






We can’t talk about organizational support 
without having a deeper conversation 
about corporate culture. The culture of the 
organization impacts everything that happens. 
It sets the tone for how employees behave and 
for what’s acceptable in the workplace. 

Organizations need to understand cultural 
strengths and obstacles to well-being 
improvement, and they need an intentional 
culture built around attributes where well-being 
and engagement can thrive. Cultural attributes 
(like flexibility and transparency) can inhibit or 
solidify an employee’s ability to feel support 
from the organization.

According to the report research, organizations 
that support well-being tend to have 
cultures that:

yy Are TRUSTWORTHY  
(and trust their employees)

yy Value the WHOLE PERSON 

yy Invest in employees with  
WELL-BEING TOOLS AND 
RESOURCES

WHAT ROLE DOES CULTURE PLAY IN 
ORGANIZATIONAL SUPPORT?

9   2016 Well-Being & Engagement Report 

LIMEADE.COM   |   QUANTUMWORKPLACE.COM



Our culture 
supports my 
health and  
well-being.

Overall, my 
organization 
supports me 

in living a 
healthier life.

...one that values the whole employee (acknowledging 
the broader needs, interests, and issues employees 
face inside and outside of work)? [Q8]

20% 14%

...trustworthy? [Q2] 16% 11%

...one that invests in its employees? [Q9] 12% 13%

...one that trusts employees? [Q1] 10% 11%

...transparent? [Q3] 7% 7%

...resilient? [Q4] 7% 7%

...optimistic? [Q5] 7% 8%

...flexible? [Q6] 7% 10%

...one that focuses on learning and development? [Q7] 7% 8%

...one that has a long-term focus (not just focused on 
short-term goals)? [Q10] 7% 10%

To what extent would you describe 
your organization as…

THROUGH 10 SURVEY QUESTIONS, WE DETERMINED THE CULTURAL 

ATTRIBUTES THAT SUPPORT WELL-BEING IMPROVEMENT*

*These 10 cultural attributes were part of two regression models using relative weights analysis. The first model used these 10 attributes to explain 
the variance in “Our culture supports my health and well-being”; the second model used these same attributes to explain the variance in “Overall, my 
organization supports me in living a healthier life.”  The percentages represent the relative percentages that each attribute explains out of 100% of the 
variance for each of these two outcome items.
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These are the four cultural attributes 
that matter most in driving a culture that 
supports well-being:

It’s noteworthy that trust appears twice in this 
list, which shows that well-being improvement 
involves buy-in from both the organization and 
the employee. In many ways, this should be 
obvious — trust is a two-way street. Employees 
need to know they won’t be punished if they 
take care of important personal priorities at 
work and that the organization has their best 
interests in mind. And employers need to know 
their staff won’t take advantage of flexible well-
being policies. 

TAKEAWAY: THE BEST WELL-BEING 

CULTURES INSPIRE WHOLE-PERSON 

IMPROVEMENT, ARE TRUSTWORTHY AND 

TRUSTING, AND INVEST IN EMPLOYEE 

WELL-BEING WITH TOOLS AND 

RESOURCES. 

20%

16%

12%

10%

VALUE THE WHOLE PERSON 
(physical, emotional, financial and work well-being)

TRUSTWORTHY

INVEST IN THEIR EMPLOYEES 
with well-being tools & resources

TRUST THEIR EMPLOYEES
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I WOULD LIKE TO BE WORKING AT THIS 

ORGANIZATION ONE YEAR FROM NOW.

% FAV = AGREE + STRONGLY AGREE

LOW  
WELL-BEING

LOW ORG 
SUPPORT

78.6% FAV
(N=173)

95.7% FAV
(N=23)

93.6% FAV
(N=15)

98.2% FAV
(N=218)

HIGH ORG 
SUPPORT

HIGH  
WELL-BEING

You’ve heard it before: It’s more expensive 
to replace an employee than to retain one. 
A 2015 study states that costs associated with 
a person leaving unexpectedly are usually 
2.5 times greater than that person’s salary.6 

So why not invest those dollars back in the 
people who already work for you to help  
retain them?

Employees who feel they have higher well-being 
and who feel they have higher organizational 
support are more likely to want to stay in an 
organization (compared to those with lower 
well-being and low organizational support).

About 98 percent of those who feel they have 
higher well-being and higher organizational 
support answered favorably to the statement, 
“I would like to be working at this organization 
one year from now.” That number dropped 
to approximately 79 percent for people who 
feel they have lower well-being and lower 
organizational support.

The gap between the two groups widened 
when employees were asked to consider what  
it would take to leave their current company.

TAKEAWAY: HEALTHY, HAPPY,  

HIGH-PERFORMING EMPLOYEES 

WHO FEEL HIGHER ORGANIZATIONAL 

SUPPORT ARE MORE LIKELY TO  

STAY PUT.

