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Summary 
 
In early 2003 Technology Operations was faced with a number of challenges. 
There was pressure to reduce cost, improve performance and deal with a 
dysfunctional team. In the three years to late 2006 Technology Operations 
experienced major technology changes and a huge growth in demand for 
service. In the face of these challenges over $90M in recurring savings and a 
70% reduction in severe outages was achieved while growth in demand was 
accommodated. There was a significant improvement in Technology 
Operation!s ability to deliver projects, adoption of best practice process and 
the achievement of ISO Quality accreditation throughout the division. Major 
changes in team structure also took place during this period. 
 
The achievements above are the ultimate measures of workforce success; i.e. 
reflecting execution of business strategy. Lead indicators of workforce 
success measured over the period, as expected, were positive indicators of 
this successful strategy execution. These indicators included a 128% increase 
in employee engagement and significant reductions in absenteeism. 
 
A strong contributor to these workforce improvements was the Lifestyle 
Program. The Program is a staff wellbeing initiative aimed at increasing and 
maintaining workforce effectiveness and sustainability. The Lifestyle Program 
has presided over increases in the effectiveness of individuals in the 
workplace. This increase in effectiveness was part of a broader personal 
improvement amongst employees, which in turn, has led to a more resilient or 
sustainable workforce.  The creation of a more sustainable workforce, while 
increasing workforce effectiveness, has a societal benefit due to the positive 
flow through to employee!s families and their broader communities.  
 
It is important to recognise the Lifestyle Program within a larger context; 
namely its pairing with the Technology Operations “Big Rocks” Program.  
Inspired by the Covey "Seven Habits! material, the Big Rocks Program is 
designed to increase workplace effectiveness by ensuring absolute clarity of 
objectives amongst employees. The Program is supported by a strong focus 
on People Management.  It is this program that has been the other major 
contributor to the improvements in workforce effectiveness of the past three 
years. It should also be noted that the Big Rocks Program, through its focus 
on job clarity, has some influence on workforce sustainability via a reduction 
in employee stress.  
 
Through increasing workforce effectiveness and sustainability the Lifestyle 
Program delivers benefits to all stakeholders. This successful pursuit of the 
triple bottom-line produces outcomes that are positive both commercially and 
socially. 
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Introduction 
 

Technology Operations (formerly Southern Star) is the Business Unit 

responsible for the information technology infrastructure of National Australia 

Bank. Technology Operations averaged around 350 staff over the three years 

covered by this case study, late 2003 to late 2006. 

 

Through this period and beyond, Technology Operations has run an employee 

wellbeing initiative known as the Lifestyle Program. For the purposes of the 

Lifestyle Program and this paper wellbeing can be defined as physical, mental 

and emotional health.  

 

This paper examines the Lifestyle Program by exploring its drivers and 

background, the details of the Program itself and the outcomes that can 

reasonably be attributed to the Program. Finally, it looks at the Program in its 

broader context, paired with Technology Operation!s other workforce related 

program. 

 

Drivers & Background of the Program 
 

Why run a Lifestyle Program? 

The primary goal of the Program was to increase the personal resilience of its 

employees. Resilient individuals are more able to cope with and bounce back 

from adversity (e.g. stress) and are therefore ultimately more effective 

employees. The ultimate goal of the program was workforce success through 

the successful execution of the business unit!s strategy.  

 

Workforce success is delivered through workforce effectiveness, which in turn 

is partly delivered through employee resilience. Workforce sustainability 

delivers a workforce that is effective over the medium to longer term.  

 

One of the most widely accepted measures of workforce effectiveness is 

employee engagement. Its role is discussed in this section. The positive 

externalities produced in pursuit of an effective and in particular sustainable, 

workforce are explored in this section under Corporate Social Responsibility. 



 6  

 

Health & Lifestyle 

Australians are working longer hours than ever before and by some measures 

are working harder than anyone in the developed world 1. It is therefore no 

surprise that in the last decade there has been a lot of discussion regarding 

“work-life balance”. The Mt. Elisa Leadership Index of 2005 ranks it as the 

number two issue, behind creating organisational change, facing managers in 

Australia. 

 

The extensive use of the term “work-life balance” has resulted in some 

breadth to its meaning. Its simplest definition is “to achieve a healthy balance 

between the hours spent at work and the hours spent outside of work”. 

Technology Operations has certainly encouraged staff to pursue a healthy 

“work-life balance”. It was recognised however, that it is not always easy for 

an individual or even a business unit to control the hours spent at work. With 

this fact in mind efforts were turned to improving the quality of the experience 

in the workplace. 

