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In 2009 we conducted a study looking at the impact of the global economic 

downturn from an HR and leadership perspective. With all aspects of 

CVTJOFTT�DPNJOH�VOEFS�TDSVUJOZ�EVSJOH�B�UPVHI�QFSJPE�PG�ÙOBODJBM�TUSBJO�KVTU�

how was staff wellbeing affected? What were the big HR issues that had to 

be contended with? How had corporate vision changed in accordance with 

the new requirements?

"T�FYQFDUFE�FDPOPNJD�BVTUFSJUZ�IBE�B�QSFEPNJOBOUMZ�OFHBUJWF�FGGFDU�PO�

a wide range of HR related issues. With budget requirements seeing a 

SFEVDUJPO�JO�TUBGÙOH�MFWFMT�QFPQMF�JOWFTUNFOU�BOE�HFUUJOH�UIF�CFTU�PVU�PG�

current employees became even more important at a time when fears about 

KPC�TFDVSJUZ�BCPVOEFE��

/PX�UIPVHI�BT�FDPOPNJD�HSFFO�TIPPUT�IBWF�BQQFBSFE�BOE�UIF�HMPPN�PG�

BVTUFSJUZ�JT�PO�UIF�WFSHF�PG�MJHIUFOJOH�XIBU�JT�UIF�PVUMPPL�GPS�6,�CVTJOFTTFT �

How has the approach changed in the face of an expanding economy? Is it 

more positive?

)FSF�BU�.PSHBO�3FEXPPE�XF�IBWF�DPOEVDUFE�OFX�SFTFBSDI�UIBU�MPPLT�UP�

investigate the prevailing attitudes amongst business leaders in light of this 

ÙOBODJBM�TFB�DIBOHF�BJNJOH�UP�HBJO�BO�VOEFSTUBOEJOH�PG�XIBU�JNQBDU�UIFJS�

associated stance will have on staff well-being and business performance.  

Do organisations see their talent as a valuable resource or a commodity that 

DBO�CF�FBTJMZ�SFQMBDFE �%P�UIF�6,mT�CVTJOFTTFT�TFF�UIF�IFBMUI�IBQQJOFTT�

and mind set of their people as a determinant of corporate success and 

therefore something they should pay attention to? Or is it the senior 

executives and directors that matter most?

5IJT�MBUFTU�SFQPSU�VODPWFST�TPNF�JOUFSFTUJOH�BOE�TVSQSJTJOH�ÙOEJOHT�BOE�BMTP�

EFNPOTUSBUFT�B�TJHOJÙDBOU�EJGGFSFODF�CFUXFFO�UIF�UXP�FDPOPNJD�DMJNBUFT��

We hope that the study allows you to gain some measure of appreciation 

GPS�ZPVS�QFFSTm�QFSDFQUJPO�PG�QSJPSJUJFT�BT�XFMM�BT�FOBCMJOH�ZPV�UP�VTF�JU�BT�B�

yardstick to compare and contrast your own approach to your workforce.

,JOE�SFHBSET

Janice Haddon

Foreword



Method
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5IJT�SFQPSU�JT�CBTFE�PO�BOPOZNPVT�SFTQPOTFT�XJUI�

the research conducted by independent research 

PSHBOJTBUJPO�0OF�1PMM�XJUI�UIF�)FBE�PG�)VNBO�

Resources or Board Director level equivalents from 

UXP�IVOESFE�BOE�ÙGUZ�PG�UIF�NPTU�EZOBNJD�6,�

CVTJOFTTFT��5IF�CVTJOFTTFT�SFÚFDU�B�NJY�PG�JOEVTUSJFT�

and company sizes. We do not offer detailed analysis 

CZ�JOEVTUSZ�TFDUPS�BT�UIF�TVC�TBNQMFT�BSF�UPP�TNBMM�GPS�

TJHOJÙDBOU�DPODMVTJPOT�UP�CF�ESBXO��"MNPTU�UXP�UIJSET�

PG�UIF�DPNQBOJFT�JOUFSWJFXFE�FNQMPZ�PWFS�����QFPQMF�

with none of the respondents employing less than 50. 

The study was completed in December 2014 through 

to January 2015.

5IF�SFTVMUT�PG�UIF�PSJHJOBM�ÙOEJOHT�GSPN������XFSF�

published in 2010 and are available to view and 

download via the Morgan Redwood website  

	XXX�NPSHBOSFEXPPE�DPN
�UJUMFE�l8FMMCFJOH�BOE�

#VTJOFTT�1FSGPSNBODFm�

0ROÚLE�OF�#OMPANIES�3TUDIED 

"USINESS�3ECTOR�� 

 Automotive 4.40%

 Professional Services 10.40%

 Charity 10.40%

 Construction  18.00%

 Engineering 14.80%

 Retail  13.60%

 Financial Services  6.40%

 Furniture/Household/Interiors  4.00%

 Food & Drink  2.80%

� *OEVTUSJBM���0GÙDF�TVQQMJFT�� �����

 Recruitment  1.60%

 Telecoms & Technology  4.40%

 Trade 1.60%

 Other  5.20%

.UMBER�OF�EMPLOYEES��   

 1-10 0%   

 11-49 0%  

 50-249 30.00%  

 250-999 61.20%  

 1000+ 8.80%



Executive summary

%MPLOYEES�AND�(EADCOUNT�'ROWTH

• The growth in employee numbers has been 

considerable. One in four businesses have  

increased their headcount by a quarter in the last  

ZFBS�XJUI�BQQSPYJNBUFMZ�UISFF�ÙGUIT�PG�CVTJOFTTFT��

upping their total employees by at least 20%. This  

JT�JO�NBSLFE�DPOUSBTU�UP�UIF�QSFWJPVT�SFQPSU�XIFSF��

staff reduction was prevalent.

• The optimism stretches out over the next 12 

NPOUIT�XJUI�������PG�CVTJOFTTFT�BOUJDJQBUJOH�

continued growth in the size of their workforce.

• HR departments are preoccupied with attracting 

better talent to the business. 39.2% indicated it 

XBT�UIF�NBJO�GPDVT�XIFO�JU�DBNF�UP�)3�JTTVFT�

putting it at number one in the list of priorities when 

taken across the board.

• Work-life balance is held in low regard when it 

DBNF�UP�UIF�)3�WJFX�XJUI�JU�MZJOH�JO�UFOUI�QMBDF�

in the list of dominant issues to contend with. 

#VU�EFTQJUF�JUT�MBDL�PG�QSJPSJUZ�PO�)3�UP�EP�MJTUT�

XPSL�MJGF�CBMBODF�XBT�TFFO�BT�UIF�NPTU�JOÚVFOUJBM�

GBDUPS�PO�TUBGG�NPUJWBUJPO�BOE�NPSBMF�JO���������

DPNQBSFE�UP�UIF�TJYUI�NPTU�JOÚVFOUJBM�JO������

• +PC�TFDVSJUZ�ÙSTU�PO�UIF�MJTU�PG�JOÚVFOUJBM�GBDUPST�

EVSJOH�UIF�EPXOUVSO�IBT�GBMMFO�UP�ÙGUI�QMBDF�JO�

UIF�MBUFTU�ÙOEJOHT�SFÚFDUJOH�SFMBUJWF�FDPOPNJD�

prosperity and potentially signifying less concern 

about securing new employment if required. 

!�FALL�IN�STAFF�MORALE

• Staff morale has fallen as the wider economy has 

improved. The average morale rating was 6.4 out 

PG����JO������CVU�IBT�ESPQQFE�UP�����JO���������

• The most adverse effect on morale is believed to 

be a poor work-life balance. However the second 

NPTU�BEWFSTF�XBT�lNBLJOH�QFPQMF�SFEVOEBOUm�

which suggests that the impact of staff cuts 

BOE�IPX�JU�JT�IBOEMFE�PO�UIPTF�SFNBJOJOH�JO�UIF�

CVTJOFTT�JT�TUJMM�B�QSPCMFN�FWFO�EVSJOH�QFSJPET� 

of recovery.  

