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Carl, Ken, Bud, and Chuck Gianchette were raised to be hardworking, self-reliant
entrepreneurs. Instilled with their parents’ philosophy — treat people with dignity
and respect, your word is your bond, and give back from which you take - the
boys delivered newspapers, worked odd jobs, and learned early the value of a
positive, can-do attitude and the rewards of an honest day's work.

They believed in themselves and they believed they could succeed by working
together. They also believed they could achieve the impossible regardless of
the obstacles. This same confidence and can-do spirit lives on in our people
today. It is what allows Cianbro to successfully complete some of the most
complex projects in the construction industry.

The Cianchette brothers—each unique and different individuals—provided
our company with tremendous depth in its early years. Their mutual respect
and trust in one another allowed them to focus on growing the company.
They initiated the teamwork that Cianbro thrives on today. And, they believed
that the people who worked beside them should be the future owners of the
company. Their legacy lives on.
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Cianbro’s Business Context And Background
Services And Traits Of The Organization

Cianbro, an employee-owned open shop general contractor,
services from the Northeast through the Mid-Atlantic

Cianbro’s Vision, Mission And Values

Vision: To be the constructor of choice.

Mission: Cianbro will safely construct quality facilities states. Services include: commercial and institutional,
on time and at a competitive price. Through heavy industrial, energy systems, pulp, paper and forest,
innovation, efficiency, and a can-do spirit, we marine, high tech, transportation, fabrication and coating,

will develop our people, satisfy our customers, data services, and electrical. Our success can be attributed

directly to our team’s spirit of working safe, cooperation,

and grow profitably.

Organizational Chart

Peter Vigue
President & CEO

Mac Cianchette

Sr. Vice President

Frank Susi
Vice President &
General Manager NNE

Linc Denison
Vice President &
General Manager SNE

Mike Hart
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Charlie Cianchette

General Manager
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Ernie Kilbride

Vice President
Estimating

FINANCIAL

Tom Stone
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Treasurer, Secretary, Clerk

Meghann Smith
Safety/SICA Assistant

Sarah Gray

Safety Assistant

Kristi Connell
Claims Administrator

Megan Dodge
SICA Support

BUSINESS DEVELOPMENT

DATA SERVICES/INFO-TECH

Scott Morrison
Vice President
Business Development

SAFETY

Amy Webber
Workers Comp Adjuster

Becky Walker

Safety Administrator

Scott Knowlen
Manager of Health &
Environmental Hazards

Laura Henry

Injury Management

PEOPLE

Alan Burton
Vice President
HR, Safety and Health

Rita Bubar
HR Manager

FABRICATION/COATING

Dave Leavitt
General Manager
Fabrication & Coating

HR & HEALTH

Amy Chute

Assistant HR Manager

Lauren Benttinen
Pension Bene"ts Supervisor

Stephanie Rushton
Disability Case Manager

Dr. Larry Catlett

Medical Director

CIANBRO DEVELOPMENT
CORPORATION
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Carol Ouellette
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HR Admin Assistant
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Switchboard Operator
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Leah Finnemore
HR Support

Sue Morrison
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enthusiasm and genuine concern for customers — one

that is unmatched in the industry. The company is
recognized nationally for its safety program. Cianbro meets
and exceeds safety compliance with the Occupational
Safety and Health Administration and works with many
regulatory agencies on employee health and safety and
hazardous materials. Offering construction services from
the conceptual stages of design through start up, our TQM
approach brings continual improvement, partnering and
quality processes to construction marketplace. Throughout
the Eastern United States, Cianbro offers a wide range of
services in our areas of expertise.

People are the foundation of Cianbro’s success and our
most valuable resource. Continuing success depends on
our ability to attract, select, and retain the highest quality
people who can successfully meet the diverse challenges
of Cianbro’s involvement and growth in the construction
industry. To accomplish this, we must maintain an
environment that continually and visibly reinforces and
celebrates the concepts of treating people with trust and
respect, working together, multi-skilled employee, can-do
spirit and safety.

Present Competitive Position
Within The Industry

Cianbro has its corporate office in Pittsfield, Maine

and regional offices in Pittsfield and Portland, Maine;
Bloomfield, Connecticut; and Baltimore, Maryland. It is
one of the East Coast’s largest civil and heavy industrial
construction and construction services companies with gross
annual sales in excess of $360 million and over 2,000 team
members. Cianbro operates in 13 states as a prime contractor
and under the guidelines of a “federal contractor.”

Listed in the top 100 of Engineering News Record’s Top
400 Contractors, Cianbro is ranked as a leader in the
market areas of hydropower, pulp and paper, industrial
process, and manufacturing. Best known for hands-
on construction, Cianbro also provides construction
management services.

Throughout its history, Cianbro has completed many
technically complex and environmentally sensitive projects
for a wide variety of public and private clients. For over

50 years, Cianbro has satisfied clients in automated
distribution centers, chemicals and pharmaceuticals,
fabrication and coating, food and beverage processing,
fossil fuel, hydropower, nuclear power plants, hospitals,
large building complexes, parking garages, pulp and paper,
semiconductors, transportation, marine infrastructure, and
water and wastewater.

Core Values Of The Organization

We value people who exercise judgment and take action;
accept accountability for their actions; learn from
experience and continuously improve; treat others with
honesty, fairness, dignity, and respect. We value our
word as our bond, meeting commitments and expecting
others to meet theirs. We value our faith in others and
assume the risk to establish mutual trust and respect. We
value relationships with others willing to work toward
mutual goals and mutual prosperity. We value accepting
responsibility, earning rights, and sharing opportunities.
We value our reputation as a measure of our integrity;
we aspire to be industry leaders. We value our role as
responsible corporate citizens, being a part of the society,
not just the economy.

Peter Vigue, President and CEO of Cianbro, believes that
people are the company’s most valuable resource, and

that as an employee owned company, safety and health
should be a priority in every work activity. Management’s
commitment to establishing an injury-free workplace starts
at the top and involves every team member. In order to
maintain a successful safety program, all managers must
feel personally responsible for, and be held accountable for,
the health and well being of our team members. In fact,
the company has set a “zero injury” goal that all managers
and supervisors are expected to adopt and live by. Along
with providing the leadership and vision, management
also provides the resources to ensure a successful program.
Over 50 safety related training courses are offered to

team members to give them the knowledge necessary for
successful safety performance.

