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This report provides an overview of the well-being of employees inside the company. The employee well-

being wheel, below, provides high-level visual of a subset of well-being indicators presented in this report.

All of the indicators shown in this wheel are presented in detail in the next section of the report.

A glance at the employee well-being wheel allows understanding the main areas in which employees in

the company fare well, and in which areas they fare poorly. The wheel distinguishes between indicators

of well-being outcomes (in bold) and indicators of working conditions (not in bold). In the wheel, longer

bars are always associated with better (positive) performance, and shorter bars are associated with poorer

(negative) performance.

Note: Bars depict the share of employees with good/positive (non-neutral) outcomes. Longer bars are always associated with better (“good”) outcomes,

and shorter bars are always associated with worse (“poor”) outcomes. The wheel distinguishes between indicators of well-being outcomes (in bold) and

indicators of working conditions (not in bold).
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Introduction

Companies have a lot to gain from understanding the well-being of their employees. Understanding working

conditions and how employees fare in various parts of their life is an important step in making improvements.

The objective of this report is to measure and monitor employee well-being in companies using standard-

ised metrics. The report allows companies to identify strengths and weaknesses in employee well-being,

including inequalities between groups, and to compare the well-being of their employees with those in other

companies.

This report is the result of a pilot survey on employee well-being, implemented by the OECD in October

and November 2022 in four Japanese companies. It is rooted in the OECD’s framework on measuring the

non-financial performance of firms, a conceptual framework for companies interested in measuring their

sustainability performance through a well-being lens.

Why measure employee well-being?

Employees are one of the most important assets of any enterprise. Healthy and happy employees contribute

positively to business financial performance. Promoting the well-being of employees is therefore critical for

a company’s current and future success. Conversely, poor well-being outcomes in the workforce can result

in missed opportunities for the business and carry risks for financial performance.

Meanwhile, the well-being of the workforce also forms an important pillar of a healthy and prosperous society.

The achievement of many aspects of the Sustainable Development Goals (SDGs) remains off track in many

countries, and more efforts are needed by all actors to attain them1. A failure to deliver on the SDG’s implies

major risks for all stakeholders, including businesses, investors, and future generations.

Given that so much of people’s time is spent at work, companies have an important direct and indirect

impact of the well-being of their employees. By supporting the well-being of its employees, companies can

contribute to inclusive and sustainable growth, for the benefit of themselves and for society as a whole.

1OECD (2022), The Short and Winding Road to 2030: Measuring Distance to the SDG Targets, OECD Publishing, Paris, https://-

doi.org/10.1787/af4b630d-en.
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What is well-being?

At its core, well-being means the state of living a good life and having the ability to shape one’s own life.

Well-being can be measured by asking people questions about their overall life experiences. It is widely

recognised that well-being is composed of different facets that collectively contribute to an overall sense

of how people fare in their own life. In other words, well-being is multi-dimensional and spans different

dimensions of life, from income and wealth to health, and from work-life balance to social connections and

safety.

The survey on which this report is based are rooted in international measurement guidelines developed

as part of the OECD’s Better Life Initiative, notably the OECD Guidelines on Measuring the Quality of the

Working Environment, and the OECD Guidelines on Measuring Subjective Well-being. A subset of the

indicators presented in this report are regularly reported on at the national level in the OECD’s How’s Life?,

an international reference report on the measurement of well-being.

The OECD Well-being Framework is an internationally agreed framework for measuring well-being, com-

posed of eleven dimensions of current well-being and four capitals that represent resources for sustaining

well-being over time. This report uses the eleven dimensions of current well-being as a lens through which

to understand the well-being of employees.

The OECD Well-being Framework

The measurement of well-being in general relies on both objective and subjective indicators. The data in this

report is collected through survey questions that capture information on people’s objective circumstances

through self-reported questions as well as information on people’s subjective assessments of their own

circumstances. Some aspects of well-being are better measured in other ways and are not featured in this

report.
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What gap does this report aim to address?

In sustainability measurement and reporting, much focus has been placed on measuring the policies and

programmes that companies put in place, rather than on measuring the outcomes of these actions. Measur-

ing the quality of the working environment and well-being outcomes is necessary to understand the results

of company activities and the impact that companies and the working environment have on their employees.

