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Foreword

Nick Astwick
CEOQO, Southern Cross
Health Insurance

Kia ora koutou

Welcome to the sixth edition of the Workplace Wellness
survey, which celebrates a decade of partnership
between BusinessNZand Southern Cross Health
Insurance and in-depth analysis on health and wellbeingin
the workplace.

I have no doubtthat over the years the data has been
useful to countless organisationsas it has beento ours -
helpingto shape our approach to supportingour people.

At Southern Cross we're in the businessof optimising
health - we wantmore New Zealandersto live healthier
years so they can be productive and great contributorsin
theirhomes, communities and while they are at work.
ThatSouthern Cross is seeing exceptional growth in the
number of people we support with health insurance
through theiremployers, is testament to the importance
businessleaders place on their teams’health

and wellbeing.

The Workplace Wellness survey enables all of us to get an
understandingof what'sdrivingissues like absence, the
cost of absence, what's top of mind for our team
members and whatwe can do torelieve stress. We alll
benefit when our people are engaged.

Good healthis priceless, and 'm encouraged by the

study findings which indicate businessleadersare taking a
proactive stance on workplace wellnessin their day-to-
day operations.And they are doing so in very challenging
times, where the cost of livingand inflationary pressures
throughoutthe economy are almost universally at the
centre of New Zealanders’ concerns.

You will see some startlingheadlines as you read this
reportaboutanincrease inabsence, its cost, and the
effect thishas on our collective bottom line. However,
you willalso see unceasingimprovementin the way
businessesand organisationsare seekingto care for
theirteams.

We are nothingwithoutour people.

He tangata, he tangata, he tangata.

Kirk Hope
CEO, BusinessNZ

Y 4

The BusinessNZ Networkis pleased to again partner with
Southern Cross Health Society to produce the 2023
Workplace Wellness Survey.

Over the last decade the survey has provided valuable
dataonissuesrelatingto health, wellness, injury, illness
and absence in enterprises and organisationsaround
New Zealand.

Thesurvey provides a detailed picture of the current
environmentfor health and safety, while tracking long-
lived wellnessfactors and uncovering new developments
in health and safety practice - importantinformation for
employers, employees, health professionalsand others
involvedin the workplace.

This sixth edition of the Workplace Wellness Survey
reveals significant changes following the Covid-19
pandemicand its aftermath, including trendsin remote
workingand working fromn home, and the effects of new
statutory sick leave provisions.

Thisedition also highlightsemployers'increasing
recognition of the importance of employee wellness, and
of sendingthe right signalsto employees about taking
legitimate absences and breaks and taking time to
recuperate at homeif unwell.

The data gained in the Workplace Wellness Survey helps
towards the developmentof improved health and safety
practice, anditis pleasingto see enterprises’ concern for
and supportof employee wellness becoming ever more
evidentduringthe decade that the survey has been
operating.

BusinessNZ appreciates the cooperation of Southern
Cross Health Society and business members of the
BusinessNZ Network in providing this valuable datain
pursuitof the goal of healthy New Zealand workplaces.

BusinessNZ)

GROW NG FROSPERITY AND POTENTIAL

Southern Cross
Health Insurance
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Southern Cross Health Insurance — BusinessNZ
Key findings from the Workplace Wellness Report 2023

3. 89%

Nearly all organisations proactively
endorse staying at home if unwell

$1,235

The annual cost of absence
for atypical employee

The average rate of absence
peremployee by days
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Top six benefits provided
to improve well being
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Employee Assistance Programme (EAP)

Vaccinations

Flexible hours / working at home

Education / training

Wellbeing programmes

Parental leave

m Fewer than 50 staff m 50 or more staff

Research for the Southern Cross Health Insurance-BusinessNZ Workplace
Wellness Report 2023 was carried out between March and May 2023.
Respondents were asked to report on data for the period 1 Januaryto 31
December 2022. In total, 137 enterprises responded, representing 135,742
employees (6.5 per cent of all NZ employees)

No effect Mean

Respondent organisations
employed a total of...

135,742 people, including
W 114104 oo

The impactof staff wellness

on productivity has grownin
importance with organisations
consistentin their views that

it matters.

1 4.335

@ A_.

Significant
impact

62%

Financial concerns main cause
of non-workrelated stress

&

% 22%

The percentage of
organisations reporting
instances of ‘quiet quitting’
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Understanding health and wellbeingin

the workplace

The Southern Cross Health Insurance— BusinessNZ
Workplace Wellness Survey shows where New
Zealandersstandin terms of health and wellbeingin the
workplace. Theresearch can help employers and the
widerbusinesssector in several ways:

* byprovidingabenchmarkfor workplace wellness

* providinginsightsintosome of the ways businesses
can better supporttheir people andin turn lift
productivity

* andby offeringinsightsinto how employers can
improve their people’shealth and wellbeing.

The Workplace Wellness Survey, now in its sixth edition,
takes place on a biennialbasis.

Since the first edition was released in 2013, the research
has provided a valuable time series for tracking New
Zealand's progress towards an effective workplace
health, wellbeing and safety system. The survey also
scopes how progress can be measured-looking atkey
issues such as absencerates, costs, and drivers of
absenceover time.

It can also show how broad policy changes and one-off
events move the needle on workplace wellbeing.

For example, the 2015 Health and Safety at Work Act, has
seen employersrecognise how addressinghealth issues
affects theiremployees. The survey has also highlighted
the effect of external factors such as the pandemic.

It shouldalso be noted that the current report represents
10 years of data. Comparisons betweenthe 2013 and
2023 surveys show sizeable differencesin findingsand
focus. These highlightongoingtransformationin the
workplace wellnesslandscape as businessesadaptto
evolving trends, regulation, emerging technologies, and
the growingrecognition of the importance of thisareain
the employmentenvironment.

Thesuddenemergence of Covid-19in 2020 and its swift
step-changein the daily workinglife of many New
Zealandershad an effect on enterprises and workplace
wellnesswhich cannotbe understated. The pandemic
heightened change in thinking around workplace wellness
and the effects are still being worked through. Workplace
wellness continuesto evolve to a more comprehensive

and holistic approach.
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A number of results from this year’s survey reinforce the
changes since 2020, while others highlightnew
challengesthat employers willneed to considerin future.
In particular, when examining some of the key metrics
around absencetime and cost, there hasbeena clear
andsignificantliftin a number of these metrics
compared with previous years. To understand why this
has occurred, itisimportant to note some key
developmentssince 2020.

First, during2022 the Governmentset out a mandatory
seven day at-home isolation requirementfor anyone
who tested positive for Covid-19, or whowas a close
contact. While thismay not have interfered too
significantly with those who could work from home,

this would have had a considerable effect on lifting
absences overall, particularly for a large proportion of
manual workers.

Second, New Zealand'ssick leave entitlements
experienced a significant change when, from July 2021,
minimum sick leave entitlementswere doubled from five
to 10 days per year. 2022 saw the first full calendar year
of thatentitlement. The relationship between increasing
sick leave provision and absenceratesis not
straightforward and can be influenced by factors such as
an organisation'sculture, employee attitudes,
enforcement of policies, and the overall work
environment. However, the findings in this year’s report
on the main drivers of absence are worth further
consideration.

Finally, as mentioned above, a lift in overall workplace
wellness that we were beginningto see develop in the
2020 research has continued. Thisis in partrelated to
employersincreasingly recognisingthe importance of
sendingtheright signal to employees about taking
legitimate absences and breaks and taking time to
recuperate at home if unwell.If employers are clear
around staying at home if unwell, the end outcome will
inevitably lead to increased days of absence.

4

Anotherkey areawhere the dusthas yet to settle is
around working from home, which was not a theme that
was top of mind for workplace wellness prior to Covid-19.
While the current findings again show it has largely been
viewed as a positive move, there are still unintended
consequencesthatneedto be addressed by employers
including:

* boundariesaroundworkingathome while sick

* supportingthe health and safety of workers while
athome

* andtherightbalance betweenworking from home
versus ata workplace.