Cianbro applies the same philosophy to team member
health as it does to safety. Taking a page out of its
successful safety program, Cianbro is working with team
members to eliminate at-risk health behavior. Exercising,
eating right, losing and controlling weight, being tobacco
free, lowering blood pressure and cholesterol, managing
stress and diseases is the order of the day at Cianbro.
With its “Behavior-Based” Healthy Lifestyle Program,
Cianbro gives team members (and their dependents)
ongoing access to personal health coaches and a 15%
discount off their medical plan cost.

Challenges To The Organization

Cianbro has many strengths. On the people front —
expertise, flexibility, leadership, integrity, depth, experience,
culture, skills, attitude, approach, safety, innovation,
creativity, entrepreneurial, compassion, caring, and efficient.

WELCOA®
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Other assets include our relationships with customers,
financial institutions, vendors, subcontractors, policy makers
and our business strengths in reputation, diversification, risk
management, buying power, and as an open shop.

That being said, we still face many challenges. We face
the economic challenges that all companies face. We
must maintain and grow our market share, particularly
in the Mid-Atlantic and Southern New England regions
where we are less known. We must cultivate new and
existing relationships, solve customer problems and be
the contractor of choice. Many customers only make a
few sizable capital investments in construction to need a
contractor like Cianbro. We work ourselves out of a job
each time we complete a project. Therefore, we must always
be bidding new work and looking for new opportunities.
We must continue to be diversified in order to provide
growth for the company as well as career growth for team
members within the company. As an employee owned
company, it is extremely important to be profitable to
retain team member equity in their retirement plan.

Another big challenge we face is retaining our culture as
time passes. Our culture is grounded in our roots from our
founders, the Cianchette brothers. We are committed to
keeping the values they instilled in us while growing the
company and remaining open shop and merit based. In
the past we have faced challenges from Union organizers.
Our philosophy has always been to pay and treat people
well. Our challenge is to create an environment where
team members feel they have a voice in the company, that
their actions matter and that they can make a difference.

We face immediate challenges as our work force ages. 27%
of our workforce will retire in the next five to ten years.
Succession planning is key.

Health care costs remain a challenge for us as a company
and to our team members. Health care is 11% of our
burden rate, the single largest benefit cost, far exceeding
retirement benefits. We ask ourselves how we can stay in
business and continue to see these costs grow at the rate
they have been over the last few years. Many companies
will not be able to stay in business and continue to provide
health care for their employees unless things change.

Present Approach To
Corporate Health

The Genesis Of Our Wellness Program

The importance of safety and health at Cianbro is best
represented and championed by Pete Vigue, President and
CEO. In the 80’s, he started a push to create a culture
focused on the safety and health of our team members.
Cianbro’s innovative and creative safety program,
including the behavioral safety program, CAPP (Cianbro
Accident Prevention Program), began because Pete became
convinced that it was the right thing to do. Cianbro’s
commitment to safety became number one and “safety
first” became its mind set.

In 1988 we implemented a pre-placement physical and a
drug test for all new hires. We partnered with Dr. Larry
Catlett, who notified each applicant, in writing, the results
of their physical and included notes about their non-work
related health issues. We became part of a process that
encouraged employees to take better care of their health.
When the Americans with Disabilities Act took effect, we
took pains to identify work modifications, which allowed
us to employ applicants with their restrictions and not ask
them to do any work they weren’t physically capable of
performing. Our incident rates and worker’s compensation
costs began to decline while our medical costs increased.

Gender

56-65
10%

Age

Demographic Overview—As of June 2005, Cianbro employs 1,839 team members distributed as follows:

Ethnic Origin

Indian/Alaska Native Asian/Pacific Islander

25and 1% \ 1%
under Hispanic Afro-American
11% 5% 3%

Caucasian

90%
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In the early 90%, Pete visited the Cooper Clinic for
physical problems. Through this experience, he learned

to deal with his illness through diet, exercise and healthy
living. Frustrated with managed care, the rising cost of
medical coverage and the ravages of preventable disease,
Pete brought this concept of healthy living to Cianbro.
The same culture change Pete brought about with safety,
carried over into wellness. Driven by a strong belief of
doing the right thing for team members and the “health” of
the company, Pete empowered the human resources team
to create a wellness program. Improving team member’s
quality of life and reducing at-risk health behavior was the
company’s answer to address increasing health issues and
high medical premium costs. We can’t focus on a claims
based system but rather a claims prevention program. We
must focus on preventing lifestyle behavior illnesses and
mitigating the effect of other illnesses.

How Long The Program Has Been In Place

Our Wellness Program grew naturally as a result of
initiatives that began in the 90’s such as 24-hour coverage
for team members and coordinating like coverage

and processes across our benefits program. Pete then
directed the human resources team to create a formal
Wellness Program. At this stage, the program included
enhancing the medical plan to include coverage for well
care, physicals, immunizations, birth control, and other
preventive services, creating like systems and coordinating
disability benefits between work related and non work
related, relating the safety at work experience to safety at
home, a seat belt program, and a tobacco-free program in
offices, trailers and vehicles and a wellness newsletter.

In 1997, with the help of our medical director, Dr.

Larry Catlett, we started a six-month pilot program.
Participants were asked to complete a short Health Risk
Appraisal (HRA), work on identified controllable at-risk
behaviors and periodically meet with a nurse health coach.
Outcomes indicated that one-on-one health coaching
encounters could significantly reduce at-risk health
behaviors and physical measurements across the studied
population (see pilot results below). Cultural supports of

Wellness Pilot Results (77 Participants)

Initial Risk Status
8
45
24

Final Risk Status (after 6 months)
High

Medium

Low

wellness such as newsletters, wellness points, lunch and
learns and online wellness information set the stage for
the interventions to come. In 1998, the pilot program
went company wide as a purely telephonic program with
no incentives and existed with only a small enrollment
through 2000. In 2001, we implemented a revamped
program based on a one-on-one interventions and an
incentive for participation tied to our medical plan called
the Healthy LifeStyle Program (HLP).

Wellness Vision And Mission Statements

Vision: To be the Healthiest Company in America.

Mission: To continuously provide and promote
programs throughout Cianbro that encourage,
educate, and support team members and their
dependents to make healthy, mental, physical

and financial lifestyle choices on a daily basis.

Wellness And Strategic Priorities
Of The Organization

As early as 1993, Cianbro’s strategic plans have involved
employee health. Our objectives were to eliminate at-
risk behavior at work and home, improve quality of
life, increase productivity, and reduce medical costs for
lifestyle-related accidents and illness.