The quality of the working environment, (referred to in short as “working conditions”), and job quality overall

are major determinants of a range of well-being outcomes2. The quality of the working environment is also a

key component of job quality in the OECD Job Quality Framework, together with earnings quality and labour

market security. This report includes data on both on working conditions, which can be considered outputs

or drivers of well-being, and well-being outcomes, or aspects of people’s well-being.

Of course, well-being outcomes are affected by a range of other factors, including individual characteristics,

public policies, and megatrends such as digitalisation, globalisation and most recently, the pandemic. De-

spite these varied drivers of well-being, it is necessary for companies to measure well-being outcomes in

order to understand how employees are faring overall and whether business policies and interventions are

having an effect on these outcomes.

Future applications

This report presents employee well-being at a baseline, meaning that this is the first instance of measure-

ment. Repeated measurement will increase the usefulness of this tool by uncovering changes in employee

well-being, allowing for the monitoring of progress. This baseline can also facilitate assessments of the

impact of specific interventions on employee well-being in the future.

2See for example: Murtin, F., et al. (2022), ”The relationship between quality of the working environment, workers’ health and

well-being: Evidence from 28 OECD countries”, OECD Papers on Well-being and Inequalities, No. 04, OECD Publishing, Paris,

https://www.oecd.org/publications/the-relationship-between-quality-of-the-working-environment-workers-health-and-well-being-

c3be1162-en.htm.
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Who is this report for?

This report is primarily intended to be used by leaders in the company responsible for staff and sustainability

management, including:

• Executive leadership: To implement the governance, strategy andmanagement approach necessary

to facilitate improvements

• Human resource departments: To inform the implementation of policies and interventions aimed to

make improvements

• Managers: To understand areas for improvement and adapt management culture and practice to

facilitate better working conditions and well-being outcomes

• Sustainability departments: To broaden the scope of a company’s traditional view of sustainability

and integrate employee well-being as a component of social sustainability

As such, this report can play a role in the company’s impact management approach. Impact management is

the process of managing a company’s sustainability impact through a process of continuous improvement.

The measurement of sustainability performance, such as the well-being of employees, is an important ac-

tion of impact management, as defined by the actions of impact management of the Impact Management

Platform.

The “Actions” of impact management, as defined by the Impact Manage-
ment Platform

Source: Impact Management Platform

Similarly, in OECD Due Diligence Guidance for Responsible Business Conduct, companies are encouraged

to identify and assess possible adverse impacts to stakeholders. This report may be beneficial in shedding

light on specific areas of employee well-being and employee groups where adverse impacts may occur.

This report could also be used to inform investors about sustainability risks and opportunities faced by the

company. It may also be relevant to employees who are interested in understanding how the company

manages and monitors the well-being of employees and the effects of company policies and interventions.
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Methodology

The data in this report were collected through the implementation of a pilot version of an employee well-

being survey developed by the OECD. This survey aims to encourage greater harmonisation in employee

well-being measurement by using well-established survey questions that are embedded in OECD guidelines

and that are already in use by national statistical offices to measure well-being at the national level. This

harmonisation allows direct comparisons between the well-being reported by employees in companies and

the well-being reported by governments and by the OECD, for example in its How’s Life? report.

The pilot survey was implemented in four member companies of the Nikkei Well-being Initiative in October

and November 2022. Each company selected a stratified random sample of employees3 that received a

link to an online survey platform, which employees were given two weeks to complete. The survey was built

and managed by the OECD, and the raw data was not shared with companies in order to safeguard the

privacy of respondents. The average response rate across the participating companies was 61%.

The following page presents the company’s survey sampling statistics, including information about sample

size, response rate, the age and gender composition of the sample relative to the company as a whole, as

well as descriptive statistics on the demographic characteristics of the sample of employees. Data on the

company’s actual age and gender composition were obtained directly from the company. All other statistics

are based on self-reported information collected in the survey.

3One company sent the survey link to all of its employees, rather than a randomly samples subset.
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Note: Data on the company’s true age and gender composition were obtained from the company’s administrative records. All other data is based on

self-reported information in the employee well-being survey.
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Results

This section presents detailed results for each dimension of well-being. For each indicator, the report aims

to highlight three different types of information:

How to read the charts in this report:

©OECD 2023 8



Income and wealth

Income and wealth are essential components of people’s well-being, enabling the freedom to satisfy needs,

invest in personal development and make life choices. Wealth, or accumulated income and capital, provides

a safety net throughout people’s lives protecting them from unexpected shocks, and allows for consumption

smoothing across time. Income and wealth define the scope of economic opportunities of the household.

