for Economic Co-operation and 
Development (OECD) has been at the forefront of efforts to 
promote a more comprehensive understanding of well-
being through its Well-being Initiative. This initiative 
aligns with the broader "Beyond GDP movement" and
 underscores the significance of enhancing individual 
well-being as a critical indicator of an organization's 
non-financial performance.
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KEY ASPECTS OF THE OECD 
WELL-BEING INITIATIVE 
INCLUDE:

The OECD recognizes that traditional economic metrics, such as 
GDP, provide an incomplete picture of societal progress. As a 
result, it has developed a framework for measuring well-being 
that encompasses a wide range of dimensions, including health, 
education, income distribution, environmental quality, 
and civic engagement.

MEASURING PROGRESS

The initiative goes beyond data collection and analysis by pro-
viding policymakers with valuable insights into the implica-
tions of their decisions on well-being. It helps policymakers 
make informed choices that prioritize the welfare of their 
citizens while considering the long-term sustainability of their 
policies.

POLICY IMPLICATIONS
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The OECD facilitates international collaboration and knowl-
edge-sharing on well-being measurement and policy develop-
ment. This collaborative approach allows countries to learn 
from one another's experiences and best practices, fostering a 
global community focused on advancing well-being.

INTERNATIONAL 
COLLABORATION

The OECD Well-being Initiative has also had a significant influ-
ence on organizations and businesses. It highlights the impor-
tance of incorporating well-being metrics into corporate strate-
gies and decision-making processes. As organizations strive to 
align with broader societal goals and values, they are increas-
ingly recognizing the value of prioritizing employee well-being 
as an integral component of their social responsibility and 
long-term success.

In summary, the "Beyond GDP movement" and the OECD 
Well-being Initiative represent a fundamental shift in 
how societies and organizations measure and prioritize 
well-being. These initiatives emphasize the need for 
multidimensional metrics, inclusivity, sustainability, 
and a focus on improving the quality of life. As
 organizations align with these evolving paradigms, 
they recognize that employee well-being plays a pivotal 
role in achieving broader societal goals and in fulfilling 
their commitment to the 'S' (Social) aspect of the ESG 
framework.

INFLUENCE ON 
ORGANIZATIONS



PART 6:

DATA-DRIVEN INSIGHTS

UNLOCKING THE POTENTIAL OF 
EMPLOYEE WELL-BEING:
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In today's data-driven world, organizations have a power-
ful tool at their disposal for understanding and optimizing 
employee well-being. Data-driven insights provide the 
means to unlock the full potential of well-being initiatives. 
By harnessing the power of data, organizations can gain a 
deeper understanding of the well-being landscape within 
their workforce, identify key drivers of well-being, and 
tailor interventions to address specific needs.
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Employee well-being is not merely an abstract concept—it 
has tangible implications for an organization's non-finan-
cial performance. Factors such as employee morale, 
psychological safety, talent acquisition, and engagement 
are closely intertwined with well-being. The interplay 
between well-being and these non-financial measures is 
a critical area of exploration. Organizations that can 
decipher these complex relationships stand to gain a
competitive advantage.

THE INTERPLAY BETWEEN 
WELL-BEING AND 
NON-FINANCIAL MEASURES

Effective well-being strategies require accurate measure-
ment and analysis. Organizations must go beyond sur-
face-level assessments and delve into the intricate facets 
of employee well-being. This involves both quantitative 
and qualitative approaches, including surveys, health as-
sessments, and feedback mechanisms. Data analysis 
techniques allow organizations to identify trends, pat-
terns, and areas that require attention, ultimately leading 
to more informed decision-making.

MEASURING AND ANALYZING 
EMPLOYEE WELL-BEING:
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PART 7: 

SOCIAL RESPONSIBILITY
 AND WELL-BEING

DIFFERENTIATING SOCIAL IMPACT AND 
SOCIAL RESPONSIBILITY

In discussions about corporate social responsibility (CSR), 
it's essential to differentiate between social impact and 
social responsibility within the workplace. While social 
impact typically refers to external initiatives that benefit 
local communities, social responsibility within the work-
place focuses on making employees' work experiences 
contribute to a better world. It's about fostering a sense of 
purpose, belonging, and fulfillment within the organiza-
tion.
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THE IMPORTANCE OF INTERNAL 
WELL-BEING CAPITAL

Internal well-being capital refers to the collective well-
being of an organization's employees. It encompasses phys-
ical, mental, and social well-being within the workplace. 
This capital is not only crucial for employee satisfaction but 
also for innovation, talent attraction, and talent retention. 
Organizations that invest in building and nurturing their 
internal well-being capital can reap the rewards of a more 
engaged and committed workforce.

