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Online Resource 1. TWH leadership program outline

· Pre-training activities – 1-hour at own pace over one month
· Reflect upon business’s TWH strategy by reviewing business- and employee-level assessment reports 
· Reflect upon personal health via an online survey asking questions about current TWH leadership practices as well as modifiable health risk factors
· In-person training – 6-hour one-day training
· Overall learning objectives:
· Understand your leadership strengths, as applied to Total Worker Health
· Describe your business’ current approach to health, safety, and well-being
· Identify actions to enhance these efforts
· Introduction
· Discussion of key leadership practices for TWH 
· Passionate advocate
· Provide a supportive work environment
· Be a role model
· Encourage growth and change
· Expect and recognize success
· Discussion of business case for TWH, including topics like return on investment, value, etc.
· Didactics, discussions at the business pair level, broader group discussions, and TWH goal setting in three content areas of TWH leadership
· Business TWH strategy
· Identify business value(s) for employee health
· Review and interpret organization’s results from Healthy Workplace Assessment
· Goal setting
· TWH culture
· Identify employees’ value(s) for their health
· Review and interpret organization’s results from the employee health and safety culture survey
· Goal setting 
· Personal health and well-being
· Identify personal value(s) for their health
· Review and interpret results from the personal health survey
· Goal setting 
· Training transfer activities – 3-hours at own pace over three months
· Access to an online, social goal setting website to track goal progress, use the comment board to report progress, and ask the trainers questions
· Up to three 30-minute virtual coaching sessions with a trainer to receive customized advice and guidance on goal attainment

Online Resource 2. TWH Leadership Practices Survey

Please indicate how much you agree or disagree with the following statements.
1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree nor Disagree, 4 = Agree, 5 = Strongly Agree

	Table 1. TWH leadership practice questions

	Variable  
	Question

	
	Passionate advocate

	lpass_1
	I am passionate about employee health, safety, and well-being.

	lpass_2
	I communicate a positive outlook for employee health, safety, and well-being.

	lpass_3*
	I do not have a vision for employee health, safety, and well-being. (R)

	lpass_4
	I communicate my vision for employee health, safety, and well-being.

	lpass_5
	I am an advocate for employee health, safety, and well-being.

	
	Provide a supportive work environment

	lsupp_1
	I build a sense of community and support around health, safety, and well-being.

	lsupp_2
	I listen to employees' concerns and ideas around health, safety, and well-being.

	lsupp_3
	I share responsibility for health, safety, and well-being with everyone in the organization.

	lsupp_4*
	I do not set expectations for employees to have a reasonable work/life balance. (R)

	lsupp_5
	I create opportunities for employees to act to enhance their health, safety, and well-being.

	
	Be a role model

	lrole_1
	I know what my values are for my own health, safety, and well-being. 

	lrole_2*
	I do not have personal goals for my health, safety, and well-being. (R)

	lrole_3
	I align organizational actions around shared values for health, safety, and well-being.

	lrole_4
	I communicate shared values around employee health, safety, and well-being.

	lrole_5
	I consistently follow safe and healthy work practices.

	
	Encourage growth and change

	lgrow_1
	I set an expectation that we will evaluate our health, safety, and well-being efforts.

	lgrow_2
	I set an expectation that we will make changes based on evaluation results.

	lgrow_3
	I do not ask employees for their opinions on how health, safety, and well-being can be better managed.  (R)

	lgrow_4
	I do not involve everyone when taking steps to improve health, safety, and well-being. (R)

	lgrow_5
	I take risks and experiment with innovative methods to enhance health, safety, and well-being. 

	lgrow_6
	I am open to change when it involves advancing health, safety, and well-being.

	
	Expect and recognize success

	lexp_1*
	I am unsure what the expected outcomes of the business's health, safety, and well-being efforts are. (R)

	lexp_2
	I communicate high expectations for health, safety, and well-being.

	lexp_3
	I give feedback to employees as they work towards health, safety, and well-being goals.

	lexp_4
	I am not willing to receive feedback on how I am approaching health, safety, and well-being. (R)

	lexp_5
	I display appreciation for employees as they work towards health, safety, and well-being goals.

	lexp_6
	I display appreciation for those who lead the health, safety, and well-being programs.