In addition, labour constraints that have developed for
many sectorsinrecentyears (andare likely to continuein
the future) may mean other employmentoptions such
as workingremotely become more prevalent.

Overall, the findings showemployers are increasingly
conscious of the importance of workplace wellnessin
their day-to-day operations, whichinvolves taking a
regularand proactive stance in addressinghow
employee wellbeingcan be improved.

Itis clear there are challenges posed by genuinely doing
theright thingby employees and society, by having
people stay home if unwell, and the fact that thisdoes
increase absence and may decrease productivity. Itisa
paradox employers need to wrestle with and balance.
One could askif increased sick leave is actually a bad
thing, if it follows the community overall could therefore
be healthier.

Thisreportaims to help businessesgrapple with issues
such as absence andits effects, whether ‘quiet quitting’is
prevalentin New Zealand, and whatare the increased
employee expectations about workingflexibly, let alone
how workplaces operate with a workforce they can no
longer physically see, regularly.
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1. Background to the survey

Purpose and overview

This is the sixth time the biennial Southern
Cross Health Insurance — BusinessNZ
Workplace Wellness Survey has been
carried outin New Zealand.

Thesurvey is designed to help employers improve the
health and wellbeingof their people, benchmark
absencelevels andidentify ways to increase attendance,
and to provide policy makers with data on occupational
health practice and workplace absence.

Thisreport outlines the mainresults of the 2023
Workplace Wellness Survey.

Theresearch for this report was conducted between
March and May 2023. Participantsincludedbusiness
members of BusinessNZ Network divisionsincludingthe
Major Companies Group, Gold Group, Affiliated
Industries Group, Business Central, Canterbury
Employers’ Chamber of Commerce and Business South,
anda number of governmentdepartments.

Respondentswere asked to report their absence data
for the 12-month period from 1 January to 31 December
2022, and to provide details of their policiesand

practices for supportingemployee wellbeingand
managingemployee attendance.

Obs during the

=ctively (Quarterly

In total, 137 responses were received from organisations
in the private and public sectors, up from 116 responses
in2021and 99 responsesin 2019. Respondent
organisationsemployed a total of 135,742 people,
including114,104 permanentstaff. Thiswas up from
95,488 and 77,238 employeesrespectively in2021.

The 2023 datasetrepresentsthe highestnumberand
percentage of total and permanentstaff over the history
of the survey. The 2023 samplerepresents 6.57 per cent
of allemployeesin New Zealand. Thisis the highest
representation of employees since the survey began;
the next-highestwas 6.52 per centin 2015.

Overall, the 2023 survey representsthe largest
number of employees for any such survey to datein
New Zealand.

Notes on survey comparisons

Workplace Wellness reports have been publishedin
2013, 2015,2017,2019, 2021 and now 2023. For each
survey, respondentswere asked about their absence
data for the previousyear; i.e.,, 2012,2014,2016, 2018,
2020 and 2022, respectively. For reporting purposes,
comparisons between surveysreference the calendar
year the datarepresents.
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2. Respondentdemographics

Respondents by workforce size

While New Zealand has a large proportion of micro and
small-sized enterprises, official data from StatisticsNZ

showsthat most employees are employed by relatively
large-sized businesses (Figure 1).

Given the make-up of New Zealand’senterprises by size
andnumber of employees, the survey more strongly
targeted medium to large enterprisesin order to cover a
higher proportion of employees.

Figures1and 2 show thatthe 2022 survey sample had a
broadly similar breakdown of employees to the New
Zealand workforce in relation to organisation size.

Theshare of very large organisationsrepresentedin the
Workplace Wellness Survey was at its highestin 2022
(46 per cent), a further incremental lift compared with
45,44 and 43 per centin 2020,2018 and 2016,
respectively. Itis importantto note that any overarching
hourly or monetary value changes between the various
time periods should be treated with caution.

Table 1shows the average and median number of
workers by size of enterprise that respondedto the
2022 survey. Therewasa lift in the number of
enterprises with fewer than 50 staff, as well as those with
50 or more staff for 2022. While the average and median
results for organisationswith fewer than 50 staff were
broadly similar to previous years, there was a pick-up in
the average number of staff for those with 50 or more

for the latest results. In contrast, the median result was
broadly similar to 2020.

Figure 1: New Zealand workforce: Proportion of employees by
organisation size (Feb 2022)

1-5,
10%
6-9,
7%
100+,
48%
10-49,
25%

50-99,
10%

Figure 2: Workplace Wellness Survey: Proportion of employees by
organisation size (2022)

6-9,

14%
100+,
46%

10-49,

26%
50-99,
7%

Table 1: Average and median count of employees by business
size (2020)

EmployeeCount Number Average  Median
15 9 32 3.0
6-9 19 7.5 7.0
10-49 36 222 20.0
50-99 10 741 77.5
100+ 63 21275 1004.0
Fewerthan50 64 15.2 1.5
Great than50 73 1846.2 726.0
All 137 990.8 75.0
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Respondents by industry

Figure 3 showsthat those respondingto thissurvey
continue to represent a broad range of sectors, with the
largest share from the business, finance, and property

Figure 3: Share of respondents by industry (2022)

M Business, finance & property

. 21%
sectors, followed by the wholesale, retail, B Wholesale, retail, accommodation,
accommodation, café, andrestaurantsectors. cafes &restaurant
In additionto the 129 private sector enterprises )
) ) 18% Manufacturing
represented, eightlarge publicsector departments
participatedin the survey (up from sixin 2020) employing | N
. Electricity, gas, wat tructi
atotal of 27,471 people, which was up from 26,247 people 1% cotricity, gas, water &construction
in2020and 26,880in 2018.
Transport, storage & communication
10%
Respondents by region
: : S % Agriculture, f try, fishi
As the questionnaire was distributed by a number of S - afzcr:m?r: orestry. fishing,
nationwide and regional industry associations, responses 7%
i 6%
representall parts of the country (Figure 4). B Government administration
While Auckland, Wellington and Canterbury had good
representation, there was also a strong showingin the 19% Other service
bottom half of the South Island.
Figure 4: Share of respondents by region (2022)
1.0% Northland -------------mmmm e pommeeemnnnaes Bayof Plenty 2.0%
/7
10.1% Auckland [T Gisborne 0.2%
/
3.2% Wakato - _ o mooommeeeoeoees HawkesBay 2.7%

1.2% Taranaki
1.2% Nelson-Tasman —~~
1.2% WestCoast -

4.4% Southland N

-~~~ Manawatu-Whanganui 2.7%

*********************** Wellington 7.6%

T Marlborough  1.2%
fffffffffffffffffffffffffffffffffff Canterbury  8.1%
T Otago 10.1%

Workplace Wellness Report 2023 | 10



3. Absenceratesin 2022

Key findings

Covid-19 continuestoinfluence absence
results, althoughit may not be the only
influence for the 2022 findings, givena
key changeinsicknessentitlements
introducedin 2021.

The average rate of absencein 2022
was the highestever at 5.5 days per
employee. Thiscompares witharange
of 4.2to 4.7 days for 2012-2020.

The average number of days off for
manual workers (7.1 days)and non-
manual workers (4.6 days)were the
highestrecordedfor the survey. Also, the
differenceinaverage number of days off
between manual and non-manual

workerswidenedtoits highestat 2.5 days.

Time lost to absence averaged 5.5 days per
employee in 2022

Employers were asked about the average number of
days of absence per employee. Survey resultsin Table 2
show that overall absence was 5.5 days on average per
employeein 2022. Thisis the highestrecorded since the
survey began and the first time the overall result has
been more than a working week. The next closest result
was 4.7 daysin 2014 and 2018. The lowest recorded was
4.2daysin 2020.

