
Building a culture of 
wellbeing that supports 
employee engagement 
8 categories and 23 ideas to implement in your organisation 
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Prioritising workplace 
wellbeing 
In recent years, workplace wellbeing has evolved from focusing primarily on the provision of 
company perks and insurance policies to implementing more holistic wellbeing strategies. 
Whilst traditional perks like free snacks, ping-pong tables, and discounted gym memberships  
are great to have, they are not truly enough to create a culture of wellbeing.

Enabling business success 
Your employees’ wellbeing has a direct 
impact on your business, as employee 
wellness is directly linked to productivity. 

Employees who are struggling mentally, 
physically or financially are less likely to be 
productive at work, more likely to see their 
performance decline, and are at greater risk 
of burning out.

Investing in wellbeing today can reduce 
health costs tomorrow. It’s more cost-
effective to promote employee wellbeing than 
to pay for employee illness. Employees who 
aren’t at their best are more likely to miss 
work, be present but not functioning at full 
capacity, or go on short-term disability leave.

The state of workplace health and wellbeing
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$45bn
the estimated amount 
that poor mental health 
costs employers in the 
UK alone. 
Deloitte & Mind Report

38.8m
work days were lost 
due to work related ill 
health and non related 
fatal work injuries in 
2019/2020 in UK alone. 
HSE Report

$16t
the cost of the global 
mental health crisis by 
2030. 
World Economic Forum

25%
the percentage increase 
in the total annual cost 
of mental ill health to 
employers since 2019.
Deloitte UK Mental Health 
Report (2022)

£1spent = £5.30return
For every £1 spent by employers on mental health 
interventions, employers could get back £5.30 in reduced 
absence, presenteeism, and staff turnover.
Deloitte UK Mental Health Report (2022)

Attracting and retaining top 
talent 
With the current talent shortage, jobseekers 
are spoiled for choice. This means that 
employers who don’t foster wellbeing in the 
workplace may have trouble attracting and 
retaining the best people, leading to a high 
turnover rate.



Creating a culture of 
wellbeing that keeps 
employees engaged
This resource is devoted to a single question: How can organisations ensure that employees 
are happy, healthy, and productive? A number of themes have emerged, through working with 
organisations globally, that appear to contribute to achieving overall organisational wellbeing. 
These are broken down into the following categories: 
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1.  
Building  
cultural  
empathy 

2.  
Building teams 
that align with 
your company’s 
values

3.  
Creating 
memorable 
onboarding 
experiences  

4.  
Amplifying  
your employees’ 
voices

5.  
Empowering 
managers to 
empower

6.  
Promoting  
work-life  
balance

7.  
Employee  
benefits that  
make a 
difference

8.  
Amplifying 
and celebrating 
diversity



Ways to bring this to life:

1. Building cultural 
empathy 
Shaping a culture that favours a high level of collaboration, openness, ongoing recognition, 
constructive feedback, and continuous improvement lets employees know that they are always  
in a safe space – online and in person.

Embracing vulnerability in 
leadership 
Leaders set the stage for displaying 
vulnerability. They encourage vulnerability 
in their teams when they, themselves, 
acknowledge their own learnings and 
mistakes during public forums and by never 
being afraid to say “I don’t know”. 

In turn, this gives employees the opportunity 
to be vulnerable – sharing their stories can 
help them feel safe, valued, and supported. 
Ways to implement this includes encouraging 
leaders to experiment and: share lessons, 
own mistakes, share personal stories and 
struggles, share how they feel and more.

Showing commitment to the 
company’s purpose
Every single member of your organisation 
plays a crucial role. Continually communicating 
success stories, objectives reached, and more 
helps everyone know how much of an impact 
they really have. This sense of purpose is what 
brings teams together and keeps them doing 
their best work.
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Creating psychological safety
Building a culture of vulnerability also lets 
people be their authentic selves, without 
fear of negative repercussions. This means 
that employees are empowered to share 
their ideas and opinions, even if it means 
going against the majority. 

This can be supported by acknowledging 
people’s contributions and thoughts, having 
genuine care and interest in team members, 
whilst also making changes based on what 
is communicated where possible.

