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Foreword CBIl Economics

The Covid-19 pandemic put a spotlight on physical and mental health and
wellbeing in our daily lives and employers have stepped up and made it a priority
in the workplace. This survey shows how business leaders intend to evolve future
ways of working to support employee health and wellbeing and the impact of
these changes on their workforce.

It makes sense that businesses have pushed health and wellbeing up the agenda
in the current climate. With business performance cited as the main concern

for businesses over the next year, the return on caring for employee health and
wellbeing is both financially beneficial but also the right thing to do. Research
shows that for every £1 invested in mental health by employers, businesses get £5
back, raising employee productivity by around 12%.’

ONS research shows that the number of adults suffering from depression has
doubled since before the pandemic, increasing from 1in 10 to 1in 5.2 Investing
in mental health is all the more important in a hybrid environment with remote
working increasing the possibility for staff to feel isolated, further impacting their
mental health and wellbeing. Healthier employees are also likely to have higher
job satisfaction, with the top five metrics that influence job satisfaction being
mental health metrics,®* which in turn, has been shown to result in improved
business performance.*
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This survey highlights strong employer intentions towards improving employee
health and wellbeing and the understanding that firms need to take greater
responsibility going forward. Although many firms are changing their working
practices to account for this, many business sectors are unable to adopt remote

or hybrid working due to the nature of their work. However, this survey clearly
shows strong intentions to support employee health and wellbeing no matter

what their business sector is, either through flexibility in working practices or
tailoring their health and wellbeing benefits to their individual workplace. While the
pandemic caused a great amount of business disruption, it has also been a turning
point in prompting business to think more carefully about their responsibilities

in supporting employee physical and mental health and wellbeing as working
practices evolve.

Anna Leach
Deputy Chief Economist, CBI
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Executive Summary

It is clear that working practices changed for a majority of firms during the Covid-19
pandemic, in particular through a shift to remote working for a prolonged period of
time. This report reveals the findings of a survey of UK businesses carried out by
CBI Economics, the consultancy arm of the CBI (Confederation of British Industry),
and commissioned by the health insurer Vitality. The survey was designed to
examine how working practices have changed since the pandemic, whether hybrid
working has become a dominant working pattern and, consequently, how this has
impacted employee physical and mental health and wellbeing.

Overall, the survey uncovered that a clear majority of firms believe that the
importance of health and wellbeing in the workplace has increased since the
pandemic. The survey also observed that hybrid working policies have been
adopted by around 4 in 10 businesses since the pandemic, with those that have
changed their working practices believing that it has some clear benefits for health
and wellbeing.

Regarding health and wellbeing, the survey found that:

A majority of respondents (65%) agreed that companies have a greater
responsibility to support employee mental health and wellbeing since the
pandemic, with 72% making this a greater priority since the pandemic. 6 in 10
businesses have increased funding of employee health and wellbeing, with 4 in
10 keeping it the same.

Almost 7 in 10 respondents have seen increased productivity as a main benefit
of introducing or evolving health and wellbeing policies since the pandemic.
The most common such policy was improved access to mental health resources
(57%), followed by introducing new ways for employees to feedback on their
physical and mental wellbeing (44%) and/or improving training for managers to
better support staff's wellbeing (39%).

Around half of respondents were motivated to introduce or evolve health

and wellbeing policies by staff recruitment and attrition difficulties (52%).
Indeed, ‘labour or skills shortages' was the primary issue causing disruption to
respondents, while staff retention was selected by a majority of firms as a top
priority for the year ahead.
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A majority of respondents felt that the main challenge in introducing or evolving
health and wellbeing policies was tailoring these to ensure they meet the needs
of different people in the organisation (59%). Over a third did not have the time
or resources to dedicate to supporting health and wellbeing (36%).

Half of businesses currently measure employee health and wellbeing through
employee surveys or feedback forms, with most of those that do measure health
and wellbeing, doing so to understand the needs of the workforce to inform
strategy now or in the future.

Regarding new ways of working, the survey found that:

4 in 10 businesses surveyed have implemented a hybrid working policy since
the start of the pandemic, and 4 in 10 businesses require their staff to be on site
full time.

Since the pandemic, firms have seen an increase in demand for flexible working
from employees, with around 70% of firms giving employees more flexibility to
work in a way that supports health and wellbeing.

Of those that have implemented a hybrid work plan, the majority believe it has
allowed employees to better manage their mental health, with the lion’s share
of businesses stating that employees monitor their own mental health and
wellbeing in a hybrid environment.

The greatest proportion of firms continue to monitor their approach to hybrid
working and evolve it to meet business and workforce needs.

Firms surveyed believe that hybrid working best supports their ability to attract
talent and for employee mental and physical wellbeing.

Firms surveyed believe that on site or office working best supports the ability for
employees to build and maintain relationships and engage in company culture.
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Introduction

Following the Covid-19 pandemic and the consequent changes to businesses’
working practices, there is an interest in how business leaders are navigating the
shift to new ways of working in the context of health and wellbeing.

As a result, Vitality commissioned CBl Economics to survey business leaders to
understand if firms have permanently shifted their working patterns over the past
couple of years and the role of employee physical and mental health and wellbeing
within that.

This report looks at findings from the survey, focusing on challenges and
opportunities business leaders are grappling with, how different working patterns
are affecting corporate wellbeing and the working patterns business leaders think
best support employee wellbeing.

