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Why wellbeing at work?

Wellbeing is not only good for people, it's good for business.

$1.6bil +10% 2.3x ROI

Approximately $1.79 billion each year is Organisations that prioritise employee Every dollar spent creating a mentally
lost due to workplace absence and engagement and wellbeing healthy workplace has an average
stress outperform the industry average by return on investment of 2.3x according
approximately 10% on the Financial to research by Beyond Blue and PwC

Times Stock Exchange 100 Index

GCreater Reduced Increased Greater Enhanced Increased Fewer Lower
employee staff profitability  information performance job work healthcare
engagement turnover and sharing under satisfaction injuries costs
productivity within pressure
teams

https://nziwr.co.nz/workplace/



What is Wellbeing (according to Google)?
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EXPLORE '
voun "\ To -
~ WELLBEING |

WHAIA TE ARA HAUORA,
O RWHITIORA. .

A GUIDE FOR INDIVIDUALS
AND COMMUNITIES

23-29 | Mental Health ; g Mental Health Foundation

o New ZEALAN
SEPT Awareness Week meuri ti, meuri ere

HTTP://THISISG

https://mhaw.nz/assets/MHAW-2019/Individual-explore-pack.pdf

https//www.healthnavigator.org.nz/healthy-living/t/te-whare-tapa-wh%C4%81-and-wellbethg/
https://www.healthnavigator.org.nz/healthy-living/p/pacific-models-of-health/




What is important for workplace wellbeing?

overall BN
exercise
healthy activities and recovery nourishment / water
resilience breaks / within work recovery
mental health stress barriers to recovery
mental health support |jine manager physical problems from workplace
organisation
aware of support - formal /informal
happiness
life satisfaction work conditions | safety
worthwhile
anxiety financial security | finances and mental health MG/ nasEment

confidence in future
ability to withstand shock

job satisfaction

| facilities

) working patterns
subjective physical and systems Pl
wellbeing culture | fairmess commute

identity with values

communication
| support
i stretching and enabling growth
ine manager atmosphere
relationships support fairness
others at work I respect change management
personal investment

ability to influence decisions

clear goals and line of sight workload
purpose engagement | r_"iif.COfT"\‘]|l.:3|"!v’."ClW1 use of skills
motivatior job *fit'

job quality

competence
I career development / progression

https;//whatworkswellbeing.org/wp-content/uploads/2020/02/Centre-wellbeing-course-Jan2018_ 0253194800.pdf



o-MINUTE PSYCHOLOGICAL
SAFETY AUDIT:

e |f you make a mistake in this team, will it be held against you?

Dependability

Team members get things done on time and
meet Google's high bar for excellence.

¢ Are the members of this team able to bring up problems and tough issues?

Structure & Clarity e Do people on this team sometimes reject others for being different?
Team members have clear roles, ; : : >
plans, and goals. * Is it safe to take a risk on this team?
e |s it difficult to ask other members of this team for help?
Meaning e Would anyone on the team deliberately act in a way that undermines efforts?

Work is personally important to
team members.

e Working with member of this team, are unique skills and talents valued and utilised?

Edmondson, A. (1999) Psychological Safety and Learning Behaviour in Work Teams. Administrative Science Quarterly, 44: 350-383.

Impact

Team members think their work matters

and creates change.
re:\Nork

https//www.nytimes.com/2016/02/28/magazine/what-google-learned-from-its-quest-
to-build-the-perfect-team.html



MINDSET/
VALUES

“We judge ourselves by our intentions and others by their behaviour.”
Stephen M.R. Covey, The Speed of Trust: The One Thing that Changes Everythin



https://www.goodreads.com/work/quotes/35986

What'’s Your Personality Type?

Use the questions on the outside of the chart to determine the four letters of your Myers-Briggs type.
For each pair of letters, choose the side that seems most natural to you, even if you don't agree with every description.

1. Are you outwardly or inwardly focused? If you

« Could be described as
takative, outgoing

« Like to be in a fast-paced
environment

« Tend to work out ideas with
others, think out loud

« Enjoy being the center of
attention

then you prefer

E

Extraversion

2. How do you prefer to take in information? If you:

« Focus on the reality of how
things are

« Pay attention to concrete
facts and details

« Prefer ideas that have
practical applications

« Like to describe things in a
specific, literal way

then you prefer

S

Sensing

« Could be described as
reserved, private

through inside your head
« Would rather observe than
be the center of attention

then you prefer

Introversion

« Imagine the possibilities of
how things could be

« Notice the big picture, see
how everything connects

« Enjoy ideas and concepts
for their own sake

» Like to describe things in a
figurative, poetic way

then you prefer

N

Intuition

Dutgoing, realistic

ed

negotiators

orderly fashion

Playful, enthusiastic, Enthusiastic, creative
friendly, spontanecus s, optimistk
supportive, playful. Value
inspiration, enjoy
starting new projects,

tangible ways, see potential in others

Friendly, outgoing Caring, enthusiastic,
reliable, « 5 i
dip/

Skilled cc

active and productive

« Prefer a slower pace with
time for contemplation
«Tend to think things

Irwentive, enthusiastic,
strategic, enterposing
inquisitive, versatile
Enjoy new ideas and
.:hnliq-r.ge,k‘ value

naperation.