	(R) = reverse coded
*Item removed from final analysis



Reliability analysis of TWH leadership practices measures

	The correlations between all questions that measure passionate advocate are presented in supplemental table 2. All but lpass_3 were positively, moderately correlated with one another. The Cronbach alpha () for the 5-item scale was 0.65. However, if item lpass_3 was removed, the  would increase to 0.79. The  would not change meaningfully or it would decrease if any other items were removed.

	Table 2. Correlations between passionate advocate questions 

	
	lpass_1
	lpass_2
	lpass_3
	lpass_4
	lpass_5

	lpass_1
	1
	
	
	
	

	lpass_2
	0.586***
	1
	
	
	

	lpass_3
	-0.248
	-0.143
	1
	
	

	lpass_4
	0.421**
	0.694***
	-0.203
	1
	

	lpass_5
	0.409**
	0.582***
	-0.0421
	0.354*
	1



	The correlations between all questions that measure provide a supportive environment are presented in supplemental table 3. Lsupp_1 was positively, moderately correlated with lsupp_3 and lsupp_5. However, no other items were correlated. The Cronbach alpha () for the 5-item scale was 0.50. However, if item lsupp_4 was removed, the  would increase to 0.66. The  would not change meaningfully or it would decrease if other items were removed.

	Table 3. Correlations between provide a supportive environment questions 

	
	lsupp_1
	lsupp_2
	lsupp_3
	lsupp_4
	lsupp_5

	lsupp_1
	1
	
	
	
	

	lsupp_2
	0.234
	1
	
	
	

	lsupp_3
	0.441**
	0.273
	1
	
	

	lsupp_4
	-0.116
	0.0651
	0.00945
	1
	

	lsupp_5
	0.514***
	0.257
	0.228
	-0.122
	1



	The correlations between all questions that measure be a role model are presented in supplemental table 4. Lrole_1 was positively, moderately correlated with lrole_4 and lrole_5. Lrole_3 was positively, moderately correlated with lrole_4 as was lrole_4 and lrole_5. However, lrole_2 was not correlated with any other items. The Cronbach alpha () for the 5-item scale was 0.44. However, if item lrole_2 was removed, the  would increase to 0.65. The  would not change meaningfully or it would decrease if other items were removed.

	Table 4. Correlations between be a role model questions 

	
	lrole_1
	lrole_2
	lrole_3
	lrole_4
	lrole_5

	lrole_1
	1
	
	
	
	

	lrole_2
	-0.0951
	1
	
	
	

	lrole_3
	0.176
	0.217
	1
	
	

	lrole_4
	0.310*
	-0.178
	0.600***
	1
	

	lrole_5
	0.313*
	-0.12
	0.254
	0.294*
	1



	The correlations between all questions that measure encourage growth and change are presented in supplemental table 5. Lgrow_1 was positively, moderately correlated with lgrow_2. Lgrow_2 was positively, moderately correlated with lgrow_5. Lgrow_3 and lgrow_4 were also positively, moderately correlated. None of the other items were correlated. The Cronbach alpha () for the 5-item was 0.64. The  would not change meaningfully or it would decrease if items were removed. 

	Table 5. Correlations between encourage growth and change questions 

	
	lgrow_1
	lgrow_2
	lgrow_3
	lgrow_4
	lgrow_5

	lgrow_1
	1
	
	
	
	

	lgrow_2
	0.795***
	1
	
	
	

	lgrow_3
	0.00402
	-0.184
	1
	
	

	lgrow_4
	0.15
	-0.0352
	0.821***
	1
	

	lgrow_5
	0.27
	0.390**
	-0.0348
	0.04
	1



	The correlations between all questions that measure expect and recognize success are presented in supplemental table 6. Lexp_2 was positively, moderately correlated with lexp_3 and lexp_5. Lexp_3 was positively, moderately correlated with lexp_4 and lexp_5. None of the other items were correlated. The Cronbach alpha () for the 5-item scale was 0.59. However, if item lexp_1 was removed, the  would increase to 0.64. The  would not change meaningfully or it would decrease if any other items were removed. 

	Table 6. Correlations between expect and recognize success questions 

	
	lexp_1
	lexp_2
	lexp_3
	lexp_4
	lexp_5

	lexp_1
	1
	
	
	
	

	lexp_2
	0.098
	1
	
	
	

	lexp_3
	0.145
	0.525***
	1
	
	

	lexp_4
	0.256
	0.166
	0.301*
	1
	

	lexp_5
	-0.12
	0.411**
	0.440**
	0.0732
	1



	Based on these results, we chose to remove the following variables from the analysis: lpass_3, lsupp_4, lrole_2, and lexp_1. It is of note that all of these items were phrased negatively. Prior research suggests that negatively worded items tend to perform poorer than positively worded items (DeVellis, 2017). The final scales for each of the 5 TWH leadership practices were generated by summing the ratings across all items and dividing by the total number of questions, if the participant responded to at least half of the items.