Pete has directly charged his senior managers to support the
efforts of both the Safety and Wellness Programs. In 2001,
Cianbro’s senior managers pledged their support to wellness
and the concept of eliminating at-risk behavior. Leading by
example, they have made this commitment by incorporating
health and wellness goals into Cianbro’s annual strategic
plan. Pete is directly involved with the “marketing” of both
safety and wellness as corporate cultural values. You can’t
have a healthy company without healthy employees!

Our current strategic plan for 2005 has an overall goal

to “create a wellness culture for our team members and
families.” Under this goal, specific objectives are set with
measures of achieving and targeted dates, and managers are
named responsible to make sure the objectives are reached.

The Operating Model And Theoretical
Underpinnings Of The Wellness Initiative

Cianbro’s operating model for wellness is patterned after
our safety program. Our goal in safety is to eliminate at-risk
behavior and achieve zero incidents. This goal can easily be
applied to wellness by eliminating controllable at-risk health
behavior and preventing illness and injury before it happens.

WELCOA®
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Cianbroisthe brstconstructiorcompanyto implementa
behavior-basezhfetyprocesthroughoutts organization.
CianbroOsccidentPreventiorProcese€CAPP)empowers
teammemberso participatén safetymprovementby
identifyingboth safeandat-riskbehavioré everyday
work.Ratherthanfocusingon compliancer what
workersaredoingOwrong®Observationsf teammembers
openghedoorto discusat-riskbehaviorandbarriers

to safdbehaviorThisleadgo problemsolvingoothon

the spotandlaterin committeaneetingsvheredatais
analyzedndactedon. Cianbroacceptsesponsibilityor
establishingndmaintainingasafevork environment.
OOutteammember$avetherightto gohomeeactday
withoutinjuryChasbeerthe objectivdor manyyears.

Usingsafetyasthefoundationof wellnessyeunderstand
that caringaboutour teammembersloesn@isthappen
duringtheworkdayWe wantto sendeammembers
homeatthe endof thedayin the sameconditionin which
theycameo work.We alsowantteammembers$o come
backto workthe nextdayin the saméhealthyandsafe
conditiontheywerein whentheywenthome.

To assurmammember@ealthweturn,Cianbrohas
adoptedabehaviobasedhealthcoachingrogranthat
incorporatethetechniquesf Motivationallnterviewing
(MI), aprovenmethodof enhancindgpehaviochange.
Beforeproceedingp the developmenif shortandlong
termgoaldowardhealthbehaviochangethe coachand
clientmustinvestigatéhe manyissueshatmaybethe
underpinningef theat-riskhealthbehaviorsOur basic
assumptiois thatreductionin at-riskhealthbehavior
andconsumeeducationleadgo decreaseshortand
longtermhealthcareconsumptiorandthusadecrease
overalhealthrelateccostsncludingthosenotedbelow.

Wellnesénitiativesaredesigne@ndimplementedby
the corporatdhumanresourcedepartmentThe human
resourcedepartmentvorkswith SHARE(Safet\&
HealthAwarenedRaise&xcellencefommitteesvithin
the organizationPartof the missiorof thesecommittees
isto supportthe utilizationof our currentSafety
ProgramCianbroG&ccidentreventiorProceseCAPP)
andthe Wellnes®n WorksitedProgran{WOW). The
SHAREcommitteesctasaconduitfor disseminating
healthandsafetynformationandareempoweretb
bringaboutchange.

Health Behaviors Within The Organization

The Wellnes®rogranpromotesealthybehaviorghrough
its emphasien safetyandwellnessiterventionsT he one-
on-onehealthcoachingnterventiorassesstesammembers
risk statudoy usingour HealthRiskAppraisa(HR A) and
recordingheir physicaimeasuremengbeight,weight,
bloodpressuresholesteroktc).Our Wellnes3racking
SoftwarédWTS)identibesindtracksndividualriskssuch
asbloodpressureyeighttobaccaise jnactivity,stress
anddepressiotypertensiorgholesterandnutrition.
Theseébehavioralisksareassigned numberedveight
accordingo potentialseverityr theimpactof theriskand
riskmutability. The weightfor eachriskisaddedup to give
the participantanoveralbehavioraDrislscore@t-risk
behaviorgcludenot only thosementionedaboveput
alsdfrequencyf mammogramandPAPsmeargrostate
evaluations$STD risk,drugandalcoholuse childrenOs
activity,nutrition statusandBMI.

Currentlywearemodifyingour stressiskidentibcation
andinterventiorstrategyncludingthecultural

Health Care
Costs

Costs

FMLA
Costs
3 Absenteeism
Costs
EAP 3

-/ WorkersO

7/~ Compensation/
Restricted Work
Costs

g

Turnover
Costs

g
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adaptations, coaching interventions and external resources
to address participant risk. This further integration of a
support structure for work-life balance issues will allow

us to move beyond the “wall” of resistance these issues
present and allow us to address the root causes that are
often responsible for the maintenance and practice of at-

risk health behaviors.

Cianbro’s Most Innovative Approach

Perhaps the most novel part of our approach has been the
development of a program that meets the particular needs
and conditions of our construction environment. Rather
than impose a structured approach from “outside”, we
created one from the ground up taking into consideration
the realities of our business strategy and environment.

The Healthy LifeStyle Program (HLP) is the center of
Cianbro’s Wellness Program. Using the techniques of
Motivational Interviewing (MI), which are designed to
provide the participant with an opportunity to examine
their at-risk health behavior in an environment free

of judgments and standard solutions, we have been

able to both enhance motivation toward change and

WELCOA®

help participants understand the reasons behind their
continued health risk practices.

Team members meet with a health educator to complete
a Health Risk Appraisal (HRA). Health educators
encourage the participant to identify at-risk health
behaviors that they feel are important to change.
Participants set achievable long term goals and short term
benchmarks (alternate behaviors) that are reasonable,
attainable and sustainable. Health educators evaluate

and enhance the importance of at-risk behavior change
and help build the confidence required to reach goals.
They provide ongoing counseling at follow-up interviews
and track progress over time. The ultimate goal of the
intervention is to improve the overall health status of

the participants, their quality of life, and productivity at
work while reducing the need for, use and cost of health
care both in the long and short term. Through their
personal health coach, team members are connected to
the company’s strategic wellness plan as well as their
providers” expectations for their health. This has resulted
in significant behavior changes and cost reductions, the
most recent of which are displayed in the following graph:

Cianbro Behavior Change (1/1/2003 to 3/4/2005)

800
"M

g & 8

# Of Participants With Risks
8

B start Date 1/1/2003

B End Date 3/4/2005

300
200
100
0
Overweight High Cholesterol Pre-Hypertension Obesity Tobacco Use Inactivity High Blood Pressure
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Dr. Larry Catlett, Cianbro’s medical director, manages
the program for Cianbro, with his company Occupational
Medical Consulting (OMC). OMC hires and trains
health educators that travel throughout the East Coast

to Cianbro job sites as required. All records are kept
confidential and are only accessed by OMC. Only
aggregate risk information is released to Cianbro.

