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We Talk Wellbeing 
and Marbral Advisory

“The state of wellbeing in 
the CI clearly demonstrates 
that despite enjoying, on 
average, a perceived better 
quality of life, people are no 
less immune to the factors 
and challenges that affect 
their daily wellbeing.”
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We Talk Wellbeing - 
Helping people, teams and 

believe that happy, healthy 
and engaged employees, 

better, leading to increased 
productivity and innovation. 
This in turn, creates or 
strengthens dynamic, inspiring 
and sustainable organisations.

Our range of wellbeing solutions and expert 
advice support employees at work and in 
life, helping to build physically and mentally 
resilient employees, teams and organisations. 
Employee engagement and performance are 
‘must haves’ for any successful business, and
the key wellbeing enabler to achieve these 
factors is resilience.

Stress, depression and anxiety continue to

in the workforce, accounting for 51% of 
work-related ill health and 55% of working
days lost in 2020, in the UK1. Professional 
burn-out is now recognised by the World
Health Organisation as an occupational 
phenomenon. We are faced with an 
overwhelmed workforce. 

dedicated and passionate people. For our 
colleagues to continue to move forward
during uncertain times, they need to feel
safe, protected and supported. The time 
is now to think about support, care and
feedback as opposed to expense. The time is

Our vision is to help organisations place
employees’ wellbeing front and centre, as the
guiding voice of all organisational policies and 
practices. We Talk Wellbeing was founded to
provide practical solutions in supporting you 
to increase the visibility of wellbeing in your 
organisation.

We believe that visible wellbeing action
matters. For the individual, it helps promote
healthier habits, for teams it challenges 
stereotypes and provides positive role

modelling for the workforce. Visible wellbeing 
action develops a wellbeing culture where 
employees thrive, and the business is better 

wellbeing philosophy being the foundation 
of every conversation and connection in the 
workplace, and we connect organisations 
with opportunities to talk and learn about 
what really matters to them in terms of 
wellbeing. 

Wellbeing needs to be part of strategy, policy, 
action and outcomes, the same as any other 
critical success factor to your business. 
When we are able to openly talk about what 
wellbeing means to us, we are one step 
closer to developing a culture where our 
physical and mental wellbeing is valued and 
where we can optimally perform. 

Employee wellbeing is at the heart of 
our vision. The health and safety of our 
customers is our primary concern during 
these turbulent times. The events of 2020/21 

in a changing paradigm on how we think 
about workplace wellbeing. 

That is why we committed to conducting the 

with our partner Marbral Advisory. 

We recognise that people need to be at
the core of how we do business and how 
they experience it. That the boundaries 
between personal and professional lives have
never been so blurred as they are today.
Addressing the wellness concerns of our 
workforce is a critical and necessary activity
if we are to continue to build successful and 
employee-centric businesses. 

We hope our report helps you to shape your 
business with people at the centre, through 
developing a deeper understanding of your 
wellbeing requirements and aspirations in
this emerging new working world. By putting 
wellbeing at the heart of your organisation, 

providing an environment where both
individuals and teams thrive and one in which 
the organisation maintains and protects its 
‘health’. 

Dr Glenda Rivoallan
Founder and CEO

Kenneth Manson
Consultant

“Research shows that 
unhealthy, unengaged 
employees cost the UK 
economy almost £92 billion 
in 2019.”
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Marbral Advisory – 
Supporting organisations to 

organisations undergoing 
change since our incorporation 

extensive research correlating 

Looking at attitudes close to home, Jersey
Finance’s ‘Jersey Means Business Report 

the link between a positive work-life 
balance and higher performance. Further 

priorities for 2020 onwards, examples include 

UK and other jurisdictions in sourcing and
retaining talent, focusing on wellbeing cannot 
be overlooked.

As a change management organisation, we 
see change as a constant, but recognise that 

may sound obvious, but change is generally

wellbeing is not given prominence or where
it is considered a ‘nice to have’ or indeed 
something which ‘HR do’. Given resistance

to change is the norm, it is not unusual to 

wellbeing traits prevail. This resistance to

engagement. 

Focusing on the people side of change
has shown us how important it is to widen 
the lens on wellbeing. We believe that 
wellbeing is a combination of self, team
and organisation which is why this research 
focuses on all three aspects. When an
individual is not personally well, they will 

stressful. When the team they work in is 
dysfunctional, trust and relationships suffer,

organisation has a damaging culture without 
an environment that promotes wellbeing, 
bad behaviours emerge that can affect
productivity, engagement, and decision
making. 

All of these factors can lead to a lack of 
purpose and direction and, as we see in this 
research, there is a noticeable correlation
between feeling purposeful at work, feeling
valued, and the likelihood of employees to 
recommend the organisation as a great place 
to work. This correlates with recent workforce
research in Jersey where 39% of people 
said they did not intend to continue working 

pandemic was over2. 

“In Guernsey, 61% of 

with a competitive labour market, now
employees’ priorities may also have shifted 
as people have taken the time to re-evaluate 
what is important. This means that to attract
essential talent, businesses are now going to
have to focus on culture and wellbeing more
than ever before.

When it is clear that wellbeing correlates
directly to business performance and an
organisation’s ability to adapt and grow,
why is it still so misunderstood? We believe
the solution lies in the ability to focus on

be unique to an organisation and by using 
insightful data to drive interventions and 
improvement for the good of the self, team
and organisation.

We hope that this report will begin to
break down perception barriers to the word 
‘wellbeing’, which is often seen as an abstract
concept, one hard to contextualise and
unrelated to the performance of the business. 
We believe that by concentrating on wellbeing
strategy and engagement, and a healthier 

and more inclusive culture, we can improve 
the quality of working life for the individual
and organisational performance for the
employer. We are working with clients across
all sectors on these programmes and seeing
excellent results as clients give essential 
focus to their most valuable asset – their 
people.

Marbral Advisory are working in partnership 
with We Talk Wellbeing to deliver this
important piece of research into corporate 
wellbeing. We believe that the results of this

view, manage, measure and invest in 
wellbeing in the future for the sake of the
health of our people and our island economy.

 

Leonie McCrann
CEO

Natasha Egré 
Head of Client and Product Development

Jenny Winspear
Consultant and Product Development Lead

“In Guernsey, 61% of 
businesses have said they 
are prioritising reviewing 
company culture as a result  
of COVID-193.“
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Executive Summary  

The Channel Islands' Wellbeing Report

conducted by:

consultancy company and training 
provider;

• Marbral Advisory - an advisory 
business. 

The purpose of the survey was to
understand the current status of wellbeing
in the Professional Services sector and to 
provide a platform of data-driven insights
into wellbeing at work across Jersey and
Guernsey. There has been growing awareness

after a) the changes we have experienced 
due to the pandemic, and b) the growing
evidence demonstrating its effect on

to wellbeing by gathering data to provide 
more detail on what the current wellbeing
context is. This will allow businesses to better 
understand what wellbeing entails, where
wellbeing initiatives may have the most 
impact, and help to clarify why investment in 
wellbeing is of importance to organisations. 

Within this report, we also felt it important 
to gain practical and grounded perspectives
on wellbeing at work from industry leaders

wellbeing, we interviewed certain members 
of the Jersey and Guernsey communities.
These include the CEOs of Jersey Finance and
We Are Guernsey for a business perspective; 
a General Practitioner and a Mental Health
Practitioner; the Operations Manager for 
Mind Jersey, and a Social Wellness Expert 
who champions wellness programs within 
businesses. These interviews can be found 
after the main body of the research results 
with insights used where applicable in the 
main body of the report.  

What wellbeing means can, and does,
vary from person to person. For some, it 
encompasses the idea of balancing mind,
body and soul. For others, it centres around 
value factors such as having a sense of 
purpose or a sense of community. Wellbeing
can also be determined by living in an
environment which provides quality of life or 
identity through work/profession.

Business leaders, policy makers, a wide range
of professionals (employee and employer)
and researchers whose interests relate to
Self, Team and Organisational wellbeing. The 

to the interests of other countries.

Executive 
Summary
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What Does Our Research  

Our research demonstrates that wellbeing
is related to people, processes and
subsequently performance, both work
performance and performance in life 
generally. A culture of wellbeing requires
a balance of appropriate resources and
opportunities, with the commitment to 
work towards achieving optimal health and
resilience for the individual, the team and the 
organisation.

While we cannot make direct comparisons 
between individual facets of wellbeing, (i.e. 
Self, Team and Organisation) scores for 
‘Team’ measures were most favourable,
followed by ‘Self’ and lastly ‘Organisation’ in 
the people surveyed. 

Social Wellness Is Key To 
Wellbeing

Regardless of the individual scores on each
element of wellbeing, the research supports
a social wellness view of wellbeing in that
it is not an individual pursuit, i.e. solely 
the responsibility of the Self. Our own 
theory that to live and work well demands
collective responsibility holds true. Our 

with others (the Team) and that of the
Organisation are key determinants of overall
wellbeing. We observed that when aspects 
of Relationships and Communication are
more positive, individuals also reported
higher levels of Trust. Likewise, higher 
levels of Trust were correlated with better 
Relationships and Communication.  

“The state of wellbeing in 
the CI clearly demonstrates 
that despite enjoying, on 
average, a perceived better 
quality of life, people are no 
less immune to the factors 
and challenges that affect 
their daily wellbeing.” 

We Talk Wellbeing 
and Marbral Advisory

‘Feeling I have the necessary physical, 
mental, emotional and spiritual health 
to live the life I want to lead’.

We surveyed three sub-domains: 

1 Lifestyle

2 Happiness 

3 Resilience

Organisation

‘Feeling the organisational context is 
supportive of wellbeing practices and 
alignment to core values’. 

We surveyed three sub-domains: 

1 Leadership

2 Environment

3 Culture

Team

‘Feeling close to others and part of a 
supportive work community’. 

We surveyed three sub-domains: 

1 Relationships

2 Communication

3 Trust

and Organisation: 

Team Organisation
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individuals engaging in healthy 

improvement. 

Where scores on aspects of lifestyle were 
more positive, there was a large effect on 
individuals' reported levels of happiness.

This should be considered when thinking 
about the impact that lifestyle and happiness 

physically, mentally, socially and spiritually 
well, then it suggests that happiness follows 
as a result. 

Key Finding 1

surveyed rated 
their mental health 
at a 4 or 5 (5 

only 30% post 

only 5% rating 
their mental health 
at its best in the 
last 30 days.

64%

69%

Key Finding 2

69% rate their 
social health 

last 30 days.

The research on physical health as a 

growing and will take more prominence

majority of people appeared to look after 
their physical health.

Mental health and social health scores 
witnessed the biggest drop of all lifestyle
measures in the 30 days leading up to the
survey. Mental health is of growing concern

no different, stress being the main symptom
of prolonged adverse mental health. Positive
mental health improves wellbeing across 

psychologically well, you are more likely to 
be physically well.

Stress

wellbeing factors i.e. Resilience, Happiness 
and Lifestyle, were all correlated with levels
of stress. Research shows us that stress is
highly linked to lower resilience and lower 

support this view should be a key concern for 

Key Finding 4 

health and then mental health.

1. Inner Health

2. Physical Health

3. Social Health

4. Mental Health

Key Finding 3

surveyed rated 
their physical 

1 and a 3 in the 
last 30 days.

64%

Key Finding 5

stress.



14

The Channel Islands' Wellbeing Report 2021

15

As stress is a symptom of poor wellbeing, 
and a perception of not coping, (ultimately
leading to burn-out), it is critical that we get
to the root causes of why people are stressed
if we are to gain the necessary understanding 
to develop well-designed intervention 
strategies and avoid growing levels of 
absenteeism and presentism.

Key Finding 7

51% cited having 

services.

51%

The global research clearly highlights the
risk associated with poor work life balance
and burn-out and this is becoming a priority 

respondents claim to not have a good work
life balance, businesses within Jersey and 
Guernsey should start exploring ways that 
this can be improved, as doing so could help 
to increase overall wellbeing. 

organisations understand the determinants

simply not enough to provide interventions
to combat the symptoms, as interventions 
targeted at only the Self most often fail to
identify any other prevailing factors or causes
of stress within a given organisation. Where 
work-life balance is compromised, this adds 

their main stressor.

