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Summary

Background and survey objectives

The Health and Well-being Employee Survey was jointly funded by the Health and Safety Executive
(HSE) and the Cross-Government Health, Work and Well-being Strategy Unit (HWWB). The HWWB
is sponsored by five government partners: the Department for Work and Pensions (DWP), the
Department of Health (DH), HSE, the Scottish Government and the Welsh Government. This report
focuses specifically on HWW8'’s objectives for the research.

In March 2008, Dame Carol Black’s review of the health of Britain’s working age population was
published!. This review recognised the beneficial impact that work can have on an individual’s state
of health and that work is generally good for both physical and mental health. The response to
Dame Carol Black’s review? was published in November 2008 and identified seven key indicators to
develop baselines for and measure progress against. The second of the indicators was ‘improving
the promotion of health and well-being at work’, which has several sub-indicators:

+ Health and well-being initiatives and support.

Flexible working policies.

+ Stress management standards.

Attendance management (in terms of helping employees back to work or making adjustments to
jobs to keep them in work).

+ Employee engagement.

The survey meets HWWB'’s objectives for the research, by:

+ Developing the evidence base around work and health and workplace health initiatives from the
employee perspective.

+ Providing baseline data so that progress on health and well-being at work can be measured and
monitored over time.

Research method

The survey used a random probability sample design. Interviews averaging 35 minutes in length
were administered in employees’ homes by GfK NOP’s field force between October and December
2009. In total 2,019 interviews were achieved with paid employees, working in all sectors of the
economy.

The survey data are representative of paid employees in GB aged 16+, meaning that we can draw
conclusions from the data about the population of employees in Great Britain®.

! http://www.dwp.gov.uk/docs/hwwb-working-for-a-healthier-tomorrow.pdf
2 http://www.dwp.gov.uk/docs/hwwb-improving-health-and-work-changing-lives.pdf

3 The findings discussed in the report are based on significance testing at a 95 per cent
confidence interval.



2 Summary

Setting the scene

To set the findings in context, this section summarises some key information about the survey
respondents.

General health and well-being

Ninety per cent of respondents said their general health was either very good or fairly good, younger
respondents were more likely than older respondents to describe their health in this way (see
Section 5.5).

Thirty per cent of respondents said their life outside work was not at all stressful, whilst just over four
in ten (44 per cent) described it as mildly stressful (see Section 5.7).

Respondents’ overall well-being was assessed using the Warwick-Edinburgh Mental Well-being Scale
(WEMWABS)*. Across the sample, the average well-being score was 26 out of 35 (see Section 4.2).
Broadly speaking, as many people sat above the average score as sat below it, so there was not a
situation in which a few people had exceptionally high or low well-being scores.

Pay and future plans

Respondents held positive views about pay and benefits; 59 per cent agreed that they were satisfied
with the pay and benefits they received in their job, and those in the top income brackets tended
towards higher levels of agreement. Public sector respondents and those working in medium or
large establishments tended to be most satisfied with their pay and benefits (see Section 5.1).

Retention was assessed in terms of whether or not employees had thought about leaving their
employer in the past year: 40 per cent of respondents had thought of doing so (see Section 4.5).

Thirteen per cent of respondents thought that losing their current job in the next 12 months was
very or fairly likely; those working in Manufacturing/Utilities and Transport/Commmunications were
among those most likely to feel this was the case (see Section 5.3).

Most people intended to retire from paid work between the ages of 60 and 65 (see Section 5.4).

Sickness and sick pay®

Forty-four per cent of respondents said that they had gone to work in the past 12 months when, in
their opinion, they should have taken sick leave, which could be considered evidence of ‘presentee-
ism’. On average, respondents had gone to work on two days in the past 12 months when, in their
opinion, they were really too sick to do so (see Section 4.2).

Forty-eight per cent of respondents had taken some sick leave in the last 12 months; the average
number of days’ sick leave was 4.9 days (see Section 4.1).

For 65 per cent of all respondents, sick pay was paid at their normal rate of pay during their first
seven days of absence, but ten per cent did not know their organisation’s policy on sick pay
(see Section 5.2).

4 WEMWABS measures subjective well-being and psychological functioning, see
http://wrap.warwick.ac.uk/543/1/WRAP_Stewart_Brown_Warwick_Edinburgh.pdf

> Figures for sickness absence and ‘presentee-ism’ are based on respondents who worked for
their organisation for one year or more unless otherwise stated.
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Health and well-being at work

Health and well-being initiatives

From a list of twenty support measures incorporating the whole spectrum of initiatives designed
to promote worker safety, healthy lifestyles and well-being®, those most commonly cited as being
provided by organisations in the last 12 months were more than 20 days’ holiday (excluding bank
holidays) and an employer pension scheme, cited by 84 per cent and 70 per cent of respondents
respectively (see Section 2.1).

Considering only those respondents who were eligible to take up an initiative or benefit, those

most commonly used in the last 12 months were’: subsidised canteens or restaurants, healthy

food choices in vending machines/canteens and employer pension schemes (Section 2.1.2). It is
important to remember that not all initiatives and benefits would have been applicable or useful to
all employees (e.g. programmes to help people give up smoking, weight management programmes,
etc), and, correspondingly, these had lower take up levels.

Flexible working options

Fifty-seven per cent of respondents said their organisation offered at least one flexible working
practice®, and this was more likely to be the case for respondents working in very large, public sector
organisations (see Section 2.2).

Attendance management

Attendance management was examined in terms of assisting people back to work after illness or
injury, or making adjustments to jobs to help people stay in work. Among respondents who reported
more than five days’ continuous sickness absence, around half (48 per cent) had received assistance
to return to work, and the most commonly identified measures were reduced working hours or days
(20 per cent), access to occupational health measures (19 per cent) and reduced workloads (19 per
cent) (see Section 2.3.1).

Respondents who had experienced more than five days’ continuous sick leave were asked whether
their organisation had ever made, or offered to make, any adjustments to their job at any point, not
just on their return from sick leave. Forty-four per cent of respondents in this group had received or
been offered adjustments to their job, and the most common measures were different or reduced
working hours (18 per cent) and different duties at work (15 per cent) (see Section 2.3.2).

Stress management

Thirty-two per cent of respondents said that stress management support or advice was provided to
employees and/or managers within their organisation. In terms of direct experience, around a third
of respondents with a line manager or supervisor (34 per cent) agreed that this person had talked
to them about avoiding stress at work, and just under half of line managers themselves (45 per
cent) reported that they had received information, help or advice on managing stress among their
employees.

6 For a full list of the initiatives and support measures see Section 2.1.

/ Respondents who mentioned that their organisation offered ‘more than 20 days’ holiday,
excluding bank holidays’ were not then asked questions about levels of take up.

8 For more information about the index please see: http://www.civilservice.gov.uk/about/
improving/engagement/index.aspx. The statements are detailed in Section 4.4.
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Employee engagement

At least fifty-nine per cent of respondents strongly agreed or tended to agree with the five
statements making up the employee engagement question battery®. Agreement was highest, at
69 per cent, for the statement: My organisation inspires me to do the best in my job. Responses to
the five statements were summed and an average score calculated for the whole sample; when
scaled up, the overall level of employee engagement was 67 out of 100.

Relationships at work and work culture

Most respondents were positive about their relationships with colleagues, with some of the most
positive views related to the help and support received from other colleagues in their organisation.
High levels of positive feeling were recorded for relationships with line managers (70 per cent or
more returned positive ratings on all but one measure®®). There was, however, some criticism of
senior managers, particularly in terms of delivering on promises (47 per cent said they failed to do
so; see Section 3.2).

In terms of organisational culture, respondents were most negative about statements relating to
how employees were rewarded and developed, with 39 per cent saying that their organisation failed
to reward extra effort made by staff (see Section 3.5).

Conclusions

This survey has provided baseline evidence of activity, across organisations of all sizes and in all
sectors, for the indicator ‘Improving the promotion of health and well-being at work’ and several
of its sub-indicators. There are some clear patterns in the data that show that provision is more
prevalent in large organisations, especially those in the public sector and those with trade union
presence.

As well as providing data to support the government’s commitment to monitoring employee health
and well-being at work, the survey has provided evidence that may be of interest to policy makers
responsible for the promotion of good work and employee engagement, as illustrated by the
recommendations of the Marmot Review!! and Macleod Review?? respectively.

° For more information about the index please see: http://www.civilservice.gov.uk/about/
improving/engagement/index.aspx. The statements are detailed in Section 4.4.

10 On the negatively phrased statement ‘your line manager expects you to work too hard’,
55 per cent disagreed that this was the case.

1 http://www.marmotreview.org/AssetLibrary/pdfs/Reports/FairSocietyHealthyLives.pdf
12 http://www.bis.gov.uk/files/file52215.pdf


http://www.civilservice.gov.uk/about/improving/engagement/index.aspx
http://www.civilservice.gov.uk/about/improving/engagement/index.aspx
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1 Introduction

1.1 Background and survey objectives

The Health and Well-being Survey of Employees was jointly funded by the Health and Safety
Executive (HSE) and the Cross-Government Health, Work and Well-being Strategy Unit (HWWB).
HWWB is sponsored by five government partners: the Department for Work and Pensions (DWP), the
Department of Health, HSE, the Scottish Government and the Welsh Government. The development
of the survey was initiated by HSE with HWWB’s involvement commencing at the questionnaire
design phase.

As funders of the survey, the objectives of HSE and HWWB were complementary but each had a
slightly different perspective. Whilst this report focuses solely on the findings that relate to HWWB’s
objectives, the following sections summarise the context in which the survey was commissioned
from the perspective of each respective body.

1.1.1 HSE

The role of HSE is to ensure that risks to people’s health and safety from work activities are properly
controlled. However, in an increasingly service-focused business landscape, HSE recognised that
safeqguarding and promoting the health and safety of employees required the examination of ‘softer
aspects of the workplace experience. In 2008, GfK NOP was commissioned to develop a ‘quality of
working life” survey of employees to explore the relationships between a wide range of aspects of
working life, objective measures of employee support (e.g. working practices) and other areas of
interest including the incidence of sickness absence, employee retention, employee engagement,
presentee-ism?* and the mental and physical health of employees.

)

In summary, HSE’s specific objectives for the survey were to:

+ measure objective factors about employees’ working lives, e.g. whether they were offered flexible
working, other benefits, etc;

« measure subjective factors, e.g. attitudes towards working with line managers and colleagues,
views on the culture of the employing organisation;

« explore the links between the objective and subjective measures and specific items of interest,
such as mental and physical health, the incidence of sickness absence, presentee-ism, employee
engagement and retention.

1.1.2 HWWB

In March 2008, Dame Carol Black’s review of the health of Britain’s working age population was
published*. The review recognised the beneficial impact that work can have on an individual’s
health and that work is generally good for both physical and mental health. It also identified the
importance of healthy workplaces designed to protect and promote good health, and the central
role that such workplaces play in preventing illness arising in the first place.

