
Fair pay and other forms of 
compensation are foundational to 
building workplace wellbeing. Employees 
who are paid fairly are typically more loyal 
to their organisations, better able to 
support their families and more active 
participants in their communities. Beyond 
fairness, organisations must also consider 
what types of behaviour their 
compensation structure incentivises 
to avoid unintended consequences.

Compensation
is a key driver of workplace 

wellbeing



Organisations that institute pay transparency policies by revealing individual salaries 

or job pay scales can increase their likelihood of narrowing pay inequalities, 

specifically regarding gender, ethnicity or minority groups.1,2

For pay transparency to be successful, employees must have the capability and 

opportunity to renegotiate their pay, and managers must be open to giving

raises to employees, especially for those who are paid below average.3 If employees 

are less well-paid than their colleagues, dissatisfaction will rise.

Organisations should be clear about their intentions for implementing pay 

transparency to minimise negative attitudes and workplace conflict. 

Interventions
Be transparent about pay to narrow inequalities

Sources:
1. Gamage et al. (2020)
2. Oblog and Zenger (2022)
3. Cullen and Pakzad-Hurson (2023)
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When employers fail to communicate that salaries are negotiable, gender pay gaps 

persist. One study reveals that when job postings do not outline terms for salary 

negotiations, men are more likely to negotiate for higher pay whereas women are more 

likely to signal their willingness to work for less.1 Conversely, when employers explicitly 

state on job postings that salaries are negotiable, the gender pay gap decreases.

Consider implementing a workplace policy outlining the process for salary negotiations 

or encourage managers to bring up the topic with their teams. Employees may 

wrongfully assume that their pay is locked in until they earn a promotion or fear starting 

the conversation.

Interventions
Compensation

Specify terms for salary negotiations when recruiting

Sources:
1. Leibbrandt and List (2015)



A living wage reflects what a worker needs to cover basic expenses according to the cost of 

living in their community. It is typically higher than minimum wage and has significant 

benefits to both employee and societal wellbeing.

Consider signing on to your local living wage campaign to ensure all of your employees can 

meet their basic needs including food, housing, transportation, and childcare. Research shows 

that a living wage improves self-rated health, social status, and reduces symptoms of mental 

illness.1,2  If you contract staff through agencies, ensure they are paid the living wage.

Want to learn more? Visit the MIT Living Wage Calculator for the United States. Similar living 

wage calculators can be found online for other countries.

Interventions
Compensation

Pay a living wage at minimum

Sources:
1. Linneker and Willis (2016)
2. Burmaster et al. (2016)

https://livingwage.mit.edu/


Share profits with employees
Providing stock options or bonuses to employees, especially during times of significant 

organisational success, can increase motivation, retention, workplace trust, and job 

satisfaction. A longitudinal study of British and European workers revealed that employees 

compensated according to group-based performance were more satisfied with their jobs.1 

This association was partly due to increased perceptions of fairness and loyalty.

Group-based performance pay may mask the negative impact of poor working

conditions on worker wellbeing, which can pose risks to organisational performance in the 

long-term if left undetected. Organisations can uncover such issues by asking employees to 

identify workplace stressors and then taking actions to minimise those stressors beyond 

compensation.2

Interventions
Compensation

Sources:
1. Bryson et al. (2016)
2. Fox et al. (2022)



An analysis of the top 100 Best Companies to Work for in America revealed that 

employees who receive group incentive pay participate more in decisions, exhibit 

greater information sharing, trust management more, and report a more positive 

workplace culture compared to employees who do not.1

There are several compensation structures that support group incentive pay 

including team bonuses, employee ownership, profit sharing, and stock options. 

The appropriate approach will depend on the nature of work within 

a particular organisation and their strategic goals. It is important that 

work demands are shared equitably among team-members to avoid “free-riding” 

which can foster resentment and perceptions of unfairness among employees.

Group incentive pay

Interventions
Compensation

Sources:
1. Blasi et al. (2016)
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Making the 
most of this 
resource

The Work Wellbeing Playbook is a concise guide derived from a 
systematic literature review of workplace wellbeing 
interventions. It offers a high-level summary of evidence-based 
interventions categorised by 12 key drivers of workplace 
wellbeing, distilled from over 3,000 academic studies.

Aimed at busy professionals, it provides accessible insights to 
improve employee wellbeing.

This playbook builds upon the World Wellbeing Movement’s 
science-based recommendations for how to measure both how 
employees are feeling at work, and why they are feeling that 
way. You can then use the Work Wellbeing Playbook to address 
the areas for improvement within your organisation.

Business leaders are recommended to keep diversity top of 
mind when leveraging the playbook to craft a holistic employee 
wellbeing strategy for their organisation. While no single 
intervention guarantees success, combining multiple 
interventions across various levels and drivers of wellbeing can 
yield positive results for organisations.

https://worldwellbeingmovement.org/insights/how-to-measure-workplace-wellbeing/
https://m365.eu.vadesecure.com/safeproxy/v4?f=8_M1tW7lBzCOmq-tsr5YffSjS2Ln4oKH86iyUP9VaGHshi_eLVBW_wWPtQf53g1NISue54PlJGSnUCvTfQD3Bw&i=qSl44ZygDLEnrT134r8i6aIBeHZQSLXe2iY21tTWeHWMvtiZOm1IMq3vedGt2iebHzpBy01ugVxPsHEmU55UCA&k=mx7B&r=5YSQFfvy3FJJnkVe9AvosSxulAa0ujJX9kom3oh9pK6shtgirETutKPAXFFm9VEFHgv8emj8NTgifpqFmMjy4Q&s=16e5d800b1ee65c52cd77b7a2477887f3d2018528eee4b8a90b71a254fa3b3e6&u=https%3A%2F%2Fworldwellbeingmovement.org%2Finsights%2Fthe-drivers-of-workplace-wellbeing%2F
https://m365.eu.vadesecure.com/safeproxy/v4?f=8_M1tW7lBzCOmq-tsr5YffSjS2Ln4oKH86iyUP9VaGHshi_eLVBW_wWPtQf53g1NISue54PlJGSnUCvTfQD3Bw&i=qSl44ZygDLEnrT134r8i6aIBeHZQSLXe2iY21tTWeHWMvtiZOm1IMq3vedGt2iebHzpBy01ugVxPsHEmU55UCA&k=mx7B&r=5YSQFfvy3FJJnkVe9AvosSxulAa0ujJX9kom3oh9pK6shtgirETutKPAXFFm9VEFHgv8emj8NTgifpqFmMjy4Q&s=16e5d800b1ee65c52cd77b7a2477887f3d2018528eee4b8a90b71a254fa3b3e6&u=https%3A%2F%2Fworldwellbeingmovement.org%2Finsights%2Fthe-drivers-of-workplace-wellbeing%2F
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