• 8IFO�JU�DPNFT�UP�FNQMPZFF�IFBMUI�JUT�JNQPSUBODF�

IBT�TFFO�B�IVHF�TXJOH�JO�SFHBSE�BT�����PG�

businesses in 2009 believed that employers had  

B�EVUZ�PG�DBSF�UP�UIF�IFBMUI�PG�UIFJS�TUBGG�DPNQBSFE�

UP�KVTU�����JO���������

• The amount of employers who believe that staff 

wellbeing is very closely connected to business 

QFSGPSNBODF�IBT�ESPQQFE�TJHOJÙDBOUMZ�XJUI�B�GBMM�

of more than half – from 58% down to 25.6% in  

the latest study.



4HE�SENIOR�TEAM�

• Senior management is seen as having the worst 

XPSL�MJGF�CBMBODF�JO������DPNQBSFE�UP�UIF�#PBSE�

in 2009. In both studies the wider workforce was 

seen as having the best work-life balance.

• More than half (54.5%) of businesses believe that 

their management style fails to get the best out of 

their employees.

• 5XP�PVU�PG�ÙWF�DPNQBOJFT�BSF�PG�UIF�CFMJFG�

that their workforce feels free to make general 

suggestions on how the company can do things 

better. However only 6% believed that employees 

felt able to email or speak directly to the senior 

team or Board.

• Senior management tends to believe that 

FNQMPZFFT�BSF�CSBOE�BNCBTTBEPST�	�����
�

individuals to be nurtured (39.6%) and crucial team 

QMBZFST�	�����
��)PXFWFS�B�TJHOJÙDBOU�QSPQPSUJPO�

see staff as an easily replaced commodity (22.4%) 

BOE�EJGÙDVMU�UP�NBOBHF�	�����
�

• 5IF�#PBSEmT�BUUJUVEF�UP�TUBGG�JO������XBT�

QSFEPNJOBOUMZ�QPTJUJWF�XJUI�����PG�UIFN�TFFJOH�

UIF�XPSLGPSDF�BT�BTTFUT�UP�CF�OVSUVSFE�MPPLFE�

after and developed. In 2015 this outlook had 

ESPQQFE�DPOTJEFSBCMZ�UP�KVTU�����PG�SFTQPOEFOUT��

13.2% of Board members in 2015 regard 

FNQMPZFFT�BT�B�lOFDFTTBSZ�FWJMm�DPNQBSFE�UP�POMZ�

2% in the previous study.

• In both studies the customer base is regarded 

as all important when it comes to ranking assets. 

Staff/employee ranking has moved from third 

QMBDF�VQ�UP�TFDPOE�QMBDF�JO�UIF������TUVEZ�XIJMTU�

DPNQBOZ�SFQVUBUJPO�IBT�GBMMFO�GSPN�TFDPOE�QMBDF�

down to sixth.

• Customers were not only regarded as the most 

JNQPSUBOU�BTTFU�JO������CVU�BMTP�UIF�NPTU�

JNQPSUBOU�UBSHFU�BVEJFODF��)PXFWFS�JO������ 

the key audience was seen as senior executives 

BOE�EJSFDUPST�XJUI�FYJTUJOH�BOE�QSPTQFDUJWF�

DVTUPNFST�ESPQQJOH�EPXO�UIF�SBOLJOH�UP�ÙGUI� 

and sixth respectively. 

%NTREPRENEURIAL�4RAINING 

• 0O�BWFSBHF�B�ÙGUI�PG�UIF�PWFSBMM�UVSOPWFS�	������
�

is spent on training and staff development in the 

latest study. The number one priority from training 

JT�UP�JOKFDU�B�NPSF�FOUSFQSFOFVSJBM�DVMUVSF�	�����
�

closely followed by encouraging greater teamwork 

XJUIJO�UIF�PSHBOJTBUJPO�	�����
�XJUI�EFWFMPQJOH�

the leadership skills of the senior team (28.4%) and 

helping staff cope with change (28%) in third and 

fourth place on the priorities list.

• Despite developing senior leaders being seen 

BT�B�LFZ�BSFB�GPS�JNQSPWFNFOU�POMZ�������PG�

the businesses questioned offered one-to-one 

coaching and support for senior managers and 

directors.

• The average net business earnings per employee 

of the companies that placed HR emphasis on 

improving the work-life balance of their staff was 

OFBSMZ�|������NPSF�UIBO�UIPTF�CVTJOFTTFT�UIBU�

GBJMFE�UP�EP�TP�SFQSFTFOUJOH�B�����JNQSPWFNFOU�

• With the current Government claiming to have 

DSFBUFE������NJMMJPO�KPCT�EVSJOH�JUT�UJNF�JO�PGÙDF�

IPX�IBWF�TUBGÙOH�MFWFMT�DIBOHFE�EVSJOH�UIF� 

past 12 months and how are they likely to change 

JO�UIF�DPNJOH�ZFBS �%P�UIF�ÙHVSFT�SFÚFDU�UIF�

political optimism?

5



*O�PVS�QSFWJPVT�SFQPSU�BMNPTU�IBMG�PG�UIPTF�TUVEJFE�

reported a fall in their headcount in the 12 months prior 

UP�JUT�VOEFSUBLJOH�XJUI�POF�JO�TJY�QSFEJDUJOH�GVSUIFS�

SFEVDUJPOT�UP�GPMMPX��*O�PVS���������SFTQPOTFT�UIPVHI�

UIF�ÙHVSFT�BSF�SFNBSLBCMZ�EJGGFSFOU��"�UIJSE�������

claimed that their headcount had increased in the past 

ZFBS�XJUI�MFTT�UIBO�POF�JO�UFO�	����
�TUBUJOH�UIBU�UIFJS�

workforce had decreased over the same period. The 

PVUMPPL�GPS�UIF�OFYU����NPOUIT�XBT�FWFO�SPTJFS�TUJMM�

with 42.4% believing that they were set to increase 

the number of employees. The only slight cloud was 

UIBU�BOUJDJQBUFE�SFEVDUJPOT�IBE�SJTFO�TMJHIUMZ�XJUI�KVTU�

over one in ten (10.8%) envisaging having to shrink 

UIFJS�TUBGG��5IF�NBKPSJUZ�������FTUJNBUFE�UIBU�UIFJS�

headcount would be staying the same.

3TAFF�)NCREASES

The statistics reveal that growth has been considerable. 

More than a fourth of businesses have increased their 

TUBGG�CZ�B�RVBSUFS�XJUI�������DMBJNJOH�UP�IBWF�EPOF� 

TP�XIJMTU�KVTU�VOEFS�POF�JO�TJY�	�����
�IBWF�JODSFBTFE�

their number of employees by more than 30%. 

"�GVSUIFS�������DMBJNFE�UP�IBWF�JODSFBTFE�UIFJS�

XPSLGPSDF�CZ�B�ÙGUI�XIJDI�JEFOUJÙFT�UISFF�PVU�PG�ÙWF�

businesses to have upped their headcount by that 

amount in the last year.

(EADCOUNT�TODAY�VS�A�YEAR�AGO  

 The Same 48.40%   

 Increased 33.60%  

 Decreased 9.20%  

 Did not have this 8.80%  

 role a year ago  

-ORE�TO�#OME�IN�THE�NEXT����MONTHS

Growth outlook for the coming year is similarly 

PQUJNJTUJD�XJUI�CVTJOFTTFT�BOUJDJQBUJOH�DPNQBSBCMF�

ÙHVSFT��4MJHIUMZ�NPSF�BU�������BOUJDJQBUF�FYQBOTJPO�

CZ�B�RVBSUFS�XIJMTU�������IPQF�GPS�HSPXUI�PG�B�UIJSE�

BOE�����BSF�IPQJOH�GPS�B�ÙGUI�

(EADCOUNT�FOR�THE�YEAR�AHEAD  

 Staying the Same 46.80%  

 Increasing 42.40%  

 Decreasing 10.80%  

 

-OOD�!CROSS�THE�3ECTORS

We cannot draw detailed conclusions across the 

various business sectors studied as the individual 

TBNQMFT�BSF�UPP�TNBMM�UP�CF�TUBUJTUJDBMMZ�TJHOJÙDBOU��

)PXFWFS�MPPLJOH�BU�UIF�TFDUPS�SFTQPOTFT�XF�EP� 

get a good barometer of employment mood across 

certain industries.

