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ally subscribe to this belief, as they offer some kind of
‘heatth end well-being programme according toa global
survey on health promoton and workplace wellness
strategies by Buck Consultants in 2002,

Th= more recent Malaysia's Healthiest Workplace
by ALA Vitality 2009 survey, the frst science -backed
survey commasioned by ATA that analyses productivity
for compa nies a5 w1 o5 eooployees’ bealth, shows that
E1'% of 290 or ganvisa ioms polled bave o tudget for bealth
and well being facilities and services. And ot B0 of the
arganisations involved, st health and well-being are
discussed at theboard lewel ot Jeast once @ year.

Eutemployess are only going to benefit from heglth
and well-being programmes if they are aware of and
actively ake part in them. In the Malaysia's Health-
iest Workplace by ATA Vitality survey, the avetags
awareness Tate ameong employess chout health and
well-being programomes or inbarventions offered at the
workplacesis a bow 15%, while the participation ratein
the inberventors by eoployees is belowr 108 of eligible
employees. Further dats callected shows @ significant
[Eip betwesn what employers say they offer and what
employees peroefve the affer to be

The survey, which polled 17,585 employees, also
found that the cost of health-relabed absentesism and
presembesism translates into 73 deys Jost per employes
per year for organisations, While absenterism needs
no explanation, preseteeism refers to the seenaro
when an employes clocks in bt is wrable to perform
work due to bealth issues.

Thie days lost per year ar= equivalent to RM1.45
million worth of estmated sverage manthly cost per
aTganisation.

Clearly, theris 2 nesd for better employesengage-
ment toumdersta nd wha t theyrealyne ed to help them
om thieir journeyto better health and well being. This is
especiallybecause most employers do not bave a good
understanidinig of the health and well-being risks their
employees face, says DrChristian van Stolk, executive
wvice president of not-for-profit research instihote RARD
Entope,which focuses on helping improve policy and
decision-making through research and anatysis.

G tHng the mothve rght

There are many approaches tomaking employes &n-
Eagement work. H owever, the worst thing 2 manager
can do is engage with employess on the basis that
his engagement is doven by financial motives, says
van Stolk,

For exarmple by fonasing on sidmess absence, itwould
imply that the onlyreason 2 manager cares about staff
health and well-being is to reduce productivityloss, be
says. This tends tolead tolower Jevels of engagement.

As 2 result, van Stolk encourages organisations to
survey their employess, hold worksheps with them
and collect information about them and from them
through staff fornms or lin e menagers. Itis good for sn
organisation bo have 3 work council or staff forum, esit
typically trarslates irtohigher employee enge gemert

Ultimately, it is ahout giving employess o wiice in
how the organisation works and the design of inter-
vertion programmes for them, be adds.

Line managersare also crucialin such efforts as they
are not only the facilitabors buk also barriers to better
staff bealth and wedl-being, *Rale modelling by semior
executives isimportantas well as reporting oo health
and well-being in the workplace. The latter speakes ta
the old sdage, ‘what gets messured gets done’. OTgani -
sations are miore likely to take action when health and
weldl beimg is being discussed at executive and boand
leved " van Stolk niotes.

#and if emrployess a1e less inclined ta change, creat-
ing an emvironment conducive tochangeand a culture
of bealth within the organisation mey provide them
with extra motivation.

A5 an example, van Stolk cites the ATA Vitality
programme, under which members get rewarded
with benefits and discounts by staying healthy,

Access to fresh
drinking water
{other than tapwater)

Clinlcal screening
{for example, blood
glucose, blood pressure)

Access to
afridge

Accesstoa
milcrowaye

Wellness days
when employees
hawve health checks
and get advice on
Improving thelr
well-belng

which will encourage more healthy behawiour.

Interestingly, van Stolk says Joss-framed incentives
workas 2 powerful incenitive tool.

*RAND did some work on a Vitality programome in the
UK that used anApple Watch The members received the
watch and it would remain free of charge of they under-
took & certain ewercise regime. If they fa1 behind, they
would have to start paying for the watch. The effect was
quite impressive, as employess warrtsd toavert losing the
watch ar hawving to pay for it.

