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Welcome to your ASSET Report

The information contained within this report has been generated from your responses to the
ASSET questionnaire and outlines the key workplace pressures for you.

You perform most effectively in your role when you are engaged, resilient and enthusiastic, and
are also managing the work pressures that can be detrimental to your levels of well-being and
overall effectiveness. Pressure can stem from several different sources, including your
relationships with others, work overload, and your perceived levels of control. When pressure
exceeds your ability to cope it becomes stress and starts to affect work performance, causing you
to be less productive, less motivated and more likely to make mistakes.

Your ASSET report presents your scores on key sources of pressure and on your commitment
levels. It begins with an overview of your scores for all of the ASSET scales. Then, taking each
scale in turn, it provides narrative feedback on the scale score to help you interpret its meaning,
before drilling down to reveal the scores for the items within each scale.

Your scores are compared to those from a cross section of the UK General Population and are
presented on a colour coded scale of 1 to 10. A score falling in the green area (i.e. the range of 4
to 7) indicates that your response to that item /scale is typical of the comparison group. A more
extreme score, 1 to 3 or 8 to 10, indicates that your response is not typical. If your score falls in
the red area on the scale, then this is a less positive score relative to the comparison group and if
it falls in the blue area it is a more positive score.

Please note: this report is confidential and contains information specific to you. If you would like
to discuss your feedback with someone, please contact the individual coordinating this process.
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Psychological Well-being

Positive Psychological Well-being

Perceptions of your Job

Poor work relationships

Poor work-life balance

Overload

Job insecurity

Lack of control

Lack of resources & communication
Poor pay and benefits

Aspects of the job

Average Answer Value
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Attitudes Towards Your Organisation

Commitment of employee to
organisation

Perceived commitment of
organisation to employee

Your Health

Risks to physical health

Risks to psychological well-being

Sten Scale

‘I

Sten Scale
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Sense of Purpose

Sten Scale

Sense of purpose [ ——

Productivity

84.5 %
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Scale drilldown: Poor work relationships
This scale measures the extent to which individuals are troubled by their work relationships.

Sten Scale

Compared with most other people, you see your work relationships as a significant source of
workplace pressure.

Poor working relationships may arise due to personality clashes or differences of opinion but very
often they are the result of misunderstandings. Often the best thing to do is to deal with the issue
head on. It may, therefore, be a good idea for you to approach the person or people with whom
you are having problems so that the poor relationship does not have a detrimental affect on you
or on your work. If you feel uncomfortable about doing this, you could ask a colleague with whom
you have a good relationship to speak on your behalf or ask your manager or a member of HR to
mediate.

Whichever way you choose to go, you need to sit down and discuss the problem. When you do
so, make sure you listen to what the other person/people have to say and try not to be on the
defensive. Whatever the issue, the aim of the meeting should be to clear the air and find a
solution, not to place blame. It may be that you agree to disagree, or just agree to be civil to each
other. In some situations, you may not be able to sort out the problem with a simple meeting. In
these cases, you may have to get HR or your manager involved. Remember, however, that you
do not have to be best friends with everyone that you work with.

Item Scores

Sten Scale
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Boss behaves in an intimidating
and bullying way (to me)

Do not receive the support from
others (boss / colleagues) that
would like

Feel isolated at work (e.g. working
on own/lack of social support from
others)

Not sure what is expected (of me)
by boss

Other people at work are not pulling
their weight

Boss is forever finding fault (with
what | do)

Others take credit for what | have
achieved

Relationships with colleagues are
poor

i
i
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Scale drilldown: Poor work-life balance
This scale measures the extent to which individuals are troubled by their work-life balance.

Sten Scale

You see your work-life balance as similar to most other people and therefore as being reasonably
healthy.

However, there may be some issues in your work-life balance that could become an issue in the
future in certain circumstances. You may wish to review your work demands and/or your choices
about hours of work or bringing work home. Although it may not be a major issue at the moment,
poor work-life balance can quickly become a problem if left unchecked.