$POTUSVDUJPO�JO�QBSUJDVMBS�GPS�FYBNQMF�JT�FYQFDUJOH�BO�

FNQMPZNFOU�CPPN�BT�UIF�6,mT�SFDPWFSZ�QSPHSFTTFT�

XJUI�������PG�ÙSNT�XPSLJOH�JO�DPOTUSVDUJPO�MPPLJOH�UP�

FYQBOE�UIFJS�OVNCFST�CZ�BU�MFBTU�B�RVBSUFS��4JNJMBSMZ�

businesses working in the charity sector are also 

MPPLJOH�BU�B�QSPTQFSPVT�QFSJPE�XJUI�������BMTP�BJNJOH�

to increase employment by a quarter. It could be 

TVHHFTUFE�UIBU�BT�DPOTVNFST�FOKPZ�HSFBUFS�EJTQPTBCMF�

JODPNF�JU�JT�TVQQPSUJOH�TFDUPS�HSPXUI�

4UBGÙOH�MFWFMT

Results



,FZ�)3�DIBMMFOHFT
8JUI�UIF�XJOET�PG�FDPOPNJD�DIBOHF�DPNF�DIBOHFT�

to the challenges faced by HR departments. Does a 

growing workforce mean a growing number  

of problems?

*O�PVS������TUVEZ�)3�UFBNT�IBE�B�MPU�PG�QFPQMF�JTTVFT�

to contend with - at least 15 HR challenges were 

preoccupying almost a third of all HR teams. Fast 

GPSXBSE�UP�OPX�BOE�UIF�QSFWBMFODF�PG�JTTVFT�JT� 

greatly reduced.

+EY�(2�CHALLENGES�AT�THE�MOMENT %

Attracting better talent to the business  39.20 

Reducing staff churn  36.80 

Reducing staff costs 34.80

Improving productivity/performance  28.40 

6Q�TLJMMJOH�UIF�XPSLGPSDF� �����

Changing working patterns 13.60 

*OUSPEVDJOH�NPSF�ÚFYJCMF�� ����� 
working practices 

Encouraging greater teamwork 12.00 

*NQSPWJOH�UIF�TFOJPS�UFBNmT�� ���� 
leadership skills 

Introducing a stronger sales culture 6.00 

Helping staff achieve a better  6.00 
work-life balance  

Employee wellbeing  5.60 

Measuring staff performance 4.80

Looking after leavers 4.40 

Getting the Board to see employees as 4.00 
B�DPSQPSBUF�BTTFU�SBUIFS�UIBO�KVTU�B�DPTU

Managing / reducing sickness absence 3.60 

Managing presenteeism 2.00 

!TTRACTING�TALENT

*O�PVS�QSFWJPVT�SFQPSU�)3�JTTVFT�XFSF�WFSZ�NVDI�

centred on drawing the best out of the current work 

GPSDF�XJUI�JNQSPWJOH�QSPEVDUJWJUZ�BOE�QFSGPSNBODF�

UPQQJOH�UIF�MJTU�PG�DIBMMFOHFT��/PX�UIPVHI�UIF�CJHHFTU�

issue is about attracting better talent to the business. 

This certainly ties in with the fact that businesses are 

looking to grow their employee numbers.  

"DDPSEJOH�UP�UIF�ÙOEJOHT�BMNPTU�UXP�ÙGUIT�PG�)3�

EFQBSUNFOUT�������BSF�MPPLJOH�UP�BUUSBDU�CFUUFS�

UBMFOU�UP�UIF�CVTJOFTT�NBLJOH�UIJT�UIF�OVNCFS�POF�

HR priority across all of the organisations that were 

questioned in the study.

4URNOVER

4USJLJOH�B�TJNJMBS�DIPSE�������BSF�MPPLJOH�UP�SFEVDF�

TUBGG�DIVSO��*O�UIF������TUVEZ�UIJT�XBT�UIJSUFFOUI�PO�UIF�

MJTU�PG�NPTU�QSFTTJOH�)3�DIBMMFOHFT�CVU�JO������JU�MJFT�

JO�TFDPOE�QMBDF��%PFT�UIJT�TVHHFTU�UIBU�FNQMPZFFT�JO�

light of improved employment possibilities and growth 

JO�UIF�KPC�NBSLFU�BSF�NPSF�MJLFMZ�UP�MPPL�GPS�QBTUVSFT�

new? It certainly could suggest that the reinvigorated 

FDPOPNZ�NFBOT�PQQPSUVOJUJFT�BSF�NPSF�BCVOEBOU�

and as a consequence workers are increasingly likely 

UP�NPWF�KPCT�JG�UIFZ�BSF�OPU�BQQSFDJBUFE�PS�IBQQZ�

where they are. As more organisations are looking to 

increase staff numbers and attract the top talent to 

UIFJS�CVTJOFTT�JU�BQQFBST�UP�CF�JODSFBTJOHMZ�JNQPSUBOU�

to do things to retain those that have been through the 

USBJOJOH�QSPDFTT��,FFQJOH�UBMFOU�JT�KVTU�BT�JNQPSUBOU�BT�

recruiting new.

7



2EDUCING�3TAFF�COSTS

%FTQJUF�BO�JNQSPWJOH�ÙOBODJBM�PVUMPPL�OBUJPOXJEF�

ÙSNT�TUJMM�BQQFBS�UP�CF�LFFO�PO�CSJOHJOH�EPXO�DPTUT�

XIFSFWFS�QPTTJCMF�XIJDI�TFFT�SFEVDJOH�TUBGG�DPTUT�

emerge as the third biggest issue that HR departments 

are currently facing. In our 2009 study – unsurprisingly 

q�JU�XBT�JO�B�TJNJMBS�QPTJUJPO�DPNJOH�GPVSUI�PO�UIF�MJTU�PG�

priorities. This seems to suggest that regardless of the 

FDPOPNJD�MBOETDBQF�ÙSNT�BSF�TUJMM�LFFO�PO�NBOBHJOH�

budgets as tightly as possible.

"T�NFOUJPOFE�JNQSPWJOH�QSPEVDUJWJUZ�BOE�

performance was the number one challenge in 2009. 

With recruitment being kept at a minimum and the 

MJLFMJIPPE�PG�SFEVOEBODZ�JODSFBTJOH�HFUUJOH�UIF�

best out of the current workforce is understandably 

key during the depths of a recession. However in 

B�TJNJMBS�GBTIJPO�UP�SFEVDJOH�TUBGG�DPTUT�JNQSPWJOH�

staff performance is a central target even during 

comparatively prosperous periods. 

Work-life balance

Joint tenth on the list of priorities for HR departments 

JO�PVS�MBUFTU�SFTFBSDI�XBT�l)FMQJOH�TUBGG�BDIJFWF�CFUUFS�

XPSL�MJGF�CBMBODFm�SBOLFE�PO�B�QBS�XJUI�l*OUSPEVDJOH�B�

TUSPOHFS�TBMFT�DVMUVSF�m�*O������JU�DBNF�FJHIUI�PO�UIF�

MJTU�TVHHFTUJOH�UIBU�JU�XBT�IFME�JO�TMJHIUMZ�IJHIFS�SFHBSE��

This might be down to the fact that personal stress 

MFWFMT�SFÚFDUFE�UIF�BJMJOH�FDPOPNZ�BOE�FNQMPZFST�

were aware of the importance of getting the work-life 

balance right. 

As the balance of work and home life has been 

JEFOUJÙFE�BT�POF�PG�UIF�UPQ�DBVTFT�PG�NFOUBM�JMM�IFBMUI�

JO�UIF�6,�BOE�XJUI�TUSFTT�CFJOH�POF�PG�UIF�NBJO�

DBVTFT�PG�TJDLOFTT�BCTFODF�JU�JT�TVSQSJTJOH�UIBU�IFMQJOH�

employees to achieve a better balance is not further up 

the list of HR priorities.

)N�3ICKNESS�AND�IN�HEALTH

One aspect that has noticeably slipped down the list 

was the issue of managing/reducing sickness absence. 