*Fromotion and renswal are also important in pro-
grammes, Employers of ten put interventions in place
without promoting or updating them This tends to Jead
to Lo ewareniess snd participation. Those participating
alsowunt pew interventions over time. 5o, programmes
mead to be contnuously reinvented to drive engegement
and remain relevant,” says van Stallc

ALA Ehd chief lurman resources officer Thomas Weng,
meamwhile, says engagement programmies should be
customised to the nesds of the particular crganisation
s well as individual weork teams.

"Ar ATA,we view engagemert as the product of the
interplay of human needsattheworkplace, which range
Erom the basic one such as clarity of role and responsibil-
ities to higher needs such as growth and development.
The links betwesn each need and high performance pro-
videsa framework for managers to influence and inspire
theiT team’s engagement and actions. Ofering rewards
and ben efits will only take us so far. We believe that fos-
tering & purpose-led orgamisation underpinned by em-
poswerment and trust will ensure the sustairable growth
of the people and the crganisation,” he says.

AtAlA, we view engagement
as the product of the interplay
of human needs at the

[ workplace, which range from

the basic one such as darity
of role and responsibilities to
higher needs such as growth
and development.

Thomas Woag

At the moment, most
companies in Malay sia often
practise a basic minirmum
commpliarncewith the country's
lab our law [when it comies to
employes treatment], with no
additional consideration given
to employ ees.

Do M arzuki Bnatyak

Employees know when employers care
Ermployess can serse theta compamy cares for them . Nesding
to feel that one belongs is o basic psychiological nesd, says
Dr Marzuki Isahak, an associate professor at the Department
of Social and Preventive Medicine, Faculty of Medicine, Uni-
wversity of Malays.

“At the moment, most companies in Malaysia often
practise 2 basic minimum complisnce with the coomtry’s
labour law [when it comes bo employes reatment|, with no
additicnal eonsideration given to employees, Hence, firstly,
we nead to go back to the basics. When affering salary and
the different types of legve, the company has to consider i
these are sufficient for thaT employess.

“Senondly, comipanies have tosee if theit policy benefits
employess and niot just the company. Is the palicy conducive
for the growth and needs of employess?

“Thirdly, companies have to present themsehes asbeing
employee -friendly in that opimons  suggestions and voices
areallowed to be heard without employees feeling threat-
ened or scared,” he says.

According to Wong, the bigp=st misconceptions about
employ=e engagement are higher pay Jeads to greater en-
pagermnent, and engagement can be strengthened through
fun ooe-off events and activities,

“Employees have different needs, expectations and ma-
tivations and what resorates with each varies.

“Enga gement strategies therefore need to be integrated
with daily work activities underpicmed by regular, focused,
meaningful cormersations betwe en employers and emploe
ers)” he says.

In Malaysia, ALA invests in various formal and informal
indtiatives torenogriise amplopess’ extra efforts and exernplary
‘behavicurs ,and in development programimes to exposeits
people tolearning experiences and career cpportunities that
will enhanee their technical and leadership competenicies.

“Wee are especially encouraged by our progress in im-
proving the health andwell being of our
the ATA Vitality programme. It bas formed the basis for us
to itraduce 2 range of workplace health and wellness in-
terventions over the last four years. Our progress indicates
that the inibztwves are what our peopleneed and wart. We
belirve that when our people chiooss to be beal thy and stay
healthy, they will bring the best of themsehes towork and
give their hest,” says Wong.

When itcomes toorganisational psychology,itis always
debatable to say what is the best practice, Marzula says, as
understanding employe es’ niesds hiss always been linked ta
individual well-being.
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Inrelation toemployee well- being, scholars suggest that
providing more job resources, such os recognition, raining,
rewards, sacial support and 2 positive work climate, will
enhance work engagement and incregse job satisfaction.

Marrulki cites o new theory called peychosocial safety ohi-
mate, which proposes four main elements that could help
bruild a psychologically s afe working eovironment They are
1) maragsment priority,Z) maragement suppart, 3] ofgemi-
g ooal communica ion and 4) organisationa] iovolrement.
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ALIAK ) Finonce sactor

“Its important to create an emplopes-friendly
campany in which employees can woice ocut their
concerns and suggestons,and the compary acts on
the fesdback, rather than just entertaining
and burping the issues thereafter.

“Listen to employees, see what else is lacking
in the policy, how they can do better as a compa-
oy For this, Humsn Resources has 3 major role ta

play;” he says. o



