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Some questions for you...

¢ Are you in any way responsible for psychological well-being in
your organization?

¢ Are you interested in psychological well-being at work?

¢ Talk to person next you and discuss

— How you define psychological well-being [1 min]
— How you might assess or measure psychological well-being [1 min]




Another question for you

+ Why is psychological well-being important for your
organization?



Another question for you

+ Why is psychological well-being important for your
organization?
— Because we as employers have a duty of care or ethical
responsibility
— Because it's good business



Outline

+ Work and psychological well-being: Some history

+ What's the theory? Causes and effects of psychological well-
being

+ Five common myths about work and psychological well-being
and why they matter

+ Reflection — what are you doing around psychological well-
being and why?



Work and well-being: Some history [1]

*

Earliest work organizations: Little interest — major concerns economic — well-being
unimportant

Mechanization: More interest in physical well-being — consequences of not protecting
employees from being injured/killed recognized

Legislation with practical health and safety frameworks put in place in order to protect
employees from physical injury and death (1800s)

4

A recognition that mental health can also suffer At work in terms of ‘nervous breakdowns
and ‘nervous tension’ and fatigue (early 1900s)

Effects of poor job design recognized. Attempts to enrich work to increase job satisfaction
and performance (1940s)

The happy-productive worker idea develops



Work and well-being: Some history [2]

¢ Psychological ‘stress’ seen as a major health and safety issue - manual jobs decline,
fewer physical hazards (1960s) — work is BAD for you that'’s bad for performance

+ HSE and NIOSH reports and stress guidance

+ Focus on more specific feelings such as mood and emotion (or affect) in relation to
new kinds of work performance and emotional intelligence (1990s)

¢ Stress went out of fashion as happiness agenda arrived

¢ Carol Black, Richard Layard — work is GOOD for you and that'’s good for
performance

+ More focus since 2000 on positive states, like employee engagement, and their link
to performance (a lot like happy-productive worker idea)
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Fia. ‘A-—--fDiég-ram of the entire Cen*“ral Nervous System. ‘The doited line

is in the mid plane. Nerves entering the spinal cord aré on:the
right, those leavi it are on the left. The place marked Fillet is in_
the Peduncle of Brain. The: cerebellum is indicated: in its: crossed
relation to the cerebrum. [By permission from Sir E. A. Schiife:'s”
“« Essentials of Histology’® (Longmans).l



MASTERING
‘NERVES’

By
'PETER FLETCHER

LONDON
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YOU AND
YOUR NE RVES

A SIMPLE ACCOUNT OF THE
NATURE, CAUSES AND TREATMENT
OF NERVOUS ILLNESS

1951

BY

H. GUNTRIP

. B.Ay BD.
Leeds University, Dept. of Psychiatry

FOREWORD BY
D. R. MACCALMAN

M.D., M.R.C.P.E.

London
GEORGE ALLEN & UNWIN LTD.

RUSKIN HOUSE MUSEUM STREET
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SELF-HELP
FOR YOUR NERVES

by
CLAIRE WEEKES, M.B., D.Sc., MRA.CP.

®

ANGUS AND ROBERTSON

1962
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SELF HELP FOR YOUR NERVES
BY DR CLAIRE WEEKES

An international success

""A remarkable adventure in human understanding that can
I help you live at the top of the warld."'
Daily Sketch, London

““Most of us have been brought tu a point of total cynicism
about books which constitute do-it-yourself psychiatry
kits. . . . But once one starts to read this book all ugly sus-
picions disappear. It has a particular excellence which is
;:es;tainlv not to be found in all available U.S.A. books in the

ield.”
Australian Book Review
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HSE homepage | Contact HSE | Feedback | Help | A-Z index | Site map

=+ = Health & Safety

HSE Executive

Stress home

Management
standards

News
Good Practice

Advice for
individuals

Workshops

Links
Publications

Research /
statistics

Contact us

Acknowledgemen
Stress e-bulletin

Stress Discussion

forum

HSE Free Leaflets

Stress Section

Work-related stress

'The adverse reaction people have to excessive
pressure or other types of demand placed on
them.' - HSE

Free
Stress Survey Tools
from HSE
Workshops
Why tackle stress? Management
standards .
e-Bulletin R\

Related sites
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Health & Safety Laboratory

Home | A-Z Index | Search | Contact Us | Sitemap

An Agency of the Health & Safety Executive

About Us

Capabilities

Case Studies

Proficiency Testing

Publications

HNews

Recruitment

Training

Centre for Workplace
Health

ENB

Intreduction | KManual Handling for Az=ezzors | Human Vibration Meazurement | RPE Fit Tezt Introductery VWorkzhop

