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Purpose of today’s session
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Who are Robertson Cooper?

At Robertson Cooper, our vision is to create more 
Good Days At Work. Because we believe that by 
addressing workplace wellbeing holistically, 
strategically and with scientific rigour, 
organisations can unlock the full potential of 
their workforces.

▪ Academic roots, practical focus
▪ The niche consultancy advantage
▪ Wellbeing is our business
▪ Working across the wellbeing spectrum
▪ Combining consulting with powerful tools

Wellbeing 
Strategy

Wellbeing 
Training

Wellbeing 
Measurement 



Project summary
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Section 1
Overview of the results



Response rates



Some key takeaways
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▪



Insights
Values show the difference between the group score out of 100 

and the benchmark score. 

Minus indicates the group score is lower than the benchmark, 

positive scores indicate the group score is higher than the 

benchmark, and a score of 0 indicates that the group score is the 

same as the benchmark.



Results dashboard – NHS CLN overview
467 respondents

Values show the difference between the group score out of 100 

and the benchmark score. 

Minus indicates the group score is lower than the benchmark, 

positive scores indicate the group score is higher than the 

benchmark, and a score of 0 indicates that the group score is the 

same as the benchmark.



Section 2
Into the detail…



In more depth – Resilience



In more depth – Workplace pressures (1/3)



In more depth – Workplace pressures (2/3)



In more depth – Workplace pressures (3/3)



In more depth – Health symptoms



In more depth – Psychological wellbeing



Key Driver Analysis 

▪

▪

1.Work-life balance

2.Job enjoyment

3.Fairness of work

4.Social support

5.Relationships with customers 

/ clients

Psychological Health

Variance explained = 35%

1.Work-life balance

2.Job enjoyment

3.Fairness of work

4.Performance management

5.Fairness of work

Physical Health

Variance explained = 21%

1.Job enjoyment

2.Involvement in decisions

3.Work-life balance

4.Feedback

5.Interesting work

Positive Emotions

Variance explained = 42%



In more depth – Engagement



In more depth – Good Days at Work & Performance



The case for wellbeing in the NHS

We know that positive levels of employee health and wellbeing are linked to better patient and operational outcomes. The data
gathered so far supports this. 

Respondents in the Top 20% when it comes to wellbeing compared to those in the bottom 20%:

▪ Report being 35% more productive 

▪ Are almost 2x more likely to recommend the organisation as a place to work

▪ Are 7x more likely to have taken at least one day off sick during the last three months

▪ Are almost 3x more likely to have shown presenteeism during the last three months 



Section 3
Demographic comparisons



Hotspots



Summary of trends across NHS CLN –Work demographics
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Reading the results

The number of participants for each 

group is shown here. The minimum 

displayed group size is 8 – this 

ensures anonymity and confidentiality

The scores shown for each of the question groups are the difference between the group score out 

of 100 and the benchmark score. 

─ A minus score indicates the group score is lower than the benchmark

─ A positive score indicates the group score is higher than the benchmark

─ A score of 0 indicates that the group score is the same as the benchmark



A look across the demographics – by Trust



A look across the demographics – by Role Type



A look across the demographics – by Staff Group



Summary of trends across NHS CLN –Personal demographics
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A look across the demographics – by Gender & Age



Section 4
Additional Questions



Additional Questions – Working with Covid-19 (1 of 2)
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I socially distance at work according to the rules that are in place

I am able to give feedback to my line manager about the impact of COVID-19 on me

My job places my family at risk of COVID-19

My job does not place my health at risk of COVID-19

Line managers are concerned about my wellbeing

COVID-19 has made me feel burnt out



Additional Questions – Working with Covid-19 (2 of 2)
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I do not feel valued by my colleagues/team for my COVID-19 contribution

I feel that I have appropriate PPE for my role

I can provide the care my patients need

I feel overwhelmed by what my job expects of me

The change in working arrangements was positively supported by colleagues *

The health risk assessment has changed my working arrangements

Decisions I have made to protect my or my family’s health do not marginalise me

Colleagues who are unwilling to socially distance at work make me feel stressed



Additional Questions – Working with Covid-19 (1 of 2)



Additional Questions – Working with Covid-19 (2 of 2)



Section 5
What next?



Survey next steps
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Section 6
Appendix



A look across the demographics – by Pay Range



A look across the demographics – by Tenure



A look across the demographics – Mangers & Leaders 



A look across the demographics – by Ethnicity



A look across the demographics – by Disability



Additional Questions – Working with Covid-19 (1 of 2)



Additional Questions – Working with Covid-19 (2 of 2)