13 The definition of presentee-ism used in this report is when someone who is ill goes to work
when, in their opinion, they should have taken sickness absence.

% http://www.dwp.gov.uk/docs/hwwb-working-for-a-healthier-tomorrow.pdf. Op cit
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The response to Dame Carol Black’s review!® was published in November 2008 and identified seven
key indicators to develop baselines for and measure progress against. The second of the indicators
was ‘improving the promotion of better health and well-being at work’, which has several sub-
indicators:

+ Health and well-being initiatives and support.
+ Flexible working policies.

« Stress management.

+ Attendance management programmes.

+ Employee engagement.

Satisfaction with work?®.

This survey develops the evidence base and explores the links between health and work, as well as
providing baseline data so that progress on health and well-being at work can be measured and
monitored over time.

1.2 Overview of the survey method

The survey used a clustered, two-stage probability sample design, with Lower Super Output Areas
as the primary sampling unit. Sampled addresses were screened for eligibility, and where there was
more than one adult eligible for interview, one person was selected at random from each screened
household. The eligibility criteria were:

+ Aged 16+ but no upper age limit.
+ In paid employment for seven or more hours across a week.
« Employed rather than self-employed?’.

« Working for an organisation where two or more people were in employment.

Employed by an organisation rather than directly by a private household.

+ Had been in work during the preceding month.

Interviewing took place in people’s homes and was undertaken by GfK NOP’s field force between
October and December 2009. It is worth mentioning that the survey followed a period of

economic recession, which saw a large number of private sector redundancies, but it preceded
announcements of funding cuts within the public sector. All of the fieldworkers working on the study

5 http://www.dwp.gov.uk/docs/hwwb-improving-health-and-work-changing-lives.pdf. Op cit

16 Interms of a satisfaction with work measure, the Employee Survey did not include a single
job satisfaction metric, but there is an intention to review the attitude statements relating to
different aspects of work to assess whether a measure for satisfaction may be constructed;
this will be informed by the latest literature relating to job satisfaction.

17 Self-employed was defined as where the individual was responsible for tax and National
Insurance contributions.
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were fully trained and Interviewer Quality Control Scheme (IQCS)*® qualified and all attended a
formal briefing given in person by members of the GfK NOP executive team.

The final questionnaire averaged 35 minutes in length and comprised five sections as follows:

1 Organisation and job characteristics. Information about the nature of the respondent’s
(main) job, hours worked and details on their employing organisation (e.g. Standard Industrial
Classification (SIC)®, size, multiple sites, managerial structure, etc).

2 Attitude statements. Fifty-seven attitude statements (with a five point agreement scale) divided
into nine subsections: the work itself, the workplace, work/life balance, organisational culture/
values, relationships with line manager, relationships with senior managers, peer relationships,
relationships with those managed and external relationships.

3 Key employee measures. A variety of employee measures were explored including retention,
sickness absence, presentee-ism and engagement as well as mental well-being (using the
Warwick-Edinburgh Mental Well-being Scale?), a self reported measure of health, health
symptoms and health behaviour measures. Answers to more sensitive questions (such as height,
weight, alcohol consumption and the well-being attitude statements) were collected using a
self-completion module, whereby the interviewer ‘taught’ the respondent to use the laptop to
enter their answers and then left him/her to complete the section in their own time?!.

4 Objective measures of support, covering: pay and benefits and the provision and take up of
benefits or initiatives with a possible connection to well-being (for example, flexible working,
employee assistance programmes, canteen facilities, fitness programmes).

5 Personal demographics, e.g. age, gender, ethnic background, income level and caring
responsibilities.

The final survey questionnaire is included in the appendices.

In total 2,019 interviews were achieved with paid employees. The survey data were weighted to
correct for probability of selection (in some households more than one adult would have been
eligible for interview), and secondly, to ensure the data were representative of paid employees in GB
aged 16+. For the latter, the data were profiled against filtered information from the latest Labour
Force Survey?? and weighted to ensure that they were representative by gender, age, hours worked,
industry sector and region. Further details about the data collection and preparation methods and
the final profile of the sample are provided in the appendices to this report.

18 IQCSis an independent organisation, working with providers and buyers of social and market
research fieldwork to develop and maintain high standards of data collection in the social and
market research Industry. Clients can be reassured that member companies’ processes facilitate
the collection of high quality robust data.

19 The United Kingdom SIC of Economic Activities is used to classify business establishments and
other standard units by the type of economic activity in which they are engaged.

20 http://wrap.warwick.ac.uk/543/1/WRAP_Stewart Brown Warwick Edinburgh.pdf

2 Data collected on height, weight, alcohol consumption, diet, smoking and exercise have not
been used in this report but will form part of HSE’s analysis of the data.

22 Labour Force Survey, see http://www.ons.gov.uk/about-statistics/user-guidance/lm-guide/
sources/household/lfs/about/index.html
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Table 1.1 provides information about the profile of the final sample by key personal demographics
and organisational characteristics; further details are supplied in the appendices to this report.

Table 1.1 Sample profile: selected characteristics

Group Weighted % (*)
Type of organisation

A private sector business 65
A public sector business 31
A voluntary/not for profit organisation 3
Organisation size

Small (1-50) 23
Medium (51-249) 11
Large (250-499) 5
Very large (500+) 57
Sector

Manufacturing/utilities 12
Construction 6
Retail/wholesale/hotels 20
Transport/communications 6
Finance/business 17
Public administration 8
Education 11
Health/social work 14
Other service industry

Other

Gender

Male 51
Female 49
Age

16-24 15
25-34 22
35-44 25
45-54 23
55+ 15
Hours worked per week

Less than 35 (part-time) 29
35 or more (full-time) 70

Base: All employees (unweighted 2,019; weighted 2,019).

Note: Some percentages do not add up to 100. This is due to some respondents being unable or unwilling to
classify themselves and/ or due to rounding. A The data were weighted to correct for probability of selection

and to be representative of paid employees in GB aged 16+.
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1.3 The research series

The Employee Survey forms part of a wider programme of research encompassing:

« an HWWB-sponsored survey of employers;

+ and an HSE-sponsored survey of line managers; the findings from that study will be examined
alongside further analysis of the Employee Survey data.

This report is the first output from the Employee Survey and focuses solely on the HWWB'’s
objectives for the research, presenting baseline findings for the key sub-indicators already detailed.

The remainder of this report is divided into five chapters. The next chapter provides a discussion

of the evidence relating to health and well-being at work. Chapter 4 covers findings concerning
relationships at work and the culture of the workplace. Key employee findings are examined in
Chapter 5, namely well-being, engagement, sickness absence and retention. Chapter 6 covers other
aspects of working life of interest to HWWSB. The final chapter provides concluding thoughts about
the findings and next steps.

Unless otherwise stated, the report focuses only on findings that were found to be statistically
significant (based on a confidence interval of 95 per cent) after the effects of weighting and data
clustering had been taken into account.
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2 Health and well-being at work

Summary

This chapter looks at health and well-being at work and covers health and well-being initiatives/
support, flexible working, stress management and attendance management.

Some of the key findings are:

+ The most commonly cited health and well-being initiatives were more than 20 days’ holiday
(excluding bank holidays) and an employer pension scheme. Access to counselling/an
employee assistance programme was provided for 40 per cent of respondents and access to
occupational health services to 38 per cent of respondents.

« Fifty-seven per cent of respondents said their organisation made use of flexible working
practices, such as flexi-time, working from home, job sharing, working condensed hours or
changing working patterns. Respondents working for very large public sector organisations
were more likely to say that such practices were used in their organisation.

« Among respondents who had had five or more days of continuous absence in the previous
12 months, 48 per cent had received some type of assistance to help them back to work.
The most common types were reduced working hours or days, access to occupational health
services and reduced workloads. Such measures were more likely to be cited by public sector
workers.

« Thirty two per cent of respondents said that stress management support or advice was
provided to employees and managers in their organisation, and 34 per cent of those with a
line manager/supervisor reported that this person had talked to them about avoiding stress
at work.

« Among line managers, 45 per cent had received information, help or advice about managing
stress among their employees, and this was more prevalent among those working in the
public sector and in large organisations.

2.1 Health and well-being initiatives and support

This section assesses to what extent employees reported the presence of initiatives used to promote
or encourage healthy lifestyles and improved well-being in their organisation, as well as looking at
levels of take up.

A list of 20 initiatives and support measures were explored, which incorporated a wide spectrum of
initiatives designed to promote worker safety, healthy lifestyles and well-being. The initiatives fell
into four broad categories:

+ ‘Traditional’ benefits: e.g., more than 20 days’ holiday excluding bank holidays, company pension,
private medical insurance, subsidised canteen or restaurant.

« Traditional health and safety initiatives: e.g., work area assessments and adjustments, training in
injury prevention.

+ Dedicated employee support services: e.g. a well-being intranet site, occupational health services,
access to counselling and other employee assistance programmes, stress management support
and advice, health screening and health checks.

« Proactive lifestyle initiatives: e.g. healthy food choices in vending machines, fitness classes, loans
for bicycle purchase, schemes to help people undertake voluntary work in work time.
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Respondents were asked to identify which of the initiatives their organisation had provided in the
last 12 months, regardless of whether the initiatives were provided to all staff or just some, or
whether the respondent had used them or not. Figure 2.1 shows the initiatives and benefits in

descending order of provision.

Figure 2.1 Provision of health and well-being initiatives or benefits (% of

respondents citing each)
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The main areas of provision were so called ‘traditional’ benefits; 84 per cent of respondents cited
more than 20 days of holiday excluding bank holidays being provided by their employer, and
70 per cent mentioned an employer pension scheme. Traditional health and safety initiatives were
also commonly provided: around half of employees mentioned training in injury prevention (51 per
cent) and work area assessments and adjustments (48 per cent).

Dedicated employee support service benefits were cited by smaller proportions of employees:

40 per cent mentioned access to counselling or other employee assistance programmes and
38 per cent cited occupational health services. Health screening and health checks, however,

were mentioned by just under a quarter of respondents (2

Initiatives that related to employees’ lifestyles were mentioned by less than a quarter of

4 per cent).

respondents: 23 per cent mentioned a free or subsidised gym membership and 22 per cent
mentioned a loan or discount towards a bicycle purchase. It should be noted, however, that whilst
these were relatively low proportions, they represented many tens of thousands of employees in

Great Britain.
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An important finding (and one that is repeated throughout the survey data) is that the size of the
organisation the respondent worked for had an impact on the results: those working for medium
and large organisations were more likely to mention almost all benefits and initiatives compared
with those working in small organisations (see Table 2.1). Many benefits and initiatives were more
likely to be provided to public sector workers than to those working in the private sector (the
exceptions were private medical insurance, subsidised canteen/restaurant, schemes to undertake
voluntary work and weight loss advice/programmes). It is worth pointing out, however, that these
characteristics are linked: public sector workers were more likely than private sector workers to work
in organisations with 250+ employees.