Financial insecurity, meaning the degree of vulnerability to economic shocks, affects other areas of people’s

well-being. The distributions of earnings, income, and wealth are also an important driver of well-being in

society as a whole, as inequality can undermine growth and other well-being outcomes.

The impact of businesses on employees’ income and wealth is direct, through wages, pension and sav-

ings schemes and other financial benefits. For employees, wages represent a significant portion of the

household’s financial resources. While wages are an important driver of income, employees may have

other sources of income and their material conditions partially depend on the income and wealth of other

household members.

Well-being outcomes

©OECD 2023 9



Working conditions

Work and job quality

Having a job is important both as a means of generating income and for a sense of utility and purpose. Work

shapes personal identity and creates opportunities for personal development of skills and capabilities, as

well as for social connections. Job quality, which includes aspects like job satisfaction, career advancement

prospects, and working conditions, has been shown to have an impact on other areas of well-being, such

as subjective well-being, health, and social connections. Good working conditions can also promote skills

development, increase firm productivity and competitiveness, and foster well-being in society as a whole.

Considering the time people spend at work, firms exert a strong influence on people’s lives through work

and job quality. Businesses contribute to work and job quality in many ways, from the composition of the

physical working environment and the work and management culture to company’s policies and practices

related to human resources, hiring and promotion, and health and well-being, among others.

Well-being outcomes

©OECD 2023 10



Working conditions
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Work-life balance

The way people spend their time is an important determinant of their well-being. Long working hours are

a significant risk factor of health problems, including cardiovascular diseases and stroke. Being able to

choose how to divide time between paid work, unpaid work, leisure, social and family commitments and other

activities is also crucial for people’s well-being. The balance at stake is between the need to work enough

to sustain other activities and to benefit from the intrinsic value of work, while still allowing for sufficient

time for leisure, family and self-care and other activities. Balance and harmony, a sense of achieving a

proportionate and complementary use of one’s time, have been shown to be strongly associated with other

well-being outcomes.

Companies have different means at their disposal to facilitate a good work-life balance for employees. Com-

pany policies around working hours, annual leave, parental leave, and flexible working arrangements are

concrete levers that companies have at their disposal. Setting realistic expectations for employees, creating

a work culture that normalises a good work-life balance, and integrating a consideration for work-life balance

in managerial practice are also important drivers.
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Well-being outcomes

Working conditions
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Health

Health is a core component of well-being and affects people’s ability to work, learn, enjoy leisure activities,

and build social ties. Health is about being and feeling well: the ability to lead a long life unencumbered by

physical or mental illness, and the ability to participate in activities that people value. It is one of the most

important drivers of life satisfaction alongside income, employment, and social connections.

Businesses have considerable impacts on their employees’ physical and mental health, through the qual-

ity of the physical and social working environment, the wages they pay to their employees, which enable

financial security and healthy life choices, and by facilitating employees’ access to healthcare services and

programmes. Aside from employment conditions, health status is also driven by biology and genetics, early

childhood development, education, the physical environment, and public health programmes. Still, the pos-

itive and negative potential impacts of the working environment on health outcomes are considerable, and

businesses have an important role in shaping these impacts.

Well-being outcomes
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Working conditions

Environmental quality

Environmental quality refers to the absence of environmental hazards and the presence of environmental

amenities in the workplace. The state of the physical environment directly affects people’s health and can

take many forms, depending on the sector and the job type. This section presents two possible components

of experience of poor environmental quality, namely exposure to noise and exposure to chemicals, but there

are many others potential environmental risk factors.

In many countries, businesses are obliged to comply with environmental and safety standards in the work-

place. Still, workers can be exposed to environmental risks and hazards at work, and firms can strive to

mitigate these as much as possible.

Working conditions
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Knowledge and skills

Developing knowledge and skills is essential for human growth and the capacity of people to live their life

as they choose it. Acquiring new knowledge and skills has intrinsic value due to a basic human desire to

learn and develop, but it is also important for accessing opportunities for quality employment. People with

higher levels of education also have higher incomes and tend to be healthier, report higher social support

and subjective well-being.