Resilience

global average.

people tend to be happier people and more
able to thrive despite their environment.

For companies to perform at their best,
‘average’ resilience is not the standard for 
benchmarking best practice, hence this needs
further action.

training for individuals but again it is not 
enough to consider the individual in isolation.
The main causes/drains on one’s resilience 
are often as a result of factors out of an 
individual's control such as team dynamics 
and organisational culture, and not effectively
targeted by resilience training alone but in 
combination with changes in work practices 
and habits. Again, we must stress that 
organisations must look to get to the root 
of the issue and determine new wellbeing 
initiatives and strategies rather than taking

problem.

Happiness

average person (international 

Lifestyle was shown to have a large effect 
with individuals reporting higher levels 
of Happiness. This should be taken into

that lifestyle has on wellbeing. The evidence
between wellbeing and its link to happiness
(both at work and at home) is mounting 
and one of the fundamental reasons why
happiness is becoming a more frequently 
used tool for measuring wellbeing at work.

31%

Key Finding 9

respondents 
stated that they 

positive about their 

post-COVID-19.

Key Finding 10

no better than the average person 

Key Finding 11

surveys suggest that people 

Key Finding 6

surveyed reported 

coping. 

Key Finding 8

stress, anxiety and 

63%
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Key Finding 1

members all or 

87%

Relationships

colleagues are genuinely 

While care is evident, what is less evident 

individuals knew how to assist (even with an 
intervention such as signposting to resources) 
a colleague facing any wellbeing challenges. 

Trust

Key Finding 2

citing trust all or 
80%

As well as very high levels of care, there 
are high levels of trust within teams, with 
colleagues indicating positive responses 
for the questions raised in this area,
including that teams are effective at 
discussing workloads and in sharing relevant
information. Challenges may arise though 
when such aspects are discussed across
teams rather than within teams.

Key Finding 3

32% unsure or 
disagreed that poor 32%

Communication

Effective communication also requires the

crucial conversations in a considered manner.
While such communication is often avoided,
such avoidance creates uncertainty and 

wellbeing.

Our methods and means of digital
communication are here to stay and more 
likely to increase than decrease. While it is 
an accepted means of communication, the 
organisations that actively consider and
review their policies around the boundaries 
of digital communication (and the adherence 

individuals who are able to understand and
embody a healthy work life balance.

Key Finding 5

32% unsure or 
disagreed that their 
team can overcome 
obstacles and 
manage emotions 

32%

The ability to manage emotions is one of 
three essential domains of resilience and
‘overcoming obstacles’ is a key feature of 
being resilient overall. Respondents were
not certain about their colleagues’ abilities 
to overcome obstacles and manage their 

the average resilience scores found in the 
aspects of Self.

Overall, the responses for the wellbeing of 
Teams were positive and encouraging to

between each aspect of team i.e. Trust,
Relationships and Communication, we
observed correlations in all three. Our 

overall, trust, value and respect one another,
with clear and respectful communication 
closely linked to the quality of professional 
relationships and workplace collaboration.

Team

92%

Key Finding 4

technology to 

their team but 36% 

or disagreed that 
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Key Finding 7

sure or did not agree that the 
organisation takes action to prevent 

harassment, discrimination and 
violence.

Key Finding 1

53% said the 

employee health 

Leadership

behaviours in promoting 

unnoticed. Leaders may be 

committing to it themselves.

Leadership had on some of the other 
wellbeing domains that we measured, we 
found that those who reported positive
leadership scores also reported higher levels

of Happiness, higher levels of Trust within
the team, and higher scores within the
Relationships/Communication scale.

One of the strongest correlations we saw
across all the wellbeing domains was between 
Culture and Leadership. This is expected and 
is well-documented, the reason being that 
leaders create and reinforce the norms and
behaviours that are expected within a culture.

Culture

A sense of purpose at work and feeling valued 

but it also affects the successful growth of 
the business as it is the people who make the
business, and it is also the people and teams 
in the business which attract talent.

As with having a sense of purpose and feeling
valued, autonomy at work is known to drive 
greater levels of creativity.

The traditional working models are being 
challenged and will continue to be challenged
by the next generation.  

Environment

As noted above, Happiness is a key indicator 
of positive individual wellbeing, so it isn’t
surprising therefore that happy employees
support a positive working environment and
culture.

Moreover, the analysis showed that culture

wellbeing domain that we measured with 
the other strongest relationships being 
Leadership, Lifestyle, and Relationships/

that if successful and positive culture change

can be monumental.

Given the importance of work-life balance to
positive working behaviours and productivity/
growth of the business, managing workload
to realistic levels is essential and needs to be
reinforced by senior leadership.

Given the detrimental impacts that abuse,
harassment, discrimination and violence in 
the workplace can have on individuals, teams 
and the organisation as a whole, there is 
a real need to ensure the policies in these 
areas are more than words but are displayed
through actions and behaviours.

Organisation

Key Finding 3

have the right 68%

Key Finding 2

recommend their organisation as 

or business objectives.

Key Finding 5

11% cite that the organisation 
takes proactive measures to make 

happen, or they are unsure.

Key Finding 4

their organisation 
has a positive 

happiness.

50%

Key Finding 6

56% said that senior 

the importance 

breaks and ensuring 

the time.

56%
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2

Challenge It
Work to challenge unhealthy 
habits and consider healthy 

swaps. Understand the impact 
‘team’ and ‘organisation’ have 
on the wellbeing of 'self' and 

work in alignment with 
personal values and 

beliefs.

Commitment is Key

The research on the wellbeing of self is clear 
in that when the employee takes personal
responsibility for their own wellbeing and
commits to a healthy lifestyle, they are more 
resilient, suffer from less stress, have greater 
wellbeing and overall happiness. This is 

true wellbeing doesn’t start and end with 
the self, and both team, organisations and
society at large also play a fundamental part 
in fostering one’s individual wellbeing.

When individuals are committed to their 
own wellbeing, the research shows that
people can, to a degree, thrive despite
their circumstances and/or environment. 
However, when organisations are successful 
in supporting a healthy workforce and 
maintaining a culture which promotes
wellbeing, the conditions are more likely to
produce happier and healthier individuals, 
as well as more productive and engaged 
employees. Likewise, if employees are not
ready for change, workplace wellbeing efforts 
fall on deaf ears, making any wellbeing
initiatives prone to being ineffective. A
key part of behavioural change is that the
receiver is in a state of readiness for the
message to be heard.

Employees must take personal responsibility
to look after themselves, to commit to
self-care and develop the skills, resources 
and attitudes to bring the best version of 
themselves to both work and life. An intrinsic 
desire to want to be healthy for its own sake
is critical - ongoing wellbeing depends on it.

The foundations of optimal wellbeing as it 
applies to the self, involves individuals going
on a path of continuous self-improvement 
in the areas of physical, mental, social and 
spiritual health. Everyone has a personal 
responsibility to look after their own 
wellbeing, spot the signs of poor wellbeing 
and avoid burn-out. Employees also need to 
feel safe in voicing their needs and concerns 
and be enabled to speak up to employers if 
tasks, autonomy, or sense of purpose are not 
conducive to healthy workplace behaviours. 

wellbeing when work activities are balanced 
and purposeful.

Findings of this research show that the 
current status of wellbeing in the Professional 

Employees within the sample are moderately 
stressed, their resilience is average at best 
and overall, they are not as happy as their 
peers in comparison to research populations 
around the world (Subjective Happiness 
Scale general population data). This is in 
many ways not surprising when correlated 
with low lifestyle and lack of work-life 
balance scores. Left unchanged, this scenario 
potentially poses an increased risk to overall 
personal wellbeing. 

 
For everyone to be resilient, manage stress and be happy and thrive, the wellbeing of self 
needs to be prioritised by embracing healthy habits and practising self-care. Now is the time 
to catch it, challenge it, change it and be it!

1

Catch It
Develop self-awareness of 
wellbeing behaviour not 

conducive to optimal 
wellbeing and aim to 

understand it.

3

Change It
Be open to making changes 

by adopting a growth mindset. 
For those who are not 
thriving, aim to identify 
the root causes of poor 

wellbeing and act 
quickly.

4

Be It
Commit to bringing your 
best self to work and to 
life. Be a role model for 

living a healthy life 
for yourself and 

others.
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The global research on organisational wellbeing 
is clear. To have a productive and thriving
workforce and to continue to develop impactful
organisations, people need to be well. The
long-term effects of poor wellbeing results in 
people, teams and organisations who are sick 
and who risk burn-out. The road back from
burn-out is long, arduous and extremely costly 
to the organisation’s bottom line.

Whilst this research report highlights areas
of good practice, organisations within 

improvements to make in fully developing 
inclusive wellbeing strategies, which not 
only lead to better engagement but promote 
development of the entire self. The sample 
ranked their wellbeing with ‘Team’ performing
best, then ‘Self‘, with ‘Organisational 
wellbeing’ scoring the least.

of the workforce overall perceiving their 
wellbeing to be within a healthy range, but…
a similar percentage do not.

Further exploration into the underlying
causes for current stress levels, lower than
average resilience levels and happiness 
scores is needed. Organisations will have to 
consider their role modelling of wellbeing 
behaviours, their cultural practices, and the 
promotion of work-life balance, to name
a few.

approaches 

their existing evidence base surrounding the 
effects of workplace health and wellbeing
programmes on employees. The research 
demonstrates that health in the workplace 
and indirectly productivity is affected by: (i)
things that employees bring with them to
the workplace: personal resources, health 
practices, beliefs, attitudes, values and 
hereditary endowments (ii) what the workplace
does for employees once they are there: the
organisation of work in both the physical and 
psychosocial sense and how this impacts on the 
interaction between the physical environment 
and the psychosocial environment (e.g. work
culture and climate).

What Do These Findings Mean For can be drawn from this research is that it is 
important to conceptualise the wellbeing of 
workers holistically in order to allow for the
interconnections between work-related and

Links between mental health illness and 
dietary and physical activity behaviours
are well-known, and recent studies have
indicated there might also be a link between
depression and musculoskeletal disorders70. 
This suggests that interventions should build
in multidimensional outcomes (physical and
mental) as well as incorporate multiple levels
and components. However, more research
is needed to ascertain optimal ways of 
combining and operationalising components
when developing multi-component
interventions. Future research should also
focus on determining appropriate multi-
component interventions that have a long-
term impact.

Targeting individual behaviour may also 
require interventions to expand their remit
beyond the workplace to include commuting 
and lifestyles more generally.

“The three biggest 
wellbeing challenges 
organisations will face in 
the next 12 months are (i) 
the balancing of returning 

from home, (ii) that people 
now feel empowered to talk 
about their mental health 
and businesses who have 
not invested in wellbeing 
will be on the back foot, 
and (iii) organisations need 
to actively consider and 

to meet the wellbeing needs 
and expectations of their 
people.” 

Hugo Forrester
Mind Jersey

1

and developing tailored 

success rates; 

2 A participative approach to 
intervention development is 

3 Interventions that target 
organisational cultures 

interventions.
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1 Aspects of Self (lifestyle, stress, resilience and happiness) should be 
measured as part of ongoing staff development and as a regular wellbeing 
check.

2 Regular and consistent provision for stress management and the 
maintenance of resilience by way of coaching, therapy and 1/1 mentoring 
needs to be offered with the understanding that this should not be 
implemented in isolation. This is not dealing with the root causes of stress 
and or drains in resilience and this must be investigated for wellbeing 
interventions to be of maximum value.

3 Acknowledge the role lifestyle, work role and work-life balance, play on 
happiness and overall engagement and assess on a regular basis via line 
management and team purpose for all employees of the organisation.

1 Strong professional relationships 
could potentially be enhanced by 
the development of inter-personal 
skills, so that team members can 
effectively assist one another. 

2 The management of poor 
performance within teams needs 
to be handled in a quick and 
professional manner, to enhance 
levels of trust. 

3 Linked to one of the ‘Self’ 
considerations, appropriate 
coaching should be provided to 
all teams to help them be best 
placed to cope with managing 

obstacles. 

Team

1 Regularly assess wellbeing across 
the organisation to identify areas 
for improvement, looking at the 
correlations between Self, Team 
and Organisational wellbeing.  