Participation in the program is voluntary and an incentive
is offered to encourage participation. When a team member
joins the program, his or her spouse must participate to
qualify for the incentive. Team members that participate
receive a 15 percent credit towards their health care cost in
addition to the 65 percent contribution the company makes
for team members after 6 months of service.

In 2004, we introduced accountability with rights and
responsibilities. It is the participants right to receive a

15 percent discount on their medical plan premium;

in exchange, it is their responsibility to make behavior
change. Participants are accountable for making progress
toward their goals. We are concerned with the honesty
with which team members and spouses interact with the
health educators. When a health educator says, “Are you
still exercising three times a week? Do you still weigh
18027 the tendency is to say yes before we even admit

to ourselves that we have not exercised for three weeks
and have gained ten pounds. With a program that is tied
to a monetary incentive it is easy to get participation,

but at what cost? We are committed to the principal

of eliminating at-risk behavior. While there are still
challenges facing us in our program, the outcome we seek
is clear — feeling better physically, avoiding and preventing
disease, living longer — it is the right thing to do!

New for 2005, all team members must complete a Health
Risk Appraisal with OMC in order to remain eligible for
medical benefits. So far, this effort at developing a more
representative picture of the company’s overall health risk
burden has resulted in a 10% participation increase in the
Healthy LifeStyle Program. Team members who do not join
the program are still required to complete an annual HRA.

While our Healthy LifeStyle Program will help us deal
with the cost of heath care, some elements are beyond
our control. Changing behavior is very hard work for
individuals and maintaining a behavior change for the
long term is even more challenging. Currently we have
moved a large portion of the coaching process to the
telephone. This is as a result of internal pressure from
managers who believe the interaction of the health
educator with team members during work time is a

ABSOLUTE ADVANTAGE

determent to productivity and/or team members need to
show more responsibility toward their health by meeting
with health educators on their own time. Education

and return on investment discussions have softened this
position, however, the ability to motivate without face to
face interaction will be severely tested, particularly in new
and recalcitrant participants. Less overt is the message
this send our team that perhaps we are less committed to
this effort because we are no longer allowing interviews
to take place during work hours. As a result, health
educators are available for extended hours during the
week and OMC has partnered with a Spanish translator
to communicate with participants who prefer to speak in
Spanish. Although these obstacles may make it harder for
participants to meet their requirements, our commitment
to wellness still stands.

Making Strategic Health Decisions

OMC’s Wellness Tracking System (WTS), developed
jointly by OMC and Cianbro and currently undergoing

a revision update by OMC, is the primary source of
program data used in the evaluation and planning for
strategic health decisions. WTS stores all participant risks
and risk scores (cost and behavior) and tracks change in at-
risk health behaviors and population/individual scores over
time. Currently we are integrating actual average costs
incurred by individuals within the low, medium and high
“cost” risk categories. We will track changes over time of
both overall costs, levels of costs within risk categories

and the change in costs associated with population
increase/decrease within the risk categories. Disability

and claims data as well as new data on absenteeism will be
incorporated into WTS and examined in like manner.

Cianbro also uses various sources of external data.

We utilize CDC and like organizations for data on
general health risk and disease, and national medical
trend data published by Mercer and other groups. Our
company information provided by Cigna, our third party
administrator, provides us with information on our annual
claim costs and how we compare to other businesses.
Cianbro’s medical plan is self insured and tracks the
expected team member costs annually, the actual team
member annual cost and annual changes in that cost, and
then benchmarks our changes against national trend.

Addressing At-risk Populations

Cianbro has designed its Healthy LifeStyle Program to
address at-risk populations with incentives to participate,
environmental and cultural supports within the company

12 |
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and accountability within the program for progress toward
change over time. Motivational interviewing is used to
inform and educate the participant about their at-risk
behavior and its consequences, but allows them to set their
own agenda to make change. Once that agenda is set, the
health educator’s job is to enhance the importance and
confidence of their chosen health behavior changes and
assist the individual in setting realistic, sustainable goals
toward those changes.

Frequency of intervention and follow-up, educational
material, positive reinforcement, comprehensive health care,
and Cianbro’s environment and incentives keep wellness in
front of participants. Providing free tobacco replacement
therapy to team members and spouses give participants that
additional support to make positive change.

Cianbro also supports the efforts of team members

and their families, to get and stay healthy through the
medical plan design. All lab, x-ray, and diagnostic testing
are covered in or out of network at 100 percent with no
deductibles or co-pays. All prevention related tests like
mammograms, colonoscopies, PSA, physical exams,
immunizations, flu shots, etc. are covered at 100 percent
or with a small co-pay. The medical plan even provides
coverage for hearing aids. In 2005, Cianbro added coverage
for visits to the doctor regarding weight management even
if there were no underlying medical diagnosis. Our goal is
to support the behavior we are trying to encourage.

Keeping Low Risk Populations At Low Risk

It is clear both from our own experience and other studies
that it is imperative to maintain and increase the low risk
population. Participants that maintain a low risk status
throughout their lives incur markedly less health related
costs across a variety of benefit categories including health
care, disability and worker’s compensation. Productivity
is substantially enhanced as well. A low risk participant
that moves to a higher risk status and back may incur
substantially high health costs over time than one who
remains at a low risk status.

The Healthy LifeStyle Program (HLP) is designed to
reward participants who are doing “the right thing.”
Cianbro rewards all participants in the HLP equally with a
15% health care premium reduction regardless of risk level
as long as they maintain progress toward their stated health
care goals. Over two hundred participants in the program
have low or no risks. For those individuals, we emphasize
maintaining their healthy lifestyle or identify behaviors
they will maintain to keep their low risk status over time.

WELCOA®

Ensuring The Functionality Of
Wellness Initiatives In The Future

Incorporating “sustainability” into a wellness program is
essential and must begin in the initial stages of planning.
Occupational Medical Consulting (OMC) has developed
a Health Readiness Appraisal to be administered, much
like the participant’s Health Risk Appraisal, prior to
program startup and at intervals throughout the program’s
delivery. This tool is designed to first educate regarding the
importance of and then evaluate company progress toward
the cultural adaprations required to support, sustain and

grow the wellness effort over time.