Item Scores

Sten Scale

want to

Work unsocial hours (weekends,
shift work, etc.)

Spend too much time travelling in
job

Work interfering with home and
personal life

Work longer hours than choose or ﬂ
3 |
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Scale drilldown: Overload

This scale measures the extent to which individuals are troubled by the demands of their
workload and the associated time pressures.

Sten Scale

You see work overload as a source of pressure to an extent that is typical of most other people.

You appear to be managing your workload in an effective way at the moment, but your score
suggests that you may need to keep a careful eye on it to ensure that additional workload
burdens do not become a source of pressure. Good prioritisation, effective planning and an
assertive attitude towards those who place demands on you are all useful workload management
techniques.

Item Scores

Sten Scale

Overloaded by technology in job  E——
Set unrealistic deadlines _

Given unmanageable workloads [ _
— ]

Do not have enough time to do job
as well as would like
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Scale drilldown: Job insecurity

This scale measures the extent to which individuals are troubled by a lack of job security and job
changes.

Sten Scale

You perceive job insecurity or skill redundancy to be as much of a source of pressure as most
other people.

Although you do not report job security pressures at present, your scores suggest that this could
become an issue in the future in certain circumstances. Risk can arise not only from job security,
but also from skill redundancy, whereby you feel that your current skill-set is no longer useful or
relevant. One way to avoid this is to think ahead to try to anticipate the skills that you will need in
the future. You can then try to acquire these skills and training can often be a viable solution to
this particular issue.

Item Scores

Sten Scale

Job is insecure

I

Job is not permanent |

Job is likely to change in the future T
I

Job skills may become redundant in
the near future
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Scale drilldown: Lack of control

This scale measures the extent to which individuals are troubled by a lack of control over their
own work.

Sten Scale

You feel as much in control of your work and the way that you do it as most other people.

Although your scores show that you do not see a lack of control over how you perform your job
as a problem, they do suggest that this could become a source of pressure for you in the future in
certain circumstances. Any solutions you can find to head-off potential problems relating to a lack
of control would be worth considering. These might include discussing control issues and how
you could increase your feelings of control with your manager.

Item Scores

Sten Scale

Little control over many aspects of | E———
job
Not involved in decisions affecting
job
Ideas or suggestions about the job | EE——
are not taken into account
Little or no influence over S
performance targets
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Scale drilldown: Lack of resources & communication

This scale measures the extent to which individuals are troubled by the resources and
communication available to them.

Sten Scale

You perceive resources and communication as a source of workplace pressure to a similar extent
as most other people.

Your results suggest that, at present, you find communication channels in your workplace positive
and effective and that generally you have the necessary resources required to do your job.
However, in certain circumstances, there is potential for either communication or resources to
become an issue for you. It may be useful to think about heading off any potential problems by
thinking about what information you need to improve your own productivity and where this
information should come from. You could also start to think about any areas in which a lack of
resources would have serious consequences for you and your work in future. This will enable you
to plan more effectively and influence your manager accordingly.

Item Scores
Sten Scale
1 2 3 4 5 B 7 8 § 10
[ I I I I I I I I I |
Do not feel informed about what is _

going on in the organisation

Never told if doing a good job  EEE————

Not adequately trained to do many _
aspects of job

Do not have the proper equipment  —— _
or resources to do job

www.robertsoncooper.com © Robertson Cooper 1999 to 2008 Page 10



http://www.robertsoncooper.com

Scale drilldown: Poor pay and benefits
This scale measures the extent to which individuals are troubled by their pay and benefits.

Sten Scale
1 2 3 4 ] 3] T a 9 10

You perceive pay and benefits to be a source of workplace pressure to a similar extent as most
other people do.