The report is divided into the following sections:
New working practices
Health and wellbeing in the context of new ways of working
Business disruption and priorities
Benefits, challenges and the evolution of health and wellbeing at work

Measurement and investment into health and wellbeing

The survey findings give us a greater understanding of the importance of
health and wellbeing for businesses since the pandemic and how changing
ways of working have caused businesses to rethink the ways in which they
support employees.
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New working practices

The survey findings provide an insight into new ways of working and employer
preferences towards working environments. The pandemic forced many employers
to change their ways of working and for a large number, this meant adopting home
working for prolonged periods of time. Consequently, firms had to transform their
working practices, from facilitating meetings to changing communication channels,
in a remote world. During the first lockdown in May 2020, CBI survey data found
that a weighted 52% of firms were impacted by a majority of staff working
remotely, with a further 36% impacted by a minority of staff working remotely due
to the pandemic.

Nearly half of firms surveyed now have hybrid or flexible working policies

Key finding:

Four in ten businesses have introduced a new hybrid working policy since
the start of the pandemic, while four in ten respondents require staff to be on
site full time (see Exhibit 1).

The survey was responded to by firms from all sectors across the UK economy
(see Appendix 1), with those firms requiring employees to be on site full time
mainly operating within sectors where it is not feasible to fully work offsite such
as manufacturing, wholesale, retail and consumer services sectors. Two-thirds
(66%) of manufacturing firms and half (50%) of distribution (retail and wholesale,
including motor trades) companies stated that their company requires employees
to be on site full time.

This is unsurprising given the nature of their work and relates to the different need
for different types of workers described by Kristi Woolsey at the Boston Consulting
Group.® These workers are described as anchored operators (0-20% of remote
work) as they need to be physically present to do their jobs. The 0-20% margin of
remote work is reflected in our survey findings as within the section of companies
that required staff to be on site, the largest proportion still nonetheless offer
flexibility in terms of working arrangements showing some ability to work remotely
or flexibly despite being an "anchored worker".
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The other three categories have larger proportions of remote work possible, from
creative collaborators that develop new initiatives (20-50% remote work) to focused
contributors (50-80% remote work) whose work requires individual focus. The final
set of workers are pattern specialists (80-100% remote work) as their work follows a
regular process and a defined pattern — our survey findings show that those that have
a fully remote working policy sit primarily in the information and communication and
professional services sectors.

SMEs had a larger percentage that required employees to be on site (45% vs 18%
for larger firms), while large firms (businesses with more than 500 employees) had
a greater proportion of hybrid working policies (59% vs 37% for SMEs).

Out of those who selected ‘other’, a number of firms mentioned “agile” working
starting prior to the pandemic, while others stated that it was a mixture of some
of the options due to some staff needing to work on site full time, while other
employees have the ability to be hybrid.

Exhibit 1 Company working policies

Which option best describes your company’s working policy?

My company has introduced a new hybrid working policy since the start of the pandemic where employees are required
to work on site for a set number of days a week

17
My company requires staff to be on site full time but still offers flexibility in terms of working arrangements

17

My company has introduced a new hybrid working policy since the start of the pandemic where employees can decide
how to split their time between working on site and remotely

My company requires staff to be on site full time as remote working isn't possible

Other (please specify)

My company requires staff to be on site full time and flexible working is possible but isn't actively encouraged

My company has always had a hybrid or remote working policy so working arrangements remained the same during
the pandemic

My company is still planning our hybrid working policy

My company has introduced a fully remote working policy since the start of the pandemic but still has office space

My company has introduced a fully remote working policy since the start of the pandemic and has got rid of its office space

o
o1

10 15 20 25 30
% of respondents

1
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The evolution of hybrid working

Key finding:

Business performance remains a key priority for nearly half of surveyed
businesses in assessing whether hybrid working practices work for
their business

A majority of firms continue to monitor their approach to hybrid working and evolve
it to meet business and workforce needs (see Exhibit 2). Business performance
remains a key indicator of success with 47% citing that they would change their
hybrid working practices if it was found to negatively impact business performance
and 45% stating that their company's priority is about ensuring working practices
are set up in a way that ultimately best supports business performance. 44% of
firms said that they have already adapted their approach to hybrid working during
the pandemic to better suit the needs of their business and workforce.

A greater proportion of larger firms are found to have adopted hybrid working
practices than SMEs. 61% have already adapted (compared to 40% for SMEs), 70%
continue to monitor their approach (compared to 52% for SMEs) and 53% believe
that hybrid will become the dominant way of working (compared to 23% for SMEs).
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Exhibit 2 Supporting employee health and wellbeing in different

working practices

When thinking about hybrid working and whether it meets the needs of your
business and workforce, please select the statements you agree with (Select
all that apply):

We continue to monitor our approach to hybrid working and will evolve it further to ensure it meets the needs of our business and workforce

‘
N

We would change our hybrid working practices if it was found to negatively impact business performance

Our company's priority is about ensuring working practices are set up in a way that ultimately best supports business performance

We have already adapted our approach to hybrid working during the pandemic to better suit the needs of our business and workforce

Hybrid working will become the dominant way of working for most businesses in the future

Hybrid working makes it more difficult for our company to meet the needs of our customers

Employees should continue to have a greater say around flexible working including how and where they work in the future

I

Other (please specify)

None of the above

20 30 40 50 60

o
>

% of respondents
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Different working environments offer different benefits

Key finding:

Businesses agree that remote working spurs longer hours but believe that
employees are able to better show value from the workplace

Firms surveyed believe that on site or office working best supports the ability for
employees to build and maintain relationships, engage in company culture, as well
as being better for diversity and inclusion and for career progression (see Exhibit
3). In contrast, respondents believe that hybrid working best supports the ability

to attract talent, manage employee costs and best supports employee mental
wellbeing and physical health and productivity.