Table 2.1 Provision of health and well-being initiatives or benefits

Organisation
Organisation size type

Small Medium Large Very large
Total (1-50) (51-249) (250-499) (500+) Private Public

% % % % % % %
More than 20 days’ holiday excluding 84 69 85 86 91 79 94
bank holidays
Pension scheme 70 35 66 72 87 58 95
Training in injury prevention 51 32 43 49 61 48 56
Work area assessments and 48 26 39 51 59 47 59
adjustments
Counselling/other employee 40 11 26 38 55 28 62
assistance programme
Access to occupational health services 38 10 27 36 52 26 63
Subsidised canteen or restaurant 33 15 23 28 Lt 33 34
Stress management support or advice 32 11 17 26 45 23 49
Healthy food choices 29 12 27 22 38 25 38
Health screening or health checks 24 5 11 33 34 21 30
Free or subsidised gym membership 23 6 17 23 33 19 33
Private medical insurance 23 11 25 31 28 30 10
Loan or discounts on bicycle purchases 22 6 15 21 30 16 32
Programmes, advice or support to help 21 6 14 15 29 15 33
give up smoking
Free health advice/events about 20 5 9 19 28 15 29
healthy lifestyles
Measures to encourage running, 18 4 14 13 26 13 29
cycling, walking, etc
Schemes to undertake voluntary work 14 4 8 11 19 13 14
in work time
Health and wellbeing intranet site 13 2 4 8 21 10 20
Weight loss/management advice or 9 3 5 6 14 8 12
programmes
Fitness classes at work 9 3 4 8 12 6 14
Unweighted base 2,019 474 225 107 1,131 1,274 661

Base: All.
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Small sample sizes prevented detailed analysis at an individual initiative level so a summary
measure was calculated to demonstrate the general patterns in the data, namely the average
number of initiatives provided out of the 20 shown to respondents. Table 2.2 illustrates this
summary measure by size of organisation and, in the large organisation size band, by public versus
private sector. It shows that employees working for small organisations mentioned fewer initiatives
or benefits on average compared with employees in large private sector and large public sector
organisations.

Table 2.2  Average number of health and well-being initiatives provided

Average (mean) number of initiatives

Base (unweighted) provided out of 20
Total 2,019 6
Small organisation (2-49 employees) 474 3
Medium organisation (50-249 employees) 225 5
Large private organisation (250+ employees) 678 7
Large public organisation (250+ employees) 513 9

2.1.1 Take up of health and well-being initiatives or benefits

For each initiative or benefit provided, with the exception of paid holiday, respondents were asked
whether they had made use of it in the last 12 months. Levels of take up varied and some initiatives
were more widely used than others.

Table 2.3 shows the provision and take up of each initiative in the last 12 months. Take up is
displayed in two ways, first as a proportion of the total sample and second as a proportion of
those who were provided with (and were eligible for) each initiative. It should be noted that
certain benefits and initiatives would have been offered on a universal basis to all employees in an
organisation, whereas others would have only been relevant to, or targeted at, certain employees.
For example, help to give up smoking and weight loss programmes would have only been of
relevance to some employees, and as a consequence, these two initiatives were taken up by
relatively small proportions of eligible employees: ten per cent and 17 per cent respectively.

Across the sample as a whole, the most utilised initiative was an employer pension scheme: just
over half of all respondents (51 per cent) had made use of this benefit in the last 12 months. When
considering only those employees who were provided with this benefit and were eligible to receive
it, take up was high at 75 per cent. However, there was variation in take up across the sample, for
example, public sector workers were more likely than private sector workers to have taken up this
initiative (89 per cent versus 61 per cent), as were those in the higher income brackets (85 per cent
of those earning £20,800 or more after tax and national insurance had taken up this initiative versus
64 per cent of those earning less than this amount).

The other most commonly taken up initiatives across the whole sample were work area adjustments
or assessments, training in injury prevention and a subsidised canteen (all 29 per cent). However,
when just those who were provided with each benefit and were eligible to receive it were considered,
the take up rates varied quite considerably at 63 per cent, 59 per cent and 89 per cent respectively,
i.e. when offered to eligible respondents, the benefit of a subsidised canteen was more widely
adopted than health and safety initiatives.
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Whilst only 29 per cent of employees reported healthy food choices being made available in vending
machines or the staff canteen by their organisation, three-quarters of eligible employees (75 per
cent) took advantage of this initiative. In the case of private medical insurance, across the whole
sample take up was relatively low at 12 per cent. However, among those who were provided with
the benefit and were eligible for it, take up stood at 58 per cent (i.e. on a par with other, more widely
available benefits).

Table 2.3  Provision and take up of health and well-being initiatives or benefits

Organisation

provides Take up in the last 12 months
All provided with
All respondents All respondents and eligible for the
(unweighted 2,019) (unweighted 2,019) initiative (base varies)
% % %

Subsidised canteen or restaurant 33 29 89
Healthy food choices available in 29 22 75
vending machines or staff canteen
Employer pension scheme 70 51 75
Work area assessment and 48 29 63
adjustments
Training in injury prevention 51 29 59
Private medical insurance 23 12 58
Health screening or health checks 24 10 44
Dedicated health and well-being 13 5 41
intranet site
Measures to encourage activities 18 7 36
such as running, cycling and
walking
Free health advice or events to raise 20 7 35
awareness about healthy lifestyles
Free or subsided gym membership 23 7 32
Fitness classes at work 9 2 27
Access to occupational health 38 10 26
services
Schemes to help employees 14 3 21
undertake voluntary work in work
time
Weight loss or weight management 9 2 17
advice or programmes
Stress management support or 32 5 15
advice
Loan towards or discounts on 22 3 12
bicycle purchases
Programmes, advice or support to 21 2 10
help people give up smoking
Access to counselling or other 40 3 8
employee assistance programme

Base: All.

Note: Take up is shown in two ways, first as a proportion of the total sample, and second as a proportion of
those who were provided with and were eligible for the initiative or service.
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2.2 Flexible working

Flexible working is generally upheld as a positive working practice as it allows people with family or
other caring commitments to fit work around other responsibilities, whilst for those without specific
caring commitments, such working arrangements may be adopted as a lifestyle choice.

The survey explored how many employees worked for organisations that offered flexible working
practices, where flexible working was taken to cover a range of practices including flexi-time,
working from home, job sharing and the ability to change hours, work condensed hours or change
working patterns?.

Almost six in ten respondents (57 per cent) said their organisation offered flexible working?4, and
Table 2.4 summarises the types of respondents more or less likely to report flexible working options
being provided by their employing organisation.

Respondents working for public sector, very large organisations (with 500+ employees) and
organisations in which there was trade union presence were among those most likely to report the
presence of flexible working options. As already mentioned, there is some linkage between these
factors: public sector organisations tend to be larger and to be characterised by a trade union
presence.

Perhaps reflecting the nature of their work, respondents working as skilled tradesmen, process,
plant, machine operatives and those in elementary occupations were less likely than respondents
working in managerial, associate professional and administrative roles to be working for
organisations that offered flexible working.

In terms of income, those earning £20,800 per annum or more (after tax and national insurance)
were more likely than lower paid respondents to report that their organisation offered flexible
working practices. Finally, respondents who reported flexible working options in their organisations
often held more positive views about various aspects of their working life.

2 Flexibility was also examined in terms of the practices used by employers to help people back
to work after illness and to facilitate their ability to do their job on a day to day basis (see
Section 3.3).

24 Ttis not possible to put this figure in context with other findings from either the Labour Force
Survey or Workplace Employment Relations Survey (WERS); both surveys measure employees’
actual (or potential) use of an array of flexible working options, rather than an organisation’s
provision of flexible working practices per se.
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Table 2.4 Summary of characteristics of respondents with higher/lower
likelihood of working for an organisation that offers flexible
working options

Flexible working options offered by employing organisation

Analysis variable More likely Less likely

Type of organisation Public (63 per cent) Private (53 per cent)

Trade union presence Yes (62 per cent) No (51 per cent)

Organisation size Very large (500+ employees) (64 per Organisations with <500 employees
cent) (50 per cent or less)

Income (after tax and >=£20,800 (65 per cent) < £20,800 (53 per cent)

National Insurance)

Occupation Managerial, associate professional and ~ Skilled tradesmen, process, plant,
administrative (all 66 per cent) machine operatives and elementary

occupations (41 per cent, 37 per cent
and 40 per cent respectively)

2.3 Attendance management

Keeping people in work is a key policy objective, various policy documents point to the links between
working and beneficial health outcomes?®. In this survey, attendance management was examined in
terms of an organisation’s flexibility when faced with people returning to work after illness or injury,
or making adjustments to jobs to help people stay in work.

2.3.1 Return to work assistance

We asked what employers had done to help respondents with more than five days’ continuous sick
leave back to work, various types of assistance were explored.

Among this group of respondents, half (48 per cent) said their employer had used one or more
measures to help them back to work (see Table 2.5). The most commonly reported were: being
allowed to work reduced hours or fewer days (20 per cent); access to occupational health services
(19 per cent); or, having workloads reduced (19 per cent). Smaller proportions mentioned a meeting
at home or at work to discuss what extra help or support they might need, independent counselling,
advice or information to help with work-related, health-related, legal, financial or domestic issues
and reduced responsibilities at work.

25 For example the Black Review, the 2010 Marmot Review (op cit)
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Table 2.5 Measures used to help employees with five or more days of
continuous absence back to work

Establishment size Organisation type Trade union
Total Small Medium Large Private Public Yes No
% % % % % % % %
None of these 52 54 58 43 55 45 46 61
Working reduced hours or days 20 17 14 30 20 21 22 19
Providing access to occupational 19 10 15 35 11 31 28 8
health services
Reducing workload 19 18 22 20 24 14 17 20
A meeting at home/work to 15 18 4 19 11 18 17 12
discuss extra support
Independent counselling, advice or 9 6 8 14 2 17 15 1
information
Reduced responsibilities 9 9 12 8 11 8 9 6
Unweighted base 237 104 **57 75 114 110 140 84

Base: All who had longer than five days’ continuous sick leave.
Note: Don’t know not shown (< 0.5 per cent).** denotes small base (unweighted base less than 100).

Considering individual initiatives, it was apparent that public sector employees who had had a
continuous period of sickness of five days or more were more likely than those working in the private
sector to mention being given access to occupational health services (31 per cent versus 11 per
cent) and independent counselling, advice or information (17 per cent versus two per cent). Linked
to this (the public sector being more unionised than the private sector), respondents working in
organisations with a trade union presence were also more likely to have been offered both these
initiatives than those working in non-unionised organisations.