*O������JU�XBT�OJOUI�CVU�OPX�JO���������JUmT�ESPQQFE�

to sixteenth place on the list of HR priorities. Could this 

QFSIBQT�CF�B�SFÚFDUJPO�PG�UIF�MJHIUFOJOH�PG�UIF�PWFSBMM�

HMPPN�XJUI�MFTT�TUSFTTFT�TFFJOH�B�SFEVDUJPO�JO�DPODFSO�

over illness as a consequence?  National sickness 

BCTFODF�ÙHVSFT�TIPX�BCTFODF�BOE�TUSFTT�JT�TUJMM�B�CJH�

JTTVF�IPXFWFS�TP�NBZCF�TJDLOFTT�JT�KVTU�TFFO�BT�BO�PO�

going problem and therefore not such a priority?

l-PPLJOH�BGUFS�MFBWFSTm�BMTP�GFMM�TMJHIUMZ�JO�UIF�MJTU�

dropping to fourteenth from twelfth. With the 

SFRVJSFNFOU�GPS�SFEVOEBODJFT�SFEVDFE�BOE�UIFSFGPSF�

MFTT�PQQPSUVOJUZ�GPS�JU�UP�BGGFDU�XJEFS�TUBGG�NPSBMF�UIFSF�

seems to be less emphasis on HR departments to 

ensure smooth departures. 

l-PPLJOH�BGUFS�MFBWFSTm�BMTP�GFMM�TMJHIUMZ�JO�UIF�MJTU�

dropping to fourteenth from twelfth. With the 

SFRVJSFNFOU�GPS�SFEVOEBODJFT�SFEVDFE�BOE�UIFSFGPSF�

MFTT�PQQPSUVOJUZ�GPS�JU�UP�BGGFDU�XJEFS�TUBGG�NPSBMF�UIFSF�

seems to be less emphasis on HR departments to 

ensure smooth departures. 



Staff morale plays a huge part in the success of a 

CVTJOFTT��*U�JT�OPU�KVTU�UIF�OVNCFS�PG�TUBGG�NFNCFST�

UIBU�ZPV�IBWF�UIBU�NBLF�BO�PSHBOJTBUJPO�UJDL�B�IJHIMZ�

NPUJWBUFE�XFMM�MFE�UFBN�XJMM�IBWF�B�IVHF�JOÚVFODF�PO�

CVTJOFTT�QFSGPSNBODF��*O�PVS�QSFWJPVT�TUVEZ�XF�DPVME�

TFF�UIF�EJSFDU�JOÚVFODF�PG�UIF�SFDFTTJPO�PO�UIF�GBDUPST�

affecting morale and the perceived elements that were 

most likely to be regarded as detrimental. 

7HAT�INÛUENCES�STAFF�MORALE %

Work life balance   39.60% 

+PC�ÚFYJCJMJUZ� � � � �������

Holidays    30.00% 

(FOFSBM�UFSNT�BOE�DPOEJUJPOT� � �������

Working hours    21.20%

Job security    16.80%

Feeling part of a team   15.60% 

Training/staff development  10.80% 

Job design    6.80% 

Clarity of goals    5.20% 

The manager/employee relationship 4.80% 

Being given more responsibility  3.60%

The opportunity to learn and develop 3.60% 

Promise of promotion   3.20% 

Reputation of the company/its brand 2.80% 

Pride/self belief    2.40% 

Company culture and values  1.60% 

Inspirational leadership and   0.80% 
people management    

Interviewees scored factors where 1 = minimal impact 

on staff morale and 10 = large impact

5IF�SFTVMUT�EFNPOTUSBUFE�UIBU�KPC�TFDVSJUZ�XBT�UIF�UPQ�

JOÚVFODFS�PG�NPSBMF�EVSJOH�UIF�FDPOPNJD�EPXOUVSO�

XJUI�XPSL�MJGF�CBMBODF�BOE�KPC�ÚFYJCJMJUZ�GBMMJOH�EPXO�UIF�

QFDLJOH�PSEFS��8JUI�FNQMPZNFOU�QSPTQFDUT�MJNJUFE�UIJT�

was perhaps an understandable side effect. But how 

IBWF�BUUJUVEFT�BEKVTUFE�TJODF�UIFO�JO�MJHIU�PG�SFDFOU�

developments?      

4HE�INÛUENCE�OF�WORKLIFE�BALANCE

Work-life balance is now regarded as the most 

JOÚVFOUJBM�GBDUPS�PO�TUBGG�NPUJWBUJPO�BOE�NPSBMF�

DPNQBSFE�UP�TJYUI�JO�������+PC�ÚFYJCJMJUZ�IBT�

FYQFSJFODFE�B�TJNJMBS�KVNQ�MFBQJOH�GSPN�TFWFOUI�UP�

TFDPOE�QMBDF��)PMJEBZT�XIJDI�XFSF�SFHBSEFE�BT�UIF�

TFDPOE�MFBTU�JOÚVFOUJBM�GBDUPS�IBWF�OPX�SPDLFUFE�UP�UIF�

UIJSE�NPTU�JOÚVFOUJBM�TVHHFTUJOH�UIBU�FNQMPZFF�XBOUT�

and needs have shifted considerably. All three of these 

GBDUPST�BSF�JOUFSMJOLFE�TP�JU�TFFNT�UIBU�BT�UIFSF�JT�B�

DIBOHF�JO�POF�UIF�PUIFST�SFBDU�BDDPSEJOHMZ�

+PC�TFDVSJUZ�IBT�ESPQQFE�EPXO�UP�ÙGUI�QMBDF�GSPN�ÙSTU�

which helps to highlight the vast shift in attitudes when 

confronted with the different economic circumstances.

#URRENT�LEVELS�OF�MORALE

"T�QBSU�PG�UIF�TUVEZ�SFTQPOEFOUT�GSPN�CPUI������BOE�

UIF�NPTU�SFDFOU�SFTFBSDI�XFSF�BTLFE�UP�SBUF�UIFJS�

FNQMPZFFmT�DVSSFOU�MFWFM�PG�NPSBMF�PVU�PG�UFO�XJUI�

POF�CFJOH�QPPS�BOE�UFO�CFJOH�FYDFMMFOU��5IF�ÙOEJOHT�

uncovered some eye-opening statistics.

9

Staff morale



"DDPSEJOH�UP�UIF������SFTVMUT�UIF�BWFSBHF�SBUJOH�

worked out at 6.4 on the scale. Fast forward to 2014/15 

and the average morale rating had dropped to 5.2 out 

of 10. This produces some interesting implications. 

Why does employee morale seem to fall during a boom 

and rise during a bust?

Perhaps the results are purely down to perception 

at senior levels of the business. During economic 

EFQSFTTJPO�XJUI�KPC�TFDVSJUZ�B�NBKPS�JOÚVFODJOH�

GBDUPS�XPSLFST�NBZ�CF�MFTT�JODMJOFE�UP�DPNQMBJO�BCPVU�

XPSLJOH�DPOEJUJPOT�GPS�GFBS�PG�MPTJOH�UIFJS�KPC�BOE�CFJOH�

VOBCMF�UP�ÙOE�B�OFX�POF��*O�B�ÚPVSJTIJOH�CVTJOFTT�

FOWJSPONFOU�IPXFWFS�FNQMPZFFT�NBZ�CF�NPSF�MJLFMZ�UP�

air their grievances or seek employment elsewhere.

8JUI�XPSL�MJGF�CBMBODF�CFJOH�UIF�OVNCFS�POF�JOÚVFODFS�

on morale and it being so far down the HR list of 

QSJPSJUJFT�DPVME�JU�CF�BO�JOEJDBUJPO�UIBU�MBDL�PG�BUUFOUJPO�

UP�UIJT�LFZ�BSFB�JT�B�NBKPS�DBVTF�GPS�UIF�ESPQ�JO�DVSSFOU�

levels of morale?