2 Lead by example and ensure 
Managers are appropriately trained 
to demonstrate positive wellbeing 
behaviours.

3 Regularly review and challenge 
cultural norms and behaviours and 
aim for clarity of purpose for all 
employees of the organisation.

Organisation
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It is critical for the health of 
our organisations and the  
future success of our 
economy that we 
understand the current 
state of play of wellbeing  
in our islands.

Q  
 

The pandemic has challenged pre-held
assumptions in terms of how our values 
and belief systems align to the people and
organisations we work with, and raised 
much-needed debate on the culture of the
workplace we wish to belong to 4. These 
circumstances have provided a chance to 
slow down, pause, and consider what the 
world of work means to us.

The immediate and physical change to our 
working environment that we experienced 
when the world entered lockdown was so 
profound that it is no surprise that ‘working 
from home’ became one of the most talked 
about content pieces of 2020. One of the 

moved the discussion about wellbeing to the
forefront and accelerated the realisation of its 
importance. 

Workplaces are about to make (if not 
already) some of the biggest cultural
decisions they may ever make; decisions that
could fundamentally change our workplaces
and the ways in which we engage and value 

the health of our organisations and the future 
success of our economy that we understand 
the current state of play of wellbeing in our 
islands.

While there is unequivocal evidence of the 
power of workplace wellbeing initiatives,
the unfortunate reality is that too many
individuals, teams and organisations
continue to ignore the importance and
profound impact of wellbeing. There is often
an awareness that something is wrong, or 
that the culture ‘could be better’, but many, 
often through the volume of demands on
their time, are either ignoring the problem
or making best intended corporate wellness
changes but without the evidence base
behind the decisions.

The Changing Landscape  

Section 1
Wellbeing 

Preface and context
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Q  
Q  

 
UK employees
reported feeling resilient at
the start of the pandemic 6

 
UK companies
currently have a stand-alone
wellbeing strategy / formal
wellbeing programme 5

employees

reported that their stress 
levels had increased since 
before the pandemic 7

64%

employees

said that they had a ‘poor’ 
or ‘low’ state of mind 8

81%

Guernsey According to the Guernsey and Alderney Wellbeing Survey

of all islanders
are overweight
or obese

Women reported
less activity than 
men. This is more 
pronounced in the
under 35s

56%

Levels of low mental 
wellbeing have doubled
since the 2013 survey

 
Islanders
rate their sleep quality as poor

x2

Evidence based research highlighting the case for investment in wellbeing at work is Prior to this report, wellbeing research on companies and employees in the Channel

residents enjoy a quality of life that is of a higher standard than their UK counterparts. 
However, recent local research indicates that the general populations of each Bailiwick are
also facing considerable health and wellbeing challenges.
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Q  Where Does Mental 
Health Fit When We 

the Josh Bersin HR Academy14, the topic of 
mental wellbeing ranks highest in importance 
for both HR professionals and their 
employees, yet a third of HR professionals
still feel uncomfortable talking about
mental health challenges at work. Many HR 
professionals also say their companies are 
ready for mental health initiatives but have
not started to implement one. When asked 

1

implement such initiatives;

2

3

4 too many other programs to 
accommodate.

Moreover, the costs associated with not
addressing employees’ mental health
issues - from lower motivation and work
productivity, to increased referrals to mental
health services - has a considerable global 
impact with a prediction to exceed £6 trillion
by 203015. Mental health occurs along a
continuum, with thriving and positive mental
health on one end and serious mental

range of conditions that vary in intensity and
impact that employers need to understand
and support.   

Q  What About Working

working from home16, the negative impact 
on employees as a result of organisations
having to adopt radical work from home 
models has been well documented17. The 
potential blurring of boundaries between 
work and life in those working from home is
a key concern for employees and this concern 

restrictions exist. The longer-term impact of 
this on physical, mental and social wellbeing 
cannot be overlooked. A 2021 working from
home study18 has cited that employees' work/
life balance has become progressively worse 
as a consequence of working from home.
As a result, employees are looking to their 
employers to help ’clear the clutter’ out of 
work and give them time to focus on their 
jobs and their personal day to day wellbeing.

Q  Where does this leave 

Wellbeing services encompass everything 
from diet, exercise, sleep, mental focus,
stress management, psychological support,
family coaching, leadership development,

imperative for the future that wellbeing
programme decisions are based on fact
rather than opinion. Although the do's
and dont's associated with the design and 
implementation of a coherent wellbeing
strategy could be debated, what is widely
accepted is that wellbeing is critical for 
productivity.

reported having a long-term physical or mental health condition

Jersey  The 2020 Jersey Opinions & Lifestyle Survey Report found that:

Despite huge advancements in new 
technology, automation tools and resources 
intended to make our working lives easier, we 

9  
and have overwhelmed employees 10. People
are working more hours, with employees in 
the UK working some of the longest hours
per week in Europe 11 and putting in more 
than £32 billion worth of unpaid overtime12. 
This demonstrates that the pressure on
employees is mounting.

problems, with employees not only citing 

that they are working considerably more
hours but that they are sleeping less too
13

pandemic has continued, we have seen
increasing effects on emotional wellbeing in
the workforce.

Employee surveys are demonstrating that the 
biggest concerns to employees as we move 
onwards are maintaining positive mental
health and a healthy work-life balance,
both of which, when not managed, lead to
employee disengagement and ultimately
employee burn-out.

of those said
that it affected
their day-to-day 
activities

62%

of respondents
indicated that they 
were anxious, with
a ‘low’ or ‘very low’ 
rating

60%

of adults said that 
their life had got 
worse since the

51%
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We appreciate that the term ‘Wellbeing’ 
means different things to different people. 
Therefore, it’s imperative that we clearly
outline our philosophy on what it means to us 

linked to increased productivity. The following
pages provide a summary of the background
as to why we have chosen to focus on nine 
aspects of wellbeing.

Q  And 'Organisation' Mean 

corporate wellbeing, it became apparent 
that future analysis should encompass not 
just the organisation as a whole but also the 

for an organisation to be healthy, then its 
teams need to be healthy. For teams to be 
healthy, the employees need to be healthy. 
We also see this holistically in that all levels 
have to function to enable us to work and live 
well.  Using the metaphor of cogs in a wheel, 
if one cog breaks then the machine grinds to
a halt. For example, if an organisation has
a poor culture, then its teams and people

consists of making demands and punishing
mistakes, the individual employee will suffer. 

responsibility for their own wellbeing practice, 
then we cannot expect to develop teams 
and organisations. The global literature on 
wellbeing supports the notion of the holistic 
essence of workplace wellbeing19.

to assess happiness, health, stability, purpose
and meaning in one’s life, we depict its broad 
nature in our wellbeing wheel with each 
part of the wheel representing one aspect 
of wellbeing. We believe that for people to 
live and work well, that the health of each 
aspect of the wheel has importance, as each 

home and at work, and overall productivity, 
innovation and contribution. We do however 
acknowledge that wellbeing is highly personal 
and individualistic, thus the contribution of 
each part of the wheel in helping someone 
to thrive may differ from person to 
person, team to team and organisation to 
organisation.

“It’s absolutely imperative 
that we consider what 
wellbeing sounds and 
looks like for businesses 
and organisations, so 
it’s not seen as a throw 
away word... If we don’t 
do something, we will 
have real issues with 
presenteeism and the 
cost to businesses and 
humankind will be vast.” 

Lee Bennett 
Mental Health Professional
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includes behaviours, activities and skills 
used to take care of oneself. Within every
individual, there are many different 
dimensions. Our lifestyle measure in our 
survey represents these dimensions in
considering social, inner/spiritual, physical
and mental health.

2  Resilience and Stress

Good health is more than the absence of 

of wellbeing, we believe that a focus on
building resilience which addresses how one
thinks (cognitive), how one feels (affective)
and how one behaves (self–regulatory) is
critically important to enable us to assess

uncertainty and change. The research is clear 
in that resilience is one of the core constructs 
of positive organisational behaviour21. 

Resilience and stress are extrinsically linked, 
with increased resilience correlating with
lower stress levels22. When one does not 
have a sense of resilience this in turn makes
one susceptible to stress, and long-term
stress can lead to unhealthy behaviours. As 
research is demonstrating that people are

it was an important construct to measure.
While stress is not a dimension of optimal
wellbeing, it is included as it is one of the 
key symptoms of poor physical and mental
wellbeing.

3  Happiness

Happiness is critical to wellbeing and often 
under-represented in both workplace
wellbeing measures and strategies.
Happiness helps to create balance in terms 
of the dimensions of wellbeing. People who 
are happier are more able to work and live 
well with greater outcomes in terms of 
satisfaction with life23

that happiness features in our wellbeing 
model and satisfaction with life measured as
an outcome. The global literature also points 
to the environment and lifestyle being crucial

happiness at work, there is a large body of 
literature, which points to task autonomy24, 

25 and feeling valued26  
as major contributors of overall happiness. 

happiness as a part of overall wellbeing.

“It’s about being aware 
of the different factors 
that keep me well and 
also about how I keep 
these factors topped up. 
Personal insight, values and 
awareness are key aspects 
too. It’s not one single 
thing - essentially for me 
wellbeing is ensuring that 
I feel authentic and true to 
my values.”

Hugo Forrester 
Mind Jersey

1   

ng starts with The foundation of wellbein
dividual health is personal self-care. Our ind
verything else in the bedrock from which e
treat and care for life is built upon. How we 

tes to our ability ourselves directly correlat
nd demands of to cope with the stress an
hat may seem everyday work and life. T
ple, a commitment simple, but for many peop
aviours which to self-care (actions/beha
en overlooked or improve wellbeing) is ofte
responsibility and neglected. We all have a r
 we cannot look duty of care to ourselves;
ook after ourselves. after others if we do not l
ncreasingly blurred Against the backdrop of in
k and non-work, a boundaries between work

employees who recent study showed that 

recovery activities Enactment reported less r
exhausted and and, in turn, were more e
e balanceexperienced less work-life 20. Self-
gement are essential care and boundary manag
ily wellbeingaspects of an effective da

practice.

“A lot of people have 
forgotten about self-
compassion – how to be 
good to themselves and 

Wellbeing is about affording 
yourself that space and not 
feeling guilty about it.” 

Dr Philippa Venn
Cleveland Clinic

chosen based on their 

in predicting optimal 

Resilience and Stress,  
and Happiness.



The Channel Islands' Wellbeing Report 2021

3736

be underestimated but 

three most important 

Trust, Relationships and 
Communication.

Team

"Collaboration has become 
more complex, with many 

connected through working 
from home29."

We can grasp the concept of wellbeing for 
the organisation (the corporate body) and 
for ourselves (our personal body) though for 

consider the health of our teams, they are consider the health of our
organisations, and the beating heart of our o
eeds to be strong, each beat of that heart ne
sustain the life of coherent and healthy to s

each business. 

chose three aspects As part of our survey, we c
in evaluating of the dynamics of teams 

rationale is backed wellbeing and, while this r
p to also consider the with research, it may help
s and how they linkconnection of these factor
sations - our teams. to the heart of our organis

1  Trust

system of the body then trust is the nervous 
g and responding corporate, feeling, sensing
our environment to every subtle aspect of 
and often without countless times each day 

our conscious control. 

ation - from problem Trust engenders collabora
rough permitting solving to innovation - thr
g thoughts, ideas the expression of differing
team membersand perspectives from all 27.
levels of trust Research has shown that 
s associated between team members i
ent’; a sense of with ‘attitudinal commitm
belonging. Trust identity, involvement and 

with perceived task is also positively related w
am satisfactionperformance and with tea 28. 

2  Relationships

Professional relationships within our 
organisation are like our lungs; they breathe
life into all our actions, providing the means
by which connections and networks are 
created and fostered.

Collaboration has become more complex,

connected through working from home29. 
Has the changing pattern of work led to 
increasing numbers of people feeling that
they are ‘on-demand’ rather than fostering 

in improving the performance of teams can
be gained through close consideration of 
the strength of professional relationships, 

facilitated by communication. 