Those working for large establishments were more likely to mention access to occupational health
than respondents working for small establishments (35 per cent versus ten per cent). When the
results were analysed in terms of whether the respondent had a long-term health condition, no
significant differences were detectable.

2.3.2 Job adjustments

The survey also examined whether employers had made adjustments to people’s jobs to help
keep them in work. This question was directed to respondents who reported more than five days’
continuous sick leave and explored whether employers had made adjustments to their job at any
point, not just on their return to work from sick leave.

Forty-four per cent of respondents in this group said their organisation had made, or had offered to
make, adjustments to help them do their job at some point (see Figure 2.2). Eighteen per cent were
offered different or reduced working hours, while 15 per cent were offered different duties at work.
Smaller proportions were offered specialist equipment, e.g. a telephone with a text display, different
chairs or desks, extra breaks and changes to the work area to improve access.
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Figure 2.2 Adjustments ever made or o
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Further analysis revealed no significant variation
or by the characteristics of the employing organ

s by the presence of a long-term health condition
isation. There were, however, variations by gender:

women were more likely than men to have been offered different or reduced working hours (25 per

cent versus eight per cent).

2.4 Stress management

The survey explored to what extent stress management support was provided by organisations and

the direct experiences of managed employees a

nd line managers.

Around a third of respondents reported that stress management support or advice was provided by
their organisation, and, of those eligible, 15 per cent had taken up this support service. Respondents

who had a line manager or supervisor were also
the statement ‘(they) have talked to you about a
(34 per cent) of this group agreed that their line

asked to what extent they agreed or disagreed with
voiding stress at work™®. Whilst around a third
manager had talked to them about avoiding stress

at work, nearly half disagreed that this was the case (48 per cent) - although it should be noted that
not all respondents would have wished for, or necessarily needed, such intervention.

Respondents who were themselves managers were asked whether they had ever received
information, help or advice on how to handle stress among the staff they managed. Just under
half of this group (45 per cent) had received such support.

%6 The five point scale was: strongly agree, te

disagree and strongly disagree.

nd to agree, neither agree nor disagree, tend to
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Some familiar patterns were evident:

+ Respondents working in the public sector were more likely than those working in the private sector
to say that stress management support measures were in place.

+ Respondents in larger organisations and in organisations with a trade union presence tended to be
more likely to report stress management support measures or interventions than those in small
organisations or those in organisations without a trade union presence.

The survey did not collect reasons for sickness absence in the past year, but depression, bad nerves
or anxiety were reported as the most common symptoms of ill health caused by work. Further
analysis, however, did not reveal any evidence, that this group of respondents had been targeted

for support from their line manager, i.e. they were just as likely as other employees to say that their
line manager had spoken to them about managing stress. It is important to note that line managers
may not have been aware of such health symptoms among their staff.
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3 Relationships at work and
work culture

Summary

This chapter explores how employees felt about relationships at work and the culture of their
organisation. Relationships with line managers, those managed, senior managers and other
colleagues are examined, while organisational culture is considered in terms of the employer’s
vision and values, consultation practices, reward and development and general working culture.

Some of the key findings are:

« The majority of respondents were positive about many aspects of their relationships with
different groups of colleagues. Some of the most positive views related to the help and
support received from work colleagues. There was, however, some criticism of senior
managers, particularly in terms of delivering on promises.

+ Workers in small organisations appeared to be able to foster more positive working
relationships with those at a senior management level and were more positive about
the time they were able to devote to staff management. Respondents’ views about line
managers did not vary by organisation or establishment size.

« Public sector managers were more negative than private sector managers about the time
available for managing staff.

+ Interms of organisational culture, respondents were most negative about issues relating to
reward and development, with 39 per cent agreeing that their organisation failed to reward
extra effort made by staff.

3.1 Line managers or supervisors

The survey examined workers’ views on their line manager or supervisor using eight agreement
statements as follows?, (they):

* give you help and support;

+ give constructive feedback on the work you do;
+ expect you to work too hard;

+ show they care about you as a person;

+ are unwilling to listen to your problems;

* encourage you at work;

« treat you unfairly;

+ encourage you to develop your skills.

27 Respondents who did not have a line manager or supervisor were not asked these questions.
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Table 3.1 shows the proportions of respondents who agreed with each statement. It should be noted
that the three statements at the bottom of the table were all negatively phrased, so low levels of
agreement are a positive finding. From the table it is clear that line managers and supervisors were
positively regarded: over 70 per cent of respondents agreed to some extent with all the positively
phrased statements, and a quarter or less agreed with the negatively phrased statements about
working too hard, line managers being unwilling to listen to problems, and unfair treatment (eight
per cent of respondents agreed they were treated unfairly, although this does, of course, equate to
many thousands of employees when grossed up to a total population level).

Table 3.1 Levels of agreement and disagreement with statements about line

manager/supervisor
Neither
Strongly Tendto agreenor Tendto Strongly All All
agree agree disagree disagree disagree agree  disagree
% % % % % % %

Give you help and support 35 43 11 7 4 78 11
Encourage you at work 35 41 14 8 3 76 11
Encourage you to develop
your skills 36 38 14 8 3 75 11
Give constructive feedback
on the work you do 33 40 12 10 6 72 16
Show they care about you as
a person 30 41 14 9 6 71 15
Expect you to work too hard 8 17 21 35 19 25 55
Are unwilling to listen to your
problems 5 10 11 37 37 15 74
Treat you unfairly 3 6 8 31 53 8 84

Base: All who are managed or supervised (unweighted: 1,907).

Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.

Analysis of the eight statements showed no significant variations in levels of agreement when
public/private sector, industry sector and occupation splits were examined.

In terms of personal demographics, women were more likely than men to perceive that their

line manager or supervisor was willing to listen to their problems: 42 per cent of women strongly
disagreed that their line manager or supervisor was ‘unwilling to listen to your problems’ compared
with 32 per cent of men. The findings also varied by the age of the respondent: across the positively
worded statements there was a tendency for levels of agreement to decrease with age. For example
in the case of ‘(they) encourage you at work’, 86 per cent of those aged 16-24 agreed with this
statement, reducing to 70 per cent of those aged 45 or older.

There were no other significant demographic differences, but it appeared to be the case that
respondents who said that flexible working was offered by their employer had a greater tendency
to be positive: they were more likely to agree with all the positively worded statements than
other respondents. This pattern was also carried through to the negatively worded statements,
for example in the case of ‘(they) expect you to work too hard’, 31 per cent of respondents in
organisations with flexible working strongly disagreed with the statement versus 20 per cent of
those in organisations without flexible working practices.
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3.2 Senior managers

Given that senior managers are influential within an organisation but may be more ‘remote’ to
employees (particularly in large organisations), the survey aimed to explore respondents’ views of
this group?®.

Respondents who reported that they had had contact with senior managers in the last year, or
whose line manager was part of the senior management team, or who were themselves part of the
senior management team were asked to what extent they agreed or disagreed with six statements
about senior managers? as follows, (they):

« are difficult to communicate with;
+ show they listen to junior staff;

« fail to seek the views of staff;

+ respond to suggestions from staff;
+ deliver on their promises;

+ treat employees unfairly.

Table 3.2 summarises the findings and, whilst the general picture is one of positivity, it is clear that
levels of agreement with the positively phrased statements are not as high as was the case with the
positive statements relating to line managers. Over half of employees agreed that senior managers
responded to suggestions from staff (58 per cent), showed they listened to junior members of

staff (55 per cent), and encouragingly, less than a fifth of employees (16 per cent) agreed that
senior managers treated employees unfairly (although this is a slightly higher percentage than that
recorded in relation to unfair treatment by line managers).

Respondents were less positive, however, about senior managers delivering on their promises:

less than half (47 per cent) agreed with this statement and three in ten employees were critical in
terms of senior managers seeking staff views (29 per cent said they failed to seek the view of staff).
Around a quarter (26 per cent) thought that senior managers were difficult to communicate with.

28 In the survey, senior managers were defined as follows: ‘a senior manager may be someone
more senior than the person who manages or supervises you, right through to those at the top
of your organisation. They may or may not work at your site’. Those without a line manager or
supervisor were asked whether they were themselves part of the senior management team,
and those who said they had a line manager but no senior managers were asked whether
their line manager was part of the most senior team in their organisation.

29 This equated to a majority of respondents answering this section of the survey (89 per cent).
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Table 3.2 Levels of agreement and disagreement with statements about line

manager/supervisor
Neither
Strongly Tendto agreenor Tendto Strongly All All
agree agree disagree disagree disagree agree disagree

% % % % % % %

Respond to suggestions from
staff 16 43 20 15 7 58 22
Show they listen to junior staff 16 39 20 17 8 55 25
Deliver on their promises 12 35 28 17 8 47 25
Fail to seek the views of staff 9 20 16 36 19 29 55

Are difficult to communicate
with 8 18 14 35 25 26 60
Treat employees unfairly 4 12 16 38 29 16 68

Base: All having contact with senior managers in past year/whose line manager part of senior management
team/who were themselves part of the senior management team (unweighted: 1,796).

Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.

Further analysis showed that gender appeared to have no influence on respondents’ views of senior
managers. Age had an impact in the case of listening to junior staff: 67 per cent of respondents
aged 16-24 agreed with the statement versus 53 per cent or less of older respondents.

There was some evidence that smaller organisations were able to foster better communications
between staff at different levels. For example, in the case of senior managers showing they listened
to junior staff, respondents working in small organisations were more likely than those working

in the very largest organisations (with 500+ employees) to agree that this was the case (64 per
cent versus 53 per cent respectively - see Figure 3.1). In the case of senior managers responding

to suggestions from staff, 22 per cent of respondents working in small organisations strongly
agreed with this statement, versus 13 per cent of respondents working in organisations with 500+
employees. This, perhaps, points to an issue of greater interaction with senior staff in smaller
workplaces.
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Figure 3.1 Level of agreement (%) with statements about senior managers,
by size of organisation
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Base: all having had contact with senior managers in past year, or whose line manager was part
of senior management team, or who were themselves part of the senior management team
(unweighted bases: small (419), medium (207), large (90), very large (1,009)).

Patterns also emerged with trade union presence: where no trade union was present, some ratings
for senior managers were higher than those organisations with trade union presence. For example,
62 per cent of respondents in organisations with no trade union presence agreed that senior
managers responded to staff suggestions compared with 53 per cent of organisations with a trade
union presence. This linked with the size of the organisation, as respondents in smaller organisations
were less likely to report trade union presence?.

3.3 Relationships with staff

The experience of managing staff was also covered by the survey. No minimum or maximum size of
team was specified in the survey questions; it was hypothesised that teams of all sizes could have a
positive or negative impact on a manager’s experience at work.