Signs of a psychologically safe workplace:

• People bring up pain points and want to 
discuss them.

• People ask lots of questions during 
meetings.

• Disagreements are common and 
welcome.

• People are curious about tasks and 
projects outside their roles.

• Constructive criticism is given and 
accepted.

• People feel comfortable owning up to 
their mistakes.



2. Building teams 
that align with your 
company’s values

Defining top talent
By identifying what a top performing 
employee looks like in your company you 
remain uncompromising on who you hire. 
For example, some questions to reflect on 
may include:

• Are they obsessed with positively impacting 
and delivering the best experience? 

• Do they have a track record of success 
and high performance, whilst remaining 
humble?

• Do they demonstrate specific expertise 
and/or high potential?

People make their best contributions when they truly believe in their work. To attract top talent, 
it’s important to develop a hiring strategy that helps you recruit the right people – and gives them 
the chance to see if your organisation is right for them.

Ways to bring this to life:

• Do they bring diversity and will they 
continue fostering an environment where 
people feel heard and valued?

• Are they eager to succeed in a team and 
grow as a human?

Gaining insights into how 
people work ahead of time 
Once you’ve selected a candidate based on 
their resume and screening call, you could 
invite them to submit a short take-home 
work sample. This could help you evaluate 
how the candidate thinks, and allows 
them to present their work and project 
themselves into the role. 

Career journey interviews
At the final stage of the hiring process, you 
could invite candidates to do a career journey 
interview with leaders who are best placed 
to identify if the person is the right fit. This 
interview will allow you to deep-dive into the 
candidate’s previous roles to specifically 
match their experience with the position and 
detect patterns that align with performance.
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in the career journey 
interview:

What were you hired  
to do in that role?

What were some low  
points during that job?

Why did you  
leave that job?

What accomplishments
are you most proud of?

Who were the people you 
worked with and what would 

they tell us about you?



3. Creating memorable 
onboarding experiences
A solid onboarding process is always important, whether in person or remotely. This helps ensure 
that all new colleagues are equipped with the tools and knowledge they need to do their best work 
and feel included. 

Ways to bring this to life:

Dedicated information sessions
In their first week, give new colleagues 
visibility to all functions of the company. This 
gives them the chance to meet different team 
leaders, learn about what happens across 
the organisation, and start thinking about 
how they might work cross-functionally 
with others.

Introductions to the wider 
team or business
Introduce new joiners to the whole 
organisation or department during your 
update meetings. This gives everyone a 
chance to see how your organisation is 
growing and highlights the value that each 
new person brings to the table.

30-60-90 day check-ins
Here managers would connect with new 
employees throughout the first three months 
to understand how the employee is doing. 
This gives both employee and manager a 
chance to discuss challenges, questions, and 
concerns. But more importantly, it’s a chance 
to be transparent about your employee’s 
growth and development. Is the role meeting 
their expectations? Do they see a future in 
the company and what does that look like 
for them?
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4. Amplifying your 
employees’ voices
Use different channels and methods to capture employees’ opinions, perceptions, experiences, 
and feedback. This ensures that you cater to each person’s comfort level and that they are heard 
by your leaders. 

Anonymous weekly surveys
These weekly surveys allow employees to 
get candid about how they feel. They can 
rate their experience on a scale and also 
add additional comments that leaders 
can review. Keeping it anonymous means 
employees feel safe, but managers can still 
address any concerns.
 

Including question periods
At the end of company update meetings, 
you can invite employees to ask questions 
directly to senior leadership and get 
answers right away. These can be submitted 
anonymously or not, using tools like Slido. 
This gives employees of all levels direct 
access to the CEO and other executives, 
and shows that every voice is heard. 

 

CEO for a day
‘What would you do if you were CEO for the 
day?’ Asking employees this question gives 
them the chance to have a say in how they 
work and see that their opinions matter.

Ways to bring this to life:
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5. Empowering 
managers to empower

Defining what it means to be a 
people manager 
Set clear expectations for what it means to 
be a people manager in your company. For 
example this may include outlining that:

• Managers play a crucial role in creating 
the work climate, so empathy is key. 

• They provide support and give feedback, 
but don’t remove responsibility.