3  Communication

Clear communication is pivotal for the
wellbeing of teams and in that sense is so
closely linked to the heart that we can see 
communication as being the circulation 

circulation correlates with many lifestyle-
related illnesses and the comparison holds
true when considering organisations. Poor 
communication is a symptom of a potential
host of problems for companies to address. 

The increasing global shift towards digital as

implications for wellbeing at work, only one
of six characteristics of digital communication

felt to support wellbeing. All the others, (i)

Volume Of Communication, (ii) Expectations
Of Constant Connectivity, (iii) Quality Of 
Communication, (iv) Adaptation To New 
Communication Tools, and (v) Technical 
Problems were considered detrimental to
wellbeing30. 

These three aspects therefore play a crucial 
and ubiquitous role in the wellbeing of 
our teams and departments, and greatly

wellbeing too. Gaining insights into the health
of Trust, Relationships and Communication is
a win-win.

Such insights can...

•  help businesses determine 

responsibility to assist in 

and; 

•  

colleagues.
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people to leave their job, a good leader can 
drive higher productivity and motivation 
and ensure greater levels of happiness and 
engagement with the job37.

segment focus on whether leaders 
communicate, demonstrate and behave in
a way that shows commitment to positive
health and wellbeing behaviours. 

2  Culture

The impact that culture 
has on human behaviour 

It plays a role in decision 
making, in punctuality and 
tone, in crisis management, 
in retention, recruitment, 
communication, work 
practices, job satisfaction 
and engagement38.

on wellbeing within changing work 
environments39, and given change is a 
constant, it is something that is of particular 
importance. Because organisational culture 
sets the tone for the behaviour that the
organisation accepts and rewards, it is
essential to get a better understanding 
of whether the culture is conducive to
behaviours that promote wellbeing.

The culture segment focuses on whether 
employee wellbeing is part of the mission,
vision and/or business objectives of the
organisation that the individual works for.

This includes items such as being able to 
speak openly about health and wellbeing, 
whether diversity and inclusion is promoted,
and whether the individual would recommend
the organisation as a great place to work. 

3  Environment

the organisation section is Environment.
Assessing the organisational environment is
important because it investigates whether 
the organisation has the resources in place
to support a healthy workplace and promote 

to try and understand whether there is 
a positive working environment where
employees have the means in which to look
after their own wellbeing, or in which the 
organisation is actively promoting wellbeing 
behaviours40. 

Questions in this domain investigate what 
policies exist, what support functions are 
available, and whether certain behaviours are 
present that can prevent harm and promote
wellbeing.  

4  Summary

Measuring and understanding these
organisational variables can give some
indication into what wellbeing initiatives 

what the organisational landscape looks like
in respect of wellbeing, and can hopefully 
ensure that we can use data to demonstrate 
to organisations how much the workplace can

As the study into individual 

is becoming more 
apparent. When studying 

Leadership, Culture and 
Environment.

Organisation

organisation has such an impact on individual 
wellbeing given that we roughly spend one 
third of our lives at work31. Making changes 
to the organisation, however, is not always 

looking to improve wellbeing. This can be

effectiveness can be hard to measure.  

Despite these challenges, the investment 
is worth the return. The Mental Health 
Foundation of New Zealand found that 
organisations that prioritise wellbeing
and engagement outperform the industry 
average by approximately 10 percent on the average by approximately

changeFinancial Times Stock Exc 32. Harvard 
or every dollar researchers report that fo
ess, medical costs spent on employee wellne
m drops $2.73fall $3.27 and absenteeism 33. 
ise wellbeing also Organisations that prioriti
commitment and see increased employee c
tion, retention, motivation, brand reputat
smand decreased absenteeis 34. This is before 
ethical responsibilityeven thinking about the e
o ensure greater that organisations have to
ees. wellbeing of their employe

ge of existingWe examined a wide rang

dominant focus areas. 

1  Leadership 

ave much more Leaders and managers ha
g results’ - they of a role than just ‘driving
ake care of people, have a responsibility to ta
our, and make monitor their own behavio
ositive impact on sure they are having a po
he number one the entire organisation. T

a job is because reason people will leave a
orof a bad boss or superviso 35, and there is 

w that sustaining growing evidence to show
wellbeing will help and promoting employee 
titive advantagegain and maintain compet 36. 
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Demographics

Responses were received from 691
individuals within Jersey and Guernsey.

While the survey was promoted in
both Guernsey and Jersey, the larger 
majority of respondents were located
in Jersey. This should be noted when
thinking about the results.

Gender

Location

Given that the biggest industry in Jersey
and Guernsey is Financial Services, it is 
not surprising to see that nearly 70% of 
participants worked in that sector. Although
it would have been advantageous to compare

and other industries, there were not enough
responses from other industries to provide a
representative sample for comparison.

Industry

72%
28%

Male: 265 38%

Female: 414 60%

Other (prefer not to say): 12 2%

Guernsey: 192 28%

Jersey: 499 72%

Financial
Services:

474

69%
Other:

217

31%

Section 2
Wellbeing 

report results
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representation amongst the age brackets
with 50% of participants being 40 or below,
and 50% being above 40 years of age.

Age

i.e. there are usually more at the employee level, less managers, and even less executives. 
When asked about employment status, 86% of respondents reported to be in full-time, 
permanent roles, with a further 10% being part-time and 4% answering with ‘other’ or 
‘casual/zero-hours’.

Role

With 67% of the sample reporting to be White / British and 29% not stated, it must be noted 
that this sample is not typically ‘diverse’ in terms of ethnic background. Statistical analysis 
was therefore not performed to understand the impact of diversity on wellbeing due to not 
having a representative sample to be able to draw reliable conclusions.

Living situation

Along with the above demographic 
questions, the survey asked about ‘the 
number of people within your team’ 
and ‘living situation’. The objective
was to analyse whether team size
and living situation had any impact
on wellbeing, especially considering 
the virtual working practices brought

managers) and the huge increase in
people working from home (where living
situation is likely to have an impact).

Levels Counts % of Total

30 4%

21-30 179 26%

31-40 136 20%

41-50 194 28%

51-60 126 18%

60+ 26 4%

60+ Under 21

21-30

31-40

41-50

51-60

Levels Counts % of Total

Other / Not Stated 21 3%

Employee 391 56%

Manager / Team Lead 178 26%

Executive / Director 90 13%

Self-Employed 11 2% Employee
Manager

Executive

Self-Employed Other

Levels Counts % of Total

Other / Not Stated 45 6%

Live on my own 87 13%

Live with parents 80 11%

Live with partner 205 30%

Live with a partner and child 249 36%

Live in a shared house / with a friend 25 4%

Not
Stated

2 or less 3 to 6 7 to 10 10 plus

%
 o

f 
To

ta
l

1% 11% 45% 22% 20%

Living situation
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Physical Health

64% cited their physical health between 
1 and a 3 in the last 30 days, whilst 36% 
rated themselves at a 4 or 5. With physical

41, this
makes a stronger case for the promotion
of exercise. Current research is also 
demonstrating that people who exercise 

42. 
There has never been a more crucial time for 
people to be concerned with their physical

Physical
Health

Mental
Health

Social
Health

When comparing the scores for these four areas of health, the sample rated their mental 
health as being lowest, followed closely by social health, then physical health and inner self 
health being ranked the highest.

Health

1 7% 36% 47% 10%

6% 24% 34% 31% 5%

1 8% 27% 50% 14%

10% 29% 31% 25% 5%

1
3 15% 55% 27%

8% 29% 32% 23% 7%

4% 25% 55% 15%

5% 23% 28% 35% 9%

 Physical health in the 
last 30 days

 Physical health pre-covid

1 2 3 4 5

Mental health pre-covid

Mental health in the last 30 days

Social health pre-covid

Social health in the last 30 days

30 days

The aspects considered in measuring 

Resilience and Happiness. We took both 
pre and post COVID-19 measurements on 

rate their health on a scale 
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“Poor mental health is 
non-discriminatory. The 
workplace needs to be a 
supportive environment 
with people being able to 
safely express themselves. 

counselling and signposting 
are all examples of raising 
awareness in a positive 
manner. Businesses will 

professionals on hand who 
can match appropriate 
mental health solutions to 
the needs of the person” 

Mind Jersey

Mental Health

A November 2020 report from McKinsey & 
Company43 showed that employees globally 
consider mental health issues to be a top

report paints a picture of employers that are 
struggling to meet their peoples’ needs: 96%
of companies globally provided additional
mental health resources to employees, but
only one in six employees reported feeling 
supported. 

able to perform i.e. be productive. When 
asked to rate their mental health in the last 

30 days on a scale of 1-5, 1 being ‘worst’,
5 being ‘best’, 5% of those surveyed have 
rated their mental health at its best in the 
last 30 days, with 70% citing their mental 
health to be between a 1 and a 3. While 25% 

that people feel their mental health has been 
better and could be better. 

their mental health as 4 or 5, whereas this 
has dropped to 30% in the last 30 days. 
Also, of those who rated their mental health 

mental health as 1 or 2 in the last 30 days. 
This is in line with current trends showing 
that poor mental health has taken a huge 

44 and this is an area that
organisations will need to prioritise in the 
coming months.

Social Health 

The quality and quantity of our relationships 
affect our mental and physical wellbeing.
When asked to rate their social health in the
last 30 days on a scale of 1-5, 7% of those 
surveyed have rated their social health at its 
best in the last 30 days, with 69% citing their 
social health to be between a 1 and a 3.

While 23% rated themselves at a 4, this
demonstrates that social health has been

that this in part will be due to restrictions

distancing and working from home remains
in place, organisations will need to consider 
how we can promote social wellness despite
the challenges.

When asked to rate their inner self health
in the last 30 days on a scale of 1-5, 9% of 
those surveyed have rated their inner self 
health at its best (5) in the last 30 days,
with 56% citing their inner self health to be 
between a 1 and a 3.

“Social wellness is the 
foundation on which all 
other pillars of wellness 
sit. From a business 
perspective, we need to 
understand and appreciate 
that people do not leave 
their social/societal 
wellness behind at the door 
when they arrive for work.” 

Jade Ecobichon-Gray
Mindset Matters  
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Investigating Poor Wellbeing

have been particularly challenging for mental 

wellbeing initiatives that focus on improving 

would help to improve the overall lifestyle
and wellbeing of the average employee. 
Promoting mental health and wellbeing
in the workplace is critically important for 
employers, their employees, society and the 
economy. This is because poor mental health 
impacts individuals' overall health, their 
ability to work productively (if at all), their 
relationships with others, and societal costs
related to unemployment, poor workplace
productivity and health and social care.

The events of the last year have seen a 
seismic shift in the way we work, and many 
people have had to adjust not only to the 
pandemic but to home working. Anecdotal
reports of the challenges associated with the
blurring of work-life boundaries has been 
a major talking point and dominated the
wellbeing landscape for most of the last 18
months. While the impact of the pandemic 
was not the main thrust of this research, 
with the focus on workplace wellbeing more 
generally, it was imperative to gain some 
sense of understanding on how the events of 
the last year have affected respondents.

For this reason, the survey included a section
on the main causes of poor wellbeing, work-
life balance, working from home and the

When asked what the primary cause of 
stress, anxiety or general poor wellbeing has 
been in the last year, 63% cited work. Put it 
another way, out of the 691 people surveyed, 
437 selected ‘work’ as one of the primary 

causes of stress, anxiety, or poor wellbeing. 

that work has on wellbeing, this statistic
demonstrates the real impact, and highlights 
the opportunity to improve wellbeing by
focusing on the workplace. 

The other top stress factors that people 
selected were relationships (30%) and 
external impacts (29%). When looking 
through the free text responses that were
submitted, people have cited other causes 
(e.g. not being able to visit family). Again,
whilst not directly work related, they can add 
to levels of stress or poor wellbeing.

Q  have been the primary 

anxiety, or general poor 
When asked whether people have a ‘healthy’ 
work-life balance, half of respondents (51%) 
‘agreed’ or ‘strongly agreed’. With unhealthy
work-life balance being the number one 
cause of burn-out in all workplaces, and
with almost half of respondents citing an
unhealthy work-life balance, this is an area
that needs immediate attention. With 49% of 
this sector at risk of burn-out, if not tackled, 
the likely result will be people exhibiting
absenteeism or high stress.

