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 Work and Well-Being 

 Independent measurement specialists 

 How do factors at work impact on well-being and 
how do these link to performance? 

 What’s MOST IMPORTANT to staff? 

 Clinical based methodologies 

 Empirical findings inform plans and programmes 
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1 

Planning 

• Stakeholders 

• Aims 

• Outcomes 

• Timescales 

2 

IGP 

• MI 

• Target cohort 

• OH etc 

• Portfolio data 

• Literature review 

3 

IRP 

• Assessment 

• Testing 

• Deployment 

• Statistical analyses 

• Validation 

4 

Report 

• Descriptive 
statistics 

• Sub-groups 

• Inferential statistics 

• ANOVA 

• Modelling 

• Key Driver 
Analysis 

5 

Feedback 

• Findings 

• Interpretation 
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 Well-being is a subjective and multi-dimensional 
state: 
 Physical 

 Material 

 Social 

 Emotional 

 Environmental 

 Developmental 

 Activity 

Waddell & Burton, 2006 
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Employee Well-Being is defined by what’s most 
important to target group 

“That part of an employee’s overall well-being 
that they perceive to be determined primarily 
by work and can be influenced by workplace 

interventions”  
                                                 Juniper et al., 2010 



 Emphasis on business outcomes eg say, strive, stay 
(Hewitt 2004) 

 Less important for employees 

 Less sustainable  
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Employee 
Engagement 

EWB/Engagement 

Productivity 

Productivity 

Correlation = .20 

 Correlation = .41 

Robertson Cooper 2011 
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 Absence - £1600 per 
employee pa (Bevan and 
Hayday, 2001) 

 Presenteeism – 1-1.5 x 
absence costs (Work 
Foundation, 2010) 

 Attrition – 18 months’ 
salary for senior 
managers and 6 months’ 
salary hourly employees 
(People First Solutions) 

 Example of 1000-staff 
company (200 senior 
managers) 
 

 Absence  = £1.6m 

 Presenteeism = £2.0m 

 Attrition (12%) = £4.8m 

 

 Total = £8.4m per annum 
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 2,200 agents 
 33 sites 
 29% attrition 
 17% sickness absence 
 £8m costs 
 ‘Crisis situation’ 
 Annual engagement 

survey 
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Mean Range: 1-5 



12% 

13% 

13% 

12% 

15% 

16% 

63% 
Intention to 

Leave 

Relative 
importance of 

each Driver 

Total impact of all 
drivers.   

Advancement 

18% Engagement 

Management 

Physical Health 

Psychological Health 

Rostering 

Relationships 

Facilities 

12% 

9% Engagement Engagement 7% Job Design 
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17% 

18% 

13% 

12% 

5% 

19% 

59% Absence 

Relative 
importance of 

each driver 

Total impact of all 
drivers.   

Advancement 

18% Engagement 

Management 

Physical Health 

Psychological Health 

Rostering 

Relationships 

Facilities 

6% 

9% Engagement Engagement 10% Job Design 
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Well Being 
Quartile 

Annual Absence  
Days 

HIGH  4.3 

LOW 11.0 

Variance explained= 5.9%*** 

N=518 

The results show that 
these contact centre 
staff report  some 2.5 
times more absence if 
their well-being levels 
are low 
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Well Being 
Quartile 

% Likely or V. Likely 
to Leave  

HIGH 1.5% (2/130) 

LOW 43.4%  (56/129) 

Somer’s d = -.23*** 

N=518 

Staff 29 times 
more likely to leave if  
well-being levels are low 
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 Revised rostering system 
 Upgrade of facilities 
 Modified seating arrangements 
 Promoted greater interaction amongst agents 
 Enhanced communications to improve 

management/front line understanding 
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 450 professional staff  
 60+ partners 
 Absence 3% 
 Tax practice – 

performance, absence 
and attrition issues 
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How likely are you to look for another job outside of your 

current employer within the next six months?

3.03%

13.18%

36.92%

59.06%

Low Low-Mid High-Mid High

Overall Score - Quartiles
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Respondents in the Upper Quartile are 19 times more 

likely to look for another job than those in the Lower Quartile
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22.4% 

19.7% 
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Total variance accounted for R 2  = 46.5% 

Lindeman, Merenda 
&  Gold (1980)  
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 Property/FM link to performance 
consistently missed 

 Existing measurement practices are 
blunt and generic 

 Property/FM professionals notably 
absent from people/performance 
discussions 
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 Evidence impact of workplace environment on 
performance (however defined) 
 Overall design and facilities 

 Thermal comfort, lighting, air quality etc 

 Physical layout of work area 

 Fit for purpose (specificity) 
 Pre Occupancy/Refurbishment study to establish 

key drivers of performance 
 Post Occupancy/Refurbishment study to 

demonstrate improvements against baseline 
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