Once again, there were more positive responses from larger firms regarding the
potential for hybrid working to be better for delivering certain benefits compared to
SMEs, who were more likely to state that on site working delivered the best benefits.

Firms surveyed believe that remote working is not the best environment for
supporting most of the benefits mentioned. The exceptions were costs and
expenses associated with work, where over a quarter cited remote as the best for
enabling employees to manage costs. However, hybrid working was cited as the
best for managing costs overall.

Half of business leaders in this survey believe that hybrid working is the most
supportive environment for employee productivity while 45% believe on site working
was the most supportive, with only a small percentage citing remote working as

the best environment. This contrasts to the revolution of work survey® conducted by
CBI Economics during the pandemic in 2021 which found that 50% of businesses
reported a positive impact of remote working on productivity, with only 21% citing

a negative impact. It is possible that, at that stage of the pandemic, the benefits

to working remotely on productivity were more apparent as they were felt more
immediately (a CIPD literature review found that home working increased productivity
through work intensification and providing a more productive environment).”
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However, some of the potential drawbacks which are picked up by Exhibit 3; less
innovation, less engagement in company culture and less ability to build and
maintain relationships — may only become apparent as the effects on productivity
build up over time. It is also likely that these impacts become more pertinent to
business leaders now when evaluating a longer term working pattern compared to
the temporary working situation many found themselves in last year. This clearly
highlights why hybrid working could be seen by many as being the most productive
pattern. It allows a balance to be struck between highly productive working from
home days, and onsite activities which can benefit productivity in the long run.

Opinions on what is the better environment for various work factors unsurprisingly
differs between those who work on site and those who work in a hybrid pattern.
This is particularly stark when looking at employee productivity. Firms who have
introduced a hybrid working policy since the pandemic were over three times more
likely to say that hybrid working best supported productivity than on site working,
while on site workers were over three times more likely to say on site working best
supported productivity than hybrid working. Firms working on site were also much
more likely to say on site working best supports creativity and innovation, as well
as career progression; hybrid firms, however, were more split on what work pattern
supported these two factors. Of course, it is not known if differences in perception
are driving company decisions around working practices, or if the experience of

going hybrid is driving more pro-hybrid perceptions.
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Exhibit 3 Best environment for supporting various work factors

For your business, which work environment do you believe best supports the
following:

[
2

Ability for employees to build and maintain relationships

|E
3

Employee engagement in company culture

‘
=

Employee creativity and innovation

Employee career progression

£
(Y

Diversity and inclusion

Employee productivity

Employee mental wellbeing

(N
N

Employee physical health

‘
=

Ability to attract talent

Ability for employees to manage costs expenses associated with work e.g. transport energy costs

50 60 70 80 90

=}
5]
N}
S
o
S
S
IS

% of respondents

B Working on site/in the office ™ Remote working ~ ® Hybrid working
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Employees are largely trusted to get their work done, whether they work remotely
(a net balance of 61% of respondents agree®) or work in the office (83%). While
surveyed firms believe that employees take more breaks when working remotely,
respondents also believe that employees were more likely to “power through” when
ill and work longer hours remotely (see Exhibit 4).

Respondents believe that it is easier to support employees’ mental and physical
health and wellbeing from the workplace than remotely, although Exhibit 3 shows
that surveyed firms believe that hybrid working provides the best environment to
support employee mental health and wellbeing. Again, this could demonstrate

the ability of hybrid to act as a 'best of both worlds' approach, by combining
greater leisure time gained by working from home® with the higher likelihood that
employees access employer-provided health and wellbeing benefits when working
from a workplace (as shown by Exhibit 4), combined with the lower likelihood that
employees face loneliness from remote working.®

Surveyed firms believe that employees are able to show their value better if they
work from a workplace (net balance of 69% agree with this) compared to remote
working (10%). This may partly drive the finding of Exhibit 3 that working on site
best supports career progression, although it is likely that the greater degree of
innovation, networking and engagement with company culture also play a role in
this. The suggestion that home working may inhibit progression is supported by
academic literature,” creating one obstacle for firms to overcome in adopting long-
term hybrid or remote working models.

“The percentage that responded that they strongly disagree or disagree subtracted from those that responded that
they strongly agree or agree
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Exhibit 4 Benefits of working remotely or in the workplace

To what extent do you agree with the following statements

(Select all that apply):

Remote working
80
60
40
[}
(s}
c
©
z
2 20
T
(=4
~
[%2}
<
[}
hel
c
2 0
@ .
5
-20
-40
-60
Itis best for Itis easier ~ Employees Employees Employees  |trustmy Employees  Employees Employees Employees
employees  to support are more are more are able to  employees to are more take more are more are more
mental employees likely to work  likely to show their get their likely to work breaks  productive likely to take
wellbeing physical longer hours power value if work done  experience when they ~ when they part in health
when they  health when  when they through they work when they  burn out if work work and wellbeing
work they work work when they work they work benefits that
have an are offered
iliness like a when they
cold or other work
virus when
they work
= Agree ®  Strongly agree ® Disagree m  Strongly Disagree ®  Net balance



% of respondents / net balance

On site

100

80

60

40

20

-20
-40
-60
Itis best for  Itis easierto  Employees Employees
employees support are more are more
mental employees likely to work likely to
wellbeing  physical health longer hours power
when they when they when they through
work work work when they
have an
illness like a
cold or other
virus when
they work

Agree ®  Strongly agree ® Disagree

m Strongly Disagree
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| trust my Employees Employees Employees

employees to are more take more are more
get their likely to work breaks  likely to take
work done experience when they  part in health
when they burn out if work and wellbeing
work they work benefits that

are offered

when they

work

®  Net balance

19
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Health and wellbeing in the
context of new ways of working

The Covid-19 pandemic caused a number of mental health challenges as people
were locked down in their homes, battling health and finance-related fears and
for many, juggling caring responsibilities alongside work. This shone a light on
the role of employers in supporting employee health and wellbeing and how
working practices can impact their ability to do so. This section of the report looks
at business views on the future of working and how new ways of working impact
health and wellbeing.