!DVERSE�EFFECTS

5IF�TUVEZ�MPPLFE�TQFDJÙDBMMZ�BU�UIF�FYJTUJOH�BEWFSTF�

JNQBDUT�BOE�IPX�UIFZ�DPNQBSFE�UP�UIF�QFSDFJWFE�

DBVTFT�PG�QPPS�TUBGG�NPSBMF��/VNCFS�POF�XIJDI�

DPSSFMBUFE�EJSFDUMZ�XJUI�UIF�QFSDFQUJPOT�XBT�B�QPPS�

XPSL�MJGF�CBMBODF��5IJT�TFFNT�UP�TVHHFTU�UIBU�GPS�NBOZ�

PSHBOJTBUJPOT�B�QPPS�CBMBODF�CFUXFFO�XPSL�BOE�IPNF�

life is having an obviously negative effect in the current 

DMJNBUF�XIJDI�JT�JO�MJOF�XJUI�FYQFDUBUJPOT�

)PXFWFS�TVSQSJTJOHMZ�UIF�TFDPOE�CJHHFTU�DBVTF�PG�MPX�

NPSBMF�XBT�UIF�GBDU�UIBU�UIF�SFTQPOEFOUTm�CVTJOFTTFT�

XFSF�lNBLJOH�QFPQMF�SFEVOEBOUm�PS�IBE�BMSFBEZ�

SFDFOUMZ�EPOF�TP��5IJT�TFFNT�UP�ÚZ�JO�UIF�GBDF�PG�UIF�

FDPOPNJD�TIJGU��%FTQJUF�KPC�TFDVSJUZ�CFDPNJOH�MFTT�PG�

BO�JOÚVFODJOH�GBDUPS�SFEVOEBODZ�TUJMM�IBT�UIF�DBQBDJUZ�

UP�DPNF�UP�UIF�GPSF�SFEVDJOH�TUBGG�NPSBMF�FWFO�XJUI�

businesses experiencing a period of comparative 

prosperity. This could indicate a shift in the required 

skill set by growing businesses as they search for new 

UBMFOU�CVU�TUJMM�IBWF�UP�SFEVDF�TUBGG�OVNCFST�JO�PUIFS�

areas.  It also highlights the need to manage the exit 

process with care so as to not negatively impact on 

the survivors.  Remaining staff will naturally look at 

how their colleagues are treated when they are made 

redundant as it could be them next.  Managing the 

leavers process is an indicator of management style 

and culture in an organisation.  Do it badly and you may 

ÙOE�UIF�FNQMPZFFT�ZPV�XBOUFE�UP�SFUBJO�XJMM�DIPPTF�UP�

go and work elsewhere.

 

&ACTORS�ADVERSELY�AFFECTING�MORALE 

Poor work life balance   33.20% 

We have or are making    31.20% 
people redundant  

People under more pressure to achieve  30.40% 
more in the working day    

5IF�HFOFSBM�MBDL�PG�KPC�JOTFDVSJUZ� � �������

Work place stress levels   20.00% 

Pay has not increased   12.40% 

Fear of under performing and   9.60% 

being told off 

Discipline from  � � � ������  
managers/leadership team 

1PPS�MFBEFSTIJQ� � � � ������

We are undergoing a lot of   5.60% 
change in the business   

General wider gloom surrounding  2.80% 
the economic downturn

We are not investing in developing  1.60% 
staff as much as usual   



As we have seen from the issues that impact on HR 

EFQBSUNFOUT�FNQMPZFF�IFBMUI�JT�B�GBDUPS�UIBU�DBO�

directly affect business performance. High absence 

through sickness is undoubtedly detrimental. Yet 

BDDPSEJOH�UP�UIF�SBOLJOHT�TJDLOFTT�IBT�GBMMFO�EPXO� 

the list of priorities. Does this mean that bosses are  

MFTT�DPODFSOFE�BCPVU�UIFJS�FNQMPZFFTm�IFBMUI�UPEBZ�

than they were 5 years ago?

If you compare and contrast the two reports there is a 

TUBSUMJOH�EJGGFSFODF��*O�CPUI�TUVEJFT�SFTQPOEFOUT�XFSF�

asked to state as to whether or not they believed there 

was a responsibility from an employer to look after 

UIF�IFBMUI�PG�UIFJS�FNQMPZFFT��*O������SFTQPOEFOUT�

XFSF�PWFSXIFMNJOHMZ�JO�GBWPVS�XJUI�����TUBUJOH�UIBU�

lZFTm�UIFSF�XBT�B�EVUZ�PG�DBSF�JOWPMWFE��*O�UIF�DVSSFOU�

NBSLFU�IPXFWFS�UIFSF�BQQFBST�UP�IBWF�CFFO�B�NBTTJWF�

TIJGU�XJUI�POMZ�����OPX�CFMJFWJOH�UIBU�UP�CF�UIF�DBTF��

The remaining 54% did not believe that the employer 

IBE�B�MFWFM�PG�SFTQPOTJCJMJUZ�B�NBTTJWF�TIJGU�GSPN����

previously.

The swing from 95% to 46% is huge and one that 

suggests an alarming change in attitude. 

4HE�IMPORTANCE�OF�WELLBEING�ON�PERFORMANCE

5IF�TUVEZ�BMTP�QPTFE�UIF�RVFTUJPO�l*O�ZPVS�PQJOJPO�

how closely connected are business performance and 

TUBGG�XFMMCFJOH m�5IF�SFTVMUT�PG�XIJDI�BHBJO�SFWFBMFE� 

a big difference between the two studies.

*O����������PG�FNQMPZFST�CFMJFWFE�XFMMCFJOH�UP�CF�

lWFSZ�DMPTFMZ�DPOOFDUFEm�XJUI�BOPUIFS�����CFMJFWJOH�

JU�UP�CF�lRVJUF�DPOOFDUFEm��0G�UIF�SFNBJOEFS����GFMU�JU�

XBT�lOPU�WFSZm�XIJMTU�POMZ����GFMU�lOPU�BU�BMMm�

'JWF�ZFBST�PO�IPXFWFS�BOE�UIF�BNPVOU�UIBU�SFHBSE�JU�

BT�lWFSZ�DMPTFMZ�DPOOFDUFEm�IBT�ESPQQFE�TJHOJÙDBOUMZ�

UP�������XIJDI�JT�B�GBMM�PG�NPSF�UIBO�IBMG������OPX�

CFMJFWF�JU�UP�CF�lRVJUF�DPOOFDUFEm�XIJMTU�TDFQUJDJTN�

BCPVU�UIF�JTTVF�IBT�KVNQFE�XJUI�������CFMJFWJOH�JU�

UP�CF�lOPU�WFSZm�BOE������UIJOLJOH�JU�XBT�lOPU�BU�BMMm�

connected.

This appears to be at odds with the fact that work-

MJGF�CBMBODF�JT�SFHBSEFE�BT�UIF�NPTU�JOÚVFOUJBM�GBDUPS�

affecting morale and currently the one having the most 

adverse impact. With wellbeing not regarded as having 

BO�JNQBDU�PO�QFSGPSNBODF�XIZ�JT�UIFSF�B�CFMJFG�UIBU�

work-life balance is key to morale? Are employers of 

the belief that staff morale is unimportant when creating 

a successful working environment?

Or is it that businesses do not have the right tools to 

support staff wellbeing or know how to tackle the wider 

issue so put it further down the rankings?  Sickness 

BCTFODF�JT�FTUJNBUFE�UP�CF�DPTUJOH�6,�CVTJOFTT�

|��CJMMJPO�B�ZFBS��"MPOHTJEF�UIJT�B�$*1%�TVSWFZ�JO������

SFQPSUFE�UIBU�UXP�ÙGUIT�PG�CVTJOFTTFT�TUBUFE�TUSFTT�

related absence and reported mental health problems 

TVDI�BT�BOYJFUZ�BOE�EFQSFTTJPO�IBE�JODSFBTFE�JO�

UIF�QBTU�UXFMWF�NPOUIT��*O�MJHIU�PG�UIJT�UIF�MBDL�PG�

importance being placed on wellbeing in this research 

seems at odds with what employees actually need.

(OW�CLOSELY�CONNECTED�ARE�BUSINESS�PERFORMANCE�

AND�STAFF�WELLBEING��  

   Very closely connected  

25.60% 

   Quite connected  

�������

   Not very connected  

10.40% 

   Not at all connected  

6.80% 
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7ORKLIFE�BALANCE�ACROSS�THE�BUSINESS

The study then looked at how the work-life balance 

XBT�SFHBSEFE�BDSPTT�UIF�TQFDUSVN�PG�FNQMPZFFT�GSPN�

UIF�XJEFS�XPSLGPSDF�UISPVHI�UIF�NBOBHFNFOU�MFWFMT�

and up to the Board. Respondents were asked to rank 

which section of employees had the best work-life 

balance.

*O������UIF�XJEFS�XPSLGPSDF�XBT�TFFO�BT�IBWJOH�UIF�

CFTU�CBMBODF�GPMMPXFE�CZ�KVOJPS�NBOBHFST�NJEEMF�

NBOBHFST�BOE�TFOJPS�NBOBHFST�XJUI�UIF�#PBSE�DPNJOH�

CPUUPN��*O���������UIF�XJEFS�XPSLGPSDF�JT�TUJMM�TFFO�UP�

have the best balance but respondents now see Board 

members as having a better balance between work 

and home life than senior management.