 

In support of its overall goals the Lifestyle Program delivered wellbeing 

resources to the workplace. The Program!s health focus was in recognition of 

the fact that our modern work environment is a leading contributor to ill health 
2 and reduced personal effectiveness. This is both through stress, and its 

tendency for “crowding out” of healthy activity. These health drivers had extra 

impetus at Technology Operations due to the large number of shift workers.  

 

Employee Engagement 

Absenteeism is often used as a measure of workplace effectiveness (see Sick 

Leave). Presenteeism, 5 however, is considered a much more significant, if 

harder to measure, issue in the workplace. It considers what a staff member 

does when they are at work; are they healthy and productive and are they 

engaged? 

 

Engagement is the commitment to an organisation (or elements within), both 

emotional and rational. At its simplest it can be seen as motivation. 

Engagement influences productivity via increasing the discretionary effort and 

retention of employees6. In other words it enhances workforce effectiveness. 

There is a very strong correlation between engagement and company 

performance 6. 

 

Engagement is largely influenced by employees! perception of the workplace. 

For example it is not unusual for employees to choose a particular job (or 

remain in one) based on the quality of the workplace7. The Lifestyle Program 

signals to employees that the company values them as individuals. This 

contributes very strongly to the perception of a “good place to work”. The 

actual outcomes of the Program, more resilient individuals, can further 

influence engagement through healthier individuals and improved employee 

interaction. 
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Corporate Social Responsibility 

The concept of Corporate Social Responsibility refers to the pursuit of 

commercial interests in ways that protect and or enhance society and the 

environment. It is often expressed as Sustainability and is incorporated into 

Triple Bottom Line 8 (e.g. People, Planet, Profit) reporting. Through broader 

societal (increasingly legislative) pressure and the realisation that a broader 

focus on the Triple Bottom Line is in their longer-term interests, Corporate 

Social Responsibility (e.g. People & Planet) is becoming an increasingly 

important concept to corporations.  

 

By improving workforce sustainability the Lifestyle Program is an example of 

the broader, longer term focus discussed above and is therefore a vehicle by 

which Technology Operations has been able to demonstrate socially 

responsible behaviour. It has provided a mechanism whereby the negative 

health effects of the workplace can be countered. Further, by increasing the 

resilience of its employees Technology Operations can have a positive effect 

on society via employees (as individuals, not just as employees) and their 

families. 
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Details of the Program 
 

A short history 

 

The Beginnings 

The Lifestyle Program had its beginnings in early 2003 with the creation of a 

fitness room at the Knox Data Centre. Fresh fruit was introduced and yoga 

and massage made available to staff. A logo and a brand name (Lifestyle 

Program) were soon conceived and health related information sessions were 

run under the Lifestyle Program banner. 

 

Resilience 

The next phase of the program introduced the Resilience Institute to 

Technology Operations and the National Australia Bank. The Resilience 

Workshops began rolling out in October 2003. Themed around the concept of 

personal resilience, the workshops were supported by voluntary health 

checks. 

 

The Resilience Workshops were delivered in a phased approach, initially 

targeting the senior leadership team. This was followed closely by the line 

mangers and finally by all other employees. The leadership team was taken 

through a more in-depth version of the program, in particular focusing on 

emotional intelligence and related leadership competencies. The phased 

approach allowed for an initial evaluation of the workshops and their 

subsequent top-down promotion. 

 

The rollout of the Resilience Workshops marked a “take off” of the Lifestyle 

Program both in terms of its profile and its impact. A large number of staff 

participated in the workshops (compared to any previous activities) and rapid 

behavioral changes were followed by improved health outcomes (see Results 

of the Program). One of the behavioral changes observed was a “language of 

health” applied to, for example, observations amongst employees of their own 

and other!s food choices. Importantly, the introduction of a robust, evidence-

based approach to employee health was a catalyst for the development of the 

mature Lifestyle Program framework in place today.  

 

 

A Framework Developed 

It soon became evident that efforts needed to be made to follow up on the 

momentum created by the Resilience Workshops. Initial follow up efforts 

included the creation of a Quiet Room (meditation & relaxation) a small library 

of books and the introduction of personal trainers to the Fitness Room. Six-

monthly health checks were introduced as a standard part of the program. 

 

In February 2005 Fitness 2 Live was introduced to provide a comprehensive 

online service for the ongoing management of dietary and exercise needs and 
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the recording of health check results. Fitness 2 Live subsequently took up the 
end-to-end health check service. 
 
In April 2005 MoodGYM was introduced to provide ongoing support for the 
development of mental and emotional skills. Developed by mental health 
experts at the Australian National University, MoodGYM is an online, 
interactive program that provides Cognitive Behavioural Training. A workplace 
survey (a first for online tools in this field) was undertaken by the ANU in 
conjunction with the introduction of MoodGYM (see Appendix 3). 
 