Both success and sustainability are directly tied to
management buy-in and modeling of the wellness
program. Cianbro’s support begins with its CEO, a vocal
and adamant supporter at work and on the road of both
the rationale and day-to-day activities of wellness. Pete
advises that “our continued focus on improving our
individual lifestyle behaviors will improve our health

and the long term quality of our lives. At a time when
many other businesses are reducing or eliminating their
employee’s healthcare benefits, I cannot overstate the
importance of your active participation in Cianbro’s
Wellness Program.” Through his leadership, Cianbro has
completed one of the most important steps in assuring
sustainability of any workplace program by making
wellness a major part of the company’s strategic business
plan. In fact, the first of the seven pillars of the company’s
long range strategic plan is “Health and Safety.” This pillar
is supported by an implementation plan and management
is assigned accountability for its success. Within this
framework, human resources has been instructed to create

a five year Strategic Health and Safety Plan.

Cianbro became 100 percent employee owned at the end
of 2004 and as such has tied employee behavior to the
financial success of the company. We can’t have a healthy
company without healthy employees. We have encouraged
our “owners” to think like owners and make healthy
decisions, financially and behaviorally, for their company.
Part of this transition included Fidelity Investments, our
pension provider, who assisted Cianbro in a marketing
effort which included team member meetings at all
project locations. The importance of wellness, financial
and physical health to Cianbro as a company and to each
individual was stressed as part of this presentation.
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Another aspect critical to sustainability is the establishment
of Wellness Teams to serve as two-way communication
links between those who structure and deliver the
program and the program recipients. Membership should
be representative of all levels within the company. The
Wellness Teams should be influential in the formulation
of company wide health goals. Inclusion in the content
development and program direction is essential for
employee buy-in. Cianbro achieves this through its
SHARE committees. The SHARE committees act as a
conduit for disseminating health and safety information
and are empowered to bring about change.

Producing new and supportive ways to reach optimum
health also helps the wellness initiative move forward.
Cianbro has committed to a unique measure in its
Tobacco Free Status initiated in 2003 by providing NRT
(Nicotine Replacement Therapy) coupled with behavior
change support through the Healthy Lifestyle Program to

both employees and spouses. Cianbro was the first in the
nation to request the direct purchase of NRT products
from Glaxo-Smith- Kline who now offers products at a
discount to employers across the country. Actions like

these are critical to assure sustainability.

Finally, Cianbro has implemented the mandatory
completion of a Health Risk Appraisal (HRA) for all team
members and their spouses covered by Cianbro’s medical
plan but not enrolled in the Healthy LifeStyle Program.
This ensures that all team members and spouses enrolled
in the medical plan understand their health risks and the
behaviors that could put them in jeopardy in the years

to come. The Healthy LifeStyle Program is completely
voluntary but HRA’s must be completed on an annual
basis with a health coach. They will review risks and help
the participant who does not enroll in the HLP, plan for

improvement over the coming year.
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Outcomes

The Impact Of Health Promotion
Programs On Health Risks

86% of teammembersindspousesnrolledn CianbroOs
medicaplanparticipaten the HealthyLifeStyleProgram
(HLP). Thesmokingatein the HLP populationisa
sustaine8%. The overalHLP populationsmokingate
atprogramintroductionexceede88%.

Tobacco Use
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Inactivity,dePnedsfailingto participaten atleasB0
minutesof aerobiexerciseostdaygperweekhasseen
asubstantialeductionin incidencesevidencetly the
graphto theleft. Note thatthisdecreaseasoccurredn
thebackgrounaf previouslecreaseSurrentlytherisk
incidencef inactivityin HLP participantss 6%. By
contrast86% of the Mainepopulationisfelt to beatrisk
for inactivity.
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Signibcantiskreductiondiavebeemotedin other
categorieimcludingthosedepictedn thefollowing
graphselevatedtbtal cholesteropre-hypertensiosiress
andtheseriouslpverweight.
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Currentlyour Wellnes3rackingSoftwardWTS)isbeing
modibedo includethe HealthRiskAppraisa(HRA)

only categorandwewill beableto compareiskincidence
in thisgroupto thatin HLP. We will alschaveanearly
exacestimatef riskincidencen theoveralpopulationas
subscriptiomatego the medicaplanarehigh.

Wellness Efforts And Financial Outcomes

In 2000and2001,Cianbroexperienceaveragmcreases
in annuahealthcareostgperemployeef 21%.We
knewthatif thistrendcontinuedpur healthcareosts
peremploye&voulddoubleby 2005.Weimplemented
theHealthyLifeStyleProgram(HLP) in 2001.Today
ourtotal healthcareosts(whichincludeclaims,
administratiorfeesreinsurancendthe costof all our
wellnesprogramsyvhilestill trendingupward are
increasingtanaveragannuakateof about9-10%as
comparedo the nationalaveragef 9-13%.Unlike most
otheremployersvhohavesharplyraisedieductibleand
copaymentsyehaveonly mademinor costshiftsto our
teammembersnostparticularlywith asmallincrease

the prescriptiordrugcopaysPlus weOwactuallybeerable
to increasplanbenebtat atime whenothercompanies
arereducinghem.Forexamplefor planyear2005,
wehaveaddedcoveragtor weightmanagemeratthe
doctorGsfbcavithoutanyunderlyingdiseasdiagnosis.

In-depthwellnessterventionhavebeenshown

to returnfrom $3-8dollarsin health productivity,
worker@ompensatiorabsenteeisanddisabilityafter
approximatel$ yearsThe graphon pagel8 assumes
that CianbroQeealthcarecostshadcontinuedo increase
at14%annuallymaroonportion). The darkbluebar
representhetotal costof themedicaplanin year2001
to 2004andprojected®005costsThelight bluebar
representihietotal costof wellnesgcludingthe Healthy
LifeStyleProgramotherQOin-house@ellnesitiatives
andthe 10% (2002)and15% premiumreduction2003
to date)to its participantsROI is expresseahnuallyin
termsof saving®n projecteccostgatthe bxedrateof
14%)/ totalwellnessostsndicatinga$2.51ROIl in 2005
on healthcarecostsFutureROIOwiill becalculatedo
reRecbtherbeneptostsavingaswell.