7HO�HAS�THE�BEST�WORK���LIFE�BALANCE�  

1st Wider workforce

2nd Junior managers

3rd Middle managers

4th Senior managers

5th Board

5IF�DVSSFOU�TVSWFZ�MPPLFE�TQFDJÙDBMMZ�BU�TFOJPS�

NBOBHFNFOU�BTLJOH�SFTQPOEFOUT�JG�UIFZ�CFMJFWFE�UIBU�

UIFJS�ÙSNmT�NBOBHFNFOU�TUZMF�HPU�UIF�CFTU�PVU�PG�UIF�

PSHBOJTBUJPOmT�XPSLGPSDF�

5IJT�TFFNFE�UP�QSPNQU�TPNF�IPOFTU�SFÚFDUJPO�BT�

������BENJUUFE�UIBU�lOPm�UIFZ�EJE�OPU�UIJOL�JU�EJE�

and that there was certainly room for improvement. 

However a large proportion felt that their methods did 

XPSL�XJUI�UIF�SFNBJOJOH�������JOEJDBUJOH�UIBU�UIFZ�

believed their approach did in fact draw the best out of 

their workers. 

The study then questioned respondents about how 

PQFO�UIFZ�XFSF�XJUI�UIFJS�FNQMPZFFT�BTLJOH�UIFN�UP�

select the things that their workers felt they could do in 

work-related circumstances.

/VNCFS�POF�PG�UIFTF�XBT�l.BLF�HFOFSBM�TVHHFTUJPOT�



5IF�DVSSFOU�TVSWFZ�MPPLFE�TQFDJÙDBMMZ�BU�TFOJPS�

NBOBHFNFOU�BTLJOH�SFTQPOEFOUT�JG�UIFZ�CFMJFWFE�UIBU�

UIFJS�ÙSNmT�NBOBHFNFOU�TUZMF�HPU�UIF�CFTU�PVU�PG�UIF�

PSHBOJTBUJPOmT�XPSLGPSDF�

5IJT�TFFNFE�UP�QSPNQU�TPNF�IPOFTU�SFÚFDUJPO�BT�

������BENJUUFE�UIBU�lOPm�UIFZ�EJE�OPU�UIJOL�JU�EJE�

and that there was certainly room for improvement. 

However a large proportion felt that their methods did 

XPSL�XJUI�UIF�SFNBJOJOH�������JOEJDBUJOH�UIBU�UIFZ�

believed their approach did in fact draw the best out of 

their workers. 

The study then questioned respondents about how 

PQFO�UIFZ�XFSF�XJUI�UIFJS�FNQMPZFFT�BTLJOH�UIFN�UP�

select the things that their workers felt they could do in 

work-related circumstances.

/VNCFS�POF�PG�UIFTF�XBT�l.BLF�HFOFSBM�TVHHFTUJPOT�

PO�IPX�ZPVS�DPNQBOZ�DPVME�EP�UIJOHT�CFUUFSm�XJUI�

40% of companies believing this to be something 

UIBU�UIFJS�XPSLGPSDF�GFMU�DPOÙEFOU�JO�EPJOH��$MPTF�

CFIJOE�BU�������XBT�lRVFTUJPOJOH�UIF�NFUIPET�PG�UIF�

PSHBOJTBUJPO�XJUIPVU�GFBS�PG�SFUSJCVUJPOm��l4VHHFTUJOH�

OFX�JEFBTm�BOE�lEFUFSNJOJOH�UIF�CFTU�XBZ�PG�XPSLJOHm�

BMTP�TDPSFE�IJHIMZ��#PUUPN�PG�UIF�MJTU�XBT�lVTJOH�TPDJBM�

NFEJB�UP�UBML�BCPVU�XPSLm�XJUI�POMZ������ÙOEJOH�

UIJT�BDDFQUBCMF��)PXFWFS�TFDPOE�XBT�lFNBJMJOH�PS�

TQFBLJOH�EJSFDUMZ�XJUI�UIF�TFOJPS�UFBN�PS�#PBSEm�BT�

only 6% believed employees felt empowered enough 

to do this. 

The lack of interaction between senior staff and the 

wider workforce seems to be prevalent throughout the 

WBTU�NBKPSJUZ�PG�PSHBOJTBUJPOT�UIBU�XFSF�GFBUVSFE�JO�UIF�

TUVEZ��%PFT�UIBU�DSFBUF�B�EJWJEF�JO�UIF�CVTJOFTT�MFBWJOH�

senior staff out of touch with the requirements of more 

KVOJPS�TUBGG �$PVME�UIJT�BMTP�SFMBUF�UP�UIF�MBDL�PG�DPODFSO�

in supporting employees in their wellbeing and work life 

balance?

Respondents were then questioned about how they 

CFMJFWF�UIFJS�NBOBHFNFOU�SFHBSEFE�FNQMPZFFT�UP�

which the responses were predominantly positive. The 

UPQ�SBOLFE�SFTQPOTF�XBT�UIBU�FNQMPZFFT�BSF�lCSBOE�

BNCBTTBEPSTm�	�����
�XJUI�FNQMPZFFT�SFHBSEFE�BT�

good examples of what the company has to offer.

Second on the list was that employees are seen as 

lJOEJWJEVBMT�UP�CF�OVSUVSFEm�	�����
�JEFOUJGZJOH�B�

QPTJUJWF�TFOUJNFOU�BOE�UIJSE�XBT�UIBU�XPSLFST�BSF�

SFHBSEFE�BT�lDSVDJBM�UFBN�QMBZFSTm�	�����
�TVHHFTUJOH�

that their worth is appreciated.

)PXFWFS�UIJT�QPTJUJWJUZ�XBTOmU�VOJWFSTBM�BT�GPVSUI�PO�

UIF�MJTU�TBX�POF�JO�ÙWF�SFTQPOEFOUT�	�����
�CFMJFWJOH�

UIBU�TUBGG�XFSF�BO�FBTJMZ�SFQMBDFE�DPNNPEJUZ��5IF�ÙGUI�

TQPU�XBT�UBLFO�CZ�B�TJNJMBSMZ�OFHBUJWF�PVUMPPL�XJUI�

������SFHBSEJOH�TUBGG�UP�CF�lEJGÙDVMU�UP�NBOBHFm�

5IF�SFTVMUT�JOEJDBUF�UIBU�NBOBHFNFOU�JT�DIBMMFOHJOH�

CVU�UIFZ�EP�TFFN�UP�TVHHFTU�UIBU�QSFEPNJOBOUMZ�

workers are important and that managing them is 

SFXBSEJOH��0WFSDPNJOH�UIF�EJGÙDVMUJFT�PG�NBOBHFNFOU�

and turning staff into crucial team players and 

brand ambassadors must surely provide a sense of 

TBUJTGBDUJPO�GPS�UIF�TFOJPS�TUBGG�IFMQJOH�UP�GPTUFS�XJEFS�

workplace positivity?
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.PWJOH�BXBZ�GSPN�TFOJPS�NBOBHFNFOU�UIF�TUVEZ�

MPPLFE�BU�UIF�#PBSE�NFNCFSmT�BUUJUVEFT�UPXBSET�

the staff within the business to see if there was a 

discrepancy between those that managed them directly 

and those that oversaw the organisation as a whole.

The general outlook was mixed. 41% of respondents 

believed that employees were a real asset of the 

CVTJOFTT�UP�CF�OVSUVSFE�MPPLFE�BGUFS�BOE�EFWFMPQFEm��

)PXFWFS�UIF�NBKPSJUZ�	�����
�GFMU�UIBU�UIF�FNQMPZFF�

QJQFMJOF�XBT�FOEMFTT�XJUI�QMFOUZ�NPSF�PQUJPOT�

BWBJMBCMF�TIPVME�TPNFPOF�MFBWF��1FSIBQT�XPSSZJOHMZ�

������TFF�FNQMPZFFT�BT�lB�OFDFTTBSZ�FWJM�m

8IFO�DPNQBSFE�UP�PVS�QSFWJPVT�TUVEZ�UIF�SFTVMUT�BSF�

PODF�BHBJO�SFNBSLBCMZ�EJGGFSFOU��%VSJOH�UIF�SFDFTTJPO�

85% of respondents believed employees were an asset 

UP�CF�OVSUVSFE��+VTU����TBX�UIFN�BT�B�OFDFTTBSZ�FWJM�

with the remaining 13% seeing them as replaceable. 