3. How do you prefer to make decisions? If you:

« Make decisions in an
impersonal way, using
logical reasoning

«Value justice, fairness

Enjoy finding the flaws in
an argument

« Could be described as
reasonable, level-headed

then you prefer

T

Thinking

« Base your decisions on
personal values and how
your actions affect others

«Value harmony, forgiveness

« Like to please others and
point out the best in people

« Could be described as warm,
empathetic

then you prefer

F

Feeling

4. How do you prefer to live your outer life? If you:

« Prefer to have matters
settied

«Think rules and deadlines
should be respected

« Prefer to have detailed,
step-by-step instructions

« Make plans, want to know
what you're getting into

then you prefer

J

Judging

« Prefer to leave your options
open

«See rules and deadlines as
flexible

« Like to improvise and make
things up as you go

« Are spontaneous, enjoy
surprises and new situations

then you prefer

P

Perceiving
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LEADERSHIP

Six Steps
to Transforming
Performance
at Work

David Rock



|_| O | d Stay | nte r\/l eWS CFO asks CEO: "What happens if

we invest in developing our people

Can you tell me what you would need in order to do and they leave ?"
the best work of your life?

Have you felt frustrated or anxious about your current o N : J
job position in the past year? What contributed to CEO: "What happens if we don't

those feelings? and they stay ?"
Why do you look forward to coming to work every day?

Why do you dread coming to work?
What kind of recognition do you want to receive that you're not currently getting?

What professional growth opportunities would you like to have that go beyond your current
position?

What kind of flexibility do you need to help you have a healthier work-life balance?

What skills or interests do you have that the company isn't using?

What do you consider your greatest accomplishment during your time at this company?
What's your dream job?

Do you feel like your job helps the company achieve its goals? Why or why not?

Do you feel productive at work? What would you change to feel more productive?

https://workful.com/blog/stay-interview/



Encourage their potential

Audio books : for commuting
Quick Books: TED talks,

HBR, Economist, Unfiltered.co.nz 20 WEBSITES FOR
LEARNING ONLINE

LinkedIn, Twitter, Join a Library

Professional qualifications/conferences

Experiments : job swaps, internships, 1. COURSERA ii-;ﬂ"::::;%")’é’ésn
- : _ 2. THE KHAN ACADEMY :
acting roles, projects, be a speaker — offer/say yes i 15, TED TALKS
Volunteer roles : mutual mentoring 4. UDACITY S HOW STUEF WORKS
a TR W 17 YOUTUBE
Networks — join or create your own 6. AUDIBLE ‘515' l;ll()IEL:';LARE 'ﬁ‘
Community leadership 7. GOOGLE BOGESESSSSSSE, ;= fiic1 g F \J
_ 8. WIKI-HOW — —
Do one thing a year that scares/stretches you 9. DO IT YOURSELK ‘career (gEm
MOOCs (Massive Online Open Courses) 10. INSTRUCTABLES Mﬂ:
. 11. LET’S MAKE ROBOT RS
Always ask for feedback —and listen: what 12. WONDER HOW TO

did | do well, what should | have done differently?

| ; —_—r
Ask for what you want —a mentor, a payrise, b

an introduction, an opportunity —and be clear about the Return on Investment



Remember the little things

HELLO

my hame is




Stages and Signals of Burnout

.‘...’.‘.

Physical Exhaustion, lack of energy, musculoskeletal symptoms,
hypertension, cardiovascular conditions, headache, respiratory
illness, insomnia, lack of self care, changes in appetite

Psychological Anger, depression, anxiety, frustration, cynicism, Irritability, mood
swings, sadness, withdrawn, emotional detachment or decreased
coping abilities, lack of drive, inability to concentrate, addictive

behaviour

Interpersonal/Social Inability to communicate with family, friends, and colleagues,
cynicism, suspiciousness toward co-workers and others in work

environment, neglect of family and social obligations

Alexander, L. (2009)



Testing for Burnout

Maslach and Jackson developed the Maslach
Burnout Inventory (MBIl) for detecting and
measuring the severity of burnout syndrome.

The scale evaluates three domains:
°* emotional exhaustion

° depersonalisation
(negative or cynical attitudes toward patients)

° loss of a feeling of personal accomplishment at
work

http://connectability.ca/Garage/wp-
content/uploads/presentations/mindfulness/Burnout-self-test.pdf



HOW TO START

There's no right way of expressing
things — the main thing is to be
thoughtful and motivated by genuine
concern.

You don't need to have all the answers
— it's about the conversation and the
support yvou offer by talking.

Say what feels comfortable for yvou.

If what yvou say doesn’'t sound guite
right, stop and try again. It doesn’t have
to be the end of the conversatiaon.

Checking-in & Support

LISTEN CAREFULLY

Remember that this is their story, so
don't try to guess how it plays out.
Instead, listen and ask guestions.

Be aware of your body language. To
show vou're listening, try to maintain
eye contact and sit in a reloxed position.

Repeat back yvour understanding of
what they've said and make sure it's
accurate.