HAWS Rezponzible Perzon | Occupational Respiratory Dizeaze | An Introduction to PEPK Modelling | Ergonomics
Managing Work-Related Strezs | KManual Handling: Train the Trainer | Drug & Alcehol Policy Workshop

Human Reliability Azszeszszment | An Introduction to Bielegical Menitoring | Hand Arm Vibration Syndrome (HAWS)
CoSHH Update | Gasz Safety Workzhop | Lone Working | Online Booking

Training - Managing Work-Related Stress
Using HSE's Management Standards

HSL is holding a number of one-day training courses on Managing Work-
Related Stress.

The course will be held at the Health and Safety Laboratory, Harpur Hill,
Buxton, Derbyshire on the following date:

Date
Thursday 7 June 2007

The course will cover:
e HSF 2 rick sccpocement annrosach: HSF Mananoemaent Standarde for worke



HELPLINE 08457 47 47 47

Search our site

Enter a Keyword

Home What's new on Acas  Press releases Useful links  Conferences

You are here: Home > Publications > Advice leaflet - Stress at work

= A-Z of work

* Rights at work
* E-learning

* Training

* Qur
publications

* Resolving
disputes

* The Acas
model
workplace

* Equality and
diversity

* Information
and
consultation

* Policy and
research

Advice leaflet - Stress at work
What is stress?

The Health and Safety Executive (HSE) define stress as
"the adverse reaction people have to excessive pressures
or other types of demand placed on them".

Don't confuse positive pressure, which can create a 'buzz’,
and the harmful effects of pressure that is beyond a
person's ability to cope.

Why do people talk about stress so much today?

There is a growing awareness of the importance of health
and safety and recognition that healthy employees make a
greater contribution to a business. People are more aware
of the harmful effects of stress in workplaces but it is not
new - psychologists have been studying stress since the
1950s.

Why do we need to tackle stress?

Stress is costly, especially for small firms where cover for

sick employees is difficult to arrange. Stress can reduce the

effectiveness of employees and lead to higher rates of

Related Pages:

* E-learning
* Training sessions

) Full version of

the Advice leaflet

- Stress at work

49kb]
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‘a burnt out workforce is :
an unproductive workforce

ny services therapies client benefits Wﬂi recruitment

elizabeth gyngell, hse offici

stress causes

13.5 million

sick days

each year
can YOU afford that?

workplace stress facis

Mo rise for union legal cases, but
stress cases soar.
The TUC report January 2002

the theraputic solution to stress at work

Qur therapists are fully qualified for all of our on-site therapeutic worlk
and selected for their caring nature & awareness of continual
professional development in the waorkplace.

click to find out more...

* (On-site massage * Yoga & Pilates

« 3Shiatsu e« Reiki & Matural Healing
« Reflexology « Mutrition

+ Homoeopathy # Thai Massage

¢ [ndian Head Massage

Kinesiology

In todays society we are working longer hours. Thanks to technology,
we can work on the bus, train or plane, as well as at home. I1s is any
wonder we are suffering as a consequence?

We offer the solution to your company by therapies within your
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Training & Consultancy Subscribe About Us Contact Us

Stress Management Training and Consultancy

In Equilibrium offer the following in-house training and
consultancy:

Homepage

Stress Management Training
& Consultancy

Stress Management Stress Management for Managers
Resources

Our Consultants

Managers Managing Stress (one-day) Pdf details
Subscriber Benefits

Managers Managing Well-Being {one-day) Pdf details

Testimonials Management Actions that Prevent & Reduce stress (half-day)

Search for:

Stress Case Studies

Freventing and Reducing Bullying and Harassment

Contact Us Manaaging Difficult People

Site Map Go |

Stress Management for all Employees

— ® Lifestyle Management (one-day)
28th Nov 2007 ® Tools & Techniques for Individuals (half-day) About In Equilibrium
Conference ® How to Increase Your Energy Levels (one-day) Managers Managing Stress
® Preventing and Reducing Bullying and Harassment Management Actions

Managing Stress at
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Site Last Updated 08 May 2007
© ISMA (UK) January 1999

The International Stress Management Association "~ is a registered charity with a multi-disciplinary

professional membership. It exists to promote sound knowledge and best practice in the prevention
and reduction of human stress. It sets professional standards for the benefit of individuals and
organisations using the services of its members.