Table 2: Absence levels: average days lost per employee (2022)

Total  Svte  Putlc
Manual 71 7.2 58
Non-manual 4.6 4.5 6.6
All 55 5.4 6.5

Anumber of factors should be considered when
examining thisresult. First, Covid-19 restrictionshad a
significantimpact on resultsin 2020; including national
andregional lockdowns, a national focus on social
distancingand staying at home if unwell. Combined with
employers allowingmore employees to work from home,
this contributed to overall employee absencesreaching
their lowestrecorded level.

When projectedacrossthe entire New
Zealand workforce, the sharpincrease
in average dayslost per employeeand
the ongoingliftin total number of
employers combined, meant the time
lostdue to absencein 2022 was close
to 10 million working days. This was
significantly upfrom 7.3 millionin 2020
and 7.4 millionin 2018.

Although turnover of permanentstaff
was at its lowestsince the surveybegan,
the largestshare of employersbelieved
their level of turnover was higherthan
theywould like. Thisis perhaps due to
the current challenginglabour market
conditions forfinding replacement staff.

The change from the lowest average absence levelin
2020 to the highestin 2022likely reflects the lifting of
Covid-19 restrictions and lockdowns. As well, broader
Covid-19 impactsare likely surfacing, with anincreasing
view by employers about the desirability of employees
stayinghome if unwell (discussedin more detail below)
and the impact of the Governmentissuinga 7-day stay-
at-home edict for anyone testing positive for

Covid-19.

Average absence
rates in 2022 were
the highest since the
survey began: 5.5
days per employee
Another contributingfactor to the liftin overall time
lost to absence may involve recent changesto
New Zealand'ssick leave entitlements. From July 2021,
minimum sick leave entitlementswere doubled from five
to 10 days per year. 2022 would have been the first full

calendaryear of the new entitlement. The full effect of
this significant change is discussed in more detail below.
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Therise inaverage time lostin 2022 showsa
correspondingincrease in the total number of days lost
across the country. Around 9.95 million days in total
were lostto absence in 2022. This was a significant
increase from previousresults, whichhave ranged
between 6.1 million and 7.4 million between 2013 and
2020.The sharpincrease in average days lost per
employee and the ongoinglift in the total number of
employers combined to boostoverall days lost across
the economy.

The time lost due to
absence in 2022 was
close to 10 million
working days

The manual / non-manual gap

The2022results continue the trend seen in previous
years where higher average levels of absence are
recorded for manualemployees compared to non-
manualemployees. Given the often highly physical
nature of manual work, especially in jobs involvinglifting,
injury can be more prevalent, offering an explanationfor
the higher rate of absence.

However, given the overall average of days of absencein
2022 wasthe highestrecorded since the survey began,
thisis alsoreflected in the breakdown by manualand
non-manualworkers. Theresults for 2022 (Table 2)
show that for manualemployees, the average number of
days lost per employee was 7.1days, up from its next
highestresultof 5.3 daysin 2020. For non-manual
employees, the 2023 result of 4.6 days overtook the
previous highest of 4.1days recorded in 2018.

Despite the rise in the non-manualresult for 2022, the
two currentaverage scores still representthe largest
discrepancy between manualand non-manual
employees. The previous largest gap stood at 1.9 days in
2020, whichwassurpassed by 2.5 days in 2022.

Overall, the lift in manual workers' absence is significant,
taking it to just over one fullweek. While the lift in the
non-manualresult was also sizeable, the 2022 result still
remained underfive days, and only half a day more than
its previously highestresult.

Again, there are a few points worth notingwhen
examining the 2022results in comparison with previous
years. While a disparity between manualand non-
manual workers has existed since the survey began, we

are likely seeing the effect of Covid-19 and its related
long-termimpacts.

Itis possible that since more non-manualworkers can
work from home, a higher proportion continue to work
while unwell. In contrast, manual workers may be
refraining from goinginto work due to increased
employer coomnmunicationsor policies tellingemployees
to stay home if unwell, along with the mandatory stand-
down of seven days when contracting Covid-19 that was
in place at the time of the survey.

Size of enterprise differentials

Table 3 shows the average days of absence for
manual/non-manualworkers across enterprises with
fewer and greater than 50 employees. Despite the
ongoinginfluence of Covid-19 and other changesin the
workplace wellnessenvironment, the 2022 findings
continue two trends thathave been evident throughout
the survey's history. First, manual workers workingin large
enterpriseshave the highestaverage amount of absence
per year. Second, non-manualworkersin enterprises
with fewer than 50 employees have the lowest average
level of absence.

Table 3: Absence by size of business (2022)

AVERAGEDAYS OF ABSENCE
EmployeeCount Total Manual M’\;?\TJ;I
Fewerthan50 50 6.5 4.4
50 or more 59 7.7 4.8

Notwithstandingongoingtrendsin this area, average days
of absence for all six metrics recorded their highest
resultsin 2022. In the context of factors discussedabove,
thisis not surprising.
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Private/public sector comparisons

Thedifference between private and public sector
absencelevelsin Table 2 showsthe publicsector (both
central andlocal) has more absences than the private
sector for non-manualand permanentstaff, consistent
with previous years' findings. However, the 2022 results
show for the first time that absence for manual workersin
the private sector is higher than for the publicsector, by
1.1days..

Turnover of staff

Organisationswere again asked on a scale of 1 (very low)
to 5 (very high), whatlevel of turnover in permanentstaff

Enterpriseswere also asked whether the level of
turnover outlined was higher or lower than desired, or at a
comfortable level. Table 4 shows a marked shiftin views
in 2022 compared with the previous two time periods. In
2022, the largest proportion of employers believed that
their level of turnover was higher than they would like, a
far higher proportionthanin 2020 and 2018.

Thisresult alongwith the turnover levels in permanent
staffin 2022, indicates how challengingeven a relatively
small turnover of staff can be for organisations, given the
current tightlabour market and difficulties finding
adequatereplacements.

Table 4: Comfort level of turnover in permanent staff
(2018,2020,2022) - %

they experienced in 2022. e cRe ge2y 2018
The2022resultsin Figure 5 show amean value of 2.58, Higher 55.9 217 28.0
which was the lowest-everrecorded for the survey. This
was down from 2.681in 2020, and significantly down on Comfortable 425 74.5 710
3.11,3.36,3.09 and 3.32 for 2018, 2016, 2014 and 2012,

) ] ) Lower 1.6 3.8 1.0
respectively. The median value remainedat 3.
Figure 5: Level of turnover in permanent staff (2012 -2022) - mean value

332 3.36

3.09 3N
\268 258
2012 2014 2016 2018 2020 2022
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4. Costs, drivers and factors around absence

Key findings

Due to a number of factorsincluding cost price The post Covid-191landscapehas

pressuresand labour shortages, the costto an a seenan entrenchmentof the notion

employer for a typical employee’sabsencein of employees staying athome when

annual terms now stands at $1,235. sick. This again corresponds with
businessesclearly encouragingtheir

The directcosts of absence amounted to staff to stay home whenthey areill.

$2.86 billion across the economyin2022, up

from $1.85 billionin 2020. This was There are still mixedresults around

symptomaticof increased absencerates and employeeswhoare unwell continuing

rising costs of labour. toworkat homerather thantake a
sickday.

Nonwork-relatedillness (including Covid-19)

remains the mostcommon cause of absence,

followed by ‘caring for an unwell family

memberor dependent.’

Costs of absence ,
Table 5: Absence costs by workforce size ($) (2022)

Since the Workplace Wellness Survey began, an absent

employee has typically cost their employer $600 to Mediag cost Totatl)me;dianf
$1,000 per year. However, the 2022 results indicate that Sl e als e%eglgyzz?%) cgj;in\g!:&g

figure is now starting to climb.