30 Seventeen per cent of employees in small organisations reported the presence of a trade
union, compared with at least 32 per cent of those working in larger organisations.
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Respondents who had a management or supervisory responsibility®! were asked to what extent they
agreed or disagreed with the following four statements:

« My staff are difficult to manage.
+ My staff give me positive feedback.
* My staff are unwilling to share their problems with me.

« I have enough time to manage my staff.

Table 3.3 shows that over eight in ten respondents (84 per cent) agreed that their staff gave them
positive feedback. Meanwhile just seven per cent agreed that their staff were unwilling to share
their problems (82 per cent disagreed with this statement) and 11 per cent agreed that their staff
were difficult to manage (77 per cent disagreed). In terms of having enough time to manage or
supervise staff, six in ten respondents (63 per cent) were positive in this regard but a quarter

(25 per cent) were negative, and this was the highest level of negativity across the four statements.

Table 3.3 Levels of agreement and disagreement with statements about
relationships with staff

Neither
Strongly Tendto agreenor Tendto Strongly All All
agree agree disagree disagree disagree agree disagree
% % % % % % %

My staff give me positive
feedback 25 59 11 4 1 84 5
[ have enough time to
manage my staff 20 42 12 20 5 63 25
My staff are difficult to
manage 1 10 12 40 37 11 77
My staff are unwilling to share
their problems with me 2 6 11 47 35 7 82

Base: All responsible for managing or supervising staff (unweighted: 845).

Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.

Levels of agreement to most statements did not tend to vary by organisational characteristics, with
one exception: managers in private sector organisations were much more likely than those in the
public sector to say they had enough time to manage their staff (71 per cent versus 51 per cent).
As already mentioned, public sector organisations tend to be trade unionised, so it followed that
managers in organisations with a trade union presence were less likely than other managers to
agree that they had sufficient time for staff management.

Analysis by personal demographics shows that age was important in some instances. In the case of
feedback, those aged 35 and older were more likely than those aged 25-34 to agree that their staff
gave them positive feedback (at least 85 per cent versus 74 per cent). However, in terms of having
sufficient time to manage, younger respondents aged 16-34 were more likely than those aged 35+
to agree that they had enough time (72 per cent agreed versus 59 per cent of those aged 35 or
older); these findings may relate to those observed for the public/private sector, as the public sector
is characterised by an older workforce.

31 Respondents were asked ‘In your job, do you regularly have any formal responsibility for
supervising the work of other employees?’ and interviewers were provided with a list of
exclusions. Please see questionnaire in the appendices for further details.
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Analysis by gender showed that women were more positive than men regarding the willingness of
their staff to share their problems, but men were more positive than women about having sufficient
time to manage their staff. The latter finding may have related to the fact that women were more
likely than men to work part-time; part-time managers were less positive than those working full-
time about having enough time to manage their staff, and 44 per cent of women worked part-time
(compared with 12 per cent of men).

3.4 Other colleagues

Relationships with other people in the organisation were investigated using five statements, as
follows:

+ [ get the help and support I need from colleagues at work.

+ I am subject to unkind words or behaviour at work.

There is friction or anger between colleagues at work.
« T enjoy good relations with my work colleagues.

« My colleagues are unwilling to listen to my work related problems.

Respondents were generally positive about their relationships with others in their organisation

(see Table 3.4): 95 per cent agreed to some extent that they enjoyed good relations with colleagues
(56 per cent strongly agreed that was the case) and 88 per cent agreed that they got the help and
support they needed. However, around a quarter of respondents (24 per cent) said there was anger
or friction among colleagues at work, which, when grossed up to the universe, translates into tens
of thousands of employees. Nine per cent of employees said they were subject to unkind words or
behaviour at work, and the same proportion said their colleagues were unwilling to listen to their
work related problems.

Women tended to be more positive than men regarding colleague support: 48 per cent strongly
agreed that they got the help and support they needed from colleagues versus 37 per cent of men.

Table 3.4 Levels of agreement and disagreement with statements about others
in organisation

Neither
Strongly Tendto agreenor Tendto Strongly All All
agree  agree disagree disagree disagree agree disagree
% % % % % % %

[ enjoy good relations with my
work colleagues 56 39 4 1 * 95 1
[ get the help and support I
need from colleagues at work 43 45 8 4 1 88 5
There is friction or anger
between colleagues at work 4 20 12 29 35 24 64
My colleagues are unwilling
to listen to my work related
problems 2 7 8 37 46 9 83
I am subject to unkind words
or behaviour at work 2 7 6 25 61 9 85

Base: All (unweighted: 2,019).
Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.
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3.5 Organisational culture

Respondents’ feelings about and views on their employing organisation were examined using ten
agreement statements, which can be divided into four broad categories as follows:

+ Vision and values:

- I share the values of the organisation I work for;

- this organisation inspires my confidence;

- this organisation lacks a clear vision for the future;
« Worker consultation:

- I can ask questions about change at work;

- I .am consulted about changes in my workplace that affect me;

- when changes are made at work, I am unclear how they will affect me;
« Reward and development:

- the organisation fails to reward extra effort by staff;

- there are few opportunities for me to learn and grow within this organisation;
« Cultural environment:

- thisis a fun place to work;

- there are poor relations between managers and employees in this organisation.

Table 3.5 displays the level of agreement with each statement. There was some considerable
variation in respondents’ views, for example, 84 per cent of workers agreed that they were able
to ask questions about change at work and 72 per cent said that they shared the values of their
employing organisation. Six in ten or more agreed that they were consulted about changes that
affected them (64 per cent), that their workplace was a fun place to work (60 per cent) and that
their organisation inspired their confidence (60 per cent).

In terms of the negatively worded statements, a fifth of respondents agreed that the organisation
lacked a clear vision for the future (19 per cent), whilst around a quarter said that when changes
were made, they were unclear how these would affect them (23 per cent) and that there were
poor relations between managers and workers (26 per cent). Greatest negativity, however, was
observed in relation to reward and development: 29 per cent of respondents said there were few
opportunities to learn and grow in their organisation, and nearly four in ten (39 per cent) reported
that their organisation failed to reward extra effort made by staff.
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Table 3.5 Levels of agreement and disagreement with statements about the
employing organisation

Neither
Strongly Tendto agreenor Tendto Strongly All All
agree agree disagree disagree disagree agree disagree
% % % % % % %

[ can ask questions about
change at work 34 50 8 6 3 83 9
I share the values of the
organisation I work for 29 43 18 7 3 72 10
Consulted about changes in
my workplace that affect me 24 40 13 16 8 64 24
This is a fun place to work 19 41 21 11 8 60 19
This organisation inspires my
confidence 22 38 21 15 5 60 20
This organisation fails to
reward extra effort by staff 13 26 16 28 17 40 45
Few opportunities to
learn and grow within this
organisations 9 20 13 32 25 30 57
Poor relations between
managers and employees 9 17 16 34 24 26 58
When changes are made,
[ .am unclear how they will
affect me 5 18 18 38 21 23 59
This organisation lacks a clear
vision for the future 6 13 16 33 32 19 65

Base: All (unweighted: 2,019).

Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.

Looking in more detail at statements relating to vision and values, those working in the public sector
were more positive than other workers about the sharing their organisation’s values (78 per cent
versus 68 per cent of private sector respondents). Apparent differences by personal demographics
such as gender were not found to be statistically significant.

No significant differences were detected by organisational characteristics or personal demographics
in relation to the statements regarding the cultural environment and worker consultation. The
exception was for respondents with a long-term health condition: they were more likely than other
respondents to agree that there were poor relations between managers and employees in the
organisation where they worked (32 per cent versus 23 per cent respectively) as well as being more
likely than other respondents to agree with the statement, when changes are made at work, I am
unclear how they will affect me (30 per cent versus 19 per cent respectively).

In terms of reward and development, it was a mixed picture. Public sector workers were more likely
than those in the private sector to agree that their organisation failed to reward extra effort by
staff, but were less likely to agree that there were few opportunities to learn and grow (see Tables
3.6 and 3.7). Opportunities for development were also felt to be lacking in small organisations
when compared with very large organisations. In terms of personal demographics, those on lower
incomes were less positive than other respondents about development opportunities.
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Table 3.6 Levels of agreement and disagreement with the statement ‘There
are few opportunities for me to learn and grow in this organisation’
Organisation type Organisation size Income
Large  Very Low -
Small Medium (250- large Up to High -
Total Private Public (1-50) (51-249) 499) (500+) £15,599 £20,800+
% % % % % % % % %
Strongly agree 9 11 7 14 18 11 6 11 7
Tend to agree 20 22 17 24 20 20 18 24 17
Neither agree nor
disagree 13 13 13 16 13 11 12 14 12
Tend to disagree 32 31 35 26 26 32 36 28 37
Strongly disagree 25 23 28 21 23 25 28 24 47
All agree 30 33 25 37 38 32 24 35 25
All disagree 57 54 63 47 50 57 63 52 64
Unweighted base 2,019 1,274 661 474 225 107 1,131 773 728
Base: All.

Note: Individual percentages may not tally with grouped figures due to rounding.

Table 3.7 Levels of agreement and disagreement with the statement ‘This
organisation fails to reward extra effort made by staff’
Any sickness absence
Organisation type Trade union in past year
Total Private Public Yes No Yes No
% % % % % % %
Strongly agree 13 12 15 14 14 17 12
Tend to agree 26 24 31 30 22 31 24
Neither agree nor disagree 16 14 18 16 15 16 15
Tend to disagree 28 29 25 27 29 25 30
Strongly disagree 17 20 10 13 20 10 20
All agree 40 36 46 bk 36 48 36
All disagree 45 49 36 40 49 36 49
Unweighted base 2,019 1,274 661 1,023 854 843 925
Base: All*2.

Note: Individual percentages may not tally with grouped figures due to rounding.

32 The base for ‘any sickness absence in past year’ is all those who have worked for their

organisation for more than 12 months.
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4 Key employee findings

Summary

This chapter provides a discussion of: sickness absence, presentee-ism, well-being, employee
engagement and retention.

Some of the key findings are:

+ Across the sample, 48 per cent of respondents had taken some sick leave in the past
12 months and the average number of days’ leave across the whole sample was 4.9 days.

« Forty-four per cent of respondents had gone to work in the past 12 months when, in their
opinion, they should have taken sick leave. On average, respondents went to work on two
days in the past 12 months when they thought they were too sick to do so.

« The average well-being score was 26 out of 35, using the seven item Warwick-Edinburgh
Mental Well-being Scale (WEMWABS) measure*.

« An engagement index was created from levels of agreement to five statements. Across the
sample the average level of employee engagement was 67 out of 100.

« Forty per cent of respondents had thought about leaving their current employer in the past
12 months.?