Your results indicate, however, that in the future in certain circumstances, this could become an
issue. Therefore, it may be beneficial to think about (and perhaps also talk to your manager or to
someone in the HR department) the issue and maybe make some enquiries about what plans the
organisation has for you in this respect. You could also think about how you will raise the subject
at your next pay or performance review.

Item Scores
=ten Scale
1 2 3 4 ] f T a 9 10
[ I I I I I I I I I |
Pay and benefits are not as good S _
as other people doing same or

similar work
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Scale drilldown: Aspects of the job

This scale measures the extent to which individuals are troubled by potential sources of stress
that relate to the fundamental nature of the job itself. Factors such as the physical working
conditions, type of tasks and the amount of satisfaction derived from the job.

Sten Scale

Aspects of the job are seen as contributing to your workplace pressure to a similar extent to most
other people.

At the moment, you do not report significant issues associated with the tasks that you do at work.
You feel that, in general, your work conditions are appropriate and that there is sufficient variety
in your job to keep you occupied and interested. Your results, however, suggest that problems
could develop in this area in the future in certain circumstances. It may be worth thinking about
whether you can head-off any issues relating to problems with the working environment (health
hazards, threats to safety, etc) so that they do not become problematic for you in the future. This
scale provides an overall measure of your job satisfaction. Even though you tend to find your job
as satisfying as most other people do, it might be worth thinking of aspects of the job that are
sources of satisfaction and dissatisfaction for you, so that you can maximise the former and
minimise the latter.

Item Scores

Sten Scale

Job is unlikely to change in the next
5-10 years

T ]
Poor physical working conditions _
T ]

Risk of physical violence

monitored

Organisation is constantly changing
for change's sake

Dull & repetitive work

I ]
Dealing with difficult  ———

Work performance closely |
-

customers/clients
Lack of enjoyment of job
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Scale drilldown: Commitment of employee to organisation

This scale measures the extent to which individuals feel committed to the organisation.

Sten Scale

Compared with most other people, you are similarly committed to your employer.

This indicates that you are as likely as most to put yourself out for the organisation and to be
prepared to take on extra work and responsibility. While your own commitment is not a particular
source of pressure for you at the moment, it's worth thinking about factors that could affect it in
the future. By thinking about these issues and discussing them with others, you will be better

prepared to deal with any threat to your organisational commitment.

Item Scores

Sten Scale

If necessary, prepared to put (my) _
self out for this organisation (e.g.
by working long and/or unsocial
hours)

If asked, prepared to take on more _
responsibility or tasks not in (my)
job description

Feel it is worthwhile to work hard for _

this organisation

Committed to this organisation
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Scale drilldown: Perceived commitment of organisation to employee

This scale measures the extent to which individuals feel that the organisation is committed to
them.

Sten Scale
1 2 3 4 ] 3] T a 9 10

You perceive your employer to be committed to its employees to a greater extent than other
organisations are so perceived by their employees.

This implies that you feel valued and trusted by the organisation and, as a consequence, are
proud to represent it. Your morale and motivation at work is likely to be high at the moment.

Item Scores

Sten Scale
1 2 3 4 ] 3] T a 9 10

Feel valued and trusted by the
organisation

Enjoy working for this organisation -
am not actively seeking a job
elsewhere

Proud of this organisation —

Outside of (my) particular job, take
an interest in many aspects of the
running and success of this
organisation

Overall, happy with this
organisation
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Scale drilldown: Risks to physical health

Poor employee health can be indicative of excessive workplace pressure and experienced stress.
To enable you to ascertain whether levels of pressure are having an optimal or negative effect,
ASSET measures a range of common symptoms associated with risks to physical health.

Sten Scale
1 2 3 4 A f 7 3 9 10

Compared with most other people, you perceive yourself as less physically healthy.