• They set the vision, but keep communication 
open and receive feedback.

• They allow mistakes, but promote course 
correction.

Managers play a major role in shaping workplace culture. They therefore need the training, 
support and framework to help them empower themselves and their teams effectively.

Ways to bring this to life:

Career growth plans
Managers should also be focused on 
their team’s professional development by 
working proactively with team members to 
build a career path and growth plan within 
the organisation that aligns with each 
person’s goals.

Stay interviews
‘Stay interviews’ with employees are a 
great way for managers to gauge why high-
performing employees stay and what would 
cause them to leave. This is a powerful tool 
to shape a retention strategy. 
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A stay interview
is an informal one-on-one 
conversation between a 
manager and an employee.  
It helps leaders identify the 
factors that drive retention 
and engagement for each 
unique employee.



6. Promoting  
work-life balance
Whilst it is easy to talk about the importance of work life balance, having processes  
in place to make this a reality is essential especially as the world of work continues  
to move towards less traditional work patterns and hybrid roles. 

Ways to bring this to life:

Flexibility
Celebrate flexibility whether that’s by giving 
your employees the freedom to work from 
home, the office, or a combination of 
both. The same goes for work schedules 
as some may need to pick up their kids 
from school, while others simply feel more 
focused in the evening. 

Time off
Help encourage your employees to 
prioritise their physical and mental health 
above all. Could they benefit from mental 
health days for when they need to rest, and 
flex days for everything else? Could there 
be a more flexible schedule at the end of 
the year when the office is quieter? 
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7. Employee benefits 
that make a difference

Wellbeing program
With access to action plans, 
team challenges, movement 
and meditation content – like
strength training, yoga, HIIT, 
and more – employees can 
prioritise their wellbeing
and better support physical 
and mental health issues. 

Mental health support 
Access to mental health 
resources and self-led therapy 
toolkits ensure employees 
can get the support they need, 
when they need it. 

Employee assistance 
program
Employees can address their 
financial, legal, or relationship 
issues by consulting with our 
team of certified professionals. 

Here a simple but powerful intention is to aim to deliver health and wellbeing services you’re 
proud of. 

Ways to bring this to life:
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D&I training modules 
These information sessions focus on 
essential topics like allyship, neurodiverse 
team management, and hiring for diversity. 
Their goal is to help your teams become 
better colleagues and leaders, so that you 
can help every person within the organisation 
feel valued.

Community groups
Create Employee Resource Groups that 
represent and give visibility to the diverse 
communities at work and help people identify 
challenges they face, provide resources and 
support from leadership, and drive change. 

Diversity through talent 
acquisition
We know that people are more confident 
being their authentic selves and speaking up 
when they are not the “only” one in the room 
– for example, the only woman of colour or 
the only person with a learning disability. This 
is why increasing diversity representation 
through talent acquisition is crucial. 

Ways to bring this to life:

8. Amplifying and 
celebrating diversity 
Identify initiatives that will reinforce your diversity and inclusion efforts and support and empower 
employees. Also consider if these have executive sponsorship from senior leadership and are 
representative of the different functions within your organisation.
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What 
should 
you take 
away?
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When it’s all said and done, there are different 
factors that can contribute to organisational 
wellbeing, including long term strategies 
and quick wins. But one thing remains true 
across the board: today’s employees expect 
wellbeing support from their employers, not 
just as a token gift, but as an integral part 
of work life. 

There’s no one-size-fits-all approach to 
corporate wellbeing, but by acknowledging 
employee needs and providing benefits that 
address them, you can help employees feel 
and do their best. 

Make employee wellbeing  
a top priority today

Tictrac by Dialogue offers a digital 
health and wellbeing platform that 
makes it easy for employees to get the 
guidance and tools they need, when 
they need it, through a single login. 
Employees enjoy its ease of use, which 
leads to higher engagement and, in 
turn, a greater return on investment and 
simpler management for organisations 
than multiple standalone programs.

Learn more about how Tictrac by 
Dialogue can help you build a culture 
of wellbeing in your organisation. 



To learn more visit www.tictrac.com 
or contact us: hello@tictrac.com

https://www.tictrac.com/
mailto:hello@tictrac.com