When considering roles within the 
organisation, 25% of employees (not
director/executive/self-employed) disagree 
that they have a healthy work-life balance. 

This then increases to 38% of Managers/
Team Leads and 50% of Executive/Directors.

responsibility, and/or more senior the role, 
the greater the challenge it is to maintain a
healthy work-life balance. 

The evidence indicates that we cannot ignore
the negative correlation between poor work-
life balance and mental health.

“It’s fundamental that 
we enable our people to 
get the right work/life 
balance. A happy employee 
is a productive employee. 
Less mistakes, higher 

Rupert Pleasant 
We Are Guernsey 

1

children at home;

2 Not being able to travel to 

3

and not being able to see 
them;

4 Bereavement; and,

5
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63% 30% 29% 25% 25% 14%
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Working From Home

from home’ were very mixed with 30% 
selecting ‘not sure’, 33% choosing ‘disagree’ 
or ‘strongly disagree’ and 36% responding
‘agree’ or ‘strongly agree’.

82% felt comfortable using technology to 
communicate with their teams ‘most of the 
time’ or ‘all of the time’. 27% either chose 
‘disagree’ or ‘somewhat disagree’ when asked 
whether working as a virtual team allowed 
employees to get things done in a more 

when thinking about the shift to working
from home as organisations will need to
think about how to encourage collaboration
successfully if working from home continues.

49% either responded ‘agree’ or ‘somewhat

keep open channels of communication with

68% believed that forming productive 
working relationships with team members 
that they only speak with virtually is possible.

“The challenge for 
employers to maintain 
productivity and not 
build resentment is to be 

solutions. Now we all have 
the infrastructure to work 
from home, it’s going to be 

argue against it” 

Dr Philippa Venn 
Cleveland Clinic 

 

working from home.

technology to communicate 
with my team.

Working as a virtual team 
allows us to get things done 

in a more productive way.

open channels of communication 
with my team when we are not in 

Forming productive working 
relationships with team 

virtually, is possible.
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Stress

There is ample evidence to indicate chronic
stress as a major risk factor for physical and 
mental health45

that chronic stress at work manifests in 
poor mental health, such as depression and
anxiety46, as well as in sleep problems47

which, when combined, can lead to burn-out 

measure perceived stress.

The Perceived Stress Scale is internationally
recognised and so scores can be compared
to other countries by calculating a mean and
looking at other averages. 

The mean score for perceived stress in 
those surveyed for this report was 20 out
of 40. Scores ranging from 0-13 would
be considered low stress, scores ranging 
from 14-26 would be considered moderate 
stress, scores ranging from 27-40 would
be considered high perceived stress. The 
mean for the group is at the higher end of 
moderately stressed which corroborates
with 55% of the sample feeling nervous or 
stressed ‘fairly often’ or ‘very often’, 34%
feeling that they could not cope, 24% not
on top of things, 38% angered because of 
things out of their control and 26% having 

Perceived Stress (in the last month)

How often have you been angered because of things that were outside of your control?

How often have you felt that you were not on top of things?*

How often have you not been able to control irritations in your life?*

How often have you found that you could not cope with all the things that you had to do?

How often have you felt that things were not going your way?*

How often have you felt unsure about your ability to handle your personal problems?*

How often have you felt nervous and “stressed”?

How often have you felt that you were unable to control the important things in your life?

How often have you been upset because of something that happened unexpectedly?

Workplace interventions appear successful 
in preventing the negative consequences 
of work stress. A meta-review provided
compelling evidence for the positive effects
of work-related interventions in maintaining
mental health and facilitating recovery48 

organisations offering stress management 
interventions. However, for interventions to 
promote prevention, the root causes of stress
need further examination.

“Pretty basic organisational 
management will look 
at how you treat your 
employees and the impact 
this has on your customers. 
If you take care of your 
employees, there’s a high 
likelihood they’re going to 
look after your customers. 
So, how you treat your 
employees is really 
important.” 

Joe Moynihan
Jersey Finance 
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Resilience

Resilience capacity is an added value that 
organisations need to build to respond to 
obstacles in challenging times. Resilience is
a characteristic of individuals, teams, and 
organisations; it helps them to overcome 
setbacks (such as crises, changes, or 
turbulences) in a way that they not only 
survive but emerge even stronger.

The mean score for Resilience in those 
surveyed was 26. Chronic stress drains
our resilience and with the sample feeling 
‘moderately stressed’, it is not surprising 
that the mean score in this group is lower 
in comparison to general population data
for this scale (mean=29.1). We must also 
be mindful that this has been measured 
during unprecedented times. The ‘sometimes 
true’ option was the most frequently chosen 

answer on all questions, which suggests

themselves to be resilient ‘most of the time’ 
or ‘all the time’. 46% of the sample is not 
discouraged by failure, thus suggesting there
is work to do with the other 54% in terms of 
re-framing employees' perception of failure
and the ability to deal with setbacks. 

We now know that resilience is the result of 
an interaction between employees and their 

process through which employees acquire 
the knowledge, abilities and skills to help 
them face an uncertain future with a positive 
attitude, with creativity and optimism, and 
by relying on their own resources49. Previous
research on individual resilience in a different
range of settings and groups show that 
resilience is a capacity that can be trained 
or built up50 to enable employees to exhibit
resilient workplace behaviours.

Happiness

Happiness at work is a research topic that is 
growing in prominence but requires further 
attention51. There is much debate on exactly 
what is happiness at work, however concepts
of happiness in the work context are
centred around satisfaction52, engagement53

and wellbeing54 and how these improve 
an employee’s quality of life. Under the 
perspective of positive psychology, people

are motivated to maximise their positive 
experiences in everyday circumstances thus
it follows that job characteristics can have a 

happy at work, they are more likely to stay,
recommend their employer to others and the

The mean score for Subjective Happiness in 
those surveyed was 4.8. Past college age, a

happiness score lower than 5.6 suggests that
you’re less happy than the average person,
if a score is greater than 5.6, then you’re 
happier than the average person. The score 
suggests that our average person within the 
sample is less happy than the average person
of working age.

While it is encouraging that 50% of those
sampled feel that their organisation has a

do not consider this to be the case and 24%

are indifferent about it. 21% also feel that
the organisation does not contribute to their 
growth and development. When it comes to
the association between the happiness of 
worker and productivity in the workplace, the
common consensus is that a happy employee 
will become a productive employee55. With 

impact on wellbeing, it‘s an area that can be 
measured as a key performance indicator. 

Having to cope with stress can make me stronger.
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experience and evaluate their lives as a 
whole. Since the majority of people spend 
much of their lives at work, it is critically 
important to gain a solid understanding of 
the role that employment and the workplace
play in shaping happiness for individuals and
communities around the world. Research
demonstrates that improving job dimensions
improves job performance and satisfaction56.

For these reasons, deeper analysis was 
required to consider job characteristics of 

valued, which all promote happiness at work.

Autonomy at Work

activities, when asked if they felt they have 
the right level of autonomy at work, 68%
of those surveyed ‘agree’. 12% ‘disagree’ 
or ‘strongly disagree’ with a further 20% 

form, autonomy is about a person’s ability to 
act on his or her own values and interests.

When asked about task variety and

67% in agreement, and 15% who ‘disagree’ 
or ‘strongly disagree’ that they have the
right level of task variety, with a further 18%
indifferent to the question. Employees who

others rate their work as more satisfying as a
result. Conversely, employees who lack task

Feeling Valued

When asked if they felt valued at work,
59% chose ‘agree’ or ‘strongly agree’,
versus 20% who answered ‘disagree’ or 
‘strongly disagree’. 21% were indifferent to 
the question. Those that do not feel valued 
at work are at risk of leaving, so it is an 

intention.

Summary

and feeling valued are closely linked to
job satisfaction and happiness. While it is 
reassuring to see such a high percentage of 
employees in agreement to some of these

questions, there are between 12% and 20%
of the employee population who are not in
agreement that their working day is varied, 

valued. More concerning is that 18-21% of 
people surveyed are indifferent about the 
nature of these aspects of their job.

This culminates in 30%-41% of the entire 
population not able to say, with conviction, 
that their working day and activities are

engaged, wellbeing suffers and productivity
as a result. For employees to be happy, these
characteristics of working conditions need to 
be reviewed on a regular basis.

Strongly disagree

Disagree

Neither agree 
nor disagree

Agree

Strongly agree

41%

21%

14%

6%
18%

Strongly disagree

Disagree

Neither agree 
nor disagree

Agree

Strongly agree
52%

20%

10%

2%

16%

Strongly disagree

Disagree

Neither agree 
nor disagree

Agree

Strongly agree
51%

18%

12%

3%

16%

(1) not a very happy person to 
(7) a very happy person

Compared to most of my 

less happy to (7) more happy

Some people are generally very 
happy. They enjoy life regardless of 

what is going on, getting the most out 
of everything. To what extent does 
this characterization describe you? 

From (1) not at all to (7) a great deal

44% 14%21%15%6%
My current work role and 

organisation has a positive 

and development.

Strongly disagree Disagree Agree Strongly agree

38% 12%24%19%8%
My current work role and 

organisation has a positive 
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Overall, for responses received in the ‘Team’ 

sample do, for the best part, consider the 
wellbeing of their peers and vice versa, and
that the levels of trust and communication
in professional relationships contribute to 

wellbeing. As mentioned earlier in the report, 
the ‘wellbeing of teams’ can be something 
of an abstract concept. Yet, it is a vital
component of and a link between personal 
wellbeing and that of the organisation.

Relationships

Across the entire sample, relationships in
the workplace appear to be very healthy
and conducive to promoting wellbeing. The 
survey shows that 87% of team members 
genuinely care about each other ‘most of the
time’ or ‘all of the time’. This is backed up by 
79% of people providing the same responses
when considering whether their team builds 
strong interpersonal relationships. 

75% of respondents do recognise when 
people are struggling ‘most of the time’ or 
‘all of the time’, indicating a level of care
acknowledged for colleagues. While this 
is positive, it does not in itself indicate
whether respondents would be able to
provide signposting or assistance for a
given individual. Colleagues may identify
that someone is in a state of overwhelm or 
chronic stress, but they will not necessarily
know the best course of action to take in
resolving or mitigating the circumstances.

89% feel that they are treated with respect 
by the people they work with. The topic 

individuals alike. For organisations, policies in

Accessibility) need to be in place and, for 
individuals, their sense of identity and
belonging in their place of work is enhanced
when they feel they are treated with
respect. The promotion of respect within the
workplace can lead to an increase in one’s
perceived organisational embeddedness,
which in turn can lead to a reduction in
employee turnover. The effect of this is also

inexperienced team members57.

78% agree to an extent that their manager 
is interested in their welfare, and 74% cite 
having access to development opportunities
‘most of the time’ or ‘all of the time’. 
Organisations may wish to consider the
developmental opportunities that they
provide. Research has shown that providing 
personal and inter-personal development can
help with managing stress, improving self-
awareness and communication skills58. These
skills are crucial to the effective operation

to ensure that these skills are developed
alongside the more conventional aspects of 
Continuing Personal Development (CPD).

“Engaging in IDEA 
(Inclusion, Diversity, 
Equality and Accessibility) 
in an authentic way 
encompasses the 
understanding that we 
are working in global 
business communities. Your 
ideal client ‘avatar’ now 
encompasses a number 
of different people, from 
different racial and cultural 
backgrounds. If all of your 
staff have the same beliefs, 
values and culture, their 
understanding of your 
client’s needs are limited to 
their own viewpoint.” 

Jade Ecobichon-Gray
Mindset Matters

Working relationships across 
units or functions are strong and 

communication is consistent.

Team members are provided with 
development opportunities.

Members of my team build strong 
interpersonal relationships.

Members of my team recognise when 
someone is struggling.

Members of my team genuinely care 
about each other.

My manager is interested 
in my welfare.

The three aspects considered in 

Relationships, Trust and Communication. 

Team
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Trust

The quality of social capital in the workplace
has been shown to have a direct correlation
to an individual's sense of wellbeing59. Trust 
is a component of social capital and therefore 
can be used as an indicator through which
to consider wellbeing. Trust is also the 
foundation of any relationship and teams
without trust cannot build positive and lasting
relationships.