ISMA UK, PO Box 26
SOUTH PETHERTON
TA13 SWY ENGLAND

Telephone 07000 780430
Registered Charity No. 1088103
Company limited by guarantee No. 4079657

G(I)Sk"| [ SearchISMA UK |

If vou have any problems or comments contact
ISMA Webmaster:
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Intemational Stress r"'ar :,
Management Association UK

Promoting stress prevention and well-being

op'iroptimal

Positive psycholog-; well-being and business:

Docklands,London, Thursday 8 November 2007-www.uel.ac.ukfpositiveconference -020 8223 4428 2=

Click here to learn more about ISMA Click here to learm more about dealin
membear benafits with sfress and contact pecple able to help

ISMA news Press releases
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Talk to =omeone who will izten. Lines only open

0800 030 4786 AP SNESNEO
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National Stress Awareness Day
7th November 2007

21's give SIress a noliaay...

The campaign aims te present 2 more positive, proactive and manageable
approach to stress management. There are many causes of stress and when
these build up they undermine our natural ability ta cope, leaving us tired, and
anxicus, irritable and making stress more infectious.

The "STRESS —DON'T LET IT GET TOX¥QUY campaign is designed to show
how easy it is for stress to poliute our lives from one person to another. We
want 1o demonstrate how positive actions can reverse thattrend.

ISMAYY have designed two A4 posters, available as PDF for easy printing, for
vou to display at your workplace or use within your own package. These are
Free of Charge — just email nsad@isma.org.uk and we'll send them directly to
YOu.
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_ | Home | Products _ | Contact _ | Basket | Checkout

Biodots

Biodots — an aid to relaxation and stress Purchase Biodots

management You can buy Biodots online from our secure store.

Biodots are small self-adhesive, temperature sensitive

. . . . Biodots are manufactured to operate in two skin temperature
discs that are placed on the skin to monitor the skin P P

ranges; ‘normal’ or ‘low’. We recammend the use of Normal

Temperature. )
Biodots for most situations. However, in cold conditions and for
users who have cold hands most of the time, we recommend the

Changes in skin temperature are due to changes in the use of Low Temperature Biodots.

amount of blood flowing through the skin. More blood

flow — the skin is warmer; less blood flow - the skin is

T Please choose the quantity of Biodots that yvou would like to order —

you will then be able to choose ‘Normal® or ‘Low Temperature’.

When a person is tense the skin blood vessels constrict,

reducing the blood flow, the Biodot will appear yellow, Biodots

amber or black. When a person is calm and relaxed the

skin blood vessels dilate, increasing blood flow, the Biodot 25 (inc 1 colour chart) £4.75 By Mow

will appear turquoise, blue or violet.

50 (inc 2 colour charts) £8.50 By Mow
A colour interpretation chart )
. 100 {inc 4 colour charts) £i4.75 By Maw
i5 used to relate the colour
of the Biodot to the level of

relaxation and tensiomn.

500 {inc 20 colour charts) £hz.50 By Blow

1000 (inc 40 calour charts) £fii5.00 By Maw

Biodots are particularly
useful in biofeedback during Colour interpretation charts

relaxation training and for motivating and providing

reassurance to the user that they are achieving relaxation 1 £o0.12 e

and tension reduction.



Stress Balls / Hearts

Stress Balls

Be Stress-wise
with our soft
foam stress
balls. Squeeze
to ease your
stress. Bounce
to trounce your
stress. A
simple way to

help relieve
tension. Also ideal for juggling; a great way to unwind.

Stress Hearts

Cur 5tresswise
high—-density
foam heart fits
comfortably in
the palm of the
hand. Squeeze
your tension
away and take

care of your

heart. Heart

patients may find these helpful in managing their stress.

Foamballs

_ | Home

Purchase Stress Balls/Hearts

| Products _ | Contact _ | Basket

_ | Checkout

You can buy Stress Balls /Hearts online from our secure store:

Stress Balls

Please choose the number of Stress Balls that you would like to
order - you will then be able to choose your colour

combination.

Single Stress Ball

Pack of 4 Stress Balls

Pack of 12 Stress Balls

Stress Hearts

Single Heart

Pack of 5 Hearts

Pack of 10 Hearts

£1.50

£35.00

£14.50

£4.00

£18.00

£33.00

By Blow

Buy Mow

By Blow

Buy Mow

By Blow

Buy Mow

Postage and Packing

Delivery charges are included for UK orders. For details of
averseas delivery, please read our delivery terms.