Employee health and wellbeing is clearly important to employers, with almost half
of surveyed firms (48%) stating that they have employee health and wellbeing on
the company risk register (see Exhibit 5), which represents a majority of firms when
accounting for the 15% who do not have a risk register. Large firms are more likely
to include health and wellbeing on their risk register than SMEs (56% vs 46%),
although SMEs were also more likely to not have a risk register (18% vs 5%). Large
and small firms were broadly as likely to say it wasn't on their register (28% for
SMEs vs 26% of large firms).

Exhibit 5 ‘Is employee health and wellbeing on your company risk register?”

.‘ = Yes (48%)

m No (27%)

B Don't know (9%)

® N/A - my company does not have a risk register (15%)




CBI Economics: Employee wellbeing in a changing working world

Businesses have prioritised health and wellbeing since the pandemic

Nearly three quarters of businesses agree that their company has prioritised health
and wellbeing since the pandemic. This statement particularly applied to larger
businesses with 93% either agreeing or strongly agreeing. Although a majority of
SMEs also agreed to this statement (66%), a number of qualitative comments from
respondents suggested that this is because it was a priority pre-pandemic for SMEs
as it is easier to check in with employees in a smaller organisation.

This aligns with some findings in the CBI's 2021 Employment Trends Survey™® where
supporting the health and wellbeing of staff was cited by 67% of respondents when
asked about their D&l priorities for the next few years, as well as the CBI's Front of
Mind report' where 63% of business leaders believed employers now have more
responsibility for their employees’ mental and physical health beyond the workplace.

These findings are supportive of the next finding around the question which asked
whether firms have a greater responsibility to support health and wellbeing since
the pandemic. Almost two thirds of businesses agreed with this statement, with a
similar split between larger firms and SMEs (82% vs 60%), which may again relate
to the qualitative comments that SMEs have always felt a responsibility.

Encouragingly, half of firms disagree that they are finding it hard to understand
how best to support employee physical and mental health and wellbeing since the
pandemic, although nearly a third (31%) were undecided (see Exhibit 6).

Around 70% of firms are giving employees more flexibility to work in a way that
supports health and wellbeing, which reinforces earlier survey findings on company
working policies that even those who require staff to be on site full time are still
looking at ways to be more flexible.

Exhibit 6 Employer support post pandemic

My company is finding it hard to understand how best to support employee

physical and mental health and wellbeing since the pandemic

(

B Strongly agree (3%)
m Agree (16%)

m Neither agree nor disagree (31%)

m Disagree (42%)
\ ® Strongly disagree (8%)

21
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Access to mental health resources were the most introduced resources
during the pandemic

57% of businesses introduced access to mental health resources such as
counselling or wellbeing apps, to support employee health since the pandemic.
About four in ten respondents stated that they created more or new ways for
employees to share feedback on their physical and mental health and wellbeing
as well as training for managers to understand how to better support employees
(see Exhibit 7). Meanwhile just under a third have re-designed their office space
to create a working environment that better supports the physical and mental
wellbeing of their employees.

There is another clear split between firm sizes, with a bigger proportion of larger
firms having introduced access to mental health resources (86%), implementing
training for managers (70%) and using more or new ways for employees to share
feedback (60%) — a much higher proportion than SMEs (49%, 31% and 40%
respectively). Again, qualitative comments suggest that SMEs are more likely to
talk to staff directly about their health rather than introduce new resources or ways
of working.

Exhibit 7 Supporting employee physical and mental health and wellbeing

Which, if any, of the following has your business introduced or evolved since
the start of the pandemic to support employee physical and mental health
and wellbeing? (top ten selected)

o
N|

Access to mental health resources like counselling or wellbeing apps

More or new ways for employees to share feedback on their physical and mental health and wellbeing

Training for managers to understand how to better support employee physical and mental health and wellbeing

Re-designed office space to create a working environment that better supports the physical and mental wellbeing of our employees

Changed how to measure productivity by focusing on work outputs rather than hours

-
N

Created a dedicated role (e g a wellbeing officer) to support on physical and mental health and wellbeing

Access to financial wellbeing sessions

Introduced or increased private health insurance or medical benefits

Discounts on gym memberships

We haven't evolved or introduced any new policies or benefits to support employees

o

10 20 30 40 50 60

% of respondents
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There was also a company size difference in responses among those that have
adopted different working practices (see Exhibit 8). For those that have adopted
hybrid working, access to mental health resources remained the most introduced
support (64%), while over half introduced more or new ways for employees to
share feedback on health and wellbeing and 45% cited training for managers.
While the same three options were selected for those working from the office or
a workplace, a lower proportion of firms seem to have introduced new support
since the beginning of the pandemic, compared to hybrid. This could be due to
existing mechanisms for checking in on mental health in the office/workplace
remaining suitable with managers and employees being in the same place at
the same time and the ability to check in with employees more often. Whereas in
a hybrid environment, it may be more difficult to get in touch with managers so
access to resources and additional feedback loops were introduced in this new
way of working. Managers may also have felt ill-equipped in a hybrid environment,
with the normal training given perhaps considered less useful in this new way

of working. Therefore, this may have spurred the need for additional training to
understand how best to support employees in a hybrid environment.