WORKPLACE CONTRIBUTION TO A 
BETTER WORLD

Organizations are increasingly recognizing that their 
impact extends beyond their core business operations. 
They have the potential to create positive change within 
their workforce by prioritizing employee well-being. When 
employees feel valued, supported, and empowered, they are 
more likely to view their work as a meaningful contribution 
to a better world. This internal sense of purpose can be a 
driving force for innovation and social responsibility.
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PART 8: 

STRATEGIC IMPERATIVE
LONG-TERM RESILIENCE
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Well-being is not just a well-intentioned initiative—it's a 
competitive advantage. Organizations that prioritize 
employee well-being are better positioned to attract and 
retain top talent, foster innovation, and maintain a resilient 
workforce. Well-being aligns with the broader societal shift 
towards valuing holistic health and sustainable practices.

Stakeholders, including employees, investors, customers, 
and the community, have heightened expectations when it 
comes to organizations' social responsibility efforts. 
Well-being is increasingly seen as a critical aspect of an 
organization's commitment to society. Aligning with these 
expectations enhances an organization's reputation, 
trustworthiness, and long-term viability.

WELL-BEING AS A COMPETITIVE 
ADVANTAGE

ALIGNMENT WITH STAKEHOLDER 
EXPECTATIONS

EMBEDDING WELL-BEING IN BUSINESS 
OPERATIONS

Well-being should not be a siloed initiative but an integral 
part of an organization's business operations. It should be 
embedded in the organization's culture, policies, and deci-
sion-making processes. This requires a strategic approach 
that considers the multifaceted nature of well-being and its 
relevance to various aspects of the business, from human 
resources to sustainability efforts.
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The global pandemic has 
ushered in a new era of 
employee expectations. The 
experience of remote work, 
isolation, and uncertainty 
has fundamentally trans-
formed how employees 
view their relationship with 
employers. They now seek 
greater flexibility, support 
for work-life balance, and a 
more profound connection 
between their well-being 
and their work environ-
ment.

Despite evolving employee 
expectations, there often 
exists a disconnect 
between what employees 
seek and what organiza-
tions provide. This gap can 
lead to dissatisfaction, dis-
engagement, and even 
talent loss. Organizations 
must bridge this divide by 
aligning their practices and 
policies with the changing 
needs and desires of their 
workforce.

THE CHANGING 
LANDSCAPE POST-
PANDEMIC

THE DISCONNECT 
BETWEEN EXPECTATIONS 
AND PRACTICES

EMPLOYEE EXPECTATIONS

GEN Z'S PERSPECTIVE WITHIN THE ESG 
FRAMEWORK

The youngest generation in the workforce, Gen Z, brings unique 
perspectives and priorities to the ESG framework. They highly 
value empathy, social responsibility, and well-being from their em-
ployers. However, research indicates that employers do not always 
prioritize these aspects to the same extent. Understanding Gen Z's 
expectations within the ESG context is crucial for organizations 
aiming to attract and retain this emerging talent pool.
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PART 9: 

MEETING EMPLOYEES 
WHERE THEY ARE
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ADVOCATING FOR A BOTTOM-UP 
APPROACH

To address the evolving landscape of employee well-being, organi-
zations must adopt a bottom-up approach. This approach recogniz-
es that there is no one-size-fits-all solution to well-being. Instead, it 
acknowledges that employees have unique needs and experiences 
that require personalized solutions. Leaders cannot rely on generic, 
one-size-fits-all approaches to well-being and must engage with 
employees on an individual level.

RECOGNIZING INDIVIDUAL DIFFERENCES

NAVIGATING THE GREAT RESIGNATION

Every employee is unique, and their well-being needs may vary 
significantly. Organizations must recognize and accommodate 
these individual differences when designing well-being programs 
and initiatives. Tailoring well-being support to each employee's 
specific needs and preferences fosters a more inclusive and effec-
tive approach to enhancing overall employee satisfaction and en-
gagement.

The Great Resignation is a significant phenomenon affecting the 
workforce, driven by employees seeking better working conditions, 
well-being, and work-life balance. Organizations must navigate this 
challenging landscape by reevaluating their approaches to talent 
attraction and retention. Recognizing the role of well-being in 
addressing the concerns of employees in this environment is crucial.
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The combined impact of 
well-being and engagement has 
an additive effect on employee 
performance. When employees 
experience high levels of 
well-being and are engaged in 
their work, they are more likely 
to exhibit positive thoughts, 
behaviors, and performance 
outcomes. Recognizing this 
additive effect underscores the 
importance of addressing both 
well-being and engagement as 
integral components of organi-
zational success.