4.1 Sickness absence

The survey investigated the incidence of absence due to illness or injury among employees in the
previous 12 month period and Table 4.1 summiarises the findings.*

Overall, 48 per cent of respondents had taken some sick leave in the past year and this was more
likely to be the case among employees working in the public sector and those working in large rather
than small establishments. Respondents in younger age groups were also more likely to have had
some sickness absence in the past year (55 per cent of those aged 34 or younger compared with

45 per cent of those aged 35+). Females were more likely than males to have taken some sickness
absence.

When the average duration of sickness absence was considered older employees (aged 55+) had

a higher average number of days’ sickness than younger employees. So, although they were less
likely to take any sick leave, when they did, older employees were, on average, absent from work
for a longer period than younger workers. In terms of average number of days, sickness was almost
double in the public sector when compared with the private sector.

As a further observation, the data suggested that respondents who were not paid during their sick
leave were less likely than those who received full pay for the first seven days of absence to have
had any sick leave during the past year and to have had fewer average days’ sickness absence.
Whilst these differences were not found to be statistically significant once the data had been

3 Warwick-Edinburgh Mental Well-being Scale. Op cit.
3 Orif the employee had been in their job for less than 12 months, since they started their job.

3 All sickness absence figures are based on respondents who had worked for their employer for
12 months or more.
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weighted and corrected for clustering, they do mirror patterns observed in other (larger scale)
surveys, such as the 2005 SWASH survey?®.

Table 4.1 Summary findings relating to incidence of any sickness absence and
mean number of days’ absence

Percentage with  Average (mean) number
any sickness in last  of days of sickness in

Base 12 months last 12 months*

Group (unweighted) % Days
All 1,770 48 4.9
Male 830 45 4.1
Female 940 52 5.7
16-24 118 58 3.7
25-34 357 54 4.6
35-44 508 49 4.7
45-54 426 42 4.3
55+ 360 41 7.6
Public sector 598 54 7.2
Private sector 1,095 44 3.5
Small establishments 863 Lt 4.3
Medium establishments 429 52 5.5
Large establishments 472 53 5.8
Do not get sick pay 173 bt 3.2
Paid at normal rate for first seven days of

absence 1,217 52 5.8

* figure includes zero/no days of sickness absence.
Note: Calculations are based on respondents who had worked for their employer for at least 12 months.

In terms of the sector differences observed (both in relation to incidence and duration of absence),
it is essential to consider the demographic profiles of employees working in the public and private
sectors. Table 4.2 shows the demographic profile of respondents in public sector and private sector
organisations employing 250 or more people, and shows that public sector organisations tended to
have a greater proportion of older employees than those in the private sector. As already discussed,
older respondents had a greater number of days’ sickness absence in the past year than younger
workers, and this will account for some of the difference in absence rates observed among public
and private sector workers.

36 The Survey of Workplace Absence Sickness and Health 2005, commissioned by HSE. It involved
10,000 telephone interviews, conducted on a household basis, with employees. The questions
pertaining to sick pay differed to those used in this employee survey both in terms of reference
period and response categories, so only broad comparisons can be made.
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Table 4.2  Profile of employees in large public sector and large private sector
organisations by gender and age

Large (250+ employees) Large (250+ employees)

Group public sector % private sector %
Gender

Male 32 57
Female 68 43
Age

16-24 3 9
25-34 16 23
35-44 31 29
45-54 28 22
55+ 22 16
Base (unweighted) 466 596

Note: calculations are based on respondents who had worked for their employer for at least 12 months.

As already mentioned, patterns for ‘any’ and the average duration of leave by various employer and
personal demographics were also observed in the SWASH study. It should be noted, however, that
in the SWASH study once the profiles of employees working in the public and private sectors were
standardised in terms of age, gender and size of employing organisation, the differences observed
in terms of sickness absence largely disappeared®’. Similar analyses performed on data from the
Employee Survey showed working in the public sector had a stronger association with higher than
average sickness absence than age or gender.

It is important to emphasise that the Employee Survey comprised a much smaller sample than
that covered by SWASH (over 10,000 respondents). It could be hypothesised that the differences
between public and private sectors may have reflected the economic situation at the time of the
survey, which, as already mentioned, followed a period of private sector job cuts but preceded the
announcement of funding cuts in the public sector (i.e. private sector may have felt vulnerable

and been less inclined to be absent from work). However, recently published data from the Labour
Force Survey® suggests that, if anything, sickness absence levels fell in the private and the public
sector over the course of 2009 (although there were higher levels of sickness in the public sector, as
evidenced in the Employer Survey).

37 Survey of Workplace Absence Sickness and Health (SWASH) 2005: Report on emergent
findings, HSE.

3% http://www.statistics.gov.uk/downloads/theme_labour/Sicknessabsence.xls



Key employee findings 33

4.2 Presentee-ism

The survey also explored to what extent employees went to work when, in their opinion, they were
really too sick to do so, a concept commonly referred to as ‘presentee-ism’. Forty-four per cent of
respondents®® said that they had gone to work in the past 12 months when they felt they should
have taken sick leave and the groups more likely to report presentee-ism included:

* respondents with a long-term health condition (who were also more likely to have had a high
number of days off sick);

+ those aged between 25 and 54 (versus those aged 55 or older).

When the results were analysed in terms of how employees were paid when they took sick leave, no
patterns in the data were discernable. For example, those who did not receive sick pay were no more
likely than those who were paid at their normal rate during the first seven days of absence to report
presentee-ism.

Among those who reported presentee-ism, the average number of days in the past 12 months on
which they went to work when they were really too sick to do so was five. Across the sample as a
whole, this equated to two days on average. Respondents with a long-term health condition were
more likely than those without to report more days on which they went to work when they were
really too ill to do so (3.4 days versus 1.6 days respectively).

4.3 Well-being

Well-being was measured using the WEMWABS. This is a fourteen item scale (or, as used in this
survey, a seven item scale) covering subjective well-being and psychological functioning, in which
all items are worded positively and address aspects of positive mental health. The responses to
the items are summed to give an overall score and details about the calculation of this score are
provided in the appendices.

For this survey, the shortened version of the measure was administered using Computer Aided Self
Interview (CASI)“0. Respondents were asked to respond to each of the following statements using
the scale: none of the time, rarely, some of the time, often, all of the time:

+ D've been feeling optimistic about the future;
+ I've been feeling useful;

+ D've been feeling relaxed;

+ D've been dealing with problems well;

+ T've been thinking clearly;

+ I've been feeling close to other people;

+ I've been able to make up my own mind about things.

3 All ‘presentee-ism’ figures are based on those respondents who had worked for their
organisation for 12 months or more.

40 CASI; whereby the respondent enters their answers directly onto the laptop without the
interviewer’s involvement. This is used where questions are deemed to be very personal
or sensitive to the respondent, and there is a danger of embarrassment or the provision of
socially acceptable answers if the interviewer were to pose the questions directly.
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For an individual, the range of scores was seven to 35. When the scores were summed across the
whole sample, the average score was 26 (out of 35), showing that people tended towards the
upper end of the well-being scale. Broadly speaking, as many people sat above the average score
as sat below it, so there was not a situation in which a few people had exceptionally high or low
well-being scores.

4.4 Engagement

There is no single definition that describes an engaged workforce. The Macleod review*! found over
fifty definitions when researching the topic, but settled on describing it as ‘a workplace approach
designed to ensure that employees are committed to their organisation’s goals and values, motivated
to contribute to organisational success, and are able at the same time to enhance their own sense of
well-being.’ The same review discussed how the concept of engagement could be viewed in different
ways: an attitude, behaviour or an outcome or, indeed, all three.

In this report we discuss engagement as an outcome in its own right and the survey used the ‘Say,
Stay, Strive’ framework®. It comprises five agreement statements as follows:

Say (employees identify themselves as part of the organisation and promote it as a great employer):
« Iam proud when I tell others I work for this organisation.

« T would recommend this organisation as a great place to work.

Stay (employees feel a sense of personal attachment to their organisation):

+ I feel a strong personal attachment to the organisation.

Strive (employees feel encouraged to support their organisation to deliver and succeed):

+ My organisation inspires me to do the best in my job.

« My organisation motivates me to help it achieve its objectives.

Table 4.3 shows the proportion of those who said they strongly or tended to agree with each
statement. The highest level of agreement was for the ‘strive’ statement my organisation inspires
me to do the best in my job, which 69 per cent of respondents agreed with. Around two-thirds of
respondents agreed with the ‘strive’ statement my organisations motivates me to help it achieve its
objectives and both the ‘say’ statements concerning recommendation and pride. Whilst the lowest
level of agreement was for the ‘stay’ statement, it was still the case that the majority of respondents
(59 per cent) reported feeling a strong personal attachment to their organisation.

o http://www.bis.gov.uk/files/file52215.pdf

#  This was also used in the 2009 Civil Service People Survey. For more information please see:
http://www.civilservice.gov.uk/about/improving/engagement/index.aspx
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Table 4.3 Levels of agreement and disagreement with statements about

engagement
Neither
Strongly Tendto agreenor Tendto Strongly All All
agree agree disagree disagree disagree agree disagree
% % % % % % %

Proud when I tell others I am
part of this organisation 28 37 21 9 5 65 14
Would recommend as a great
place to work 27 38 17 12 6 65 18
Feel a strong personal
attachment to the organisation 26 33 19 14 8 59 22
Organisation motivates me to
help achieve its objectives 23 42 18 12 5 65 17
Organisation inspires me to do
the best in my job 29 41 16 11 4 69 15

Base: All (unweighted: 2,019).

Note: Percentages in table are row percentages; individual percentages may not tally with grouped figures due
to rounding.

The five statements were used to create an Employee Engagement Index, and across the sample as
a whole the level of employee engagement was 67 out of 100. The appendices to this report provide
detailed information on how the index was calculated.

4.5 Retention

There are many business costs associated with the recruitment, induction and training of employees, so
retaining employees is usually a key business objective.

Retention was assessed in terms of whether or not an employee had thought about leaving their current
employer for another job in the previous 12 months*. In total, 40 per cent of respondents had thought
about doing so, and this was more likely to be the case among those working in the private sector than
those working in the public sector (42 per cent versus 34 per cent respectively). There were no differences
by gender, but predictably, respondents approaching retirement age were significantly less likely to be
considering such a move than younger respondents (23 per cent of those aged 55 or older compared
with at least 37 per cent in other age groups).

Analysis of other demographics showed that 45 per cent of employees with a long-term health condition
had thought about leaving their job compared with 37 per cent of employees without such a condition.
There was no evidence in the data that income level or working full-time or part-time were linked to
employees thinking about leaving. Forty-five per cent of those working for organisations that did not
offer flexible working options had thought about leaving compared with 36 per cent of those working in
organisations where such options were available.