The CBI's Front of Mind report' suggests that line managers are provided with
suitable training to help them spot signs of poor mental health remotely and in-
person in this new way of working. More examples of how businesses can support
employee mental health when working in a hybrid environment can be found in the
CBl's adapting to hybrid working practical guide."

s
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Exhibit 8 Supporting employee health and wellbeing in different
working practices

Which, if any, of the following has your business introduced or evolved since
the start of the pandemic to support employee physical and mental health
and wellbeing? (Select all that apply)

We haven't evolved or introduced any new policies or benefits to support employees

Access to in-person exercise classes

Discounts on gym memberships

Increased holiday allowance for employees

Introduced or increased private health insurance or medical benefits

Designated/ diarised time to take extra breaks (in addition to any existing breaks they should be taking e g lunch break)

A right to disconnect policy which allows our workers to disconnect from work outside of normal working hours

!

7

Access to virtual exercise classes

]I

Access to financial wellbeing sessions

Created a dedicated role (e g a wellbeing officer) to support on physical and mental health and wellbeing

27

Changed how to measure productivity by focusing on work outputs rather than hours

37
Re-designed office space to create a working environment that better supports the physical and mental wellbeing of our employees

2

||

Training for managers to understand how to better support employee physical and mental health and wellbeing

More or new ways for employees to share feedback on their physical and mental health and wellbeing

Access to mental health resources like counselling or wellbeing apps

o

10 20 30 40 50 60 70

% of respondents

m Office ® Hybrid
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In the CBI's 2021 Employment Trends Survey,” businesses reported similar
findings to this survey regarding the steps firms would need to take to transition

to hybrid working: 65% of companies reported that they are developing new
communication strategies to keep in touch with employees regardless of working
time and location. 60% of businesses were also investing in new technology to
facilitate new working patterns and 55% were changing the layout of their office
space to accommodate a hybrid or flexible workforce. Over half of respondents
also cited investing in digital skills for the workforce and developing tailored
strategies for mental health and wellbeing to accommodate all workers. The survey
findings found that the focus on developing tailored mental health and wellbeing
strategies is essential to help employees work confidently in a rapidly changing
working environment. The report stated that the key will be identifying where hybrid
skills gaps are, and equipping managers with the tools and resources to support
employees. To help with this in the future, the survey found that 44% of firms are
considering organising social events to build whole organisation culture, with

other steps being considered including tailored strategies for mental health and
wellbeing (37%) and changing the layout of the office space to accommodate a
hybrid or flexible workforce (32%).

Employers believe hybrid is a net positive for health and wellbeing

Businesses that have adopted hybrid working were then asked statements around
how its adoption has impacted health and wellbeing. Of those that have adopted
hybrid, the majority agree (77%") that its adoption since the pandemic has helped
employees to better manage health. This is supported by the CBI Economics
survey on the revolution of work conducted in 2021 in collaboration with Nexus,®
where 62% of firms stated that the business motivations for moving towards hybrid
working was to support employee mental health and wellbeing.

Businesses were also asked if the hybrid working practices adopted since the
pandemic have made no difference to employee physical and mental health and
wellbeing, the majority disagreed with this statement (65%).

*Agree = agree + strongly agree

*Disagree = disagree + strongly disagree
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Views were mixed however regarding whether hybrid working practices have made

it more difficult for employers to support employee physical and mental health and
wellbeing because people are less likely to be in the same place at the same time
(see Exhibit 9). 29% either agreed or strongly agreed with the statement while 34%
either disagreed or strongly disagreed. However, over half of businesses (55%°)
agree that their employees monitor their own health in a hybrid working environment.

Exhibit 9 Hybrid working policies

“The hybrid working practices we have adopted since the pandemic have
made it more difficult to support employee physical and mental health and
wellbeing because people are less likely to be in the same place at the
same time”

m Strongly agree (2%)
. Agree (27%)

®m  Neither agree nor disagree (36%)

[

. ’ m  Strongly disagree (8%)

*Agree = agree + strongly agree

B Disagree (27%)

*Disagree = disagree + strongly disagree
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Around six in ten businesses stated that since the pandemic, they have seen
greater employee demand for flexible working. A similar proportion of firms
have also encouraged managers to actively ask about the physical and mental
wellbeing of employees.

A bigger percentage of larger firms selected these options compared with SMEs
(see Exhibit 10). This is particularly the case for greater employee engagement with
mental health support and benefits (72% in larger firms vs 29% in SMEs).

Exhibit 10 Employee changes since the pandemic

Please select the statements below which apply to your workforce since the
start of the pandemic (Select all that apply):

Greater employee demand for flexible working

‘

Encouraged managers to actively ask about the physical and mental wellbeing of employees

~N
N

Greater employee engagement with mental health support and benefits

Greater employee interest regarding the benefits and policies available to support their physical and mental health and wellbeing

!_.
N

Greater employee uptake of benefits to support their physical health

Greater employee uptake of health insurance benefits

None of the above

o

10 20 30 40 50 60 70 80 90 100

% of respondents

= Overall ® SMEs ® Large
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Business disruption and priorities

Staff concerns are a key business disrupter

Key finding:

Skill or labour shortages and economic risk are the key issues causing
disruption to businesses currently.