) 1-5 500 3,000
Thesurvey has consistently asked respondentsto
quantify the total cost each absentemployee 6-9 575 5,000
represents to their business, includingthe salary cost of
absentindividualsandreplacementcosts, e.g., through 10-49 1423 30,000
temporary staff or overtime worked by otheremployees. 50-99 1607 143513
Resultsin Table 5 show each absentemployee costs a
. ! L 100+ 1,473 693,120
median total of $1,235, a figure indicative of the cost
savingsto be achievedif employers canreduce the Fewer than50 1,000 12,800
extentand duration of employee absences.
50 or more 1,487 537,154

Absence costsin 2022 are the highestrecorded. The

median annual cost per absentemployee of $1,235 in All 1,235 98,016

2022 is a significantincrease on the previous highest

resultof $1,007 in 2018. The lowestresult recorded was As has been pointed out in previous reports, itis

$616in2014. importantto take into account a few factors when
examining these figures.

First, theresults are indicative, rather than substantive,
Abse nce COStS as changes to the make-up of respondentorganisations
i N 2 O 2 2 aret h e (particularly by size) will cause the figures to shift. For
. example, the 2022 survey included a larger number of
h Igh estreco rd ed organisations with 50 or more staff (73), compared with
61in2020.
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Second, the 2022 and 2020 results may representa
shift towards a ‘'new normal’ following the various
effects Covid-19 has had on New Zealand'sworkingand
economic environment.

Other findings for 2022 highlight the continuing
importance of productivity, given the recent tightening
of the labour market, indicating that absences from
work may be leavingenterpriseswith few or no
alternatives when seeking to maintain standard day-to-
day work output.

Additionally, significantinflationary impacts that New

Zealand has not experienced since the survey began

have broughtrising costs for business, includinginput
costs and salaries/wages for staff.

Absence costs rise above 50 staff

A consistent findingin all Workplace Wellnesssurveys
since 2012 has been higherabsence costs in larger
organisations. Enterprises withmore than 50
employees consistently bear higher costs per absent
worker than enterprises with fewer than 50 employees.
Table 5 shows 2022 was no different, although both
groups experienced their highest cost per absent
worker over the history of the survey, with those with
fewer than 50 staff in the four-figure category for the
first time.

Costs across the economy

Asin previous years, extrapolating the direct costs of
absence over the entire economy provides a macro-
economic picture of the level of direct costs New
Zealand faces dueto absence.

For 2022, the average absence level per employee of 5.5
days amounts to a cost of around $2.86 billionfor the
total economy?. This compares with $1.85 billionin
2020, $1.79 billionin 2018, $1.51 billionin 2016, $1.45
billionin 2014 and $1.26 billionin 2012.

As mentionedin previousreports, New Zealand's
increasingnational cost isin part due to an expanding
workforce and a naturalrise inincome. For example,
New Zealand'sworkforce hasincreased by over 30 per
centsince 2012 and income has increased by 38.5 per
centover the same period.

However, even with those historical increases, the lift in
total cost for 2022 is a notable step up from previous

years — up around $1 billion from 2020. As mentioned

above, the flow-on effects of increased average days of
absence have been the primary catalyst for this sizeable
rise. Given any reduction or levelling out of the national
cost would most likely come from a sustained decrease
in average absence time lost, the 2022 results may

representaresetting of the ‘'newnormal’ in the post-
Covid environment.

Main causes of absence

Respondentswere asked to list the three main causes
of absence during 2022 for manual and non-manual
employees. Because of the ongoing impacts of Covid-
19, the options for 2022 continued to take into account
related effects of Covid-19.

Figure 6 showsthatonce again, ‘non work-relatedillness
(including Covid-19)'is the most common cause of
absence. Thisis followed by ‘caring for an unwell family
member or dependentdue toillinessor injury’.

Of theremainingdrivers of absence, ‘caring for a family
member or other dependentdue to Covid-19" has
moved up the rankings, which again may be influenced
by the ongoing seven-day isolation requirements.
Overall, the top six drivers for 2022 are the same as
2020, although with some differences in their
placement.

Onedriver that was near the bottom in 2020 which is
now placedin seventh spotis ‘paid sickness absence
days beingviewed as an entitlementby those
suspectedto be notactually sick’. Historically, this has
been more prevalent for manual workers, butthe 2022
resultsshow an increase for both manualand non-
manual workers. As discussed above, the doublingof
entitled sick leave from five to 10 daysin 2021 may be a
contributingfactor here, given some staff may seek to
maximise this time away from work.

While Covid-19 continues to have some effects on
causes of absence, itisimportantto remember that the
key reasons for absenceremain firmly in place,
especially given non-work-relatedilliness was already

the main reason for absence.
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Figure 6: Main drivers of absence (2022) - %
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Shiftin gear for sick days Table 6: Common approach to sick days (2022) - %
For 2022, respondentswere again asked about their
most common approach to sick days. However,
. : ) Approach %
changes to minimumemployee sick leave entitlement
in 2021 meant therange of optionsdiffered from Tendays per year (accumulatedup to 805
) a maximumof 20 days) :
previousyears.
Table 6 showsthat of the revised options available, the More than10 days per year 122
most common approach is ten days per year .
) er 41
(accumulated up to a maximum of 20 days) at 80.5 per
cent. Thiswas followed by more than ten days per year, Unlimitedleave 33

at12.2 per cent.

Compared to the findingsin 2020 and 2018, the 2022
results show the clear impactof the increasein sick
days available to staff peryear. Whereas the 2020 and
2018 data showed more of a spread in sick day
approaches, the 2022 results show a clear steer toward
the legislated minimum.
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Annual leave - more dust to settle

While the 2020 survey focused on the impact Covid-19
hadon annualleave taken by employees, the 2022
survey simply asked about changesin bookingannual
leave by staff.

For2022,42 per centdid not see any noticeable change,
32.8 per centreported more annual leave taken, and 25.2
per cent said less annualleave had been taken.

Without previous years to compare with, itis difficult to
draw any strong conclusionsabout the 2022 data.
However, the fact that only four out of ten enterprises
saw similar leave patterns to previous years tends to
suggest there is still some way to go for the dust to settle
around whatarevised picture of annual leave will look like.

Attitude shift continues

Enterpriseswere again asked on a scale of 1 (almost
never) to 5 (almost always), to what degree their staff
typically turned up for work with some form of iliness,
whenthey shouldhave stayed athome.

The2022results were an exact match for 2020, again
with a mean value of 2.68, and again with a median value
of 3. Thiscompares with a mean value of 3.11, 3.36, 3.09
and 3.32 for 2018, 2016, 2014 and 2012, respectively. The
2020 resultsindicated a much clearer message from
enterprisesto their people about stayinghome when
sick, which has continuedthroughto the 2022 result.

Figure 7 provides a further breakdown of the 2022 results
compared with previous years. First, the combined
proportion of employees who typically stay at home

standsat 49 per cent, up from 46 per centin 2020. At the

otherend, the proportion of those whorespondedwith a
value of 4 or 5was largely similar to 2020. Last, there was
a further decrease in the proportion of those who waver
between turningup or not, reducingto 27 per centin
2022, whichwas down from a peak of 41per centin 2018.

Although the proportion of employees who almost
always turn up to work despite beingsick increased only
slightly from 21.7 per centin 2020 to 24 per cent in 2022,
these twomost current results show a marked
improvement compared with previous years, especially
in lightof a greater proportion of enterprisesindicating
staff are indeed stayinghome wheniill.

By size of enterprise, Table 7 showssmaller-sized
businessescontinuingto see more employees coming to
work whoshouldbe at home. In comparison with2020,
the 2022 results also show a widening of the gap between
enterpriseswith fewer than 50 and those with 50 or more
employeeswith regard to turning up to work with an
illness.