The survey results show that there appears 
to be a high level of trust within teams, with 
80% citing that they genuinely trust each
other ‘all of the time’ or ‘most of the time’. 
When this is looked at from the perspective 
of team members being honest with one
another when discussing workload the 
percentages hold steady, with 81% indicating
that this would occur ‘most of the time’ or ‘all 
of the time’.

When considering whether people trust that 
their team would share important information
with them, 85% of respondents stated this 
occurred ‘most of the time’ or ‘all of the time’.

Taking this further, the results showed that 
79% of respondents indicated that people 
within their team could be relied upon to

jobs ‘most of the time’ or ‘all of the time’.
Combined with the responses in connection 
with workload and the sharing of important 
information, this indicates that team
members are capable of and largely do
support and assist their peers when tasks and 
deliverables become challenging for either 
the individual or the group. Values of trust, 
transparency and honesty within teams is 
highly evident in the sample surveyed. 

This positive trend in results continued when 
individuals were asked if they felt they could 
trust their team to complete tasks to an
acceptable standard and timeframe, even if 

Here, 85% of those surveyed indicated that
they could trust their team to do so ‘most of 
the time’ or ‘all of the time’.

However, 27% of those surveyed indicated 
that they were ‘not sure’ if poor performance 
was effectively dealt with in their team.
When added to those who stated that they 
‘disagreed’ or ‘somewhat disagreed’ with this
statement, 16% rose to 43%. This would
suggest that whilst teams work well when all 
is going well, managing poor performance
when it arises is a challenge. Organisations 
may wish to consider whether steps can be
taken to help teams manage such instances 
better, whether that be through improving the
training of personnel in interpersonal skills 
such as understanding how to hold effective 
crucial conversations with team members or 
whether policies are in place to manage poor 
performance outside the team dynamic.

“People don’t just have the 
technology to work from 
home, they now have the 
trust of their managers 
to do so. Now, because of 
what we’ve been through, 
we all trust our people 
more.” 

Joe Moynihan
Jersey Finance 

important information with me.

tasks to an acceptable standard 
and within an appropriate time 

frame even if they are not physically 

honest with each other when 
discussing workload.

Poor performance is dealt with 
effectively in my team.

The people in my team can be 
relied upon to help when things 

Members of my team 
genuinely trust each other.
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Communication 

As indicated earlier, ever-increasing digital 
communication channels have the potential to

vein, 92% of respondents feel comfortable 
using technology to communicate with their 
team ‘most of the time’ or ‘all of the time’ 
and people do not feel it is an issue to not be 
physically present with a team to form lasting
relationships. 

Whilst teams will no doubt utilise such tools
in their communication, teams (unless set up 

tend to work, or have worked, together 
personally and therefore some of the 
detrimental aspects of digital communication 
may be mitigated, in particular the (a) 
Expectations Of Constant Connectivity, and 
(b) Quality of Communication.

of this report, in that 85% of respondents
stated that members of their team maintain 
clear and respectful communication ‘most

the quality of communication may not be as
formal as external communication so noting
this high percentage is indicative of clear 
lines of trust, respect and communication
within teams.

This is also indicative within responses to 
‘members of my team are encouraged to
voice new and better ways of doing things’, 
with 83% citing that people are encouraged 
to do so ‘most of the time’ or ‘all of the time’.

they were either ‘unsure’ or in disagreement 

meetings are important and a necessary 
function of our working environment, but the
research shows that consideration should be
given to the number of invitees, duration,
scope and resultant outcomes from meetings 
as almost one in six of respondents, 16%,

When asked if members of the team can 
manage emotions and overcome obstacles, 
32% of those surveyed indicated that they 
either ‘disagree’ to some extent or are
‘unsure’. This is in line with the percentage 
that indicated that poor performance was 
potentially not well managed within their 
team and is also in line with the lower-than-
average resilience score evident within the
survey at large.

“Understanding what 
people’s needs are and 
what they are saying should 
be a line-managers number 
one priority.”

Lee Bennett
Mental Health Professional 

Members of my team are able 
to manage their emotions and 

overcome obstacles successfully.

Members of my team are 
encouraged to voice new and 
better ways of doing things.

Members of my team maintain clear 
and respectful communication.

is not a lot of role overlap
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Leadership

Good leadership involves leading by example. 
This is particularly relevant when it comes 
to wellbeing as there is a need to change 
historic norms and potentially harmful taboo 
subjects, such as mental health. There is a 
large body of research that demonstrates the
association with leadership and employee 
overall wellbeing60, as well as the negative 
impacts a ‘bad’ leader can have on turnover,
resistance, and productivity61. 

Of those surveyed, just over half (53%)
said the importance of employee health

senior leaders’ actions across all levels of the 
organisation, both formally and informally,
‘most’ or ‘all of the time’. This chimes with
the 56% who said that senior leadership were 
found to reinforce the importance of taking
regular breaks and ensuring a healthy work-
life balance ‘most’ or ‘all of the time’.

communicated their commitment to an 
environment that promotes wellbeing
‘most’ of or ‘all of the time’. This indicates 
that perhaps leaders are communicating
commitment to wellbeing but not necessarily
following it up in their actions/behaviour. This
is further supported by the fact that 21%
‘disagreed’ or ‘somewhat disagreed’ that 
senior leaders are role models of positive
wellbeing behaviours with a further 16%
saying they weren’t sure.

Understanding why individuals make
certain decisions and knowing how personal
contributions make a difference, can play a
big part in driving performance and keeping

drive purpose, research suggests it will boost 
innovation and brand value as well as overall 
employee engagement62. Key to a feeling of 
purpose is a sense of being involved with the
organisation and being able to contribute to 
decision making.

“People need to feel safe 
and secure that they can 
talk about this without 
being judged. So, I think it’s 
about making sure that the 

themselves are taking this 
seriously. They don’t have 
to have suffered from it 
themselves, they just need 
to understand that other 
people do. So, it’s about 
putting aside that stigma 
across all age groups and 
all seniority levels and that 
is quite a challenge.”

We Are Guernsey

Managers make sure employees 
are able to take their earned times 
away from work such as sick time, 

vacation, and parental leave.

Senior leadership reinforces the 
importance of taking regular breaks 

and ensuring a healthy work-life 
balance.

Managers across all levels consistently 
seek employee involvement and 

feedback in decision making.

The importance of employee health 
and wellbeing is consistently 

across all levels of the organisation, 
both formally and informally.

Senior leaders communicate their 
commitment to a work environment 
that supports employee health and 

wellbeing.

done my job well and gives regular 
feedback on my performance.

My manager is considerate of my 
life outside work.

Senior leaders are role models of 
positive wellbeing behaviours.

Senior leaders demonstrate the 
values and behaviours expected of all 

employees on a regular basis.

Organisation Our research revealed that 43% of 
participants responded with ‘all of the
time‘ or ’most of the time‘ to ’managers
across all levels consistently seek employee
involvement and feedback in decision-

improvement, using engagement as a means
for improving the sense of purpose.

The three aspects measured in 

and Environment. This section analyses 



66

The Channel Islands' Wellbeing Report 2021

67

Culture 

in employee behaviour and general wellbeing. 

There is extensive research correlating culture 
and performance. McKinsey63 note that those 
with top quartile cultures (as measured by our 

shareholders 60 percent higher than median 
companies and 200 percent higher than those 
in the bottom quartile.  

Similar studies note that organisational 
culture impacts motivation, promotes 
individual learning, affects communication, 
and improves organisational values, group 

an organisation ignores the wellbeing of 
their employees, it can create burn-out and 
result in high turnover, whereas cultures
that are grounded in holistic wellness create 
employees who are more inspired, creative, 
strategic, productive and resilient64.

17% of those surveyed for this report
would not recommend their organisation 
as a great place to work. This is a worrying
statistic for employers, as it is damaging for 
attracting top talent as well as for retention 

unsurprisingly, of those that would not 
recommend, 87% did not feel valued at work 
and 70% felt that employee wellbeing was 
not part of their organisation’s mission, vision 
and/or business objectives. Similarly, out of 
the 306 people that ‘agreed’ that they would 
recommend their organisation as a great 
place to work, 292 ‘agreed’ or ‘somewhat 
agreed’ that employee wellbeing was part
of their organisation’s mission, vision, and/
or business objectives. This demonstrates 
the importance of creating a culture where 
individuals feel that they are valued, and 
where employee wellbeing is taken into
account. 

culture is often driven from the top, with 
leadership styles and behaviours mimicked 

critical that leaders demonstrate through
actions, as well as words, their belief in the 
values of the organisation, and that when 
thinking about culture, the results of the 
leadership section of this report are also 
taken into account.   

Creating a culturally safe and inclusive 
environment, where employees feel safe to 
speak up without fear of discrimination is 
widely understood to be an essential way to 
increase wellbeing within the workplace65 66

that the organisation promotes diversity and
equality, both in actions and in words. Diversity
is not only important for wellbeing but is proven
to increase problem solving and creativity.
These results indicate that organisations could
start thinking about what they could do to
increase diversity and equality within Jersey
and Guernsey workplaces.

Research shows that people in a high
performing culture learn more effectively
from their mistakes than from their 
successes and that knowledge from mistakes
depreciates more slowly than knowledge
from success67

in this research the correlation between 
organisations who promote learning from
mistakes and employees who are promoters 
of their organisation. 80% of those who
said their organisation supports people to 
learn from mistakes would recommend their 
organisation as a great place to work. 

An organisation which fails fast and 
learns from it is also one which is more 

likely to drive forward successful change 
and embracing change is essential to 
organisational performance and productivity 
68. 38% of those surveyed ’weren’t sure’ 
or ’disagreed’ that their organisation was
successful at making change happen and

have seen over the last decade69

interesting statistic because all businesses 
have had dramatic changes over the last 
year, which they are now having to adapt and 
react to. A company that is therefore able to
keep up with these changes and make them
stick is one that is going to have a better 
competitive advantage. 

“We’re working in an 
evolving culture in terms 
of mental health and the 
younger generations are 
very switched on to it. So, 
wellbeing is going to have 
to have a space within 
organisations moving 
forward and it’s certainly 
going to need to be 
incorporated into company 
culture.” 

Dr Philippa Venn
Cleveland Clinic

Employee wellbeing is part of this 
organisation’s mission, vision and/or 

business objectives.
There is a continuous program of 
wellbeing activities that support 

physical, social, mental or spiritual 
wellbeing.

as a great place to work.

The organisation promotes 
diversity and equality, both in 

actions and in words.

The organisation supports 
individuals to learn from mistakes.

The organisation is successful at 
making change happen and stick.

There are not many complaints, and 
morale is high in my team.

Employees are encouraged to 
voice concerns about health and 

wellbeing without worrying about 
being shut down or ignored.
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Environment

Workplace environment plays a key role
in the performance and productivity of an 
employee. The environment encompasses not 
only the physical aspects and general health 
and safety but also the more intangible 
behavioural aspects which are necessary to 
holistic wellbeing in the workplace. 

organisations, with 84% ‘agreeing’ or 
‘somewhat agreeing’ that employees have 
the resources to do their jobs safely and 
well. This declines only slightly when asked 
if the organisation provides a supportive 
environment for safe and healthy behaviours,
with 70% ‘agreeing’ or ‘somewhat agreeing’.

the organisation takes action to prevent 
harm to employees from abuse, harassment, 
discrimination and violence. These types 
of behaviours can be very damaging to an
individual and team motivation / wellbeing70, 
so, it is critical to address negative behaviour 
and deal with it appropriately to reinforce that 
it is not acceptable. 28% of respondents replied
to this question with ’not sure’, ’some of the 
time’, or ’not at all‘. This suggests that one way 
to improve wellbeing is to improve the way that 
this type of behaviour is dealt with.

34% of those surveyed are ‘not sure’ or cite
that organisational policies or programs are 
in place ‘some of the time’ or ‘not at all’ to 
support employees when they are dealing with
personal or family issues. 43% either ‘disagree’, 
‘somewhat disagree’ or are ‘not sure’ if the 
organisation provides support to employees 
who are returning to work after time off due to
physical and/or psychological health conditions. 
33% ‘agree’ that this is in place.