Where has this huge shift in attitude come from? During 

UIF�FDPOPNJD�EPXOUVSO�JU�XBT�BO�FNQMPZFSmT�NBSLFU�

XJUI�QMFOUZ�PG�QPUFOUJBM�DBOEJEBUFT�MPPLJOH�UP�ÙMM�UIF�

TIPFT�PG�BOZCPEZ�XIP�MFGU�ZFU�FNQMPZFFT�XFSF�TFFO�

as an asset to nurture.

8JUI�UIF�SFTVMUT�PG�UIF�DVSSFOU�TUVEZ�JU�JT�JNQPSUBOU�

to highlight the number one priority for HR is to 

BUUSBDU�CFUUFS�UBMFOU�UP�UIF�CVTJOFTT�ZFU�CZ�NBOZ�

PSHBOJTBUJPOT�XIFO�UIFZ�BSF�SFDSVJUFE�FNQMPZFFT�

BSF�OPU�IFME�BT�B�NBKPS�BTTFU�BOE�UIFSF�JT�MJUUMF�

consideration for employee wellbeing and work life 

balance. 

"OARD�S�ATTITUDE�TO�STAFF��

  Employees are a real asset  

PG�UIF�CVTJOFTT�UP�CF�� �

OVSUVSFE�MPPLFE�BGUFS� 

& developed     41.20% 

  The employee pipeline is  

endless and for everyone  

XIP�MFBWFT�TPNFPOF�BT�HPPE�PS�CFUUFS�DPNFT��

through the door     45.60%

  Employees are a necessary evil 3.20%

The board



2ANKING�ASSETS

Respondents to the study were then asked how 

they felt their Board and senior team would rank 

their business assets. The top ranked asset was the 

DVTUPNFS�CBTF�BT�UIF�NBKPSJUZ�VOTVSQSJTJOHMZ�SBUFE�

their clientele as the most important element of a 

successful business. 

4FDPOE�JO�SBOL�IPXFWFS�XFSF�FNQMPZFFT�XIJDI�

seems to be at odds with the sentiment that staff are 

easily replaced. Maybe the attitude is that it is simply 

IBWJOH�TVGÙDJFOU�TUBGG�UIBU�DPVOUT�GPDVTJOH�PO�OVNCFST�

rather than fostering and developing a workforce into a 

loyal and dedicated team?

*O������DVTUPNFS�CBTF�XBT�BMTP�OVNCFS�POF�IPXFWFS�

the importance of employees was pegged back to 

UIJSE�QMBDF�JO�GBWPVS�PG�UIF�DPNQBOZmT�SFQVUBUJPO��*O�UIF�

DVSSFOU�NBSLFU�UIPVHI�DPNQBOZ�SFQVUF�IBE�ESPQQFE�

down to sixth on the importance scale. Is there a 

genuine lack of concern for reputation or is it simply 

that other priorities are taking the current focus?

&INANCIAL�VALUE�OF�DIFFERENT�ASSETS� Average

Customer base 4.31

Staff/employees 4.26

IT/Technologies 4.1

1MBOU�NBDIJOFSZ�CVJMEJOH�FUD� ����

#VTJOFTTm�JOUFMMFDUVBM�QSPQFSUZ� ����

5IF�DPNQBOZ�OBNF�CVTJOFTTm�SFQVUBUJPO� ����

Financial assets 3.61

(1=most valuable, 7= having the least value)

)MPORTANCE�OF�!UDIENCES

The businesses were also asked to rank various 

BVEJFODFT�PO�B�TDBMF�PG�JNQPSUBODF�MPPLJOH�BU�UIF�

WBMVF�UIBU�FBDI�QSPWJEFE�UP�UIF�CVTJOFTT�BOE�IPX�

NVDI�JOÚVFODF�UIFZ�IFME�XIFO�JU�DBNF�UP�TUFFSJOH�

business decision making. This again threw up 

TPNF�VOFYQFDUFE�TUBUJTUJDT��*O�PVS�QSFWJPVT�SFQPSU�

DVTUPNFST�XFSF�TFFO�BT�UIF�OVNCFS�POF�BVEJFODF�

XJFMEJOH�UIF�CJHHFTU�JOÚVFODF�PO�DPSQPSBUF�EJSFDUJPO�

whilst prospective customers were regarded as second 

QSJPSJUZ��*O������UIPVHI�UIFTF�IBWF�ESPQQFE�UP�ÙGUI�BOE�

TJYUI�SFTQFDUJWFMZ�XJUI�TFOJPS�FYFDVUJWFT�BOE�EJSFDUPST�

now taking the top spot. 

These results are certainly unusual. With customer base 

CFJOH�TFFO�BT�UIF�OVNCFS�POF�BTTFU�JU�JT�TVSQSJTJOH�

that they are not so highly thought of in terms of 

audience. Custom is the key generator of business 

TVDDFTT�TP�XIZ�JT�OPU�PSHBOJTBUJPOBM�BDUJWJUZ�UBSHFUFE�

TQFDJÙDBMMZ�BU�DVTUPNFST�BT�B�NBUUFS�PG�QSJPSJUZ ��4VSFMZ�

customers must help to steer corporate strategy?

Another point worth noting is that investors and 

TUBLFIPMEFST�BSF�SBUFE�MPX�BQQFBSJOH�JO�TFWFOUI�QMBDF��

This was similar to the previous report. With investment 

EVSJOH�B�SFDFTTJPO�B�SJTLZ�NPWF�JU�JT�VOEFSTUBOEBCMF�

that less emphasis was placed on wooing them. 

)PXFWFS�XJUI�JNQSPWFNFOUT�UP�UIF�FDPOPNJD�

PVUMPPL�TIPVME�DPNQBOJFT�CF�SFGPDVTJOH�PO�QPUFOUJBM�

JOWFTUPST �*U�XPVME�BQQFBS�UIBU�DVSSFOUMZ�UIFZ�BSF�OPU�
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!UDIENCES�THE�"OARD���3ENIOR�4EAM�BELIEVE� 

IS�MOST�IMPORTANT  

Senior executives/directors 44.80%  

Sales staff 36.40%  

General staff 34.80%  

Senior managers 33.20%  

Customers/clients 20.40%  

Prospective customers 13.60%  

Investors/stakeholders 10.80%  

Partners   5.60%  

Media    2.40%  

Other    0.40% 



"T�XF�IBWF�TFFO�GSPN�SFTVMUT�VQ�VOUJM�UIJT�QPJOU�UIFSF�

is a mixed regard amongst respondents for personal 

development. The general consensus seems to be that 

recruiting new staff is taking priority over training and 

developing existing employees. But has that detracted 

from training budgets?  Despite senior management 

SFHBSEJOH�B�XPSLGPSDF�BT�VMUJNBUFMZ�SFQMBDFBCMF�EP�

they still make the resource available to attempt to 

draw the best out of the existing staff?  Or has learning 

and development fallen by the wayside?

3PEND

"DDPSEJOH�UP�UIF�)3�DIBMMFOHFT�SBOLJOH�GPS���������

lVQ�TLJMMJOH�UIF�XPSLGPSDFm�XBT�ÙGUI�PO�UIF�MJTU�PG�

QSJPSJUJFT�XIJDI�TUJMM�TFFNT�UP�JNQMZ�UIBU�JU�JT�TFFO�BT�

an important aspect of the business. But how much 

money was spent on training? The results indicate 

that close to a third (30.4%) spent 20% of their annual 

turnover on training and staff development. 18% spent 

����XJUI�����QVTIJOH�JU�VQ�UP������+VTU�������

of respondents spent more than 25% of their annual 

turnover on staff development. 

"DSPTT�BMM�PG�UIF�DPNQBOJFT�TVSWFZFE�UIF�BWFSBHF�

XPSLFE�PVU�BU���������"�ÙGUI�PG�UIF�PWFSBMM�UVSOPWFS�

JT�B�DPOTJEFSBCMF�JOWFTUNFOU�TP�JU�EPFT�TVHHFTU�UIBU�

businesses are keen on improving their workforce 

where they can and are willing to spend to do so.