Overall, the 2022 results provide some reassurance that
attitudesto turningup to work whileill have not returned
to pre Covid-19 levels.

Table 7: Degree to which staff typically turn up for work even
though they should stay home due to iliness (2022) - %

Size of enterprise Mean Median
1-5 356 5
6-9 2.89 8
10-49 2.97 8
50-99 2.33 2
100+ 2.36 2
Fewer than 50 staff 3.03 S
50 or more staff 2.36 25
All 2.68 3

Figure 7: Degree to which staff typically turn up for work even though they should stay home due toillness (2012 - 2022) - %
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Ongoing encouragement to stay home

Enterpriseswere again asked whetherthey thoughtthe
culture of their business encouraged employeesto stay
home whenthey wereill. Figure 8 shows the overall result
for the six years observed, with an ongoingculture of
encouragingemployees to stay home since Covid-19
became prevalent. The mean result stood at 4.55, which
was slightly down from 4.62in 2020. However, it was still
significantly up on 4.21,3.89, 3.66 and 3.32 for 2018, 2016,
2014 and 2012, respectively.

The 2020 resultsshoweda very clear and positive link
between expectation andreality withregard to
employers sendinga message about stayinghome if
unwell,and employees heedingthat message. Therefore,
itis pleasingto see this continuingin the 2022 findingsin
Figure 7, given 89 per cent of organisationsensure at
least some proactive steps are taken towardscreating a
culture thatendorses stayingat home if unwell.

Table 8 showsthata culture of businesses encouraging
employees to stay at home when unwellis again evident

throughoutall sizes of business. While it continuesto be
stronger for larger enterprises, allmean scores for 2022
were 4.0 or above and all medianscores were 5.0.

Table 8: Culture of respondent business encouraging
employees to stay home if they are unwell (2022)

Size of enterprise Mean Median
1-5 4M 5.00
6-9 4.00 5.00
10-49 450 5.00
50-99 4.80 5.00
100+ 478 5.00
Fewer than 50 staff 4.30 5.00
50 or more staff 4.78 5.00
Private sector 454 5.00
Publicsector 4.75 5.00
All 4.55 5.00

Figure 8: Culture of respondent business encouraging employees to stay home if they are unwell (2012 - 2022) - %

m2012 m2014 m2016 m2018 m2020 2022
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Types of illness / injury when coming to work

The 2022 survey asked what forms of illness/injury
employees typically had when turningup to work. Table 9
showsmainly minorillnessesas the key type of iliness,
followed by physical pain.In comparison with 2020, work-
related anxiety/stress/depressionhas dropped from 23.3
per cent to 18.2 per cent, yet non work-related
anxiety/stress/depressionhas picked up from 23.3 per
centto27.7 percent.

Table 9: Types of illness/injury that staff typically have when they
are turning up to work (2022) - %

Type 2022 (%)

Mainly minoriliness (e.g., cold, flu,

tummybug, headache) 88.3
Physical pain (e.g, sore back, neck, knee,

arthritis, musculoskeletal disorders etc) 35.0
Non work-related anxiety / stress /

depression 27.7
Work-related anxiety/ stress / depression 182
Injury 10.2

More Major illness
(e.g, heart, blood pressure, respiratory, 4.4
cancer, bowel problems)

Other 36

Home, sick, but workingless

Organisationswere asked if unwellemployees were
more likely to continue working at home rather than take
asickday.

Figure 9 showsthat this tends to be the case for around
half of employees across all organisations, although this
is down from over 60 per centin 2020. When
comparingsmaller and larger enterprises, there are two
pointsto note between the 2020 and 2022 results.

Figure 9: Are employees now more likely to continue working rather
than take a sick day when unwell and working from home? (2022) - %

mYes
. 4 No
Fewer than 50 staff 35 Unsure

24

B 50

Greater than 50 staff 14
26

. s
Total 24

25

First, for those with fewer than 50 staff there hasbeen a
clear improvementin numbers of those staying home
sick and not working, given that option increased from
arounda quarter to over a third in 2022.

Second, while the proportion of staff working from
home andssick has decreased, this has not translated
into an equivalentincrease for those taking a sick day
whenunwell.Instead, organisationsare now maore
unsureif thisis the case.

Overall, these resultsrepresent two steps forward, one
step back, withregard to outcomes for workplace

wellness.

As pointedoutin previous reports, notall illness
prevents someone from working (e.g., a minor cold).
Therefore, a message fromn employers to stay home if
unwellcan mean employees continuingto work, as
doingso from home ensures the illness does not spread
to otheremployees.

Formany, the key pointis knowingwhen to draw the line
between working from home if slightly unwell to ensuring
a proper sick day is taken to fully rest and recover.
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5. Working from home

Key findings

Workingfrom homeis now a
standard feature of the working
environmentin organisations where
itis a possibility, with more than half
of organisationsallowing more
peopleto do so since 2021.

One to two days per week continues
to be the mostcommonoption for
working from home, although three
to four daysis showingincreased
use. However, many small
enterprisesare simplyunable to
offerworking fromhome.

While enterprises believe working
from home has been a positive move,
employeefeelings ofisolationanda
reductionin collaborativeactivities
arestill evident.

Tightlabour market conditionsover
2022 led a number of enterprisesto
consider moreoptions around
flexible working arrangements.

In addition to working from home,
workingremotelyis alsonow a
considerationfor a sizeable
proportionof organisations,
particularlylarger enterprises.

The new norm of working from home

One of the step changesin working arrangements post
Covid-19 hasbeen a significantincrease in working from
home offered to employees across various enterprises.
While working fromn home was available for some
enterprises pre-Covid, many employersnow seeitasa
fundamentalpart of their organisation’soperations, with
many existingand prospective employees expectingit.
Such a swiftand significantmove in workplace
organisation poses unigue challenges for employee
managementand team morale.

Working from home
isnow a standard
feature of the
working environment

The other aspect of working from home that needs to be
examined is workingremotely, where employees are not
requiredto be physically presentin the workplace and
are able to work from any location. Like working from
home, remote workingmay not be suitable for all
industriesor job roles. However, for knowledge-based
jobs that can be performed digitally, remote working is
becomingan increasingly popular and viable option.

Like working from home, remote working allows
employers the ability to choose from a wider pool of
talent, along with cost savings and possible productivity
benefits. However, this must be balanced against
potentialimpact on team collaborationand
communication.

Enterpriseswere asked how much they had changed
their view on employees working fromm home/remotely
compared with 2021. Figure 10 showsthat over half of
respondentshave allowed more people to work from
home/remotely, although thereis a clear difference
based on size of business. Larger enterpriseshave a
greater capacity to provide this option, while a significant
proportionof smaller enterprisesare simply unable to
offer workingfrom home.

As aresult, for many small enterprisesitis not worth
havinga formal policy in place if the optionis not feasible
to begin with. Of those that can offer working from
home/remotely, only a small percentage choose not to.
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Figure 10: Degree to which enterprises have changed their view on employees working from home / remotely compared with 2021 - %
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Of those who have made changes around allowingstaff to
work fromn home or remotely, respondentswere asked
how this had impacted their organisation. Figure 11 shows
thatallrespondentssaw it as a completely positive move,
asemployees are happier to have more flexibility.

Atthe same time, almost all large enterprises and around
half of smaller enterprisesreport some employees feeling
isolated, along with issues around collaboration,and the
move being ‘too successful.’

Thisshows that the overall picture of working from
home/remotelyis not uniform. While flexibility is a key
positive outcome for staff, there are costs and issuesto
be addressedin a way which works for a particular
enterprise and its employees.