11% cite that the organisation takes
proactive measures to make sure that the 
employee’s workload is realistic ‘all of the 
time’, with 30% either citing that it doesn’t 
happen, or they are unsure. 34% said their 
Managers make sure they are able to take
their earned times away from work such as
sick time, vacation, and parental leave, ‘all of 
the time'.

Workplace Strategies Adopted 
By The Channel Islands

wellbeing initiatives in place with the most 

‘working from home’ and ‘wellbeing
workshops/training’, which would be expected 

respondents felt that their organisation 
offered ‘counselling support’ and 36% 

such interventions, that organisations seek
feedback on what is offered, the take up, how 
it can be improved and what employees feel
is missing.

“I think if we’d gone out 

‘what are you doing about 
mental health and how are 
you going to invest in it?’ it 
might have been forgotten 
fairly quickly. Whereas, 
with the second lockdown, 
mental health went way up 
the priority list.” 

Rupert Pleasant 
We Are Guernsey 

Organisational policies or programs 
are in place to support employees 

when they are dealing with 
personal or family issues.

The organisation takes action to 
prevent harm to employees from 

abuse, harassment, discrimination 
and violence.

This organisation takes proactive 
measures to make sure that the 
employee’s workload is realistic.

Flexible working hours
Working from home options 

(when restrictions not imposed)

Wellbeing workshops/training

Ergonomic desk space

Counselling support

1-1 Wellbeing check-ins

Subsidised gym membership

Employee assistance programme

Healthy snacks

None of the above

Other

The organisation has committed 
wellbeing resources that address 

efforts to protect and promote 
employee health and wellbeing.

The organisation provides support to 
employees who are returning to work 
after time off due to physical and/or 

psychological health conditions.

Employees have the resources to 
do their jobs safely and well.

The organisation provides a 
supportive environment for safe 

and healthy behaviors.

43%

39%

36%

36%

34%

30%

5%

2%

56%

65%

67%

Workplace strategies 
adopted in the 
Channel Islands 
(multiple answers could 
be selected)
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organisations to better understand the 
far-reaching impact of wellbeing, and to
be able to drill down on the practices that 
create positive long-lasting supportive 
wellbeing behaviours. The impact on

reaching, as we have shown how wellbeing 
affects productivity, engagement, attrition, 
retention, absenteeism, company growth, 
employee branding and motivation. 

Conclusion  

There is no question that our research 
demonstrates the impact of sub optimal 

wellbeing measures. We need to be mindful 

that we have gained much needed awareness 
and exposure on the power of a robust
wellbeing culture versus the impact of 
poor work practices. We all have a unique 
opportunity to make the very change we seek 
and to embed a wellbeing culture that is built
to support people, businesses and growth.

What is certain is that for our organisations
to thrive in the coming years ahead, we will
need to embrace the new working world 
and will have to tackle the challenges that 
come with fear, uncertainty, changing needs,
wants, aspirations, expectations, values and 
identities. 

There is no doubt that this research 
highlights the demand for a complete
reassessment of what wellbeing means,
what it looks like within our organisations
and a carefully thought-out strategy
for progress. Wellbeing goes beyond 
initiatives: a strategy must be in place.
Having a strategy can positively impact the
performance of wellbeing, but for this to be
successful, leadership support and buy-in of 
all stakeholders (both from the employee and
the employer) are critical factors.

Wellbeing was important before 2021, but the
combination of a global pandemic, ongoing 
economic uncertainty and a rapidly changing
economy has elevated its importance to
individuals and organisations. 

To ensure wellbeing is central to the
culture and ethos of organisations moving 
forward, employers must develop a clearer 

offerings. They must consider how they can
best support their employees through times
of isolation and uncertainty, as well as the
day to day.  

To truly build a more resilient workforce and 
rebuild the economy in 2021 and beyond,
employers should and must prioritise 
wellbeing to enable their people, their teams 
and their organisation to thrive.

Note: It should be noted that within this report we have drawn out conclusions 
that we felt were particularly interesting, but our commentary is by no means 
comprehensive of everything within the data set contained within this report. 
If you have any particular research questions that you would like to ask the 
researchers, please contact us.

Workplace wellbeing built on

Artificial Intelligence

Our A.I. will provide leaders with 
a detailed understanding of the 
mental health culture within 
their businesses, thus enabling 
the means of implementing 
systematic, long-term change 
to support the wellbeing of 
employees in a non-intrusive 
and strategic manner, tailored 
to the needs of each individual. 

There is a deeper meaning to 
what we are creating. We’re not 
just a tool to help users get a 
better night’s sleep.

We are here for something 
bigger.

Collaborating with experts 
such as WeTalkWellbeing

Join the conversation // www.fluxxt.com         
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strategic corporate priority 

Strong links have already been drawn
between wellbeing and productivity but

conversation for many businesses, but will
this be short lived, or will wellbeing become a
C-suite priority for the foreseeable future?

Dr Glenda Rivoallan, from We Talk Wellbeing, 
and Leonie McCrann, from Marbral Advisory, 
interviewed Joe Moynihan , Chief 

Pleasant , Chief Executive, We Are 
Guernsey. This interview gives insight into
how wellbeing is being viewed by those at
the top of the Professional Services sector 
and discusses some of the challenges facing 
the industry.

Rupert Pleasant
Chief Executive 
We Are Guernsey 

Joe Moynihan 

Jersey Finance

Section 3
Wellbeing
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RP

but more centred on physical wellbeing. We have now seen an absolutely 

bigger organisations but also the smaller companies too. They are turning 
to professional organisations, they’re putting their own committees in place,
they’re questioning their staff and making sure on a daily basis that their 

shift away from just physical health and onto mental health.”

JM “Jersey Finance conducted research with the Centre of Economics 
and Business Research in early 2019, where we looked at productivity 

the main areas impacting productivity. One of the areas highlighted was 
establishing support for work-life balance. The research showed that the

proactive in trying to support work/life balance fared much better - and

the importance of resilience – there are a number of constituent parts to 

Q  

Q  

RP  “For people running businesses, there’s a number of priorities that

spoke about his own mental health, how he’d suffered during his lifetime

front of friends and peers gives a very powerful message.”

JM “What we can’t lose sight of is that our industry is about people, and we 

quite a lot about how resilient the industry has been over the last 12 months 

people and giving them the right resources. There have been a lot of 

people want to work for organisations that they believe care about them – in
terms of their career but also about them as people and wellbeing is a huge 
part of that.”

Q  

JM “A lot of things you can do don’t require a massive budget. We have for 
example, engaged with Mind Jersey on a podcast and also with individual

suggest some degree of caution around suggesting that just because
businesses haven’t set aside a massive budget for it, they are not serious

they’re going to start thinking more about speaking to outside experts, it 

RP

and said, ‘what are you doing about mental health and how are you going
to invest in it?’ it might have been forgotten fairly quickly. Whereas, with
the second lockdown, mental health went way up the priority list. However,
people do tend to have short memories and corporates have short memories 

Continued...
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Q  

JM “Pretty basic organisational management will look at how you treat your 

your employees, there’s a very high likelihood they’re going to look after 

be good at this because if we’re not, we’ll end up with people who are not 

properly motivated, then of course they are going to be productive. So, to

it and for us it’s becoming more important.”

RP

actually advertise ourselves as 
islands, one of the things we do 
is show the lovely beaches, the 
lovely sunsets, and it’s about 
selling the lifestyle – but we need 
to be practicing what we preach. 
We live in beautiful islands, it’s 
fundamental that we enable our 
people to get the right work/
life balance. A happy employee 
is a productive employee. Less 
mistakes, higher productivity, 

Q  What do you think are going to be the biggest challenges in 

RP  “Firstly, communication; people need to feel safe and secure that they 

They don’t have to have suffered from it themselves, they just need to 
understand that other people do. So, it’s about putting aside that stigma
across all age groups and all seniority levels and that is quite a challenge.

The second one, is making sure that wellbeing strategies are not a ‘tick 

questions and having a decent strategy. But then it’s about implementation 

JM “The reality is that there will 

most organisations, so some of the
concerns that we had for people 
working from home full time will 
still apply when they are working

leaders, we have to show the way.

different, but we don’t need to make 

wouldn’t send an email to someone
in my team after a certain time in
the evening, because they may think

there’s also going to be challenge
around moving back from everything
being technology based to being 

expectation in the future that people
don’t actually have to meet anyone
because they can do it all on Teams?

"We looked at research 
from Guernsey 
Mind and one of the 
statistics showed that 
for every £1 invested 
in mental health, the 
business gets £4.20 
back in productivity.”

Rupert Pleasant 
We Are Guernsey 

Continued...

“Increasingly, people 
want to work for 
organisations that 
they believe care 
about them – in 
terms of their career 
but also about 
them as people and 
wellbeing is a huge 
part of that.” 

Joe Moynihan
Jersey Finance
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Q  

RP  “Flexibility in the workplace has changed – a lot of companies said they 
offered it before, but did they really? Whereas now, it is just the norm. And 
it’s good for the employers to realise it’s absolutely achievable and it can 
work for the employer and the employee. Another positive has been people 
and companies thinking more about mental health.

The negative side is burn-out – those with young families found it 

we’ve also had such rigid border policies and we’ve had a lot of people 
unable to see friends and family on the mainland and people have suffered 

sooner we can get out again and see people the better.”

JM “People don’t just have the technology to work from home, they now
have the trust of their managers to do so. Now, because of what we’ve been
through, we all trust our people more.

rest of the economy was pretty much shut down. We continued to pay our 

around to help the rest of the community, we had lots of people volunteering
and lots of charity donations coming from either clients or businesses. We

we all appreciated that we needed the rest of the community, as much as
the rest of the community need us.”

– their people. Wellbeing has dramatically climbed the corporate agenda and 

and resources in this area.

market in years to come.

Summary
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strategy, one that is integrated 

to see wellbeing as an area that is treated 
the same as the commercial goals of the 
business. Achieving wellbeing solutions 
requires appropriately skilled wellness
professionals to deliver those sought-after 
results. 

Dr Glenda Rivoallan, met with Jade 
Ecobichon-Gray, Founder of Mindset Matters, 

wellbeing deserves a seat at the strategy 
table, the importance of acknowledging 

‘intersectionality’ in the workplace and
how understanding and developing ‘social 
wellness’ can help organisations thrive.

Q  

appreciate that in the past, and with 

was focussed on the physical element of 
wellness and much less so on my mental and 
emotional wellbeing. 

day feels good to me, gives me a sense of 
connection and one of purpose.”

Q  Are you hearing about 
challenges that businesses 

overwhelm for companies. They feel there
are so many wellbeing areas to include and/
or address. They then struggle to determine 
what incorporating wellbeing into their 
organisation looks like and how they will
know whether they have achieved meaningful 
outcomes. This scenario leads to confusion.

Therefore, helping organisations streamline 
and focus on their wellbeing strategy, so
that wellbeing becomes a natural part of 
their culture and not a series of disjointed, 

help them. Depending on their requirements, 
companies have to be willing to potentially 
involve a scope of wellness professionals, 
to select the right people and to make
appropriate wellbeing investments to meet
these needs.”

Q  When an organisation is 
considering investing in 

“An investment in wellbeing is an investment
in your business. Companies wish to grow,
innovate, be resilient and have continuity.
These are all achieved by the people. So
not to invest in wellbeing is to risk all these
factors.

Even the most commercially viable
strategy may be at the mercy of the lack of 
appropriate wellbeing support.

Our colleagues are assets to our respective 

that is considered as being crucial to business 
development, is vital for any organisation 
that wishes to become or to remain 
successful.”

Q  
 

“Social wellness is the foundation on which 
all other pillars of wellness sit. From a
business perspective, we need to understand 
and appreciate that people do not leave their 
social/societal wellness behind at the door 
when they arrive for work.

Wellness is social justice in action, through
improving the lives of people in ways that
allow for meaningful connection, purposeful
contribution and authentic inclusion. People
then feel empowered to positively and
collectively engage in creating a society that 
works for every individual. When we create 
communities that are equitable, nurturing,
supportive we are all empowered to become

proactiv

ely

 manage.” 

Jade Ecobichon-Gray
Founder and CEO
Mindset Matters

"Inclusion, Diversity, Equity 
and Accessibility (IDEA) are 

to proactively manage.” 