ReminderS/CUES _| Home _| Products _| Contact _ | Basket _| Checkout

Reminders/Cues Purchase Reminders/Cues

You can buy reminders/cues anline from our secure store:
Cur hearts act as cues to think about your heart and to

help you manage your stress wisely and effectively. They
can be helpful for those following a programme to Self Adhesive Red Hearts (3z hearts per strip)

prevent heart attacks.
1 strip £0.45 Biuiy Mow

Self-Adhesive Hearts 5 strips £2.00 BiLi Mo

Detach a heart and attach
it to something you look at

10 strips £3.75 By Mow

regularly: a watch face or Red Plastic Stresswise Heart Paper Clips

PC screen for example, or

something you use 1 fo.25 By Mow

frequently. car steering

wheel or diary for 5 £1.00 Buy Rlow

example. They'll remind
you to practise your stress management techniques. 10 £i.75 By Mow

. . Red Foam Hearts
Stresswise Heart Paperclip

£4.00 Buy Rlow
Put it where you'll see it ] 4 ¥

day: di
everyday: your diary, 5 £18.00 Buw Mo
calendar, bathroom

mirror, car steering wheel,

10 £33.00 Buy Rlow
PC screen. It'll remind you

about practicing time

management, for example Postage and Packing

R Delivery charges are included for UK orders. For details of



ECK™ The UK's leading stress training product company
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Home Catalogue Search Training Login

| STRESS
MONITOR

10 Dot Stressdot Card™

Ref: 1

Stressdot Card™ with 10 Stress Dots™.

The perfect stress relief product which gives vou instant feedback
on your stress levels.

How do Stressdots ™ work?

When you are stressed there is an increase in muscle tension, the blood
vessels nearthe skins surface constrict and the temperature of your hands
and feet decreases. Similarly as you relax, your hands and feet become
warmer as the blood flows more freely. The colour changes ofthe Stressdot™
simply and graphically demonstrate the changes in the body's stress levels.

How accurate are Stressdots ™7

Medical research has proved that changes from a state of relaxation to one of
stress, can be measured by changes in skin temperature, within termperature
range of 82F to 92F. In tests, Stressdots™ have proved within this band to be
as accurate as a medical thermometer.

Cuantity 2-10 11 -20 21 -5051-100 101 -200 201 - 500
Frice | 2.49 2.19 2.05 2.00 1.95 1.85

For larger guantities, please contact us directly.
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Why OPTIMISTS live longer - Is JOY in your genes?
Does GOD want us to be happy?
Why we need to LAUGH
PLUS: Dave Chappelle on what's funny

28


http://www.time.com/time/magazine/0,9263,7601050117,00.html
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v . TIME: The Happiness Quiz

POP QuUIZ « Previous | Hext»

Measure Your Happiness

How happy are you? Sure, you may think you know, but this little test will help
you keep scorz. The satisfaction with life scale was devised in 1980 by University
of llingis psychologist Edward Diener, a founding father of hapiness research
Since then the scale has been used by researchers around the world

Read the following five statements. Then click on the 1-to-7 scale to rate
your level of agreement.

Mot at all true M oderately true Ahzalutely true TRA“EL + LEISU RE

A: In most ways my life is close to ideal Elt'f TS
1 2. 3 4 B 6 T

B: The conditions of my life are excellent
10 20 3 40 a1 i [§

- ) Explore Now
C: | am salisfied with my life

10 2 3 q 0 a1 6. i
D: So far | have gotten the important things | want in life
10 2 3 4 3 G T

E: If | could live my life over, | would change almast nothing

1L 2 3 4 5 6 T

Score: | 0O Zalculate Score Feset Test




Authentie

||;-1|)|»i||(‘r~ss

Martin E. P. Seligman, Ph.D.



LESSONS FROM A NEW SCIENCE

R B ARD LAYARD

31



Happy tfor
No Reason

{ Steps to Being Happy from the Inside Out

#1 New York Times
bestselling coauthor of
Chicken Soup for the
Woman's Soul and a featured
teacher in The Secret

Marci

Shimoft

with CAROL KLINE






Happiness




THE HOW
HAPPINESS

A SCIENTIFIC APPROACH
TO GETTING THE LIFE YOU WANT

SONJA LYUBOMIRSKY

35



Postrive Psycuorocy CENTER

} Home
Positive Psycho iz the scientific study of the strengths and virtues that enable
» Learn About Positive o =¥ hw. . : / . °
psychology individuals and communities to thrive, The Positive Psychology Center promotes research,
training, education, and the dissemination of Positive Psychology. This field is founded on
b Opportunities the belief that people want to lead meaningful and fulfiling lives, to cultivate what is best

within themselves, and to enhance their experiences of love, work, and play.