UNDERSTANDING THE 
INTERPLAY BETWEEN 
WELL-BEING AND 
ENGAGEMENT

THE ADDITIVE EFFECT 
ON EMPLOYEE 
PERFORMANCE

THE RECIPROCAL NATURE 
OF WELL-BEING AND

 ENGAGEMENT

Employee well-being and en-
gagement are not isolated 
concepts but are interwoven 
in a reciprocal relationship. 
Well-being influences engage-
ment, and engagement, in 
turn, impacts well-being. 
Organizations must grasp the 
complexity of this relationship 
and how it manifests in the 
workplace. A comprehensive 
understanding of these dy-
namics allows organizations 
to create strategies that en-
hance both well-being and 
engagement simultaneously.

LESSONS FROM THE PANDEMIC

The COVID-19 pandemic provided valuable insights into the relation-
ship between well-being and engagement. It highlighted how exter-
nal factors, such as the pandemic's impact on mental health, could 
influence employees' well-being and, subsequently, their engage-
ment levels. The pandemic underscored the need for organizations to 
proactively address employee well-being during times of crisis.
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QUANTIFYING THE IMPACT OF EMPLOYEE 
BURNOUT:

THE FINANCIAL CONSEQUENCES OF 
BURNOUT:

Employee burnout has a substantial and quantifiable impact on 
organizations. It leads to decreased productivity, increased
 absenteeism, and higher turnover rates. Quantifying the cost 
of burnout provides organizations with a clear understanding 
of the financial consequences of neglecting employee well-being.

The financial implications of employee burnout are significant. 
Organizations worldwide incur billions of dollars in costs related to 
turnover, lost productivity, and healthcare expenses due to burnout. 
Understanding these financial consequences motivates organiza-
tions to prioritize well-being initiatives as a means of mitigating 
these costs.

PART 10: 

THE COST OF NEGLECTING
WELL-BEING
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Research indicates that there 
exists an empathy gap 
between what Gen Z employ-
ees value and what their 
employers prioritize. Gen Z 
places a high value on empa-
thy from their bosses, view-
ing it as a prerequisite for 
engagement and well-being 
at work. However, employers 
do not always prioritize em-
pathy to the same extent. 
This gap highlights the need 
for organizations to bridge 
the empathy divide.

Empathy is a significant 
factor in enhancing the 
well-being and engagement 
of Gen Z employees. They 
seek understanding, support, 
and a sense of belonging 
within their work environ-
ments. Employers who rec-
ognize the importance of 
empathy in the workplace 
can better connect with and 
retain Gen Z talent.

THE EMPATHY GAP
THE VALUE OF 
EMPATHY FOR GEN Z

THE BURDEN OF PREVENTABLE 
MEDICAL COSTS

A substantial portion of medical costs is attributed to preventable 
health conditions that are often influenced by work-related stress and 
poor well-being. By neglecting employee well-being, organizations 
inadvertently contribute to higher healthcare expenses. Addressing 
well-being issues within the workplace can lead to cost savings by 
reducing the prevalence of preventable medical conditions.

GEN Z AND EMPATHY
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BRIDGING THE EMPATHY DIVIDE

Bridging the empathy divide requires organizations to reassess 
their leadership and management practices. It involves fostering a 
culture of empathy, understanding, and emotional intelligence 
within the workplace. By closing the empathy gap, organizations 
can create a more supportive and inclusive environment that aligns 
with Gen Z's values and expectations.
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THE BUSINESS CASE FOR CARING ABOUT 
EMPLOYEE WELL-BEING:

There is a compelling business case for prioritizing employee 
well-being. Organizations that invest in well-being initiatives expe-
rience a range of benefits, including improved employee morale, 
enhanced productivity, and higher levels of retention. These posi-
tive outcomes directly contribute to an organization's bottom line, 
making well-being a strategic imperative.

THE BENEFITS OF INVESTING IN 
WELL-BEING:

PART 11: 

STRATEGIC PRIORITY
EMPLOYEE WELL-BEING

Investing in employee well-being leads to numerous advantages, 
such as reduced turnover costs, increased talent attraction, and 
improved overall company performance. Organizations that priori-
tize well-being create a more appealing work environment that 
fosters employee loyalty and commitment.
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WELL-BEING AS A MORAL AND BUSINESS 
IMPERATIVE:

There is a compelling business case for prioritizing employee 
well-being. Organizations that invest in well-being initiatives expe-
rience a range of benefits, including improved employee morale, 
enhanced productivity, and higher levels of retention. These posi-
tive outcomes directly contribute to an organization's bottom line, 
making well-being a strategic imperative.

WELL-BEING BEYOND TRADITIONAL WELLNESS PRO-
GRAMS

Well-being initiatives go beyond the scope of traditional wellness 
programs. While wellness programs may address physical health, a 
comprehensive well-being approach considers the broader aspects 
of employees' lives, including their mental and social well-being. 
Organizations must shift their focus from wellness programs to 
holistic well-being strategies.