References
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Online resource 3. Correlations among measures

	Table 2. Means, standard deviations and correlations between self-reported Total Worker Health leadership practices and Total Worker Health leadership training transfer practices

	Immediately after the in-person training
	M
	SD
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18

	1
	Passionate advocate
	4.20
	0.52
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Provide a supportive work environment
	4.05
	0.51
	0.63*
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Be a role model
	3.89
	0.54
	0.62*
	0.74**
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Encourage growth and change
	3.68
	0.60
	0.85***
	0.36
	0.31
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Expect and recognize success
	3.74
	0.43
	0.48
	0.30
	0.14
	0.56*
	1
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Discuss ways to apply the material with my TWH lead(s).
	4.58
	0.61
	-0.13
	0.30
	0.41
	-0.21
	-0.21
	1
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Use the knowledge and skills on the job.
	4.05
	1.05
	0.33
	0.26
	0.35
	0.45
	0.25
	0.16
	1
	
	
	
	
	
	
	
	
	
	
	

	8
	The knowledge and skills will be useful to me in my current role.
	4.70
	0.47
	-0.16
	0.25
	0.26
	-0.04
	-0.24
	0.82***
	0.32
	1
	
	
	
	
	
	
	
	
	
	

	9
	The knowledge and skills I learned in the TWH Leadership Program will help me improve my job performance.
	4.27
	0.63
	-0.07
	0.02
	0.29
	0.09
	-0.03
	0.57*
	0.67*
	0.75**
	1
	
	
	
	
	
	
	
	
	

	Three-months after the in-person training
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	10
	Passionate advocate
	4.36
	0.44
	0.71**
	0.42
	0.63*
	0.62*
	0.12
	0.29
	0.37
	0.09
	0.12
	1
	
	
	
	
	
	
	
	

	11
	Provide a supportive work environment
	4.43
	0.50
	0.20
	0.36
	0.33
	-0.04
	-0.27
	0.32
	0.06
	0.04
	-0.26
	0.51
	1
	
	
	
	
	
	
	

	12
	Be a role model
	4.22
	0.41
	0.65*
	0.44
	0.43
	0.60*
	0.36
	0.16
	0.35
	-0.06
	-0.01
	0.85***
	0.43
	1
	
	
	
	
	
	

	13
	Encourage growth and change
	4.04
	0.52
	0.61*
	0.48
	0.45
	0.66*
	0.35
	0.20
	0.14
	0.04
	-0.10
	0.76**
	0.31
	0.80**
	1
	
	
	
	
	

	14
	Expect and recognize success
	4.17
	0.51
	0.39
	0.14
	0.17
	0.40
	0.21
	0.09
	0.04
	-0.16
	-0.21
	0.62*
	0.28
	0.50
	0.70**
	1
	
	
	
	

	15
	Discussed ways to apply the material with my TWH lead(s).
	4.60
	0.50
	0.24
	0.03
	0.35
	0.32
	0.03
	0.15
	0.68*
	0.32
	0.67*
	0.37
	0.06
	0.26
	-0.07
	-0.17
	1
	
	
	

	16
	Used the knowledge and skills on the job.
	4.36
	0.66
	-0.29
	-0.03
	0.11
	-0.15
	-0.15
	0.66*
	0.53
	0.83***
	0.91***
	-0.11
	-0.15
	-0.23
	-0.30
	-0.34
	0.53
	1
	
	

	17
	The knowledge and skills were useful to me in my current role.
	4.45
	0.51
	0.25
	0.09
	0.50
	0.16
	0.03
	0.39
	0.54
	0.23
	0.54
	0.55*
	0.32
	0.45
	0.08
	0.06
	0.85***
	0.42
	1
	

	18
	The knowledge and skills I learned in the TWH Leadership Program helped me improve my job performance.
	4.00
	0.76
	0.30
	0.25
	0.45
	0.39
	0.26
	0.40
	0.62*
	0.62*
	0.82***
	0.33
	-0.28
	0.14
	0.10
	0.04
	0.62*
	0.64*
	0.46
	1