Figure 11: The main impacts on enterprises from allowing more people to work from home or remotely (2022) - %
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Days working from home

Table10 showsthat one totwo days a week (47.4 per
cent)is again the most common frequency for working
athome. However, this was down from 59.3 per centin
2020, whilethree to four days a week has more than
doubledfrom 7.1 per centin2020t0 16.8 per centin
2022. This patternis evident for both smaller and larger
enterprises, which would suggest more time overall is
spentwith staff workingat home. Still, 43.8 per cent of
smaller enterprisesdo not provide any days working
from home, although thisis down from 49.1per centin
2020.

Table 10: Approximate number of days per week that
employees now work from home or work remotely (2022) - %

Fewer than 50+

NETIDE? AL 50 staff (%) staff(%)
1-2 days a week 47.4 34.4 589
3-4 days a week 16.8 125 205
Full-time 29 6.3 0.0
Never 27.0 43.8 123
Don'tknow 5.8 3.1 8.2

The overall continued shift to more days working from
home s also evidentwhen enterprisesthat did offer this
option were asked how much of a change this was from
2021.50 per cent saw an increase from 2021, while 39.1
per centnoted it was roughly the same. Only 9.8 per
centsaw adecrease. Of the enterprisesreportingan
increase, there was not a considerable difference

between those with greater than 50 staff (51.7 per cent)
and those with fewer than 50 staff (47.1per cent).
However, 12.9 per cent of larger enterprises saw
adecrease compared with 5.9 per cent of

smaller enterprises.

Labour market tensions and options

Enterpriseswere also asked whether tight labour market
conditionsat the time led to them consider more
options aroundflexible working arrangements. Table 11
showsthat more than half did not consider it an option,
althoughjust over a third did. For those with 50 or more
staff, it wasrelatively even between consideringit or not,
while smaller enterprises were around three times more
likely not to consider it.

Table 11: Have present tight labour market conditions led to your
enterprise considering more options around flexible working
arrangements (i.e., working from home) (2022) - %

Employee

P Yes No Unsure
Lessthanb0 222 651 127
50 or more 46.6 493 4.1
All 3513 56.6 8.1

Similarly, enterprises were asked whetherthey were
more willingto employ people who would need to work
from home due to livingin another region or overseas.
Table 12 showsresultsroughly similar to Table 11, where
larger enterpriseswere considerably more willing to do
so compared with smaller enterprises. Overall, the ability
for larger businessesto provide more flexibility than
smaller businessesis well known, although
approximately one fifth of smallerenterprises are still
looking at this as a viable option to employ the best
people for their organisation.

Table 12: Hasyour business increased its willingness to employ
people who would need to work from home due toliving in
another region or overseas (2022) - %

Employee

i Yes No Unsure
Fewer than50 20.8 729 6.3
50 ormore 47.8 47.8 45
All 36.5 58.3 5.2
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6. Stress, fatigue and mental healthin
the workplace

Stress and fatigue in the workplace

Key findings
While implementingworkplace health and safety
. practices to preventinjuriesis commonplace, until
AQGD  The2022 results saw organisations ) :
D= . ) recently, safeguardingthe overall wellbeingof
reporting greaterstress/anxietylevels »
! employees has traditionallybeen of lesser concern. In
amongtheir staff. o )
recentyears more organisations have begun offering
When askedabout the changein programmes to reduce stress and fatigue, however the
directionof general stress levels survey showsthe shadow cast by the post-Covid
anet 49.7 per centof firms observed environmenthas led to continuingstress in the personal
anincreaseinstressin 2022. Although and professionallives of many employees.

this was down from 2020, it was still
the second highestreadinginthe
survey’s history.

Table 13 showsthe currentstress / anxiety levels among
employees, usinga scale of 1 (almost never stressful for
most staff) to 5 (highly stressfulfor most staff). Overall,
the 2022 figure of 3.14 was up on 2020 (3.09) and 2018
(3.08). Asiin previous years, the larger the business, the

ﬁ@ Aroundonein five enterprises
U

(
6 reportedinstances of quiet quitting,

M while a similar proportionof
enterpriseswere unsure. showsthat businessesare observing higher levels of

greater the stress levels reported. The 2022 survey

stress among their staff compared to those surveyed in
General workloadremained the biggest previous years. In 2014, the figure was considerably
q work-relatedstressissue reported by lowerat2.69.
& businessesof all sizes, while for non-
work-relatedstressit was now financial

concerns, with relationships outside The shadow cast by the
work droppingto secondplace. pOSt—COVid environment
The proportionof smallerenterprises has led to Continuing
Yvitho.utany practicesi.n placeto stress iﬂ the personal and
identify mental wellbeing /stress

has droppedsignificantly over prOfeSSiOﬂa| lives of ma ny
recentyears. em pIO\/eeS

Table 13: Rating general stress / anxiety levels among staff (2022)

Employee Count Stress/anxietylevels

amongststaff (mean)
1-5 313
6-9 2.56
10-49 314
50-99 3.56
100+ 325
Fewer than50 297
50 ormore 828
All 3.14
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Figure 12: Rating the general stress / anxiety levels amongst staff (2016, 2018, 2020, 2022) - %
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When examining the last two surveys, it can be seen that
Covid-19 played akey partin the 2020 experiences of
stress, fatigue, and anxiety. Figure 12 shows that Covid-
19 had a sizeable impact on the make-up of resultsin
2020, particularly the declinein the share of
respondentstakinga middlingview of the general
observedstress/anxiety levels of staff. For 2022, there
was a decrease in the proportion providingratings of 2’
and ‘4, althoughjust over one third of all enterprises
provided arating of ‘4’ or ‘5, slightly down from 34.2 per
centin2020.

Regardinga changein direction of stress levels, the
resultsin Table 14 show anet+49.7 per cent of
enterprisesreported an observed increase in stress.
While this was down from +64.7 per centin 2020, it was
still significantly up from +23.5 per centin 2018, +22.9
percentin 2016 and +14.3 per centin 2014.

Table14 also showsthat for those with 50+ staff, the net
resultwas+52.1per cent, aresultbroadly similar to

those with fewer than 50 staff (+46.9 per cent). Thiswas

not the case in 2020, with netresultvalues of +77.1per
centand +50.9 per cent, respectively. Overall, the net
dropinstress from 2020 is largely attributedto a
reductionin observed stress levelsinlarger enterprises.

Table 14: Change in direction of general stress levels staff
experienced (2022) - %

. o Fewer than 50+staff
Option AlL(®) 50 staff (%) (%)
Increased 577 56.3 58.9
Stayedroughly g5, 328 315
the same
Decreased 8.0 9.4 6.8
Netresult 497 46.9 52.1

Table 15 shows that the tightening of the labour market
was seen as at least partially responsible for aroundtwo
thirds of respondentsreportingan increase in staff
stresslevels.

Table 15: Tightening of the labour market causing existing staff
taking on more responsibility a partial reason for an increase in
general stresslevels (2022) - %

opon  AlGy  ESueriten s9n
Yes 64.6 66.7 62.8
No 26.6 B3 209
Unsure 89 0.0 16.3
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Productivity matters

Staff wellness can profoundly impact the productivity of
anorganisation. Table 16 uses a scale of 1-5, where 1=
almost no effect and5 = significantimpact and shows
that organisations of all sizes say wellnessimpacts the
productivity of their employees to a significantdegree.

Table 16: Wellness of staff impacting the productivity of
organisations (2022)

Size of enterprise Mean Median
1-5 4.22 4.00
6-9 432 5.00
10-49 4.29 4.00
50-99 4.44 5.00
100+ 4.36 4.00
Fewer than 50 staff 4.29 4.00
50 or more staff 4.37 4.50
All 433 4.00

Theimpact of staff wellness on productivity has grownin
importance duringrecent surveys. The overall score of
4.33 for 2022 was considerably higher than for 2020
(3.91), whichwas up on 3.80 for 2018 and 3.82 for 2016.
In addition, the 2022 results show minimal difference
between organisationswith greater than 50 staff and
those with fewer than 50 staff. Overall, no matter their
size, organisationsare consistentin their view of the
impact of wellnesson the productivity of their workers.