b Conferences
Positive Psychology has three central concerns: positive emotions, positive individual traits,

F Educational Programs and positive institutions. Understanding positive emotions entails the study of contentment
with the past, happiness in the present, and hope for the future, Understanding positive
b Resources for Teachers individual traits consists of the study of the strengths and virtues, such as the capadty for

love and work, courage, compassion, resilience, creativity, curiosity, integrity, self-

e knowledge, moderation, self-control, and wisdom. Understanding positive institutions

b PPC Research entails the study of the strengths that foster better communities, such as justice,
responsibility, civility, parenting, nurturance, work ethic, leadership, teamwork, purpose,

} Links and tolerance.

b About Us Some of the goals of Positive Psychology are to build a sdence that supports:
* Families and schools that allow children to flourish
+ Workplaces that foster satisfaction and high productivity
L] Communities that encourage dvic engagement

N ) + Therapists who identify and nurture their patients' strengths
Participate in _ .
online Research . The teaching of Positive Psychology

L] Dissemination of Positive Psychology interventions in organizations & communities
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REGISTER QUESTIONNAIRES RESDURCES NEWSLETTERS Forant nasswaord?

Questionnaires Center Meet Dr. Seligman

These questionnaires measure character strengths and aspects of happiness. All are yours to use at no Dr. Seligman’s main

— . . . mission has been
charge. For each one, you'll immediately receive your score and see how it compares to the scores of the promotion of

others who have used this website. We'll keep a record of your scores, so that you can return later and see | the field of Pozitive
how far youve progressed. To see your earlier scares, log in and choose the Test Center link. Peychology. This
dizcipling includes
You must complete our free registration form to use the guestionnaires. Once you are registered, you may the study of

log in whenever you like to use them again or view your scores. positive emotion, positive
character traitz, and positive
Your responses to these questionnaires will be used in research about happiness, but your e-mail institutions. Dr. Seligman is now

turning hiz attention to training

address, name, and password will not be included with them. We use them only to give you access to your Positive Peychologists

aown records and to send information about the website, if you agree to receive our e-mails. individuals whose practice will
make the world a happier place,

Featured Questinnnaire: paralliel to the way clinical

p=ychologists have made the
world a less unhappy place.
VIA SIGNATURE STRENGTHS QQUESTIONNAIRE Read full bio ...

Measures 24 Character Strengths

Questionnaire and classification of strengths are the wark of the Values in Action Institute (VIA), underthe | Ll e 108 TECS (S TR
direction of Drs. Martin E. P. Seligman and Chris Peterson, and funding for this work has been provided AUTHENTIC HAPPINESS
by the Manuel D. and Rhoda Mayerson Foundation. ® 2002 Values in Action Institute. Used with Seeking Research

permission. Participants

learm how you can help

Emotion Questionnaires:

AUTHENTIC HAPPINESS INVENTORY QQUESTIONNAIRE
Measures Overall Happiness : T ;
Cuestionnaire is @ 2005 Chris Peterson, University of Michigan. Used with permission. Psychology Association

¥

Find Out More
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Claremont Graduate University

School of Behavioral and Organizational Sciences

How to Apply to CGU
Search

Academic Programs

Cognitive Psych

CEU Heme ® &cademic Pregrams ® Eshavieral & Organizational Sciences ® Academic
oregrams * Positive Psychology

Positive Psychology

Pasitive Psychology emerged at the beginning of the new millennium as a movement within
psychology aimed at enhancing human strengths such as creativity, jov, flow, responsibility,
and optimal performance and achievement. Most study of human behavior has focused

Developmental Psych mainly on what goes wrong in human affairs: aggression, mental disease, failure, and so

Evaluation
Health Behavior Research
Human Resources Cesign

Human Rescurces
Development & Evaluation

I/C P=ych & Crganizational

Behaviar
Positive Psychology

Fositive Developmental

syvchology

a=itive COrganizational
P=ychology

sycholagy in

—fiE
o=t

£

the News
Fublic Policy & Evaluation
Social Peych

More About the MA in
Peychaology

on. While it is essential
to study and contain
such pathologies, it is
equally important to
understand those
aspects of human
experience that make
life warth living.