Online resource 4. Results of training reaction surveys

	Table 1. Training reaction – In-person training

	
	Mean
	SD

	The course was well organized. (n = 35)
	4.71
	0.48

	The instruction was of high quality. (n = 33)
	4.82
	0.39

	This course increased your awareness about Total Worker Health Leadership. (n = 33)
	4.82
	0.39

	This course increased your knowledge about available tools and resources to help you in your efforts to build a culture of health and safety in your organization. (n = 35) 
	4.34
	0.73

	You feel confident that you can successfully lead your organization towards health and safety in your organization. (n = 35)
	4.09
	0.61

	The information presented in this course is useful for you. (n = 34)
	4.59
	0.50

	This course increased your knowledge about Total Worker Health Leadership. (n = 33) 
	4.73
	0.45

	If given the opportunity, you will apply knowledge gained in this course to enhance your business’s culture of health and safety. (n = 35)
	4.71
	0.46

	What is your overall rating for this course? (n = 33)
	4.45
	0.75

	Note. The survey questions were rated on a 1-5 scale, Strongly Disagree to Strongly Agree.






	Table 2. Training reaction – Goal setting website

	
	Mean
	SD

	The Stickk platform was well organized. (n = 15)
	3.73
	1.10

	The Stickk platform was of high quality. (n = 15)
	3.80
	1.08

	The Stickk platform was easy to use. (n = 15)
	3.47
	1.19

	The Stickk platform helped me maintain my awareness of Total Worker Health Leadership. (n = 15)
	3.47
	1.06

	The goals presented in the Stickk platform were useful for me. (n = 15)
	3.53
	1.19

	The social features of the Stickk platform helped me stick to my goals. (n = 15)
	3.20
	1.01

	I used the Stickk platform to enhance my business’s culture of health and safety. (n = 15)
	3.00
	0.93

	What is your overall rating for the Stickk platform? (n = 21)
	3.19
	1.12

	Note. The survey questions were rated on a 1-5 scale, Strongly Disagree to Strongly Agree.









	Table 3. Training reaction – Coaching

	
	Mean
	SD

	The coaching sessions were well organized. (n = 14)
	4.43
	0.51

	The coaching sessions were of high quality. (n = 14)
	4.43
	0.65

	The coaching sessions helped me maintain my awareness of Total Worker Health Leadership. (n = 14)
	4.57
	0.51

	The discussions during the coaching sessions were useful for me. (n = 14)
	4.50
	0.65

	The coaching sessions helped me stick to my goals. (n = 14)
	4.36
	0.74

	I used the coaching sessions to enhance my business’s culture of health and safety. (n = 14)
	4.21
	0.70

	What is your overall rating for the coaching sessions? (n = 14)
	3.93
	0.83

	Note. The survey questions were rated on a 1-5 scale, Strongly Disagree to Strongly Agree.








	Table 4. Training reaction – Leader pairs

	
	Mean
	SD

	Immediate after in-person course
	
	

	This course helped us work together to identify opportunities for improving our organization’s approach to Total Worker Health. (n = 18)
	4.56
	0.51

	This course helped us to develop shared goals for our Total Worker Health efforts. (n = 17)
	4.65
	0.49

	During this course, we had an opportunity to identify what each of our roles are in our organization’s Total Worker Health efforts. (n = 18)
	4.00
	0.91

	Though our collaboration, my team member and I will be able to effectively address the goals we set. (n = 16)
	4.56
	0.63

	[bookmark: OLE_LINK1]3-month follow-up
	
	

	My team member and I collaborated regularly to address opportunities for improving our organization’s approach to Total Worker Health. (n = 17)
	3.94
	0.97

	My team member and I worked together to address the Total Worker Health leadership goals we set during the in-person training. (n = 17)
	3.94
	0.83

	My team member and I had clear roles in our efforts to address our organization’s Total Worker Health efforts. (n = 16)
	4.00
	1.32

	Though our collaboration, my team member and I were able to effectively address the goals we set during the Total Worker Health leadership program. (n = 16)
	3.75
	0.86

	My team member and I experienced conflict working with each other during our efforts to implement our organization’s Total Worker Health strategy. (n = 16)*
	1.69
	0.87

	Note. The survey questions were rated on a 1-5 scale, Strongly Disagree to Strongly Agree. 
*The final question in the 3-month follow-up survey was reverse coded before averaging all question responses.