RESPOND

Think about the best way to respond. You
can't fix things, but you can help them
along the way. You might:

decide thot today vou're just there to
listen and offer support

talk about it ogain ancther time
keep checking in with them

reassure them that yvou'll respect their
privacy

think about what they need now and
ask whot yvou can do to help.

Discuss options for further support.

Finish the conwversation with a plan/next
steps.

Appreciate that they opened up and
shared their story with you.

If the conversation has worried you,
think about how you can relax or
debrief.

Talk to someone for support and/or
advice but remember to respect
employee privacy.

https://www.headsup.org.au/supporting-others-in-the-workplace/having-a-conversation

Be relaxed if the discussion doesn't go
as yvou'd hoped. If the person doesn't
want to speak about it, respect their
choice, but leawve the door open for
further diclogue.

The discussion might not be
immediately successful and you may
need to make a few attempts to open a
convearsation. Howewver, yvour actions
may still make a difference. The person
may choose to act at a later stage or
continue the conversation with others.



@lrenna-qu ManfF



The power of peer support

.+ Mental Health First Response
via2r Skilis Training

far

<

Know what to say
Know what to do

it 2 the Btthe convos thot maike the biggest difference.

@ f , @ colberatecon




Out of sight, not out of Mina

Good evening, it's CareCheckers

Live-person, daily reassurance calls.

50 X
2\

Virtual

Challenge
Planet
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IMMUNITY
TOCHANGE

How To overe T AND
UNLOCK THE POTENTIAL
IN YOURSELF AND
YOUR ORGANIZATION

ROBEAY KEOGAN
LISA LASKOW LAHEY
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What we say we want What we want more Unchallenged Beliefs
Team Doing/Mot Doing Hidden Commitment Big Assumption
Improvement Instead
Goal

Create a culture of
mutual trust and
unwavering support.

We don't listen very well 1o
each other; we'd rather tell
each other.

We talk behind each others
backs.

We feel that if we haven't
been personally consulted,
it wasn't a decision.

We avoid diffical Q
convaersatio it
other.

We don't share
information.

We are very jJudgmental
and critical of each other.

We don't assume the best
intent.

We are each committed to not
having to follow anyone else’s
directions; 1o our own salifish

independance.

We are mmitted to winning,
i eans others in the
ose.

are committed to not
having 1o rely on others, to
never having to depend on
others.

We are committed to not
working through conflicts
directly, to not wearing
ourselves out.

We are committed to
preserving the pleasure of
harshly criticizing and judging
each other.

There is an inherant
conflict between
entrepraneurship and
collective collaboration—
you can't have both.

We are essentially living in
an “every man for himself”
world; if things go badly for
any one of us, the firm
won't be there to back us

up.

If we aren’'t personally
involved in a decision, it
can’'t be a good one.

Taking our team to the
next level is a choice, we
do not have to take this
step.

--Kegan & Lahev, fmmunity to

Change, 2009, p 100}




Questions and Discussion

I™M SUPPOSED TO
ACT INTERESTED IN
YOUR WELL—-BEING TO
BOOST YOUR JOB
PERFORMANCE.

S0. . . HOW'S YOUR
WIFE, OR GIRLFRIEND,
OR SAME—SEX PARTNER,
OR LONELINESS?

@ScottAdamsSays

NO
THANKS.

Dilbert.com

12-03-16 © 2016 Scott Adams, Inc. /Dist. by Universal Uclick

OKAY, LOOK! MY
I THINK PRODUC—
THAT FIVIEY IS
COVERS SOARING!
5 5




Resources

* https//www.depression.org.nz/

e https//www.thelowdown.co.nz/

* Nhttps//Mww.ruok.org.au/every-day-
resources

o https//www.kiwifamilies.co.nz/articles
[free-financial-help/

* Nhttps//nziwr.co.nz/workplace/

* http//rethink.org.nz/buildingwellness/

* https//hbr.org/2001/11/the-real-
reason-people-wont-change

REMINDERS FOR
HARD DAYS

QWHOLEH:M“M.

1. A bad day does not equal a bad life. not
’No‘i‘ all fhough‘fs are true e

4. The only way out is through. 0N 1T
=55, Your wOr'rh IS hot cord'\hgcnr on circumstances.

S N DIE <o ENOLICL B
‘ VAt Anva ‘,;."rv,,.!“: s ~A EN RH Aliviaiie:
[iF: NNE I\ A ) | UM S

o ) ’nl U 9“_'- LUVADLL UNd CRUUUT Adivvayo.

amd rcS\hencc ————

. 7 77; _ It's okay to ask f or
10 ocuson H"C thS you can control.

inher vmcc, Si'rength) r



https://www.depression.org.nz/
https://www.thelowdown.co.nz/
https://www.ruok.org.au/every-day-resources
https://www.kiwifamilies.co.nz/articles/free-financial-help/
https://nziwr.co.nz/workplace/
http://rethink.org.nz/buildingwellness/
https://hbr.org/2001/11/the-real-reason-people-wont-change

~ Fiona Michel

amichel/
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https://www.linkedin.com/in/fionamichel/