Jade Ecobichon-Gray
Founder and CEO
Mindset Matters

Continued...
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Q  

and create initiatives to support this, it’s
important that individuals from diverse 
backgrounds feel safe and supported to
speak-up and offer a different perspective 
from the groupthink that may be currently 
dominating the decision making.

encompasses the understanding that we
are working in global business communities. 
Your ideal client ‘avatar’ now encompasses 
a number of different people, from different 

your staff have the same beliefs, values and
culture, their understanding of your client’s 
needs are limited to their own viewpoint.

Businesses must also be aware that many 

there is a requirement to understand the
implications of intersectionality. While making 

example, if you’re discussing gender inequity 
are you acknowledging that Black women
will face barriers related to both sexism and

translates into a limited commitment to 
gender equity, and race isn’t a focus at all.” 

Q  What is the number one 

- they are a must have. We live in an 
increasingly multicultural society and

guises for many years, and yet individuals 
from diverse racial and ethnic backgrounds

disadvantage in the workplace. That
disadvantage often exists solely because of 
the racial group they belong to, it is not a

therefore unsustainable for organisations to

about the long-standing history of inequity
in our society and making a commitment to
action to ensure that we make changes in the 
future.”

Q  What do you think are 

challenges organisations 

“Connection - we are moving towards 
hybrid working practices and we still need 
to keep people and teams connected to the 
company’s mission, vision and values.

Maintaining wellness in ageing populations 
- people are working longer in businesses, 
retiring later and the wellbeing needs of 
the older members of the workforce will be 
different from their younger colleagues. 

Societal wellness - we cannot continue 
to separate our workplaces from our 
communities and our societies. Social 
inequity does show up in the workplace and
does affect productivity and performance. 

social wellness will become increasingly 
important.” 

Summary
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Dr Philippa Venn Dr Lee Bennett

Dr Philippa Venn
Cleveland Clinic 

Lee Bennett
Mental health professional

events. Everyday stresses can 

to only understand the value 

reached crisis point.

Marbral Advisory’s Jenny Winspear met with 
Dr Philippa Venn  from Cleveland Clinic 
and mental health professional Lee Bennett

between the workplace and stress, mental
health and general wellbeing. This interview
shows the value of enabling people to
help themselves and the essential need to
train businesses in developing authentic,
effective support strategies that focus on the
individual.

PV   “Wellbeing is a sense of self, it’s a sense of identity, it’s a sense of being
able to engage with one’s responsibilities, ambitions and desires. One thing
we’ve found is that a lot of people have forgotten about self-compassion 

about affording yourself that space and not feeling guilty about it.”

LB

been called a wellbeing practitioner, because it’s one of these terms that 
minimises what is actually going on for individuals. We sometimes miss the 
point and think it means we need to read a book, or go on an app, or be told 
what to do – we’re missing the point on what makes us tick. So, wellbeing 
for me is a good thing to have as a term but can also be a bad thing if it’s 
misinterpreted and we overshoot what is actually going on with individuals.”

Q  

PV

pretty much every consultation had an element of how the pandemic
had affected people both positively and negatively.  We’ve all been on a 

to a Christmas where we were all scared. And then we converted to the
understanding that this is a marathon and not a sprint and people have just
been really sad and overwhelmed because people didn’t think it would go 
on for so long.

been quite scared, others are keen to get back and others have got on 
so well working from home. The challenge for employers to maintain 

solutions. Now we all have the infrastructure to work from home, it’s going 

Q  

Continued...
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LB

others. Some people have had a complete change in mindset and changed
jobs because they started to re-prioritise what was important. Some people 
have become more connected to nature – the simple premise of being 

with managing change – encouraging people to not get caught up in the
storm of what’s happening and be a bit more present with themselves.”

PV  “Unfortunately, there’s quite a lot of broken people out there and a 

might be historic, might be due to a poor relationship or job, and they are 
just about holding it together and then there’ll be something that pushes 
them to a point where they just can’t function anymore. Others will come in 
with a physical issue and then the mental health concerns will come out as 
an aside. The good news is that youngsters are talking more about it and 
presenting earlier with their mental health, there’s an acceptability in their 
generation to talk about things that are bothering them.”

Q  

LB   “The majority of people we see have been suffering for a long time and
it’s the straw that’s broken the camel’s back. Some people may have been
involved in mental health services before and it’s been of use to them and 
they’ve recognised it prior to it becoming too much.”

Q  

PV

skills gap and therefore lots of people get over promoted and others get
overstretched when people aren’t replaced. This results in people sitting
in roles they’re not capable of doing and that has a massive impact on
the team below them. They work in a culture of fear where they micro-
manage their teams. We don’t really have a bottom-up empowerment 
way of working which is what young people are saying they want as the 

understand that some of those people in the middle need more support,
they’re the ones really dictating how the work environment feels.

the workplace don’t feel valued – either because businesses put constraints 

harder, you go that extra mile, you’re more productive.”

LB   “Quite a lot actually, and the same employers come up continuously.
A lot of it is about a lack of communication, a lack of understanding of what

into your business and then expecting everything to be wonderful and rosy. 
A lot of the time the trust is not there with their employer, and they don’t 

order for a business to be successful it needs to be made up of individuals 
and business leaders are not grasping that. These things could easily be
managed if employers found a way of letting go a little bit and working
with the right people in the right way to ensure wellbeing is not a tick box 
exercise.”

LB   “Think about the phrase ‘time off’ – when we say that we’re meaning

Continued...
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PV

recognise that my organisation needs certain things from me. And then, 

have different needs. Employers need to work out if the boundaries they 
have in place in their businesses are actually required or just there because 
of legacy, for example.”

LB “The one narrative that we speak about with line managers all the 

listen properly. Understanding what people’s needs are and what they are 
saying should be a line managers number one priority. The individual has 
responsibility here as well – they need to listen to the workplace and also to 

aware of what’s going on, our creativity will grow, and we will become more 
productive.”

Q  

Q  

PV   “We’re working in an evolving culture in terms of mental health and the 
younger generations are very switched on to it. So, wellbeing is going to 
have to have a space within organisations moving forward and it’s certainly 
going to need to be incorporated into company culture.”

LB “There’s a real mismatch between the younger generation and the 

in place to manage mental health and manage humans, then we’ll just end 

wellbeing sounds and looks like for businesses and organisations so it’s not 
seen as a throw away word, intention, or value where we tick the box and 

don’t do something, we will have real issues with presenteeism and the cost 
to businesses and humankind will be vast.”

Summary
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their mental health is not a 
tick-box exercise. This should 

and maintaining mental health 

time, money and a dedication 

solutions. 

even when well-meaning employers assign
wellbeing responsibilities to (often) under-
resourced and untrained HR functions.
Employees may feel that a conversation
about mental health might end up on their 
permanent HR record, so the conversation 

never happens. An opportunity to help is
missed and everyone - from the organisation
to the client and, most importantly, to the
individual - is affected.

Hugo Forrester of Mind Jersey met with Dr 
Glenda Rivoallan to explain how organisations
can best manage mental health as part of a
wider wellbeing strategy.

Q  

factors that keep me well and also about 

Personal insight, values and awareness are 

feel authentic and true to my values.” 

Q  As an organisation, are you 
hearing about challenges 

“Yes. Before March 2020, our client sessions
revolved around general mental health
training. Upon and throughout the lockdowns,
there were two key terms that kept coming
up: Disruption and Uncertainty.

The way people connect, communicate
and effectively manage home and work
boundaries were clearly disrupted. With
uncertainty we all had to be reactive to
complex and evolving guidance, rules and
advice, which created varying degrees of 
anxiety. The same was happening in the
workplace as businesses and employees 
sought to navigate a swiftly changing 
environment.” 

Q  When an organisation is 
considering investing in 

many employers are asking their people,
‘What makes you happy?’ Balancing the
varying needs of a role and the changing
needs of the person, so that they truly feel 
heard, recognised and valued, is vital.”

Q  

health strategies into their 

approach. Poor mental health is non-
discriminatory. The workplace needs to
be a supportive environment with people
being able to safely express themselves. 

signposting are all examples of raising
awareness in a positive manner. Businesses

hand who can match appropriate mental
health solutions to the needs of the person.”

Q  What do you think are 

challenges organisations 

Hugo Forrester
Operations Manager
Mind Jersey

Continued...

1

home.

2

talk about their mental health 

3 Organisations need to actively 
consider and budget appropriate 
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Q  
support local organisations important low-level mental health support 

skills. We can complement wider wellbeing 
strategies, and we also strive to raise the 
bar of awareness of mental health, while 
reducing the stigma associated with it.”

responsibilities, they also have individual needs. 

placed on it, the same cannot be said - at least not yet - around mental health. 

to understand - our mental health and inner landscape is in constant change: 

Summary

We make change wanted, happen and stick ®

+ Strategy 

+ Change Management 

+ Customer Experience 

+ Process Improvement

+ Organisational Design and Wellbeing

+ Portfolio/Programme/Project Management

+ Business Performance Improvement

+ Regulatory and Risk Management

+ Digital Strategy and Transformation

+ Learning and Development

Marbral for Advisory Services.

www.marbraladvisory.com

Be more than
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Appendix 1: Background to the Survey 
and Process

Design 

of 95 questions based on the 3 areas (Self,
Team and Organisation) and the segments of 
our wellbeing wheel.

 included: Lifestyle, Stress, Resilience 
and Happiness.

 included: Relationships,
Communication and Trust.

 included: Leadership, Culture
and Environment.

based on research into wellbeing, we also
incorporated externally validated measures
which are known to have high reliability and 
internal validity. This enabled us to make
meaningful comparisons where possible
between the wellbeing of our sample in 
relation to other reported samples worldwide.
We used:

71   

Scale72  

73  

Assessment74

Finally, we also included a number of 

working from home, and using technology. 
This was so we could try to understand a
bit more about the appetite for the working 
environment so that we can start thinking
about the implications for the future.

Context

was live from Monday 15 February 2021 and
closed on Monday 15 March 2021.

At the time, Jersey was starting to launch
its ‘reconnection strategy’ i from the 
winter circuit break. From the beginning of 
December 2020, Jersey residents had been
complying with the requirement to stay at
home - working from home was required, no 
indoor mixing, only essential retail was open,
and hospitality and gyms were closed. For the
duration that the survey link was live, these
restrictions were lifted in gradual stages, with
the close date of 15 March marking the date
that indoor mixing (up to ten people) was
allowed again and gyms re-opened. During
the time the survey was live, Jersey had no 
more than ten active cases in total.

Section 4
Appendix
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Guernsey had also been under full lockdown 
restrictions ii  from the end of January 2021 
where the community was asked to stay
at home except for essential reasons. This 
was still in place when the survey was
launched. From 22 February 2021, socialising 
in ‘bubbles’ was allowed, but there were
still restrictions on hospitality, recreational 

essential shops. From 8 March 2021 most 
freedoms had returned with small gatherings
allowed both indoors and out, public facing 
businesses and hospitality allowed to open 
and no restrictions on recreational activities. 

Whilst the implications of coronavirus will not 
be the only cause of detriment to wellbeing, 
it is important to keep in mind whilst reading
this report. This is because of the impact
that restriction of freedoms, exercise and 
socialising has on wellbeing overall. 

i https://www.gov.je/health/
coronavirus/safeexitframework/pages/
reconnectionroadmap.aspx 

ii https://covid19.gov.gg/guidance/
bailiwickblueprint

Process 

The survey link was live between 15 
February 2020 and 15 March 2020. A 
number of organisations in both Jersey and 
Guernsey within Professional Services were 
invited to take part with all participant data 
anonymous. The survey was also available 
to all in the sector through social media
channels and promoted through local news
outlets. Each participant took an average 
of 14 minutes to complete the survey. 
Responses were downloaded from our 
survey platform and ‘cleaned’ using excel.

Answers were coded, scales were checked
for reliability and validity, then a number of 
statistical techniques were used to explore
the relationships among the different scale 
scores. 

the statistical analysis process, or have any 
questions, then please get in touch with the
report writers:

Dr Glenda Rivoallen
glenda@wetalkwellbeing.com 

Jenny Winspear
jenny.winspear@marbraladvisory.com
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