Cianbro % Increase Medical In Costs Per Employee (Actual vs. National)
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Cianbro Wellness ROI Actual vs. Project Medical Plan Costs
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Cost Per Year (In Millions)

F

2
0
2001 2002 2003 2004 2005 (Est.)
2001 2002 2003 2004 2005 (Est.) Total (2002-2005)
. Actual Medical Plan Costs (excluding \88)R23%865 $8,068,089 $8,507,925 $8,202,610 $8,939,728 $33,718,352
I wellness Program Costs bb $1,196,454 $1,819,046 $1,765,167 $1,895,246 $6,675,913
- Projected Medical Plan Costs @ 14% %£,383/865 $10,526,606 $12,000,331 $13,680,377 $15,595,630 $51,802,944

Return on Wellness Investment (ROI) Saving3b
on Projected Cost/Wellness Cost

105% 92% 210% 251% 171%

Advancing The Business Objectives

Thewaysn whichour wellnesgitiativehasadvanced
our company®sisinesebjectivearehuge Asacompany
weseeko differentiateourselveom our competitors

in theeye®f our clients customerandcurrentand
prospectiveeammemberswWhile wehavdongbeen
aleadein safetynowwearerecognizedsaleadein
wellnesalsoOur clientsandcustomerarecontacting
usto learnhowtheycanbecomeobaccdree dealwith
highmedicaktostsandimplementawellnesprogram.

At atime whenmanyotherbusinessegereducingor
eliminatingtheiremploye&ealthcarebenebtsyur
effortsandconcerraboutwellnesallowusto understand
thevalueof aqualityandcomprehensiveealthcare
progranfor ourteammembersOur continuedocuson
improvingour individuallifestylebehaviorsupportsour
Companyaluesystenasanemployee-ownezbmpany.
It isimportantfor us,asownersf Cianbro,to remember
thatwehavearesponsibilityo work safelyandto ensure
our personalvellnesandwellbeingknowingthatit takes
healthypeopleo operatahealthycompany.

Stressingersonahccountabilityn at-riskbehaviochoices
doesnGtopatthe endof theworkdayTeammembersave
alot of inBuencen howwellour companyperformsin
turn, the company@srformancdeterminesur shareof
the probtsWe needo takeownershimf our actionsaand
look for waydo positivelyinBuencehe actionf others.
Everydaywehaveopportunitiego dothat:

I Whenwewatchout for eactother,our work gets
donesafely.

I Whenwestayhealthyandbt, wearemore
productiveandthat helpsuscompleteur projects
ontime.

I By participatingn decisionabouthowourwork
areasperatewehelpourteambemoreefpcient.

I By keepingour skillsup to date wecanincrease
the qualityof theworkwedo.

Bottomline, if wewantto sharghe reward®f ownership
weneedo takeresponsibilityndactlike ownersThat
includegakingresponsibilityor our healthcareand
lifestylechoices.
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Lessons Learned

SinceCianbrobegarits brstWellnesegffortsin the early
900snanychangeandimprovementhavebeermade

to our Wellnes®rogramAmongthe mostimportant
lessonkearnedlongthe wayincludetheimportanceof
managementuy-inandcommitmentstayinghe course
with continuousmprovementcreatingasupportivevork
environmenttheimportanceof meaningfuincentivesand
communicationgommunicationcommunicationT he
essenoaf aWellnes®rograninvolveshangandthese
importantlessonkarnedhowhowdynamiahe process
is. Youcannevemssumgouarebnishedvith Wellness.

Senior Management Buy-in And
Commitment

Achievingop seniormanagemertuy-inwaseasat
Cianbrosincewehadthe unwaveringupportandvision
of our PresidenandCEOQ, PeteVigue.Althoughthiswas
essentiab the program@siccesitially thisvisiondid
not trickledownto otherseniomandmid-leveimanagers.
It becamapparenthatweneededo Osell®ellness

to theothermanagerandsecure¢heircommitmento
supportwellnesat our multipleworksitesPresentations
neededo bemadeto all managemenevelsaboutwhy
wellnesssimportantandhowit affectourbottom

line andthe qualityof life for ourteammemberG®nce
buy-incamdrom managementhenthe commitment

to supportwellnesandtheculturalchangesequired

for sustainabilitjollowed.Securingnanagemettuy-

in isnot aonetimething, but acontinuougprocess.
Managememeedso receivgeriodicbut frequent
feedbackn the program®ealthandpnanciagoalsand
how progresi beingmadeon each.

Staying The Course With Continuous
Improvement

Alongwith commitmenfrom managememiomeghe
determinatiorio staythe courseWhenwellnessrasbrst
introducedat Cianbrotheteammember@erceptiorwas
thatit wagustanothefadthatwouldquietlygoaway.
Stayinghe coursenvolvedcreatingneaningfubbjectives,
implementingandupdatingmanyaspectef the program,
collectingandusingdatato evaluateutcomesnd
communicatingesultgo allteammembersAlthoughthe
Wellnes®rograncthangedonsiderablirom our prstpilot
projectto our presenprogramit hasnot goneawaybut
hashecomestrongemmoremeaningfulndisdelivering
resultsAt anypoint wecouldhavebecomeliscouraged,
but persistends necessafgr the successf anyprogram.
If oneapproactloesn@tork,try another.

Creating A Supportive Work Environment

Creatingawork environmenthatis supportiveof wellness
hasprovento bequiteachallengat Cianbro.We are
alargeconstructiorcompanywith manyjob sitesand
predominatelynaleblue-collaworkersThesewvorkers
canbeon ajob sitefor afewmonthsto afewdays,
working10-12hourshifts 4-7 daysperweek Many of our
teammembersravell-2 hourseachwayto work or they
maylivein ahotelmanymilesfrom home.This makest
difpcultto join agymor everhavehomecookedmealslt
isahardenvironmento encouragdailyexercisesating
right, andstresseduction Creatingawork environment
thatis supportivesf wellnesss crucialto helpingteam
membersvercoméarrierdo goodhealth.Forexample,
if thereareno healthyfoodsto choosdéromin thevending
machineghenit isimpossibléo makeagoodchoice.
Creatingatobacco-freaorkplacavasanothemwayto
creatawork environmensupportivef wellnessT his
ideaneeded lot of Osellingtd managementueto the
fearof losingvaluabléeammembersvhousetobacco.
We arestill workingon encouragingexiblevork hours,
compressegslorkweekandreducingvork relatedstress.
Youmustcreatea healthenhancingultureat work
sincepeoplespendnoretime atworkthanathome A
supportivavork environmenmustbepairedup with the
supportof individualeffortsduring off hours.