 
Mindfulness 

One of the more interesting moments of the Lifestyle Program was the March 
2005 visit to the Knox data centre of Lama Cheodak Rinpoche, a Tibetan 
Buddhist monk. His talk on Mindfulness in the Workplace was well attended.  
 
A follow up from this contact was the creation of a regular meditation class at 
Technology Operations, run by the president of the Jamchen Buddhist Centre 
(Balwyn). It should be reiterated that meditation is a concept supported by a 
large body of credible research9. The discussion by the Lama and the 
meditation sessions were of a secular nature.  
 
The Investment 

The average annual expenditure on the Lifestyle Program over the three-year 
period was around $120,000 (about $350 per employee). This figure above 
includes the extensive initial roll out of the Resilience Workshops in the first 12 
months. On average no more than a third of a full time employee was required 
to run the program. 
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Lifestyle Program Structure 
 

At October 2006 the Lifestyle Program framework is as follows: 

 

Resilience Workshops 

A critical task within the Lifestyle Program was to inform and motivate. In other 

words ensuring staff understand the link between lifestyle and health and 

convincing them to take steps to improve. The Resilience Workshops, a 

cornerstone of the Lifestyle Program, fulfilled this task.  

 

Run by the Resilience Institute, the workshops help individuals understand 

how the typical Western lifestyle, of particular note, stress, contributes to 

personal and professional under performance and chronic illnesses. To 

counter these negative lifestyle outcomes participants are given strategies for 

building personal resilience. The strategies discussed cover diet and exercise 

as well as stress management and cognitive and emotional awareness. 

Participants typically leave the workshops with a number of lifestyle-related 

goals. 

 

The Workshops are as follows: 

• Physical Vitality   

• Stress Mastery 

• Mind & Emotion 

• Integral Practice 
 

After the initial roll-out (see Lifestyle Program History) the workshops were run 

annually on an “as needs” basis, picking up new starts and those that missed 

the original roll-out. 

 

It was identified soon after the introduction of the Resilience Workshops that 

the support and understanding of staff member!s families was required to 

maximise the benefits of the Lifestyle Program. After the requirements were 

given to the Resilience Institute, the Resilience Partners! Night was introduced 

in July 2004. The three hour condensed version of the workshops has now 

become a standard offering of the Resilience Institute. 
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Ongoing Support 

Ongoing support can be defined as the resources made available to staff on 

an ongoing basis to maintain their resilience. Both physical and mental health 

was catered for. 

 

Events 

• Six-monthly health checks   

• Annual flu shots  

• Staff Seminars (See Appendix 6 - 05/06 Calender of Events) 

 

Resources 

• Fitness 2 Live online Health & Fitness tool: 

o Tailored dietary and fitness programs 

o Health research / articles, recipes (Australian Institute of 

Sport) 

o Online health evaluation (health check results input) 

o Business Unit level health report  

• MoodGYM online mind & emotion training tool (ANU) 

• Fitness Rooms (Knox & East Melbourne) 

o Personal Trainer (at cost to staff) 

• Fresh Fruit 

• Lifestyle Library  

• Quiet Room & Freeze-Framer Tool (Bio-feedback tool) 

• Blood Pressure Monitors 

 

Regular Activities 

• Weekly Massage (at cost to staff - subsidised) 

• Weekly Yoga (at cost to staff) 

• Weekly Meditation (at cost to staff – subsidised) 

 

 

Leadership & Communication 

An important part of the Lifestyle Program framework is the communication of 

the program and support from senior leadership. This has played out in a 

number of ways:  

• Senior Support 

! The General Manager of Technology Operations has fully and 

openly supported the Program. 

• Appropriate resources were allocated to the Program.  

! It is therefore not seen as a “quick fix” or as tokenistic. 

• The reason for undertaking the Lifestyle Program were made transparent; 

!  Staff were told that it was about improving the effectiveness of the 

workforce, not just a “nice thing to do”. 

• Measuring participation rates by department  

! It was recognised that the Program provides business benefit. 
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The Results of the Program 
What follows are the results of the program. Some of the outcomes are a 

direct result of the program while some are strongly influenced by it. 
 

Health Metrics 

The management team of Technology Operations underwent health checks in 

October 2003 having recently completed the Resilience workshops. Tests 

were again run in July 2004. The results from the July 2004 health check 

show significant improvements for this group, especially in the following 

areas: 

• Reduction in level of perceived stress 

• Significant reduction in stress symptoms (Resilience Profile) 

• Reduction in nutrition risk (especially increase in vegetable, fruit, omega 3 

and water consumption) 

• Substantial Improvement in cholesterol levels (especially triglycerides) and 

Cholesterol Risk Ratio 

See Appendix 1 for detailed report 

 

The third and fourth rounds of health checks (second and third for non-

management staff) are summarised in Appendix 2. The report shows a 

modest increase in overall health between the May 2005 and October 2005 

while reporting an overall good level of health. The report also identifies areas 

for improvement. 