This may suggest a higher risk of sickness absence and you may be at an increased risk of poor
physical health as a result of any perceived workplace pressures identified earlier in this report.
You may find it useful to think about how these sources of pressure relate to your physical health
scores; for example, you may feel that your work relationships are causing insomnia or muscular
tension. By adopting this approach, you may identify ways in which you can deal with any future
physical health problems. It is also important to remember that your work is not the only
determinant of your state of physical health. Your home life and your lifestyle can also contribute
to how healthy you are and, therefore, it's worth considering whether anything you do outside of
work could be contributing to the physical symptoms that you have reported. If these symptoms
persist, it may be worthwhile consulting your doctor.

Item Scores

Sten Scale
1 2 3 4 ] 3] T a 9 10

Lack of appetite or over eating ﬂ
Indigestion or heartburn ﬂ
Insomnia - sleep loss ﬂ
Headaches mmmmmmmssssssssssss S
Muscular tension / aches and pains

Feeling nauseous or being sick
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Scale drilldown: Risks to psychological well-being

Poor employee health can be indicative of excessive workplace pressure and experienced stress.
To enable you to discover whether levels of pressure are having an optimal or negative effect,
ASSET measures a range of common symptoms associated with risks to psychological well-
being.

Sten Scale

You report levels of psychological wellbeing similar to those reported by most other people.

Any psychological health problems that you have reported may be related to the sources of
pressure referred to earlier in this report. You may find it useful to think about how these sources
of pressure relate to your psychological wellbeing scores; for example, you may feel that your
work overload has the potential to cause anxiety or constant irritability. By adopting this
approach, you may identify ways in which you can head-off potential psychological health
problems.

Item Scores

Sten Scale

Panic or anxiety attacks

.

Constant irritability  ——

Difficulty in making decisions
I

Loss of sense of humour

Feeling or becoming angry with  —————————

others too easily
Constant tiredness

—
Feeling unable to cope |

Avoiding contact with other people  EE——

Mood swings

I ]
Unable to listen to other people [ _
I ]

Having difficulty concentrating
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Scale drilldown: Sense of purpose

This scale measures how individuals feel about their job goals and gives an assessment of their
overall sense of purpose.

Sten Scale

Your responses indicate that you feel you have more sense of purpose in relation to your job role
than most other people.

Having a clear sense of purpose helps people to work effectively on a long-term basis. Your
results indicate that you have a strong sense of purpose and this is likely to help you to be
effective in your work and to maintain good levels of well-being. It is likely that you already have
clear and challenging goals that you value. However, it’s still important that you play your part in
ensuring that you understand and are motivated by your goals going forward. Make time to
communicate regularly and discuss your current goals with your manager.

Item Scores

Sten Scale

Current job goals are specific

Job goals and objectives are clear —

Committed to achieving goals of
job
Job goals are challenging
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Scale drilldown: Positive Psychological Well-being

Positive psychological well-being (PPWB) is created when people consistently experience
positive emotions at work. Research has shown that PPWB has a direct and positive impact on
performance, including improving employee engagement, problem-solving and levels of
resilience. This scale measures the extent to which the individuals in this group have
experienced positive emotions at work in the last three months.

Average Answer Value
1 2 3
] ] ] ]

D

The figures below illustrate the average scores for each of the aspects of Positive Psychological
Well-being measured. The range of scores for each aspect is also indicated.

N
6]

Item Scores

Average Answer Value
1 2 3

N
[$)]

Inspired 4 (range: 4 to 4)

Alert 5 (range: 5 to 5)

Excited 5 (range: 5 to 5)

Enthusiastic _ 4 (range: 4 to 4)
Determined _ 4 (range: 4 to 4)
—_. g 4101

Contented 4 (range: 4 to 4)

Key:
1 = felt very slightly/not at all like this during the last 3 months at work

5 = felt very much like this during the last 3 months at work

www.robertsoncooper.com © Robertson Cooper 1999 to 2008 Page 18


http://www.robertsoncooper.com

Scale drilldown: Productivity
The figure below illustrates the self-reported level of productivity in percentage terms.

84.5 %
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