Importance Of Meaningful Incentives

Forthe supportof teammembersyweneededo look
atincentivesWhatincentivesiremeaningfuand
appropriateWe startecby offering$100gift certibcates
for participationin our pilot Wellnes$rogramWe moved
onto offeringwellnespointswhichcouldbeturnedin

for gift certibcate$Vellnespointswereearnedhrough
variousvellnespromotionssuchasparticipationin
walkathon®r attendinghealthrelatedunchandlearns.
The problemwith wellnespointswasthat mostlypeople
whoalreadyhadhealthybehaviorsverethe oneausing

the points.It wasnot amotivatingtool for peopleo
changeinhealthybehaviorsiVe movedon to providinga
15%discounton healthcoveragtor participatiorin our
HealthyLifeStyleProgranm(HLP). This programdentibes
at-riskbehaviorandrequiregjoalsettingandeffortby the
teammembemlndspouséo reduceisks.Thisincentive
hasbeenthemostsuccessfllVhile it rewardshoseteam
membersvhoalreadhavehealthybehaviordt alsogives
incentiveto thosewhoneedo improve.
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Communication, Communication,
Communication!

We haveagreatprogramsupportof our CEO, and
ourwellnesgeamisall on boardwith our objectives.
Communicatioroccurghroughcheckstuffersyeekly
bulletinsandamonthlyandquarterlypublication We
gotsomdeedbackhatteammembersvereconfusear
did not knowwehadaWellnes®rogramNo matter
howwellyouthink youaredoing,donGassumehatyour
effortsat communicatiomreworkingwithout careful
assessmelte steppedip our effortsto communicate
andissuednformationaboutwellnes almostevery
communicatiorsent Healtheducatoraowreviewthe
programandits outcomesvith all participantsatevery
opportunity.We alscaskednanagert® includehealth
whentheydiscussafetyatthejob site.We startedo have
amembeof thewellnesgzamparticipateon thecompany-
wideSHARE(SafetyandHealthAwarenedRaises
Excellencefommittee Thiscommittegrovidesupport
anddirectionfor safetyandhealthrelatedeffortsIt cannot
beoverstatethat communications the mostvaluable
tool in yourwellnessffortsIf employeedonCknowor
understandhe goalspbjectiveanddetailsof youroverall
programyouwill not gettheresultsyouarelookingfor.

In Conclusion

Thesdessonkarnedanbevaluabldéo anybusiness
initiating or currentlyinvolvedin aworksitevellness
programOur recommendatiorfer othersvouldbe:

I Sell the program right from the start.
Includeall levelof managemerih orderto
gaincommitmentExplainwhatyourwellness
programsandwhyit isimperativeo doit.
Moneytalkswhenyouarespeakingo managers,
somakesureto includethe projectedncreases
the costof healthcoveragandhowthataffects
the bottomline. ROI examplearealsohelpful.

| Stay the course B donOt start and sBpmmit
to wellnes$or thelongterm.While yourprogram
will evolveovertime, the messagaboutthe
importancef healthhowit affectgheindividuals
andthebusinesshouldremainthesame.

I Make sure your workplace is supporting a
healthy environmentYoucanGixpecemployees
to Oswinupstream€r verylong. Theyneeda
healthenhancingultureatworkwhilereceiving
ongoingopportunitiesandsupportindividually.

WELCOA

I Evaluate your health coverag@oesyourplan
desigrsupportthe behavioyouaretryingto
encouragd?o youprovidebrstdollarcoverage
for preventivanddiagnosticervicestc. ?

I Provide meaningful incentivedostpeople
needalittle nudgein theright directionin the
form of anincentive Makesureyourincentivesire
designetb reacttheaudiencgouaretargeting.

I Communicate your messag@éettingwellness
informationdirectlyto yourtargetecudiencean
bedonein amillion differentwaysDetermine
whoyouraudiencés andhowto reactthem.The
importantthing to remembeis thatyoucannot
communicatéoo much.Communicatiorshould
beviewedasanever-endingrocesthatisvital to
yourwellnessfforts.

Cianbrohasworkedatwellnessincethe early900sVe
continueto evaluatandimproveour wellnesgffortsin
orderto bringameaningfulsustainablandsuccessful
prograrmto our employee-owneigle knowthatno one
isgoingto Obxéhe healthcarerisisin thiscountry.We
needo helpourteammembergandtheirfamiliesake
controlof theirhealth We sincerelynopeour lessons
learnedhelpothercompaniebecomesuccessfin their
wellnessfforts.

Vision For Health In
The New Millennium

Protecting Employee Health And
Well Being While Advancing Business
Objectives

Cianbrois healthieandstrongethaneverWe continue
to investin our peopleandfacilitieso improveour
performancandcompetitivenesklovingforward we
will continueto stayon courseandfocusean our strategic
plan.It isimportantfor eactof us,asownersof Cianbro,
to remembewehavearesponsibilityo work safelyandto
ensureur personalvellnesandwell-beindknowingthat
it takeshealthypeopleo operatea healthycompanylt is
allaboutimprovingour people@ses Todayour country
Bandourcompanybareatacrossroadsith healthcare.
Our choicesiretwo, acceptvhatthe currentsystenand
societympose®n us,or motivateourselvet® takecontrol
of our health At Cianbro,our teamis takingcontrol
andour goalisto beoneof the healthiestompaniem
AmericabPeteVigue,Presideng& CEO
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The BHAGS That Drive CianbroOs E!orts

Aswemoveforwardinto 2005andbeyondweareputting
ab-yeaistrategiplan(aspartof our overalbusiness
plan)for wellness placeFirstandforemostisto merge
andcompleteanevolutionof our wellnessonceptinto
healthandsafetyconcepts;reatingatrueintegration
betweertheworkplacendhome We mustcreate
culturethatunderstandehathappeng theworkplace
hasanaffecton thehomeandwhathappenathome
affectsheworkplacel. onghours travel stresgromthe
uncertaintyof futurework, beingawayfrom home all
thesavorkfactorcreatestresathome At home stress
aboutmaritalandchild situationspnanciaWworries,
substancabusegdepressiogndhealthproblemsanplay
into theworkplacendcreateisk of injury, absenteeism,
presenteeisandproductivityissues.

Our 5-yeasstrategiplanis brokeninto two areaskEarly
DetectionandDiseas®&lanagemengndHealthRisk
CostManagement.