A growing impact
of staff wellness
on productivity

Quiet quitting in New Zealand?

In relation to productivity, a relatively new phenomenon
in the workplace has emerged:‘quiet quitting,’a term
which describesemployeessignallingtheir intentions to
work withindefined work hours and engage solely in
activities withinthose hours.

This concept has likely existed for along time, but it may

not have beenreferred to by this specific term. However,

inrecentyears as employmentdynamics have evolved,
factors such as increased mobility, the rise of working

from home/remote working, and a stronger emphasis
on employee wellbeingand job satisfaction may be
influencingemployee motivation. Thishasled to a
greater awarenessand discussion of silentresignations
as aphenomenonin the modern workplace.

Oneinfive
organisations say
‘quiet quitting’ is
occurring

Respondentswere asked whether they were seeing
moves by some employees towards quiet quitting. Table
17 shows that while the majority thought thiswas not the
case, one in five enterprises were noticing this occurring,
while a similar proportionwere unsure. Given thisis the
first time this question has been asked, it is difficult to
know what proportion of the workforce wouldlikely have
been doingthis before. However, given the 2022 results
itis essential thatemployers create a supportive work
culture encouragingengagement, open communication,
and feedback, to addressany concerns promptly and
minimise the likelihood of quiet quitting.

Table17: Seeing moves by some employees towards quiet quitting
(2022)-%

Option AICO SR oh  suaffeo
Yes 215 19.4 233
No 60.0 70.1 50.7
Unsure 18.5 9.7 26.0
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Main causes of stress and approaches to it

Figure 13 outlines the main causes of stress in the
workplace for those organisationssurveyed. ‘Workload’
remains the leading cause of stress/anxiety reported by
all enterprises, with relatively similar results compared
with 2020. However, unlike in 2020 whenthe second
and third places were different for small versus large
enterprises, 2022 saw ‘long hours’ as clearly the second
main cause of work-related stress across both business
sizes. It wasalso interestingto note that ‘job
uncertainty/redundancies’ wentfrom the top four to the
bottom half of causes chosen. Thisis likely because the
currenttightlabour market is easing staff concerns
around potentialredundancies.

Workload the leading
cause of stress in
the workplace

Figure 13: Main causes of work-related stress (2022) -%

Workload

Long hours

Change at work

Relationships at work

Caring for children while working from home

Fear of getting sick / catching Covid-19

Other

Job uncertainty / redundancies

None

Lack of training

Travel to work

Navigating working from home

I C3
sl

I S
I 47

S
I 45

N °
S

3
22

Hl ©
2

I
. 18

.
e

12
o

I s
)

IS
)

o4

m Fewer than 50 staff

m 50 or more staff

Workplace Wellness Report 2023

26



Figure 14 shows that for the main causes of non-work-
related stress, ‘financial concerns’is now the main
contributor to stress, with ‘relationshipsoutside work’

droppingto second place. In 2018, ‘financial concerns’

stood at 41.3 per cent across all enterprises, then at
54 3 percentin 2020 and now at 62.0 per centin
2022. Thisongoingincrease s likely due to increased
cost of living pressures experienced by many
householdsin recent times. Of the remainingnon-
work causes, Covid-19 remainsin the mix, although
understandably down from 2020.

Figure 14: Main causes of non-work-related stress (2022) - %
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Figure 15 outlines the main practices businesseshave in
place toidentify mental wellbeing/ stress. For all sizes of
business, the top two spots were again ‘staff surveys’
and ‘training for managers.” Compared with2018, a
higher proportion of smaller enterprisesare now putting
these top two practices into place, whichis encouraging
to see. Furthermore, prior to 2020 the share of smaller
enterprises thatdid not have any practices in place to
identify mental wellbeing/ stress rangedbetween 36.0
and 53.2 per cent. In 2020 this stood at 27.3 per cent
and dropped further to 18.8 per cent for 2022.

Figure 15: Practices in place to identify mental wellbeing / stress
(2022)-%
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Itis still evidentthat larger businessesare more likely to
have processesin place to identify stress and fatigue
given their ability to implementsuch processes, and
especiallysince, given their size, they are less able to
have a close relationship with their larger number of
workers. While any matching of key options between size
of businessis not expected, the fact that an ongoing
increasingproportion of smaller businessesare
undertakingone or more practices is encouraging to see.

Regardingapproachesto supportthe mental wellbeing
of employees, in Figure 16, ‘employee assistance
programmes’ and ‘flexible working’ were tied for the
most common approach across all enterprisesat 70.1
per cent.

Figure 16: Approaches to support mental wellbeing of staff
(2022)-%
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Similar to the resultsin Figure 15, which show a drop in
the proportion of smallerenterprises withoutany
practices to identify mental wellbeingor stress, Figure 16
alsoshowsa further drop in the proportion of smaller
enterpriseswith no approachesin place to support
mentalwellbeing, standingat10.9 per centin 2022,
comparedwith 14.5 per centin 2020 and 24.0 per cent
in2018.

More organisations
now have systems to
support employee
mental wellbeing

Table18 showson ascale of 1 (notatall) to 5
(significantly) the rating organisationsgive to their role
relating to the health and wellbeing of their people. In
comparison with 2020, there are two things to note.
First, the 2022 mean score of 4.33 across all sized
enterprisesshowsasizeable lift from 2020 (3.74). Also,
whereas the mean score of smalland large enterprises
was almostidentical in 2020, thereis a larger difference
in 2022, with both showingan improvement from 2020.

Table 18: Rating organisation’s role in the health and wellbeing of
staff (2022)

Rolein Rolein
Staff Count health/wellbeing health/wellbeing
of staff(mean)  of staff (median)
Fewer than50 416 4.00
50+ Staff 4.47 5.00
All 4.33 4.00

Enterpriseswere further asked how their rating of their
role regrading staff health and wellbeinghad changedin
the pastyear. Overall, 43.4 per cent mentionedan
increase, while 55.1 per centindicated it had stayed
roughly the same.
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7. Relationships and communication with staff

Key findings

— D Overaaquarterof organisations take a clearly definedand
o
I

@ Onein five private sector

coordinated approachto gathering nonwork-related data, @ enterprises provide some form

althoughthis was down slightly on 2020. However, for those
with some form of approach, there was another noticeable
liftin how proactive they were with the data in 2022.

Larger enterprises focusedonEmployee Assistance
Programmes and vaccinations as benefits to improve
wellbeing, while smallerenterprisesfocusedon
education/ training and flexible hours / working at home.

The majority of enterprises take into accounta duty of
care for the wider family members of their employees,
especially smallerenterprises where the relationship
betweenemployerand employee is often more personal.

Data to improve wellbeing

Enterprisestypically collect a variety of work-related
data on theiremployees, includingbank account details,
home addressesand emergency contact numbers.
However, operatingin a Covid-affected world with
deeply changed ways of workingmeans a clearly defined
and coordinated approachto collecting non-work
wellbeing-relatedinformation may be increasingly
important.

Table 19 showsthatin2022,26.5 per cent of enterprises
took a formal approach to gathering non-work data. This
was down from 27.6 per centin 2020, butstill up from
17.2 percentin2018,22.9 per centin 2016 and 19.5 per
centin2014. The proportion of organisations that said
they did not take a formal approach to gatheringnon
work-related data lifted from 25.0 per cent in 2020 to
30.1percentin2022.

Table19: Enterprises having a clearly defined and coordinated
approach to collecting non-work-related information of staff
(2022)- %

. Don’t
Type Yes Sometimes No Know
Fewer than
50 staff 11.1 54.0 31.7 32
s0or 397 274 288 41
more staff
All 26.5 39.7 30.1 3.7

of process by whichemployees
canowna stakeinthe business.
By size of business, thiswas
more weighted towards larger
enterpriseswithoveronein
four havingthis option.