IT WOULD TAKE A LOT TO GET ME 
TO LEAVE THIS ORGANIZATION.

% FAV = AGREE + STRONGLY AGREE

HOW DOES ORGANIZATIONAL SUPPORT 
DRIVE BUSINESS RESULTS?

LOW  
WELL-BEING

LOW ORG 
SUPPORT

59.7% FAV
(N=226)

73.4% FAV
(N=30)

86.9% FAV
(N=23)

96.2% FAV
(N=316)

HIGH ORG 
SUPPORT

HIGH  
WELL-BEING
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The research shows 99 percent of employees 
who feel they have higher well-being and 
organizational support recommend their 
company as a great place to work. 

If a company wants to be a great place to  
work, it should focus on employee well-being. 
Well-being is tied to engagement at work — and 
it isn’t just personal. It relies on a commitment 
from the organization to support well-being 
through these key factors:

yy Manager support

yy Well-being tools and resources

yy Leadership support

yy An intentional culture that supports  
well-being

BE A GREAT PLACE TO WORK

I RECOMMEND THIS 

ORGANIZATION AS A GREAT 

PLACE TO WORK.

LOW  
WELL-BEING

LOW ORG 
SUPPORT

65.1% FAV
(N=172)

91.3% FAV
(N=23)

93.3% FAV
(N=15)

99.0% FAV
(N=218)

HIGH ORG 
SUPPORT

HIGH  
WELL-BEING
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ABOUT LIMEADE

Limeade is a corporate wellness technology 
company that drives real employee 
engagement. The Limeade Institute, led 
by managing director Laura Hamill, Ph.D., 
conducts evidence-based research to 
help employers create a better employee 
experience and improve well-being in the 
world. Learn more at limeade.com. 

ABOUT THE 2016 WELL-BEING AND 
ENGAGEMENT REPORT
Limeade and Quantum Workplace designed a survey to capture employee 
perceptions on workplace engagement, well-being and organizational support, then 
collected self-reported data from 1,276 employees across 45 U.S. markets between 
March 30 – April 12, 2016. All survey respondents volunteered to participate through 
Quantum Workplace’s Best Places to Work program. 

ABOUT QUANTUM WORKPLACE

Quantum Workplace is an employee feedback 
software company that helps organizations 
retain top talent, motivate performance, 
understand turnover, and build magnetic 
cultures. Serving 8,700+ organizations annually, 
the company’s all-in-one platform powers the 
entire employee experience with employee 
surveys, peer-to-peer recognition, goal 
management, 360 feedback, and performance 
conversations. As the survey partner for 
America’s Best Places to Work, Quantum 
Workplace has honored top workplaces for 
more than a decade. Above all, Quantum 
Workplace is passionate about making work 
better every day. For more information, visit 
quantumworkplace.com.
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1	 Higher well-being, higher organizational support group n = 271

2	 Quantum Workplace and Limeade. (2015) Workplace Well-Being: Provide Meaningful Benefits to Energize Employee Health, 
Engagement, and Performance.  
Gallup. (2013) The American Workplace: Employee Engagement Insights for U.S. Business Leaders. Gallup.  http://www.gallup.com/
services/178514/state-american-workplace.aspx

3	 Group sizes for the above finding: higher well-being n = 440; lower well-being n = 311; one-way analysis of variance, indicated 
significant differences in engagement between groups; higher and lower well-being groups were defined based on responses to 
the item “Overall, I have well-being in my life.” Because responses were quite favorable overall with a small number of respondents 
disagreeing to this item, we created two groups to compare — a higher well-being group and a lower well-being group. The 
higher well-being group was composed of respondents who answered “strongly agree” to this item. The lower well-being group 
was composed of respondents who answered neutrally to negatively to this item.  Those who answered “agree” to this item were 
considered the mid-point.

4	 These numbers are based on looking at the responses to the following questions: 
1. I enjoy doing my work (lower well-being n = 232; higher well-being n = 305) 
2. I would like to be working at this organization one year from today (lower well-being n = 232; higher well-being n = 304) 
3. I feel loyal to my immediate team or work group (lower well-being n = 232; higher well-being n = 305) 
4. I recommend this organization as a great place to work (lower well-being n = 231; higher well-being n = 305) 
One-way analysis of variance indicated significant differences between these two groups on all four questions.

5	 Employees selected ratings based on how they would describe their organization. We then asked them two questions about 
overall culture and to determine which cultural attributes were predisposed to support employee well-being.

6	 Haider, M., et al. “The impact of human resource practices on employee retention in the telecom sector.” International Journal of 
Economics and Financial Issues Vol 5 Special Issue (2015): n. pag. Web. 22 July, 2016.
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