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Overview

This is a summary of the findings from a broader study into 
the effects of the Covid19 pandemic on the mental health of 
employees and how organisations are reacting to this 
growing concern.
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Summary

Sense of belonging was 
impacted

Human touch was rated 
to have the biggest 

impact

Agreed that Culture 
needs to be constantly 

supported 

Almost 80% the participants agreed that team relationships is vital

Mental health was the highest priority for the future of work

Organisations need to invest in relationships for mental resiliency 

There is no one solution, real impact comes from an aggregate of actions

45% 82%
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Study participant distribution

Geographic region Organisation size

This study draws upon the attitudes and experiences of 2000 knowledge workers, from 
executives to frontline workers, ages 18 to 64. They span across various countries, more 
than 20 industries, and work for companies of all stages and sizes.
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Published by fikaTime, 2021



Initiatives
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Types of initiatives
These were the most popular types of initiatives

• Regular formal check-ins 

• Setting up community and communication channels

• Virtual social activities

• Information gathering: Surveys, pulse surveys, Snap 
surveys, engagement surveys.

• Professional assistance with a trained professional

• Defined programme: EAP Support or Employee 
wellness program 

• Allocated champions: Wellbeing Ambassadors

• Education and information sessions  

• Nothing

Half of those that had 
“Nothing” said they did 
not feel empowered to 
take on these initiatives. 
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What has been communicated?
Most popular categories of information communicated

Safety guidelines

COVID-19 updates

New organisational policies and procedures

Work-from-home tips

Employee physical health

Employee mental health

Financial health of the organisation

Government legislation and updates

Tips for improving productivity

Information about diversity, equity, 
and inclusion

Other

It’s no surprise that safety, 
COVID-19 updates and 
organisational policies were 
the top three as they focus on 
protection at the organisational 
level. Information that is 
directed at the individual was 
much lower on the spectrum

89%

82%

77%

74%

70%

62%

57%

44%

44%

18%

18%
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Measuring employee response
How was the feedback loop measured?

Almost a 3rd of the 
respondents did not 
monitor employee  
response in any way

Feedback with direct manager through check-ins

Web/intranet views/visits

Feedback to HR

Surveys

Virtual town halls

Currently not measuring or monitoring 
engagement by employees

Employee focus groups

53% 42% 41% 30% 22%9% 28%
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Needs identified
What has been described as priority?

Mental health 0 42 42 16 9.3

Team relationships 8 25 50 16 9.3

Diversity and Inclusion 16 25 42 16 8.7

Socially connected employees 8 33 50 8 8.4

Breaking down silos 25 25 42 8 7.5

New interactions 16 42 33 81 7.5

Loneliness 16 50 33 0 6.6

Low Medium High Urgent 
priority

An interesting outcome was that a number of these top listed items are actually linked but had a 
big difference in priority by the respondents. Eg. Loneliness is a huge aspect of mental health 
issues not being addressed widely enough yet it was ranked differently for priority.
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Needs identified
How HR described what is needed to address those priorities

The above represents the top five needs identified by respondents. It was also noted that 10% 
reported they felt their company culture was resilient enough to not warrant any further change.
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Findings
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What’s working and what’s 
not working?
At the start of the pandemic, the transition to remote work 
and the impact on productivity was in focus. As it turns 
out, most organisations had an amazing transition to 
remote work for productivity. Respondents also noted that 
their organisations were really supportive in addressing 
their basic needs of safety, stability, and security during 
the first phase of the COVID-19 crisis. 


However, those needs started to evolve and mental health 
moved into focus, calling for a more sophisticated 
approach as organisations entered the next phase.


Based on our research:

• In addition to basic needs (safety and security), three 

other themes are having a disproportionate impact on 
employee well-being and work effectiveness: trusting 
relationships, social cohesion, and individual 
purpose. 

• Changes are hitting your people in widely diverging (and 
sometimes unexpected) ways. Some are struggling, and 
some are thriving. 
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Transitioning to Remote - mental health

Sense of belonging was the most 
pronounced indicator.


Newly remote workers were nearly twice as 
likely as their experienced counterparts to 
say that their sense of belonging has taken 
a hit since they started working from home. 
This is particularly concerning because 
remote workers also report feelings of 
loneliness and isolation when working from 
home. 