4 N\ 60.9per centofenterprisesdo
@ not provide any form of health

insurancefor their staff but say

a decreaseinthe costof health

insurancewould promptthem
to consider providingit.

When broken down by size of enterprise, the results
showeda combination of differentand matching
movementsin comparison with 2020. The proportion of
bothlarger and smaller businessesthatdid not take a
formal approach to data-gatheringincreased from
2020.However, while there was a drop in the proportion
of smaller enterprises taking a formal approach, for
enterpriseswith 50+ staff there was a slightincrease
from 2020. In addition, while just over half of smaller
enterprisessometimes collect information (almost the
sameresultas in 2020), a large drop in data-gathering by
larger businesseswasrecorded, down from more thana
third to more than a quarter over that time period.
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Despite therelative dropin a clearly defined and
coordinatedapproach to data-gatheringby
respondentsin 2022 compared with 2020, there was
another noticeableliftin how proactive they were with
the datain2022. Table 20 shows that on ascale of 1-5
where5is ‘'very proactive’ and 1is ‘hardly ever used,’ the
mean value in 2022 was 3.33. Thiswas the highestvalue
recorded over the history of the survey, given previous
scores of 3.11 (2020),2.79 (2018), 3.03 (2016) and 2.92
(2014). In particular, the mean score for larger
enterprisesof 3.43 for 2022 was noticeably higher than
in2020 (3.07).

Table 20: How proactive are those that collect non work-related
datain improving the wellbeing of their staff (2022)

Wider family matters

For thefirst time in the survey, respondentswere asked
to whatextent their organisation takes into accounta
duty of care towardsthe wider family members of its
employees. Table 21 showsresponseson a scale of 1
(notatall) to 5 (significantly). The results show that most
enterprises take this intoaccount, especially smaller
enterprises where the relationship between employer
andemployee is often more personal. More than half
(57.3 per cent) of all respondentsselected a score of 4
or 5for this question.

Table 21: Extent of taking into account a duty of care for wider
family members of their employees (2022)

Type Mean Median
Fewer than 50 staff 3.21 3.00
50 or more staff S48 3.00
All 3883 3.00

Option Mean Median
1-5 367 4.0
6-9 394 4.0
10-49 324 30
50-99 356 4.0
100+ 352 4.0
Fewer than 50 staff S5 4.0
50 or more staff 353 4.0
All 3.52 4.0

Benefits to improve wellbeing

Larger organisationsare typically more likely than smaller
ones to use other options alongside flexible hours as part
of their family friendly policies.

Figure17 shows the general benefits enterprises provide
toimprove the wellbeing of their staff. A shiftin focus
away from more direct Covid-related benefitshas meant
some obvious differences in 2022 compared with 2020,
although the results are broadly similar to patternsin
previousyears.
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Figure 17: Benefits provided to improve the wellbeing of staff (2022) - %
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While the overall top four benefits stayed the samein
2022 asin 2020, there continuesto be a clear difference
between small andlarge enterprisesin terms of the
priorities assigned among the top four. Again, thisis not
unexpectedgiven that the larger the business, the more
resourcesit can direct to various initiatives. While
Employee Assistance Programmes and vaccinations were
ranked first and secondrespectively for larger
enterprises, the same benefits did not even feature in the
top five for smaller enterprises during 2022.

The other noticeable difference for smaller enterprisesin
particular was a lower overall level of benefits providedin
2022 compared with 2020. Six options for 2020 were
undertaken by more than half of smaller businesses,
which compares with only twoin 2022. Given only one
benefit was provided by more than half of smaller
enterprisesin 2018, the 2022 results may reflect more of
areturn to prior patternsgiven the Covid-19 effect on
businessesduring2020.

A share of the pie

Another new question for the 2022 survey was whether
enterpriseshave a formal process through whichthey
can own a stake in the company, through shares or
profit-sharingopportunities. Excluding public sector
respondentsthatare unableto provide such options,
Table 22 showsthat around one in five private sector
enterprises provides some form of process by which
employees can own a stake in the business. By size of
business, thiswas more weighted towardslarger
enterpriseswith over onein four having this option.

Table 22: Employees have a formal process through which to own
astake in the company through shares or profit-sharing
opportunities (2022) - %

Don't
Type Yes No Kknow
Fewer than
50 staff 11.1 88.9 0.0
S0or 277 708 15
more staff
All 195 79.7 0.8

A clear break

Respondentswere again asked whether they actively
encourage staff to take breaks. The 2022resultsin Table
23 showaliftin such encouragementfrom 2020,
although the combined options of ‘every day’ and ‘'most
days’ was almost identical compared with2020 and 2018.

By size, those with 50+ staff showed very similar patterns
with 2020, whilein 2022 smaller enterprisessaw a clear lift
in‘every day’ encouragementto take a break.

Table 23: Extent to which business actively encourages staff to
take breaks (2022) - %

Option AICD  S0SatrD Sl OB
Every day 69.9 68.8 70.8
Most days 154 14. 16.7
Some days 8.8 9.4 83
Never 22 4.7 0.0
Don't know 37 31 4.2

P
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Health insurance as a benefit for employees

For thefirst time since 2016, respondentswere asked
whetherthey provided health insurance for their staff.
Table24 showsoverall 60.9 per centansweringin the
negative, which wasup on 58.7 per centin 2016.

Asin previous years when specific questionson health
insurance were asked, larger businessesare more likely
to have some form of health insurance for their staff,
while smaller businessesdonotand do notintend to
for the future.

Table 24: Do you provide health insurance for your staff? (2022)

Yes, fully subsidised for all employees

Yes, fully subsidisedbut only a proportion of them
Yes, partially subsidisedfor all employees

Yes, partially subsidisedbut only a proportion of them
No,butwouldconsideritinthefuture

No, we do not see it as somethingwe would provide now or in the future

Provision of health insurance - cost is key \d

Employers who do not provide health insurance were
asked whatwould promptthem to consider providingit.
Table 25 showsthata decrease in the cost of health
insurance was the clear factor across enterprises,

with more than half selecting that option. Thiswas
followed by the removal of fringe benefittax (FBT) on
employer-subsidisedhealthinsurance and evidence
thatit assistsin retainingstaff.

Fewerthan
50 staff

8.1
0.0
8.1
1.6
371

452

50+ staff

29.6
5.6
183
42

28.2

14.1

Table 25: Factors that would cause an enterprise to consider providing health insurance for their employees (2022)

All

19.5
3.0
135
3.0
323

28.6

Option

A decreasein the cost of healthinsurance

Removal of FBT on employer-subsidised healthinsurance

Evidence thatit assistsin retaining staff due to perceived value as a benefit
Contributestobuilding employer brand

Evidencethatit reduces absenteeism

Anapproach by a health insurer to discuss the fundamentals of health
insurance, policies, benefits, and wellness programmes

Other

Fewerthan
50 staff

52.7%
34.5%
25.5%
10.9%

21.8%

10.9%

18.2%

50+ staff

54.1%
42.6%
37.7%
36.1%

32.8%

18.0%

16.4%

All

53.4%
38.8%
31.9%
24.1%

27.6%

14.7%

17.2%
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For further information on this survey contact:

Sue Hamilton
Communications Manager

Levell, Te Kupenga
155 Fanshawe Street

Auckland 1010 New Zealand

P: 0800800181
E: comms@southerncross.co.nz

www.southerncross.co.nz

Southern Cross
Health Insurance

© Copyright Southern Cross 2023

Stephen Summers
Economist BusinessNZ

Level 6, JacksonStone House
3-11Hunter Street

Wellington 6011 New Zealand

P:04 496 6555
E: ssummers@businessnz.org.nz

www.businessnz.org.nz

BusinessNZ 4
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© Copyright BusinessNZ2023
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