The School of
Behavioral and
Organizational
Sciences (SBOS) at
Claremont Graduate
University offers the
first Ph.D. and M.A.
concentrations in the
Western United States
focused on the Science
of Positive Psychology.
CGU first leapt into the
farefront of research
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COLLEGE 0f GENERAL STUDIES

Ci5Z IS A DIWISIOM OF THE SCHOOL OF ART S § SCIEMCES

PROGRAMS

Undergraduate Programs
Post-Baccalaureate Programs
Graduate Programs

Master of Environmental
Studies

Master of Science in Applied
Geosciences

Master of Liberal Arts
MPhil in Liberal Arts

Mon-Traditional Graduate
Studies

Master of Applied Positive
Psychology

]

(L = - . m

S

o The Clege of General Studies

a richly diverse population of intelleckually capable
A skudents,

(CGE5) in the Universiky of
Pennsylvania’s School of Arts and Sciences is dedicated ko
W extending learning beyvond kraditional borders and engages

Home | Programs | Contact | Apply | Resources | Course Guides | Calen

Master of Applied Positive
Psychology

Listen to the MAPP Virtual Information
Session

You are invited to listen to an archive of the Virtual
Infarmation Session about the Master of Applied Positive
Fsychology program that took place on Thursday
Movember 9, 2006. MAPP administrators, faculty, and
current students were on the call to describe the program
in detail and to answer questions. Additionally, brand new
alumni from the program described ways they are applying
their MAPP degree in their various professions

Admis:
Alumn
Applics
Conta
Curric
Downl
Faculty
Cnline
Regue
Sched

Tuition

" antol



|http: ) e routledgementalhealth, comn/9750415226653 |

BREYER STATE UNIVERSITY

BREEYER STATE UNIVERSITY-ALABAMA

| FROGHAMS

Online Degree
Programs

Degree hy Self-Design
Program Masters in

Degree Completion/
PLA Program POSITIVE PSYCHOLOGY

Certificat
F:!mmlr;:l:nsE Online Degree Program

Continuing Education
Programs

Cur anline distance education program offers students the opportunity to study a comprehensive
curriculum in the Positive Psychology graduate degree program. Fositive Psychology has =een a

| LEARIN MORE rapid expansion of organizational development and applications of positive psychology to improve
b Request Information human =services, education, government crganizations and health care.

b Tuition Through this program you will learn the skills needed to succeed in this field. &l of the courses are
, focused on the degree major thus allowing students maximum learning in the core courses and
» FAD's
the education needed today to =ucceed in a succez=ful Positive Peychology career.
¥ Accreditation
Students begin with the study of assesement, human strength, interventions and coaching. The
¥ Admissi
MIsS0NS zpecialty course allows students maximum ocpportunities to experience the real world.,  Several
b Faculty career fields this degree will prepare you for are:
» Classroom
* Coaching and Mentoring
b Home * Education and Training
* Research
I FONLINE The prereguisites for this program are: an earned bachelor degree in psychology, =ocial services,

counseling ar a related behavior field.

The anline curriculum offers an innovative approach to higher education Enrollment is cpen and
cstiidentz mav henin the nronram at anv time. All - coiiree=s are nrovided in onling clazsronmes. with




A e AR & T A S Y [

HANDBOOK
OF

POSITIVE

PSYCHOLOGY




Focitive F%qchalc}gz]




iEE L L
The Scientific and Practical Explorabons of Human Sirengths
y - - _

C.R. Snyder & Shane J. Lopez

43



[ ] (
N5
1T
1 | III
7
-~ P
.
\¢
o]
-
)
BY

44



[ona Bonywell

~_%'Jiti i Hﬁ“ E-}'"lﬂ'ﬂﬂi :

J



http://www.personalwellbeingcentre.org/books/Look%20inside%20PP.pdf

Engaging
for Success:

enhancing performance
through employee engagement

A report to Government by
David MaclLeod and Nita Clarke
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What's the theory? Causes and effects of well-being

+ Exactly how do stress, satisfaction, engagement work?
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Model of Work Stress © pPaimer & Cooper 2004

m 3 € = rcon

: Negative Financial
Potential Hazards S Outcomes Cost nses-n
Individual symptoms Days lost gooz)
*Raized blood pressure
*Coronary heart
1 Demands .Sleep & gastrointestinal disease
E disturbances RS/
*Increased alcohol =Clinical anxlety gy £3.75bn
2 Control M T andior caffeine ™" and depression
and/or nicoline intake Burnout
*Increased irritability &
3 Support P negative mmn;ﬁl
L Back pains; tension
*Palpitations; headaches
4 Relationships 0O Organisational
Y | |symptoms i
: ed
*Increased sickness
5 Role E +=4 absence N Hﬂﬁmﬁﬂg = £370m
*Increase UrMOVEer
-Increased g days lost
6 Change 3 *Reduced staff accidents
performance sincreas
*Reduced staff morale & :mmﬁm”
oyaty
*Increased hostility © Stephen Palmer, 2003
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MECHANISTIC STRUCTURE