Poor employee health and wellbeing is one of several issues that are currently
causing disruption to businesses. Exhibit 11 shows that the issue causing
disruption to most responding firms is shortages of skills or labour (60%), followed
closely by economic risk, which includes factors such as market volatility, inflation,
stagnation or fluctuation. Almost half of firms (48%) cited talent retention and
attrition as a disrupting factor.

This backs up the findings of the CBI's regular economic surveys which show
that skill/labour shortage concerns remain elevated across the services and
manufacturing sectors, limiting output and investment.”? CBI surveys have also
reported a notable decline in business optimism in recent months.

Firms of all sizes reported concerns regarding staff shortages in this survey and
this was the most cited issue for SMEs. However, large firms were much more
likely to cite talent and retention as a disruption than smaller firms (70% vs 41%)
and this was the most selected issue for large firms. Poor employee mental
health and wellbeing was cited by around a quarter of surveyed firms, while poor
employee physical health was cited by 12%.

The finding that skills or labour shortages is the issue causing disruption to most
surveyed firms provides further insight into the increased prevalence of hybrid and
flexible working. A majority of respondent firms (71%) believe that hybrid working
is best for attracting talent (Exhibit 3). Given that around half of surveyed firms
were motivated by staff recruitment and attrition difficulties (52%, Exhibit 13) to
introduce or evolve health and wellbeing policies, it is likely that this has also been
a motivating factor behind the introduction of hybrid and/or flexible working.
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The largest proportion of those that have hybrid policies see the greatest disruptor
as economic risk. Although skill or labour shortages are still a concern for

hybrid employers, they have been cited by the highest proportion of respondents
for firms with office environments. As working practices change, CBlI member
anecdote suggests that employees are being more outspoken regarding their
work environments and benefits. This potentially implies that hybrid employers
find it slightly less difficult to find the right workers or skills for their vacancies

as they offer a more flexible way of working, which appears to be something that
employees are increasingly looking for in an employer.

Exhibit 11 Business disruption

Which of the following issues, if any, are currently causing disruption to your
business? (Select all that apply)

Skills or labour shortages

Economic risk

Talent retention and attrition

Business interruption

Changes in legislation and regulation

Poor employee mental health and wellbeing

Competition in market

Cybersecurity threats

Environmental sustainability targets

Poor employee physical health

Other

I

New technologies

None of the above

o

10 20 30 40 50 60 70

% of respondents
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Business performance is the top business priority over the year ahead

Although Exhibit 12 indicates that business performance is the most cited priority
for business over the year ahead, there is still a clear emphasis on staff as a key
priority. Around six in ten cited staff retention while a similar proportion also cited
employee health and wellbeing as top priorities. This is particularly the case for
larger firms, with the greatest proportion of firms citing health and wellbeing as a
top priority for the year, followed by business performance. However, qualitative
feedback from survey respondents indicates that the slightly lower proportion of
SMEs citing this as a top priority for the year ahead may be due to it always being
a priority for smaller firms.

For both firms with hybrid and office working policies, business performance

was the most cited priority overall. However, hybrid firms rated the importance of
employee wellbeing slightly more highly than office-based firms: nearly seven in
ten cited supporting employee health and wellbeing as a top priority, compared to
six in ten in office/on site working firms.

Exhibit 12 Business priorities for the year ahead

Which of the following areas, if any, are top priorities for your business over
the next year? (Select all that apply)

Business performance/Growth trajectory

Staff retention

Supporting employee health and wellbeing

Recruitment

Improving customer experience

Sustainability

Reducing operational costs

Workforce training/reskilling

l
N

Developing new products and services

Implementing new technology

Other

o
>

20 30 40 50 60 70 80

% of respondents
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Benefits, challenges and
the evolution of health and
wellbeing at work

Key finding:

Productivity is seen as the main benefit of introducing or evolving health and
wellbeing policies.

Business leaders are realising that supporting employee health and wellbeing can
benefit their companies in multiple different ways. This section of the report looks
into what businesses consider the main benefits and challenges of introducing
these policies as well as assessing how these benefits might change as different
working practices evolve.

Firms were asked what the main motivating factors were for businesses

to introduce or evolve health and wellbeing policies and benefits for employees,
and recognition that employees are more productive when their physical and
mental health and wellbeing is supported was the most common answer (selected
by 69% of respondents). Employee wellbeing and productivity are clearly linked,
with happier employees having been shown to be more motivated and therefore
more productive,”® which explains why the largest percentage of firms have chosen
this option.

But there were a number of other options cited by around half of respondents (see
Exhibit 13). staff recruitment and attrition difficulties since the pandemic, ensuring
that benefits are attractive compared to competitors, concerns about work life
boundaries being eroded from increased homeworking and increased demand due
to employees feeling isolated or disconnected from colleagues all ranked highly.