In terms of taking action, 34 per cent of those who had thought about leaving their job had actually
applied for a job with another organisation in the previous 12 months which equated to 14 per cent

of the whole sample. This group was characterised as being younger (44 per cent of those aged 34

or younger who had thought about leaving had applied for another job compared with 27 per cent of
those aged 35+). There was also a trend in the data suggesting that those on lower incomes were more
likely than higher paid respondents to have thought about leaving their job and had applied for another
post. However, these two factors were interlinked: those aged 16-24 were far more likely than older
respondents to be earning in the lowest income bracket.

#  Orsince they started working for their employer (if they had been working less than 12 months
for that employer)
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5 Other aspects of working life

Summary

This chapter covers some other aspects of working life; pay, sick pay, job security, retirement
plans and self-reported measures of health.

Some of the key findings are:

+ Ninety per cent of employees said their general health was either very good or fairly good,
and this was more likely to be the case among younger respondents.

+ A quarter of respondents (25 per cent) said their life outside work was moderately, very or
extremely stressful.

+ Sixty-two per cent of respondents agreed they were paid fairly for the work they did, and
59 per cent agreed that they were satisfied with the pay and benefits they received in their
job. Those in the top income brackets tended towards higher levels of agreement with both
statements.

+ Thirteen per cent of respondents thought that losing their current job in the next 12 months
was very or fairly likely, leaving the vast majority saying it was not very or not at all likely.

« Forty-eight per cent of respondents intended to retire from paid work between the ages of 60
and 65.

5.1 Pay

The issue of pay was investigated by means of two attitude statements; the results for each are
described below.

5.1.1 ‘I am paid fairly for the work that I do’

Sixty-two per cent of respondents agreed that they were paid fairly for the work they did, with

20 per cent strongly agreeing. There were no significant differences observed by gender and age,
but predictably income level had an impact: those earning in excess of £31,200 per annum (after
tax and National Insurance) were much more likely than those earning less than this amount to
strongly agree with the statement (31 per cent versus 19 per cent or less respectively).

Turning to organisational characteristics, no significant differences in response were observed when
the data were analysed by public and private sector and size of establishment.

5.1.2 ‘I am satisfied with the pay and benefits I receive in this job’

About six in ten respondents (59 per cent) agreed that they were satisfied with the pay and benefits
they received in their job, whilst around a third (31 per cent) disagreed and ten per cent gave a
neutral response. Similar patterns to those noted in relation to fair pay were seen in the data, for
example, there were no significant differences by age or gender, but those in the highest income
bracket were most likely to strongly agree with the statement. Linked with this, those who worked
as managers or senior officials were most likely to agree with the statement when compared to
other occupational groups.

Public sector respondents were more likely than those working in the private sector to agree that
they were satisfied with their pay and benefits (64 per cent versus 56 per cent respectively). Further
analysis by size of establishment revealed that those working in small establishments were less
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likely than those working in medium or large establishments to be satisfied with their pay and
benefits (53 per cent versus 63 per cent and 65 per cent respectively).

5.2 Sick pay

All respondents were asked about pay arrangements in the first seven days of absence due to
sickness, regardless of whether they had taken any sick leave in the past year. It is worth noting
that at the time of the survey, employers were legally required to pay Statutory Sick Pay (SSP) as
a minimum to their workforce as long as employees met certain eligibility criteria and qualifying
conditions*.

As shown in Figure 5.1, ten per cent of employees did not know their organisation’s policy and this
was more likely to be the case among the youngest respondents: 18 per cent of those aged 16-24
gave this response compared with nine per cent of those aged 25+. Sixty-five per cent of employees
were paid at the normal rate for all seven days, seven per cent were paid at a lower than normal
rate for the whole of the period, whilst a further seven per cent were paid at a lower rate than
normal for a part of that period.

Eleven per cent of respondents reported that they did not get paid at all when they were off
sick. This may have been because the employee did not meet the eligibility criteria or qualifying
conditions.

Figure 5.1 Sick pay in first seven days of absence

Don't know
Less than full 10%
pay for part \
of first seven days
7%

Less than full
pay all seven days
7%

11% Full pay
65%

Base: All respondents (unweighted base: 2,019).

“  Employees were eligible for SSP as long as they had average weekly earnings equal to or
more than the Lower Earnings Limit (LEL). SSP was paid after sickness of at least four days in
a row (including weekends and bank holidays and days that the employee did not normally
work) for qualifying days. Qualifying days are days on which the employee normally works.
No payment is made for the first three qualifying days which are referred to as ‘waiting days’.
More information may be obtained from http://www.direct.gov.uk/en/MoneyTaxAndBenefits/
BenefitsTaxCreditsAndOtherSupport/Illorinjured/DG_175843
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Looking at the two extremes, i.e. payment at full pay and no pay during the first seven days of
absence, some clear patterns emerged in the data. As shown in Table 5.1, respondents working in
large and medium establishments were more likely than those working in small establishments

to say they received full pay during the specified period (77 per cent and 69 per cent versus 57 per
cent respectively). Linked to this, those in the public sector (where over three-quarters of employees
worked for organisations with 250+ employees) were more likely than those in the private sector to
report full pay for this period (86 per cent versus 54 per cent), whereas those in the private sector
were more likely to say they did not receive any pay when they were off sick (15 per cent versus
three per cent). These findings were broadly in line with those found in Survey of Workplace Absence
Sickness and Health (SWASH)*>.

Employees working for 20 hours or less a week were more likely than those working for a greater
number of hours to say they received no pay when they were off sick (23 per cent versus nine per
cent of those working 21+ hours per week). This may have been because a greater proportion of
employees working for 20 hours or less a week did not meet the eligibility criteria or qualifying
conditions.

Table 5.1 Sick pay in first seven days of absence, by establishment size,
organisation type and hours worked

Establishment size Organisation type  Hours worked
Small Medium Large 20 or
Total (1-50) (51-249) (250+) Private Public less 21+
% % % % % % % %
All at the normal rate 65 57 69 77 54 86 47 67
Some of the seven days 7 7 7 6 9 2 7 7
at a lower rate
All of the seven days at 7 8 5 7 9 3 5 8
a lower rate
Do not get paid when 11 15 10 5 15 3 23 9
off sick
Don’t know 10 13 9 6 13 6 18 9
Unweighted base 2,019 1,007 486 515 1,274 661 295 1,715
Base: All.

Analysis by industry sector showed that those working in Public Administration were more likely than
employees in most other sectors to say they received full pay during the first seven days of absence
(92 per cent; Table 5.2).

4 SWASH, Op cit.
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A discussion about sick pay and its bearing on the incidence of sick leave is covered in Section 5.1.

5.3 Concerns about job security

As already mentioned the survey took place against a backdrop of a period of job cuts in the
private sector and explored whether respondents had concerns about their job over the next year.
Respondents were asked all things considered, how likely do you think you are to lose your current
job in the next 12 months? Five per cent of respondents said it was very likely that they would lose
their job and eight per cent said it was fairly likely, leaving the vast majority (87 per cent) saying it
was not very or not at all likely.

Analysis by sector showed that those working in Manufacturing/ Utilities and Transport/
Communications were among those most likely to say they were very or fairly likely to lose their
job, while 56 per cent of respondents working in the Education and Health/ Social work sectors said
it was not at all likely that they would lose their job in the next 12 months (the highest proportions
across all industry sectors).

5.4 Retirement plans

In order to gauge people’s intentions for when they might leave the job market altogether,
respondents were asked ‘Taking everything into account, at what age do you think that you
personally will completely stop paid work?” Around a tenth of respondents (12 per cent) didn’t know
when they would retire from paid work and this was far more likely to be the response among those
aged 16-24 (22 per cent compared with 11 per cent of those aged 25+). Notably, those aged 55

or older were no less likely than most other age groups to give a ‘don’t know’ response; given the
timings of the survey in 2009, this may reflect the reports in the media regarding changes to the
state pension age, which may have resulted in some uncertainty.

Most people intended to retire from paid work between the ages of 60 and 65: 22 per cent said
they would retire at 60 (significantly more women than men gave this response) and 36 per cent
said they would retire at 65 (there were no significant differences by gender for this finding). Just
14 per cent of respondents said they planned to retire from paid work after the age of 65. Table 5.3
summarises the findings.

Table 5.3 Intended age for retirement by gender

Total Male Female

% % %
Under 60 12 12 12
60 22 18 26
61-64 4 4 4
65 36 39 34
Over 65 14 16 11
Don’t know 12 11 14
Unweighted base 2,019 950 1,069

Base: All.
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Respondents earning in the highest income bracket (in excess of £31,200+ per annum after tax and
national insurance) were more likely than those with lower incomes to be intending to retire from
paid work before the age of 60: 19 per cent of the highest income bracket intended to retire early
compared with 12 per cent or less of other respondents.

5.5 Self-reported rating for health

Overall, 90 per cent of employees said their general health was either very good or fairly good. As
would be expected, those with a long-term health condition were significantly less likely to say their
health was either fairly or very good (79 per cent) compared with those who did not suffer from such
a condition (96 per cent). Likewise, those who had taken six or more days off work due to sickness or
injury in the past 12 months*® were significantly less likely than those who had been absent for less
time to report good health (77 per cent versus at least 90 per cent respectively).

Gender had no impact on respondents’ self reported health rating, but age was important. Younger
respondents were generally more likely to describe their health as good or very good than older
respondents (for example, 55 per cent of those aged 16-24 described their health as very good
compared with 43 per cent of those aged 25 or older).

5.6 Health symptoms, their causes and impacts on work

When presented with a list of 17 ailments*’, more than half of respondents (55 per cent) said they
had not suffered from any in the past 12 months.

Table 5.4 summarises the findings and from this it is clear that the most common symptom suffered
was depression/bad nerves/anxiety, mentioned by ten per cent of respondents. This was followed by
problems/disabilities connected with the back or neck (nine per cent), chest or breathing problems/
asthma/bronchitis (eight per cent) and heart/blood pressure/blood circulation problems (eight per cent).

Table 5.4 Health symptoms experienced

All respondents
%

Any symptom 45

Depression, bad nerves or anxiety 10
Problems/disabilities (including arthritis or rheumatism) connected with your back or neck
Chest or breathing problems, asthma, bronchitis

Heart, blood pressure or blood circulation problems

Problems/disabilities (including arthritis or rheumatism) connected with your legs or feet
Other health problems or disabilities

Stomach, liver, kidney or digestive problems

Problems/disabilities (including arthritis or rheumatism) connected with your arms or
hands

Ul OO N 00 00 WO

Unweighted base; 2,019

Note: The table displays symptoms with mentions of five per cent or more.

% Based on those who had worked for their employer for 12 months or more.

4 This list was the same as that used in the Labour Force Survey when investigating long term
health conditions.
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Those most likely to have suffered any symptoms in the past 12 months:

+ were older: 64 per cent of those aged 55+ said they had suffered one or more symptoms in the
past 12 months compared with 41 per cent among younger respondents;

+ had taken six or more days off due to sickness or injury: in the past 12 months*® 67 per cent of this
group suffered one or more symptoms in the past 12 months compared with 42 per cent among
those taking less time off due to sickness.