Early Detection and Disease Managemenhirough
2005-2006wewill implementanimportantquality
tool aspartof our medicaprogranfor the following14
procedures/conditions:

3 Angioplasty

8 Cardiac Catheterization
3 Coronary Artery Bypass Grafting

3 Heart Valve Replacement

Colon Surgery

8 Laparoscopic Gall Bladder Removal
3 Radical Prostatectomy

3 Total Abdominal Hysterectomy

3 Total Mastectomy

3 Disc Surgery

Spinal Fusion

3 Total Hip Replacement

3 Total Knee Replacement

3 Chronic Obstructive Pulmonary Disease

This qualitytool will helpmedicaparticipantsnake
informeddecisionsegardingvheregheyreceiveheir
healthcare Cianbroin partnershipvith Cigna,our third
partymedicatoveragadministerandin tandemwith
CignaQwedictivanodelingool whichassignarisklevel
to participantdaseadn currentclaimsanddiagnosis,
will provideatoll freenumberfor participantsvhoare
contemplatingr scheduletbr surgeryor oneof the
aboveconditions A Cignacasenangewill thendirect
participantso the medicafacility closesto themthatis

designatedsa OCenteof Excellence® qualityandcost.
If thisfacilityis outsidetheircommutablgeographical
region,saylO0Omiles,wewill offeranincentiveo

the participanif theyelectto travelto the OCenteof
Excellence©r their procedure.

Furtherto addres€ianbroQgeatesareaof work related
andnon-workrelatedncidentsandrisk,thecompany
will againpartnemwith Cignato implementwo disease
managememrogramsdiabetesandmusculoskeletal.

A furtheranalyticastudywill existon workerOs
compensatioandnonworkrelateddisabilityclaimso
targetspeciPmusculoskeletpteventableategories.
During the samdime frame the companywill implement
acustomdesigne@rgonomicprogransupportedy the
HealthyLifeStyleProgram(HLP).

Additionally,n the HLP, wewill beaddingacustomized
Orecommendsdreening@portfor theindividual
participanto taketo theirphysiciarthatliststhe
recommendediagnostitestdo beperformedeyondhe
levelof simplehealthpromotionrecommendatiorzmsean
theiragegenderetc.Wewill includeaformto becompleted
by the physiciaror the participantwvith theresult®f those
screeningshichwill beenterednto the participant®ealth
recordn theWellnes3rackingSoftwarédWTS). At the
endof eachyearparticipantsvill receivanOAnnuatealth
Summary©f their progresi the program.

Health Risk Cost Managemen@ur goalin thisareaijs
to adoptaprogrambasedan thewellnesgrheekhatcan
bedeliveredsatrainingprogramo thejob sitesThis
enhancemeritin theearlydesigrstageslhroughthe
HLP wewill identifycorecostandriskdriveran areasf
life satisfactiorhealthperceptionstressgtc.Our wellness
wheelmaylook somethindike this:
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Anotherpartof thisgoalisto increaseur Employee
Assistanderogran{EAP)utilizationwith thelogicthat
if teammembergsndfamiliesaregettinghelpfor theirlife
stresshealthriskwill godownandEAPusageip.

We havealsocomputedur averagaskscordor all
participantsn theHLP andwill besettingagoalto reduce
thatannuallyby someancrementAt the beginningpf 2005,
weimplementedwo newprogramsamandator\HR A for
allteammemberandspousesnrolledn medicabut not
in HLP, andacompanywvideattendancegackingsystem.
2005will becomeur basdine yearfor both programs.

Resources Allocated To Systematically
Accomplish The Proposed Objectives

Throughtheinitiativeof creatingatrueintegration
betweermealth(wellnessandsafetyn theworkplacend
athome,Cianbrowill bringthe entireresourcesf the
Companyforwardto accomplisiour goalsBy talking
aboutwellnessverytime wetalk aboutsafetyentrusting
theresponsibilityor wellnesaswellassafetyto our front
line managersyeavinghewellnesglementto existing
safetyprogramsweintendto permeatéhe organization
with the healthandsafetyculture.By havingour bveyear
plan,companygoalsandobjectivegjedto the companyOs
overalktrategiplan,weareforcingourselve® look
aheadindplaneachyear@sogramsgreatehe budgets
andallocatehe personnelvhocanexecutéhe plan.

Achieved Outcomes And Declaring
Victory In Worksite Wellness

2005and2006will becomdasdine yeargor many
measurementsiichasthe programslescribeih the
BHAGS.

I Throughthe HealthyL ife StyleProgranm(HLP),
wearetrackingour changem lifestyleriskfrom
yearto year.The outcomewneexpectsto reduce
identipediskincrementallgachyearaswehave
donesincehe programinceptionin 2001.

I' ByrequiringanannuaHRA of everyonenrolled
in medicatoverageyewill beableto benchmark
ourriskagainsbur populationof thosdan theHLP
andthosewhoarenot. We expecthe outcome
of requiringanHR A to increasgparticipatiorin
theHLP. In 2005enrolimentventfrom 70% of
thoseon themedicaplanto 86%.Wealsoexpect
to raiseéhelevelof healthawareness thosenvho

completehe HR A but do not join the HLP.

WELCOA

I' In thequalityareawewill beableto look atthe
effectof directingparticipant$o qualitycenters
of excellencendmeasureur incidentsand
claimgelatingto diabeteandmusculoskeletal.
The expectedutcomanultiple,wewill increase
theawareness the effectof qualitycareupon
the outcomenf the surgicaprocedureand
decreaghe severityactorof diabeteand
musculoskeletdlseaser incident.

I Afterestablishingur basdine yeaiin 2005for
attendanceracking wewill extracthoseabsences
relatedo illnessaandtrackforward We will then
setgoaldor reducingall absencdsut with afocus
onwellnesfor medicallyelatecabsences.

I Wewill continueto benchmarlour medical
increaseasgainstrendandlook for continuous
improvementOur desiredutcomewill beto
keepourincreasdselownationalrend.

Cianbro % Change In Costs Per Team Member
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Our visionisto createawellnessulture. We will never
declarévictoryBecausweareon acontinuousearning
pathandeachjuestiorthatweansweandeachgoalthat
weaccomplisisimplyleadsisto thenextone.While there
isno overallictory,wedo havemanywinners Everyday
thatwestayhealthyasacompanyasteammembersas
familiesmeanghatweareall winners Everydaywecan
offerour employe®wnersffordablejualityhealthcare,
ahealthyandsafeenvironmentsteadymploymenanda

goodpaycheckEwallwin. *
to thousands of organizations nationwide. For more information vigit

Jﬂhﬂ www.welcoa.org.
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