Through investments in knowledge and skills, for example by providing training and on-the-job learning,

firms can foster greater opportunities for career advancement for all employees. Businesses are essen-

tial in encouraging lifelong learning, the need for people to continue to build skills along the life course to

promote social mobility and strengthen people’s resilience against megatrends such as globalisation and

digitalisation.

Working conditions

©OECD 2023 17



Safety

Personal safety, or freedom from physical and emotional harm or threat, is another critical component of

people’s well-being. The workplace can present different sources of threats to personal safety. The physical

working environment can be a source of risks to people’s safety in the form of accidents and work-related

fatalities, which are typically monitored in company records. The workplace can also provide a setting for

forms of adverse social behaviour, such as unwanted sexual attention, verbal or physical harassment and

bullying. In addition, experiences of discrimination represent a form of harm that can occur in the workplace,

and which can impede good outcomes in other areas of well-being, including equal opportunities.

Businesses have an important role to play in minimising the risk of safety incidents and ensuring that employ-

ees feel safe in the workplace. The occurrence of adverse social behaviour and discrimination can be ad-

dressed in a number of ways, including by promoting a culture of intolerance, implementing anti-harassment

and discrimination policies and trainings, and by establishing reporting mechanisms and facilitating due pro-

cess.
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Working conditions
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Social connections

Social connections relate to both the quality and quantity of time we spend with others, and the existence

of social and supportive networks. They are crucial for a strong, cohesive, and functioning society. People

with extensive and supportive social connections have better health, tend to live longer, and are more likely

to be employed. At a society-wide level, they can generate shared value, such as trust in others and norms

of reciprocity, which influence a range of outcomes, including economic growth, democratic participation,

and crime.

Full-time employees spend most of their day at work, so social relations in the workplace can meaningfully

contribute to overall perceptions of the quality of social connections. The social support that employees

receive from their managers and other workers is a potential driver of social connections overall as well as

an enabling factor for learning, personal development, and career advancement. In addition, working hours

and work intensity can affect the budget of time and energy people have available to engage with others

outside work.

Well-being outcomes

Working conditions
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Voice

In the business context, having a voice refers to the ability of employees to participate in decision-making

processes, both through representatives as well as through direct consultation and good communication

with management. Voice and participation enhance employers’ awareness of workers’ needs, leads to more

efficient use of their resources, and allows workers to shape their working conditions, enabling other well-

being outcomes and fostering a sense of trust in the leadership of the company. Voice and representation

are also relevant in narrowing inequalities in the firm.

The extent to which employees feel like they have a voice in decision-making process can be shaped directly

by companies through participatory decision-making processes, good communication and transparency, and

responsive, reliable, and fair management practices.

Working conditions
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Subjective well-being

Subjective well-being is about overall good mental states, how people experience and evaluate their lives.

It is composed of three elements: life evaluation, a reflective assessment on a person’s life or some specific

aspect of it; affect, a person’s feelings, emotions, and states, typically measured with reference to a particular

point in time; and eudaimonia, a sense of meaning and purpose in life. Affect is closely related to positive

mental health, which is reported in the Health dimension of this report.

Aside from a source of income, work can offer people a routine, social contact, self-esteem, and even a

sense of purpose. Each of the individual dimensions listed in this report is directly or indirectly linked to

subjective well-being. Given the large impacts work and the workplace have on each of these dimensions,

work and the conditions defined by a business exert a large influence on subjective well-being.

Well-being outcomes

©OECD 2023 23



Working conditions
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Who produced this report?

This report presents the result of a pilot survey conducted by the Organisation for Economic Co-operation

and Development (OECD), in collaboration with the Nikkei Well-being Initiative and the Well-being for Planet

Earth Foundation. The report was financed by the Well-being for Planet Earth Foundation. It was prepared

by the OECDCentre for Well-being, Inclusion, Sustainability and Equal Opportunities (OECDWISE Centre).

Vincent Siegerink led the project, which was supervised by Fabrice Murtin and published under the direction

of Romina Boarini. Junya Ino conducted the statistical analysis in this report, and FuminaOkahara supported

the implementation of the survey. This report benefited greatly from the coordination support of Manabi Sato

and Junichiro Oda at Nikkei, and from the comments and insights of Yoshiki Ishikawa and Alden Lai at the

Well-being for Planet Earth Foundation.

For questions, please contact: Vincent Siegerink, vincent.siegerink@oecd.org
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