Six in ten respondents that have hybrid working policies believed the main reason
for introducing health and wellbeing policies was regarding concerns about work
life boundaries being eroded from increased homeworking, compared to 35% for
those that have office or on site working policies. 53% of those working in hybrid
working environments saw increased demand for health and wellbeing policies
due to employees feeling isolated or disconnected from colleagues as a motivating
factor, compared with 35% for those with office or on site policies.
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Exhibit 13 Motivating factors for health and wellbeing policies

What do you believe are the main motivating factors for businesses
to introduce or evolve health and wellbeing policies and benefits for
employees? (Select all that apply)

In recognition that employees are more productive when their physical and mental health and wellbeing is supported

Staff recruitment and attrition difficulties since the pandemic

To ensure attractive benefits compared to competitors

Concerns about work life boundaries being eroded from increased homeworking

47

Increased demand due to employees feeling isolated or disconnected from colleagues

Previous policies were not fit for purpose for hybrid working

Challenges with staff burnout due to changes to ways of working during the pandemic

I

7

To encourage employees to come back into the office

7

High staff turnover during the course of the pandemic

I

None of the above

Other

o
>
N}
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o
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o
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70

% of respondents

Key finding:

It is challenging for firms to tailor their health and wellbeing policies to
ensure that they meet the needs of different people in the business

Businesses were then asked what the challenges were in introducing or evolving

health and wellbeing policies: tailoring benefits and policies to ensure they

meet the health and wellbeing needs of different people in the business was the
challenge cited by the largest proportion of respondents (59%, see Exhibit 14).

80
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Exhibit 14 Challenges in introducing health and wellbeing policies

What do you believe are the main challenges for business in introducing or
evolving health and wellbeing policies and benefits for employees? (Select
all that apply)

Tailoring benefits and policies to ensure they meet the health and wellbeing needs of different people in the business is difficult

Not enough time or resources to dedicate to supporting employee health and wellbeing

Introducing new health and wellbeing policies for a hybrid workforce is complicated

Lack of expertise on how to introduce or evolve health and wellbeing policies to meet the needs of the workforce

Lack of awareness on what employees want or need to support their wellbeing

N
N

Lack of employee engagement in existing or previous benefits or policies

Too expensive

Lack of access to tools and technology to do this with a hybrid workforce

None of the above

Don't believe it will be beneficial to the business

Other

o
o
N
o

30 40 50 60

% of respondents

Key finding:

Flexible working is expected to be the most appealing health and wellbeing
benefit to employees post pandemic, according to business leaders

70
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Firms were questioned on what they believe will be the most appealing health and
wellbeing benefit to employees post pandemic (see Exhibit 15). Flexible working
was identified by respondents as the standout benefit for employees for all firm
sizes, but for larger firms, access to mental health resources (77% vs 49% for
SMEs), an office set up in a way that supports physical and mental health (60% vs
42% for SMEs) and access to financial wellbeing support (61% vs 26% for SMEs)
ranked particularly highly compared to SMEs. This may be because larger firms
may have the resources needed (e.g. HR departments, funding) to provide some of

these benefits to a greater extent than SMEs.

Over half of firms said that access to mental health resources was likely to be the
most appealing benefit to employees post pandemic, which supports why a similar

percentage of firms stated that this is the main resource firms introduced during the

pandemic (see Exhibit 8).

Exhibit 15 Most appealing health and wellbeing benefits for employees

What do you believe will be the most appealing health and wellbeing

benefits to employees post pandemic? (Top ten)

‘

0
Flexible working

Access to mental health resources like counselling or wellbeing apps

l
&

An office which is designed/ set up in a way that supports physical and mental health

Ability to work anywhere

The ability to choose health and wellbeing policies that best support their age and life-stage

37
Right to disconnect policy

Access to financial wellbeing support

More than the statutory holiday allowance

A wellness programme that incentivises and rewards people to take steps to be healthier

Access to private healthcare

o

10 20 30 40 50 60 70

% of respondents

80
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Measurement and investment
Into health and wellbeing

The survey findings have clearly shown that health and wellbeing is a key priority
post pandemic, but are firms measuring this so that they can track progress?

Our survey findings show that half of businesses measure health and wellbeing
through employee surveys or feedback forms, while about a third of businesses
stated that line managers have formalised meetings with employees to check in on
their physical and mental wellbeing (see Exhibit 16). Three quarters of larger firms
measure through employee surveys or feedback forms, while SMEs are more likely
to take a mixed approach of forms and/or formalised meetings with employees. A
large number of SMEs also chose the “other” option and stated that they conduct
informal conversations with staff to check in on progress.

Meanwhile, 17% said that the business does not currently measure employee health
and wellbeing but plans to in the future, while 11% said that the business doesn't
measure and doesn't intend to. Interestingly, a greater proportion of those with

hybrid working environments measured employee health and wellbeing through
employee surveys or feedback forms compared with office environments (65% vs
24%,) while a greater proportion of office based firms do not measure employee
health and wellbeing at all compared to those with hybrid working policies (42% vs
21% of firms with hybrid working policies).
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Exhibit 16 Measurement of employee health and wellbeing

How does your company currently measure employee health and wellbeing?

(Select all that apply)

Through employee surveys or feedback forms

Line managers have formalised meetings with employees to check in on their physical and mental wellbeing

27

Through the volume of engagement in the initiatives and benefits that we offer

I 7

The business does not currently mease employee health and wellbeing but plans to in the future
I 1

The business does not measure employee health and wellbeing and doesn't intend to
10|

Through monitoring the overtime of employees
10

Other
3]

Telemetry systems like Microsoft Teams to monitor work patterns

o

10 20

30 40 50 60

% of respondents

The majority of surveyed firms use these health and wellbeing insights to

understand the needs of the workforce to inform strategy now (43%) or in the future

(36%) (see Exhibit 17).