��OF�TURNOVER�SPENT�ON�TRAINING�STAFF�DEVELOPMENT�

0  3.60%  

5  8.00%  

10  10.40%  

15  18.00%  

20  30.40% 

25  16.00%  

30  6.80%  

35  2.80%  

40  0.40%  

45  2.40%  

50+  1.20%

0RIORITIES

What are the training and development priorities 

UIPVHI �/VNCFS�POF�FNFSHFE�BT�lJOKFDUJOH�B�NPSF�

FOUSFQSFOFVSJBM�DVMUVSFm�XJUI�UXP�ÙGUIT�	�����
�TUBUJOH�

UIJT�BT�UIFJS�NBKPS�NPUJWBUPS��%PFT�UIJT�JNQMZ�UIBU�

businesses are looking to seize hold of the expanding 

economy and take any opportunities they can whilst 

the sun is shining?

/VNCFS�UXP�BOE�DMPTF�CFIJOE�BU�������XBT�

lFODPVSBHJOH�HSFBUFS�UFBNXPSL�XJUIJO�UIF�PSHBOJTBUJPOm��

5IF������SFQPSUmT�SFTVMUT�JOEJDBUFE�B�TJNJMBS�MFWFM�PG�

importance as it also came second at that time. Third 

BOE�GPVSUI�JO�UIF�DVSSFOU�SFTFBSDI�XFSF�lEFWFMPQJOH�

UIF�MFBEFSTIJQ�TLJMMT�PG�UIF�TFOJPS�UFBNm�BOE�lIFMQJOH�

TUBGG�DPQF�XJUI�DIBOHFm��)PXFWFS�UIFSF�XBT�WFSZ�MJUUMF�

EJGGFSFODF�JO�SBOLJOH�XJUI�JU�XPSLJOH�PVU�BU�������BOE�

28% respectively implying that they were both fairly 

highly regarded.
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4RAINING�AND�DEVELOPMENT�PRIORITIES�

*OKFDUJOH�B�NPSF�FOUSFQSFOFVSJBM�DVMUVSF� ������

Encouraging greater teamwork  35.20% 
within the organisation  

Developing the leadership skills  28.40% 
of the senior team  

Helping staff cope with change 28.00%

Helping staff who have been  16.80% 
made redundant  

)FMQJOH�TUBGG�ÙOE�B�HSFBUFS�� ����0% 
work life balance  

Helping staff cope  12.40% 
with pressure or stress  

General staff development 9.20% 

Training up new recruits 6.00% 

Improving sales capabilities 4.00% 

 

3ENIOR�TEAM

The development of the senior team is regarded as 

LFZ�JO�CPUI�TUVEJFT�������TBX�JU�DPNF�UPQ�CVU�JO�

��������JU�JT�JO�UIJSE�QMBDF�TP�TUJMM�WFSZ�NVDI�XJUIJO�UIF�

corporate sights. A safely steered ship is very much 

SFRVJSFE�FWFO�JO�FDPOPNJDBMMZ�DBMNFS�XBUFST��)PXFWFS�

when respondents were asked as to whether or not 

UIFZ�QSPWJEFE�TQFDJÙD�POF�UP�POF�TVQQPSU�PS�DPBDIJOH�

GPS�TFOJPS�NBOBHFST�BOE�EJSFDUPST�DPNQBSFE�UP�����

JO������POMZ�������TBJE�UIBU�ZFT�UIFZ�EJE�XJUI�UIF�

SFNBJOJOH�������EFDMJOJOH�UP�EP�TP��

 

Work-Life Balance

An interesting point on work-life balance sees it down 

BU�TJYUI�PO�UIF�MJTU�PG�EFWFMPQNFOU�QSJPSJUJFT�XJUI�POMZ�

������PG�CVTJOFTTFT�SFHBSEJOH�JU�BT�B�NBKPS�GPDVT��

Considering that it is number one when it comes to 

UIF�NPTU�JOÚVFOUJBM�GBDUPST�PO�FNQMPZFF�NPUJWBUJPO�

BOE�NPSBMF�UIJT�TFFNT�MJLF�BO�VOVTVBM�BOE�FWFO�

risky strategy. Perhaps businesses should look to 

spend more on fostering a greater sense of wellbeing 

within an organisation? There is a wealth of research 

JOEJDBUJOH�B�IBQQJFS�XPSLQMBDF�JT�NPSF�QSPEVDUJWF�TP�

putting attention and investment into wellbeing and 

work life balance could be utilised by businesses to 

OPU�POMZ�CPPTU�NPSBMF�CVU�BMTP�EFNPOTUSBUF�B�QPTJUJWF�

impact on the bottom line at the same time.



0VS�ÙOBM�QPJOUT�MPPL�BU�UIF�OFU�FBSOJOHT�HFOFSBUFE�

GPS�UIF�CVTJOFTT�QFS�FNQMPZFF��'SPN�UIF�ÙOEJOHT�XF�

were able to establish a clear difference in the average 

net earnings between those businesses that place 

emphasis on work life balance and those that do 

not. Only 6% of respondent companies claimed that 

helping staff to achieve a better work-life balance was 

BO�)3�QSJPSJUZ��)PXFWFS�XIFO�MPPLJOH�BU�IPX�NVDI�

NPOFZ�XBT�FBSOFE�QFS�FNQMPZFF�UIFTF�ÙSNT�NBEF�BO�

BWFSBHF�PG�|������QFS�FNQMPZFF��$POTJEFSJOH�UIBU�UIF�

average for all of the organisations surveyed emerged 

BU�|������UIJT�JT�B�IVHF�EJGGFSFODF�BOE�SFQSFTFOUT�B�

����JNQSPWFNFOU�

0VU�PG�UIF�PUIFS�)3�GPDVTFT�POMZ���PVU�PG����QSPEVDFE�

HSFBUFS�BWFSBHF�OFU�FBSOJOHT�XJUI�XPSL�MJGF�CBMBODF�

MZJOH�JO�GPVSUI�TQPU��4JUUJOH�KVTU�BCPWF�XFSF�UIF�

PSHBOJTBUJPOT�UIBU�XBOUFE�UP�lJNQSPWF�TUBGG�XFMMCFJOHm�

IBWJOH�BO�BWFSBHF�PG�|�������5IF�LFZ�)3�JTTVF�UIBU�

commanded the highest average net earning was 

lNFBTVSJOH�TUBGG�QFSGPSNBODFm�BU�|������XIJMTU�

SFTQPOEFOUT�XJUI�B�GPDVT�PO�lHFUUJOH�UIF�#PBSE�UP�TFF�

FNQMPZFFT�BT�B�DPSQPSBUF�BTTFU�SBUIFS�UIBO�KVTU�B�DPTUm�

TBX�|������BT�UIF�BWFSBHF�QVUUJOH�JU�JO�TFDPOE�QMBDF

The results show that the top spots in the net earnings 

ranking were all taken by elements that indicate a 

QPTJUJWF�SFHBSE�GPS�FNQMPZFFT�XIJDI�TFFNT�UP�TVHHFTU�

that those businesses that consider their employees as 

BO�BTTFU�UP�CF�OVSUVSFE�BOE�MPPLFE�BGUFS�BSF�MJLFMZ�UP�

generate more income as a result.

*OUFSFTUJOHMZ�UIF�ÙSNT�XJUI�UIF�MPXFTU�BWFSBHF�OFU�

FBSOJOHT�QFS�FNQMPZFF�|������SFHBSEFE�lSFEVDJOH�

TUBGG�DPTUTm�BT�UIFJS�OVNCFS�POF�)3�QSJPSJUZ�TVHHFTUJOH�

less regard for their workforce. But are the two linked?

The results of our research show that those that are 

generating greater net earnings per employee are 

BMTP�GPDVTJOH�PO�UIF�QFSGPSNBODF�XFMMCFJOH�BOE�

work life balance of their staff. This gives a clear 

indication that focusing on those key areas as part of 

business strategy can lead to a greater organisational 

performance as a result.
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Morgan Redwood works with companies and individuals 

UP�VOMPDL�QPUFOUJBM��5IJT�JT�EPOF�JO�B�OVNCFS�PG�XBZT�
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UFDIOJRVFT�+BOJDF�)BEEPO�BOE�.PSHBO�3FEXPPE�IBWF�

worked with many organisations from start-ups to 
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5P�Ù�OE�PVU�IPX�XF�DPVME�IFMQ�ZPV�HFU�UIF�NPTU�PVU�

PG�ZPVS�UBMFOU�FNBJM�JOGP!NPSHBOSFEXPPE�DPN�
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