TRANSFORMING WORKPLACE CULTURE

Creating a culture of well-being is essential for long-term success. 
Organizations need to transform their workplace culture to 
prioritize well-being. This involves fostering an environment where 
employees feel supported, valued, and empowered to take care of 
their well-being. A well-being-centric culture contributes to higher 
engagement and organizational resilience.

BEYOND WELLNESS
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INCORPORATING 
WELL-BEING INTO ESG

ENHANCING THE EMPLOYEE EXPERIENCE

The employee experience is a critical factor in promoting well-be-
ing. Organizations should focus on improving the day-to-day experi-
ences of employees by addressing factors that impact their well-be-
ing 
positively. This includes factors such as workload, work-life bal-
ance, and professional development opportunities.

A PARADIGM SHIFT IN CORPORATE 
RESPONSIBILITY

Incorporating well-being into Environmental, Social, and Governance 
(ESG) strategies represents a paradigm shift in corporate responsibility. 
It signals a departure from a narrow focus on financial performance to 
a more comprehensive approach that considers the impact of 
organizations on the well-being of their employees and society at 
large.

VIEWING EMPLOYEE WELL-BEING AS A DRIVER OF 
INNOVATION AND VALUE

Employee well-being is not merely a checkbox on an ESG report; it is 
a powerful driver of innovation and value creation. Organizations 
that prioritize well-being can harness the potential of a more 
engaged and motivated workforce, leading to increased innovation, 
adaptability, and long-term value.
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PRACTICAL MODELS FOR ENHANCED ESG 
PERFORMANCE

Practical and measurable models are instrumental in enhancing ESG 
performance through well-being initiatives. By implementing clear 
metrics and strategies to improve employee well-being, organizations 
can demonstrate their commitment to creating positive societal and 
environmental impacts, ultimately bolstering their ESG credentials.
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THE UNDENIABLE IMPACT OF EMPLOYEE 
WELL-BEING

In conclusion, the impact of employee well-being on the 'S' of the 
ESG framework is undeniable. Well-being is no longer solely an 
individual's responsibility but that of organizations. It has a direct 
and significant influence on an organization's bottom line, making 
it a strategic priority.

THE STRATEGIC IMPERATIVE FOR ORGANIZATIONS

BUILDING A HEALTHIER AND MORE 
PROSPEROUS FUTURE:

Prioritizing employee well-being is not just a moral obligation but a 
strategic imperative. Organizations that invest in well-being gain a 
competitive advantage, align with stakeholder expectations, and 
embed well-being into the core of their business operations.

By embracing a holistic well-being approach, recognizing the
reciprocal relationship between well-being and engagement, and 
understanding the tangible cost of neglect, organizations can build a 
healthier, more prosperous future for both their employees and their 
organizations.

PART 12: 

CONCLUSION



The «S» factor. How employee wellbeing shapes the ESG agenda.

34

Wellics is a comprehensive digital employee well-being 
platform that measures, supports, and enhances employee 
wellness across four key areas: sleep, mental well-being, 
nutrition, and physical activity. They offer a range of features 
including a proprietary metric called the Wellics Index (WIN), 
a micro coaching curriculum, a library of pre-designed 
challenges, a rewards system, ease of use, data privacy and 
security, and flexible pricing. Their system is designed to 
integrate seamlessly with existing HR and IT infrastructure, 
prioritizing user-friendliness and data security, aiming to 
improve overall well-being, drive business success, foster a 
positive workplace culture, and deliver measurable 
organizational outcomes.

PART 13: 

THE ROLE OF WELLICS
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Wellics contributes to the Social (S) aspect of Environmental, 
Social, and Governance (ESG) criteria by providing tools and 
resources aimed at improving employee well-being. The 
platform's emphasis on measuring and enhancing sleep, 
mental health, nutrition, and physical activity can help create 
a healthier, more supportive workplace environment. 
By offering micro coaching, challenges, rewards, and 
prioritizing data privacy, Wellics supports organizations in 
their commitment to employee welfare, which is a core 
element of social responsibility within ESG standards.

Wellics contributes to Sustainable Development Goal 3 
(SDG-3), which aims to ensure healthy lives and promote 
well-being for all at all ages, by providing a platform that 
focuses on improving various aspects of employee health. 
The Wellics Index (WIN) measures employee well-being 
across crucial lifestyle aspects including sleep, mental 
well-being, nutrition, and physical activity. Their micro 
coaching curriculum and challenges are designed to promote 
healthier lifestyles, while their rewards system incentivizes 
employees to adopt and maintain healthy behaviors. These 
features align with the targets of SDG-3, particularly those 
aimed at reducing mortality from non-communicable 
diseases and promoting mental health and well-being.
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