However, the answers of experienced 
remote workers give cause for optimism. 
Nearly half (47%) say their sense of 
belonging is better at home than in the 
office. This suggests that there are 
practices and tools that can strengthen 
work relationships remotely; newly remote 
workers might simply lack access to these 
resources for social connection.

23%

10%

31%

45%

13%

25%

New to remote working Experienced with remote working

Overall satisfaction with 
working arrangement

Productivity at work Sense of belonging at 
work

Experienced vs. Newly remote employees who say 
working from home is worse for the following indicators
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Moving 
forward
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The future
Our remote-work future

It’s not clear when work will return to how things 
were and many believe things will never be the same. 
Even when it’s safe to return to the office, many 
companies have committed to keeping some of their 
workforce remote. Our own data reveals a similar 
trend among respondents’ return-to-work 
expectations. 


Whichever way you cut the data, one thing is clear: 
the uncertainty has a large population of the 
employee pool worried. While there’s no one-size-
fits-all solution for how to address this, the data 
reveals that mental health must be given a focus. 
With the right practices and technology, business 
leaders can help ease feelings of isolation while 
improving communication, collaboration and 
productivity.
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How to take action?
People strategy over tools
It is clear that each environment is different and solutions can have a varied 
impact on addressing employee mental health. For this reason, organisations 
should focus less on finding the perfect solution but rather see how multiple 
solutions fit in with their overall people strategy instead. Here are 4 key pillars 
for evaluating the strategy:


“Digital channels 
for people to 
engage with each 
other directly” 

Four Key actions 
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Invest in relationships

Potential actions to ensure strong employee 
relationships include the following:


• Coach managers on building team rapport and 
building trust. Often, those that are able to pick 
up on subtle changes in behaviour are going to 
be those that work with each other regularly. If 
working remotely, this becomes trickier and relies 
on strong forms of communication. 

• Invest in the development of employee-to-
employee relationships. It would be a mistake to 
assume that the camaraderie that has sustained 
many employees early in the crisis will endure 
long term. Leaders need to take active steps to 
ensure continued relationship building, 
particularly for remote workers. Many of the best 
ideas will be bottom up, so leaders often need 
only to create the space and resources for 
employee creativity to take hold. 

While it may be a natural tendency for leaders to focus inward on the business itself, our 
survey results show that sustaining trust and acknowledging employee efforts are critical to 
employee engagement, well-being, and effectiveness. 

Published by fikaTime, 2021



Build the culture that will aid your organisational objectives

Potential actions to ensure a positive culture include the 
following:


• Create a network of teams. Promote cross-functional 
collaboration and transparency. This will also enhance 
the strength of random connections across the network 
for effective team building. 

• Cultivate inclusion and psychological safety. Leaders and 
managers can help create inclusive and psychologically 
safe team environments by modelling behaviours that 
value the inputs of all members, encourage individuality, 
and allow members to experiment without fear of 
negative consequences.


Creating and maintaining a culture that values inclusion, individuality, and social harmony. As we face a 
future of vastly different working models and team structures, building such an integrated culture now 
will only benefit organisations in the future.
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This report was compiled by fikaTime

fikaTime is a mental health solution that helps teams stay socially connected and avoid burnout 
through simple interactions and smart, scalable technology. As such, fikaTime has a vested interest 
in understanding how the pandemic has impacted mental health. It feeds directly into how to best 
serve the market we are in.

Many of the findings correlated strongly to our own data. We conducted 
this study to support our mission and are making it available in the hope 
that others get value from this. Thank you to all the participants that 
contributed to this study.


If you would like to find out more about fikaTime and how we can best 
serve your organisation, please visit www.fikatime.app or email us at 
hello@fikatime.app

DISCLAIMER: The materials in this guidance are provided for general information purposes and do not constitute legal or other professional advice. While the information is considered to be true and correct 
at the date of publication, changes in circumstances may impact the accuracy and validity of the information. Both, fikaTime Inc., and BehaviourLab are not responsible for any errors or omissions, or for any 
action or decision taken as a result of using the guidance. You should consult a professional adviser for legal or other advice where appropriate.
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