Respondents were asked whether their health symptoms were caused by work and/or made worse
by work or unrelated to their work. A summary of symptoms and their reported causes is provided in
Table 5.5. It should be noted that respondents were able to say that a symptom was caused by and
made worse by work, in other words, these were not independent categories.

The trend across most symptoms appeared to be that employees were more likely to say that
their symptom was made worse by work than to say it was caused by work. The symptoms that
were most likely to be reported as being caused by work were related to mental ill health and
musculoskeletal symptoms, and these findings mirrored the broad findings of the Fit3 Survey*.

Depression, bad nerves or anxiety and problems or disabilities connected with the back or neck were
the symptoms most frequently cited as being caused by work (36 and 35 per cent respectively).
Patterns of response in terms of whether these symptoms were made worse by work or unrelated
to work were very similar: 55 per cent of those who suffered from depression, bad nerves or anxiety
said that it was made worse by work (40 per cent said it was unrelated to work), and the same was
true for 57 per cent of those suffering from problems connect to their back or neck (36 per cent said
this symptom was unrelated to work).

Seventy-seven per cent of those who had suffered from any of the listed health symptoms in the
past 12 months said that this was a long-term condition (this equated to 34 per cent of the whole
sample), and the likelihood of having a long-term condition increased with age. Sixty-nine per cent
of those aged 16 to 24 with health symptoms had a long-term health condition compared with 86
per cent of those aged 55 or older with health symptoms.

A quarter (25 per cent) of those who had suffered from any health symptom in the past 12 months
said that this had affected either the amount or the type of work they could do. Small base sizes
limited the potential for subgroup analysis.

“%  Based on those who had worked for their employer for 12 months or more.

4 The Fit for work, Fit for life, Fit for tomorrow (Fit3) employee surveys were carried out to
assess the impact of the Fit3 interventions for the Health and Safety Executive (HSE) and
were longitudinal in design. The baseline survey consisted of a clustered probability sample of
employees in GB using a multi-stage design, with postcode sectors as the Primary Sampling
Units (PSUs). Wave 1 (2006) had 9,127 respondents, Wave 2 (2007) had 5,083 respondents,
and the final Wave (2008) had 3,581 respondents. Among other issues, the study measured
changes in workplace attitudes and behaviours, work-related sickness absence, health
conditions and injury.
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Table 5.5 Health symptoms and their relationship to work

Made
Base: Unweighted Caused worse by Unrelated
(varies by by work work to work
Symptom symptom) % % %
Depression, bad nerves or anxiety 195 36 55 40
Problems/disabilities (including arthritis or 175 35 57 36
rheumatism) connected with your back or neck
Problems/disabilities (including arthritis or 102 25 Lt 50
rheumatism) connected with your arms or hands
Other health problems or disabilities 103 25 35 61
Problems/disabilities (including arthritis or 134 21 33 65
rheumatism) connected with your legs or feet
Heart, blood pressure or blood circulation problems 162 15 25 70
Chest or breathing problems, asthma, bronchitis 166 11 18 79
Stomach, liver, kidney or digestive problems 116 11 16 79

Note: Table shows row percentages. It was possible to say that a symptom was both caused by and made
worse by work, so row percentages do not sum to 100 per cent. Only symptoms mentioned by more than 100
respondents are shown. Don’t know responses are not displayed in the table.

5.7 Stress outside of work

The survey explored respondents’ stress levels outside work as it was hypothesised that this
could have an impact on the quality of their working life. Across the whole sample, three in ten
respondents (30 per cent) said their life outside work was not at all stressful, whilst just over four
in ten (44 per cent) described it as mildly stressful. A fifth (20 per cent) said life outside work was
moderately stressful and five per cent described it as very or extremely stressful, meaning that
around a quarter had moderate to extreme levels of stress in their lives outside work.

The following patterns were observed in the data:

+ Respondents with children, with caring responsibilities and those working part time were more
likely to report a life outside of work that was moderately, very or extremely stressful; these
groups were characterised by a greater proportion of women than men. Men were significantly
more likely than women to describe their life outside work as not at all stressful, 37 per cent
versus 23 per cent respectively.

« Those on incomes of up to £10,399 per annum (after tax and national insurance) were more
likely than those earning in excess of £10,399 per annum to describe their life outside of work as
moderately, very or extremely stressful (34 per cent versus 24 per cent respectively).

+ Respondents with a long-term health condition were more likely to describe life outside work as
moderately stressful (26 per cent versus 17 per cent of those with no long-term health condition).
In contrast, those who did not report suffering from a long-term health condition were more likely
than respondents who did to describe their life outside work as not at all stressful (33 per cent
versus 25 per cent).

+ The presence of flexible working practices in the organisation had no discernable association with
the findings for stress levels outside of work.
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Those who described their life outside work as mildly or not at all stressful were less likely than those
who said it was very or extremely stressful to agree with statements to do with work impacting on
their personal life (or their personal life impacting on work). It is notable that among those who
experienced a very or extremely stressful life outside of work, 24 per cent said their work suffered
because of their personal life, but a greater proportion - 44 per cent - of the same group said that
their personal life suffered because of their work responsibilities.
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6 Conclusions

A key aim of the survey was to provide baseline data so that progress on health and well-being at
work could be measured and monitored over time.

This survey has provided evidence of activity, across organisations of all sizes, for this indicator and
several of its sub-indicators. There are some clear patterns in the data that show that provision is
more prevalent in large organisations, especially those in the public sector and those with trade
union presence. Given the Public Sector as an Exemplar initiative®, these are positive findings.

6.1 Health and well-being initiatives and support

The response to Dame Carol Black’s review®! identified seven key indicators to develop baselines
for and measure progress against. The second of the indicators was ‘improving the promotion of
better health and well-being at work’, which incorporated the sub-indicator ‘health and well-being
initiatives and support’.

The wide ranging nature of health and well-being initiatives that could potentially fall under this sub-
indicator was reflected in the list of 20 initiatives and support measures drawn up for exploration by
the survey. This incorporated the whole spectrum of measures designed to promote worker safety,
healthy lifestyles and well-being, for example, training in injury prevention, promoting healthy food
choices and lifestyles, interventions to give up smoking and services such as counselling.

At the time of interview, an average of six health and well-being initiatives were reported as having
been provided by employing organisations within the previous 12 months, with a higher than
average number observed among employees of larger organisations (with over 250 employees). The
most commonly provided measures were more than 20 days’ holiday (excluding bank holidays) and
employer pensions.

6.2 Flexible working

Flexible working is generally upheld as a positive working practice and the survey explored how
many employees worked for organisations that offered flexible working practices, such as flexi-time,
working from home, job sharing and the ability to change hours, work condensed hours or change
working patterns.

Over half of respondents (57 per cent) said that flexible working practices operated in their
organisation, and this was more likely to be the case among employees of larger organisations
and those in the public sector. The presence of flexible working practices was found to positively
associate with several other aspects of the employee experience, raising the question of whether
the provision of flexible working practices may have an ameliorating effect on employees’ views of
their employer.

0 http://www.dwp.gov.uk/health-work-and-well-being/our-work/public-sector-exemplar/
1 http://www.dwp.gov.uk/docs/hwwb-improving-health-and-work-changing-lives.pdf. Op cit
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6.3 Stress management

The survey provided evidence that steps were being taken to manage stress in the workplace, both
at an organisation-wide level and at the individual level. For example, 32 per cent of respondents
said that stress management support or advice was provided to employees and/or managers within
their organisation. At the level of individual experience, around a third of respondents with a line
manager or supervisor (34 per cent) agreed that this person had talked to them about avoiding
stress at work, and just under half of line managers themselves (45 per cent) reported that they had
received information, help or advice on managing stress among their employees.

Again, large employers, public sector organisations and those with a trade union presence
performed well, with interventions regarding stress management more prevalent in these
workplaces.

6.4 Attendance management

Attendance management programmes were examined in terms of measures to support employees
returning to work after illness or injury and adjustments made to jobs to enable people to stay in work.

There was evidence that employees with continuous sickness absence of five or more days had
received help via these support measures, and the most common interventions related to reduced
working days or hours, or changed duties or workloads. In the case of return to work initiatives, such
practices were found to be more prevalent in the public sector.

6.5 Sickness absence

In addition to meeting its key objectives, the survey has also furthered the debate about sickness
absence among employees. The finding of the 2005 Survey of Workplace Absence Sickness and
Health (SWASH)>? survey (in which higher than average levels of sickness absence in the public
sector were largely explained away by controlling for demographic factors) has not been replicated
in the current Employee Survey. This may be due to the smaller sample size or it may reflect the
timing of the survey, which coincided with an economic downturn which initially impacted on the
private sector (and may, therefore, have resulted in private sector workers being less inclined to take
time off due to sickness). It will be interesting to explore to what extent the planned public sector
cuts impact on sick leave within the public sector, and whether this has the effect of minimising the
discrepancies observed in relation to sickness absence in the private and public sectors in this survey.

6.6 Next steps

It has always been Health, Work and Well-being Strategy Unit’s (HWWRB’s) intention to repeat the
employee survey and, by tracking key measures over time, inform the extent to which the well-being
agenda is being embedded among employers and reaching those at the frontline, i.e. employees.
The challenge going forward will be to transfer examples of best practice from larger organisations
to Small and Medium Sized Enterprises (SMEs), which are often less able to invest in health and
well-being interventions. However, SMEs may have an advantage over larger organisations, in that
their less formal structures of communication and reduced layers of ‘remote’ senior management
appeared to result in more positive views of senior managers.

2. Opcit
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The findings from this research suggest that the health and well-being agenda should, therefore,
continue to focus on the business case for the promotion of a positive organisational culture
featuring supportive colleagues, senior managers visibly demonstrating integrity and good relations
between managers and staff, as well as the provision of objective measures of support, particularly
flexible working options.

In terms of additional activities, this report is the first output from the employee survey. Further
analyses of the employee dataset are currently underway, led by HSE, who are, in tandem, exploring
the findings from a survey which considers line managers’ views of their team’s quality of working life.

HWWB has commissioned a further survey which will present evidence from the employer
perspective about the extent to which health and well-being is a priority for organisations and
the types of initiatives and benefits in place. This survey also looks in more detail at the nature of
sickness absence within organisations and the extent to which employers offer occupational sick
pay to their workforces.

As well as providing data to support the government’s commitment to monitoring employee
health and well-being at work, the surveys provided evidence that may be of interest to policy
makers responsible for the promotion of good work (linking to health outcomes) and employee
engagement, as illustrated by the recommendations of the Marmot Review??* and Macleod Review?*
respectively.

> Opcit.
% Opcit.