Exhibit 17 How health and wellbeing insights are used for the business

(Of those that selected that they measure health and wellbeing) When

thinking about how you currently measure employee physical and mental

health and wellbeing, please select the statement that best describes how

you use these insights:

= To understand the needs of our workforce and

'\\“ :

effectively inform our employee wellbeing strategy (43%)

To understand the needs of our workforce with plans to use
them to inform our employee wellbeing strategy in the future (36%)

To understand the needs of our workforce, but we don't
have an employee wellbeing strategy (12%)

To understand the needs of our workforce, but we don't use
them to inform our employee wellbeing strategy (3%)

Other (3%)
We don't do anything with the insights (2%)

To understand the needs of our workforce, but we don't know how to use
them to effectively inform our employee wellbeing strategy (2%)

37
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Health and wellbeing investment has either been maintained or increased
during the pandemic, but firms have mixed views on the future

6 in 10 businesses have increased funding in employee health and wellbeing,
with the remainder keeping it the same (see Exhibit 18). Not a single business
decreased investment into employee health and wellbeing, which makes it clear
that firms see the benefits of investing in health and wellbeing. A Deloitte report™
found that the average return for employers from investing in measures such

as screenings, training and awareness of mental health issues was £5.30 for
every pound spent. They also found that poor mental health has an impact on
businesses costs, with the estimated costs of absenteeism, presenteeism and
labour turnover having increased by 25% since before the pandemic (2019) and
costing an estimated annual cost of £53-56 billion in 2020-2021, which explains
why employers are keen to invest to offset some of these costs.

7 in 10 larger firms have increased investment since the start of the pandemic vs
half of SMEs. Half of firms with an office-based environment haven't changed
funding into employee health and wellbeing, compared with 36% of those with
hybrid working environments. Those with a hybrid working policy also invested

higher percentages financially compared to those with an office-only policy.
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Exhibit 18 Financial investment into employee health and wellbeing

How much, if any, has your business changed financial investment into
employee health and wellbeing since the start of the pandemic?

Increased between 1-10%

Increased between 11% -20%

Increased between 21%-30%

Increased between 31%-40%

Increased between 41%-50%

Increased between 51%-60%

Increased between 61%-70%
0

Increased between 71%-80%

0

Increased between 81%-90%

Increased between 91%-100%

Increased over 100%

The business hasn't changed funding into employee health and wellbeing

0
The business has decreased funding into employee health and wellbeing

o

5 10 15 20 25 30 35 40 45

% of respondents
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When asked about future investment intentions for employee health and wellbeing,
respondent views were mixed, with 37% stating that they plan to increase
investment, a third stating that they would not increase investment and a further
31% that were unsure (see Exhibit 19).

A decent proportion of hybrid firms expected to increase financial investment into
employee health and wellbeing over the next year (42% vs 32% for firms with
office policies) and a larger proportion of office-based firms do not expect to
increase investment over the year ahead (37% compared with 29% for those with
hybrid policies).

Exhibit 19 Financial investment into future employee health and wellbeing

Does your business have plans to increase financial investment into
employee health and wellbeing over the next year?

H Yes (37%)
® No (33%)

m Unsure (31%)
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‘Pop-up” surveys to get regular feedback on employee wellbeing were the most
popular technology selected to support employee health and wellbeing (41%, see
Exhibit 20). Around a quarter of firms also stated that they would be interested in
an online programme of exercise and mental health classes that employees can
take part in, as well as a platform that offers rewards to employees who engage in
health and wellbeing initiatives.

Larger firms were more likely to take on new technologies to support employee
health and wellbeing than SMEs.

Exhibit 20 Interest in new technologies to support employee health
and wellbeing

What, if any, new technologies would you be interested in using to support
employee physical and mental health and wellbeing? (Select all that apply)

Pop-up surveys to get regular feedback on employee wellbeing

None of the above

An online programme of exercise and mental health classes that employees can take part in

Platform that offers rewards to employees who engage in health and wellbeing initiatives

7
Machine Learning or Al-powered feedback platforms to analyse and track feedback on employee wellbeing

|

I P

Wearables to help employees track and monitor their physical and mental health
I 1

Digital gamification to increase engagement and up-take in health and wellbeing initiatives
[ 1

Machine Learning or Al platforms to offer personalised support based on employees’ wellbeing preferences
]

Telemetry systems to better analyse work patterns and potential pressure points on employee health and wellbeing
8]

Machine Learning or Al-powered chat bots to start conversations on employee mental health and direct to resources
-]

Other
0 5 10 15 20 25 30 35 40 45

% of respondents

M4
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Appendix

Survey methodology and sample characteristics

The bespoke survey, in the field in May 2022, was designed by both CBI Economics
and Vitality and garnered responses from 352 senior representatives of businesses
across the UK.

CBI Economics sent the survey to a panel comprising both CBI members and non-
members.

Overall, roughly 78% of firms surveyed had fewer than 250 employees, with those
in this category labelled SMEs. In the general UK business population, this same
proportion is roughly 99%. 22% therefore had between 250 and 20,000 employees
and are described as large companies in the report.

The largest proportion of firms came from the service sector (65%), with the most
prominent sub-sectors being other services activities (15%), professional, scientific
and technical activities (12%), financial and insurance activities (11%) and wholesale
and retail (8%) — see Exhibit 21. The second largest was manufacturing, with 30%
of respondents coming from this sector.
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Exhibit 21 Respondents by business sector (%)

Manufacturing

Other service activities

Professional, scientific and technical activities

Financial and insurance activities

Wholesale and retail trade, repair of motor vehicles and motorcycles

Construction

Transportation and storage

Information and communication

Real estate activities

Education

Arts, entertainment and recreation

Accommodation and food service activity

Administrative and support service activities

Human health and social work activities

Water supply, sewerage, waste management and remediation activities
Fos

Agriculture, forestry and fishing
Fos

Mining and quarrying

Fos3
Public administration and defence; compulsory social security

o

5 10 15 20 25 30 35
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