Formal lines of authority

Highly departmentalized-specialized — ——

Rigid rules, policies, procedures
Well-defined communications channels
Vertical integration

Dyadic leader-member relations
Pockets of knowledge/expertise

BUREAUCRATIC ORIENTATION

Need for dominance
Need for achievement
Need for autonomy
Intolerance for ambiguity
Locus of control

ORGANIZATIONALLY

INDUCED STRESSORS
Role conflict PERCEIVED
Role ambiguity J—P STRAIN
Lack of control

Lack of autonomy

ORGANIC STRUCTURE

Shared Control

Participation

Informal networks of authority
Informal networks of communication
Lateral interaction

Adaptability & continuous readjustment
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Sources of
stress

intrinsic to
the job

role in the
organization

relationships at
work

individual
characteristics

career
development

organizational
structure and
climate

home—work
interface

Symptoms of
stress

individual symptoms

Disease

raised blood pressure
depressed mood
excessive drinking
irritability

chest pains

coronary heart
disease

mental illness

organizational
symptoms

high absenteeism
high [abour turnover

industrial relations
difficulties

poor quality control

prolonged
strikes

frequent and
severe accidents

apathy
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SITUATIONAL
CHARACTERISTICS

*  Selling situation

o Territory conditions

*  Job curremtly held

*  Organizational factors

SALESPERSON'S
CHARACTERISTICS

Preferences for various
job package atiribules
Other personal
characteristics (career
cvele singe, age, family
life cvele, gender. ete.)

JOB PACKAGE
CHARACTERISTICS

Task-related
characteristics

Reward-related
characteristics

MOTIVATION

Ll

SALESPERSON'S
UTILITY / SATISFACTION
WITH ] PERFORMANCE
SALES JOB PACKAGE
RESIGNATION /
TURNOVER

55



Job
Satisfaction

Moderators

Job

* Moral obligation

* Cognitive accessibility
* Aggregation

* Level of analysis

*..l Performance

* Performance-rewards
contingency
* Job characteristics
Mediators * Need for achievement
» Work centrality
» Success and . j
achicvement Aggregation
* Task specific
self-efficacy
* Goal progress
le——] « Positive mood
Mediators
* Behavioral
mientions
* Low performance
Moderators as withdrawal
E * Positive mood
* Personality/selfconcept
* Autonomy
* Norms
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Skill variety
Task variety

Task significance

CRITICAL
STATES

Experienced
meaningfulness &
of the work

Experienced
responsibility
for cutcomes

of the work

Knowledge of
the actual
results of the
work activities

S Employee growth = 5

need strength

PSYCHOLOGY sammree

PERSONAL
AND WORK

OUTCOMES

High internal
work motivation

High-quality
work performance

High satisfaction
with the work

Low absenteelsm
and turnover
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Human Capital

Well-Designed
& Aligned
Policies & Programs

Effective
Implementation,
Communication

& Execution

S S Employee Attitudes e Superior Financial

& Bahaviors Performance

Costs
-:Illllilll‘lllliII‘Illlllllllllllllllllllll'llllllIl'llulllllll"llll} [ll.‘l"l |d ’ i | EI | l
. cther program costs)
:‘, Greater Employee
Commitment &  ....... * Increased
Productivity

< Engagement
o a *

Optimal
Turnover
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So what’s the theory?

+ Good things at work make people feel good and this is good
for them, their performance and the organization

+ Bad things at work make people feel bad and this is bad for
them, their performance and the organization

\\

¢ "For every complex problem there is an answer that is clear,
simple and wrong.” (Mencken)
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Four common myths about work and psychological
well-being

+ Psychological well-being at work is getting worse

¢ Psychological well-being is A (single) Thing
+ More well-being is always better

+ Work conditions necessarily have a large impact on
psychological well-being

¢ Feeling good is good and feeling bad is bad



1. Psychological well-being at work is getting worse

+ Job satisfaction in across UK workforce relatively stable

o Stress, depression or anxiety caused or made worse by work
relatively stable
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CIPD Employee Outlook

60
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Spring IAutumn l Spring I Autumn [ Spring IAutumnI Spring I AutumnI Spring I AutumnI Spring l Autumn I Spring
201 20m 2012 2012 2013 2013 2014 2014 2015 2015 2016 2016 2017

Overall Private sector = Public sector eeees e Voluntary sector
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HSE data

Figure 1. Estimated prevalence and incidence rates of stress, depression or anxiety caused or made
worse by work, for people working in the last 12 months.

1800 __L 95% confidence mierval
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v T -

. T - 3 T

2002 00003 0008 000 200506 2000607 00008 0000 000N 20 20102 0Ny NI 0UuAE
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So what?

¢ Don’t assume there’s some broader national decline or crisis
in psychological well-being at work

+ Need to check trends in your organization and check if they
are meaningful



2. Psychological well-being is A (single) Thing

+ Subjective well-being

— General life satisfaction
— Emotions — short-term very specific reactions (anger, fear, joy, shame)

— Moods — longer-term less reactive (positive affect [happiness], negative affect
[anxiety])

¢ Psychological well-being

— Autonomy

— Personal growth
— Self-acceptance

— Life purpose

— Mastery

— Positive relations

¢ Clinical conditions/mental health (e.g., clinical depression)
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So what?

¢ It does matter what you call things

+ All these different aspects of psychological well-being are
different and not necessarily related at all

+ Beware the idea that lower levels of, for example, anxiety lie
on the same continuum or scale as a mental health condition
like anxiety disorder

+ Need to focus on specific aspects of well-being

67



3. More well-being is always better

¢ It is highly unlikely that the link between well-being and
outcomes (e.qg., performance is linear) — matters up to a point,
then not so much

High Well-Being 1t

-
o

Low Well-Being

Low Performance High Performance



So what?

+ Need to find out for your organization whether there is a link
between levels of specific aspects of well-being and specific
outcomes
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4. Work conditions necessarily have a large impact on
psychological well-being

¢ Pre-existing health and psychological conditions of individuals
o Personality

+ Wider economic environment

+ Family and other nonwork demands

+ Support and provision from state and elsewhere

o Cultural shifts (e.g., meaning of work, identity, meanings of
health and well-being)

¢ Socioeconomic status (remember executive stress?)
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Whatever happened to executive stress?

Executives

larry Levinson
Ll under Pressure

ENECLTIVE
SRESS

1970

Donald Norfolk

Managing Executive g e
Executive Stress: A

Systems Approach
1979
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So what?

+ The well-being you observe in your organization may be little
or nothing to do with what’s going on in the workplace

+ Therefore your ability to intervene to change well-being
because so many other things determine well-being

o In general/ work is good for well-being — so trickier to
intervene to improve something that is already generally
having a positive impact
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5. Feeling good is good and feeling bad is bad

¢ Positive well-being not necessarily good for performance and
vice versa

— Negative feelings not necessarily bad (e.g., as sources of
information, focused concentration)

— Positive feelings not necessarily good (e.g., pride comes before a
fall, inhibit critical thinking)

— High performance needs a mix of both positive and negative

— Most things we do and are proud of and identify with were not
wholly positive
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So what?

+ Managing well-being is not simply about improving positive
and diminishing negative — it's more nuanced

+ Creating meaningful work and meaningful workplaces is not
just about creating positive feelings — challenge, difficulty,
anxiety, loss all part of it
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My assumptions: Psychological well-being professionals
should...

¢ ...do stuff that addresses important psychological well-being
problems and opportunities (rather than trivial issues)

o ...do stuff that is more likely to work (rather than stuff that is
unlikely work or has little effect)

¢ Do you agree? If so, how are we going to do that?
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The simple answer is evidence-based practice (or
something like it)

o Gather quality assessed evidence from multiple sources about
the likely problem (or opportunity) and only if you're fairly
sure it's important...

o Gather quality assessed evidence from multiple sources about
the likely solution

+ Only by doing this can we do what's /important and what's
more /ikely to work
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Reflection — what are you doing around psychological
well-being and why?

+ Do you have good quality evidence from multiple sources
about your well-being problems or opportunities?

+ Do you have good quality evidence from multiple sources
about likely solutions?

+ Do you have good quality evidence about whether or not
your interventions are working?
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In conclusion

+ There’s no shortage of activity around well-being at work

+ But there are important concerns about the effectiveness and
value of this activity

+ Asking more and better questions and trying to answer them
— rather than just doing stuff — will improve our practice
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