 

Overall metrics aside, there are individual examples of significant reductions 

in blood pressure and weight within Technology Operations as well as 

significant general improvements in lifestyle (including the revealing of 

significant health issues with some individuals). See Appendix 5 for individual 

case studies. 

 

Mental Health 

The health data discussed in the previous section to various degrees factored 

in mental health, looking at stress, anxiety and depression. In addition a 

workplace survey, including the use of an intervention tool, was undertaken at 

Technology Operations by the Australian National University!s mental health 

division. The trial of the Moodgym tool as part of the survey was a world first 

for the testing of an online cognitive behavioural tool in the workplace. While 

the survey yielded interesting and useful information it suffered from a low 

participation rate, perhaps reflecting the lower level of familiarity and comfort 

with mental health in comparison to physical health of the community in 

general. The results are available in Appendix 3. 
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Sick Leave 

As can be seen from Figure 1 below there was a drop in sick leave 
corresponding with the ramping up of the Lifestyle Program from late 2003 to 
mid 2004. The figures appear to reflect the expected lag between the ramp-up 
of the program (Resilience Workshops) and the changes to individual 
behaviour. It is important to emphasise that it is not being claimed that the 

Lifestyle Program is solely responsible for the drop in sick leave. However, 
taken in context, it is reasonable to conclude a strong degree of direct (health) 
and indirect (engagement) causation. 
 
The benefits accumulated are represented by the shaded area on the graph 
and reflect the difference between what figures may have been accumulated 
had past trends continued (the “counter factual”) and the actual figures. The 
bank year ending 30 September 2005 shows a significant reduction in sick 
leave over 2003/2004. There was a further small reduction for the year ended 
September 2006.  This reduction represents an accumulated benefit of over 
$600,000.  
 

 
 
 
 
 

Figure 1: Four Monthly Average Sick Leave per Employee 
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Employee Engagement 

One of the questions asked in the Lifestyle Program survey (See Appendix 4 

for Survey) was whether the Lifestyle Program makes Technology Operations 

a better place to work. In July 2006 97% of respondents believed it did, while 

93% were satisfied with the program. These results would predict a positive 

impact on engagement since the inception of the Program. 

 

Actual Employee Engagement results for Technology Operations showed a 

128% increase from April 2003 to June 2005, staying level to May 2006. The 

results as measured by the NAB Employee opinion survey (Hewitt Associates) 

are as follows: 
 

% Range Explanation 

 

Apr-03 Apr-04 Jun-05 May-06 

60 – 

100% 

High Performing Zone  
 

   

40 – 60% Stable Zone   
  

25 – 40% Serious Zone  
 

  

0 – 25% Destructive Zone 
 

   

Table 1: The first column in the table above indicates the percentage of employees 

classified as “engaged”. The Explanation column describes whether the level of 

engagement is an asset or liability; for example, in the destructive zone it is a serious 

issue that must be addressed. In the High Performing Zone it is a source of 

competitive advantage. (Note: exact engagement scores have not been released due 

to external reporting sensitivities). 

 

For a view of factors that have influenced employee engagement at 

Technology Operations other than the Lifestyle Program, please see the 

section, The Program in Context. 

 

Productivity 

Lifestyle Program surveys was sent to staff in July 2005 & 2006 (See 

Appendix 4 for Survey). Some of the questions asked related to personal 

effectiveness, both generally and in the workplace.  When asked if 

participation in the program had led to personal improvement 84% responded 

that it had while 94% believed it would in the future. When asked if 

participation in the program had led to increased effectiveness in the 

workplace, 75% responded that it had while 85% believed it would in the 

future.  

 

The business performance of Technology Operations over the three-year 

period confirms staff perceptions of increased effectiveness. This period saw 

Technology Operations take on a huge increase in demand for service while 

actually improving service outcomes.  
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$90M in recurring savings and a 70% reduction in severe outages were 
achieved while growth in demand was accommodated. There was a 
significant improvement in Technology Operation!s ability to deliver projects, 
adoption of best practice process and the achievement of ISO Quality 
accreditation throughout the division. Major changes in team structure also 
took place during this period. 
 

 

Oral Testimonials 

Oral testimonials from staff (see Appendix 5) have revealed some significant 
personal transformations and a large number of impressive improvements in 
general lifestyle. These changes support the data citing improvements in 
personal and workplace effectiveness. The concept of Corporate Social 
Responsibility is also well supported by the anecdotal evidence. Stories have 
been recorded of positive changes in employees! interactions with their 
families as well as positive lifestyle changes that have been taken on by the 
families themselves. The Resilience Partners! Evening (see Lifestyle Program 
Structure) has been effective in reinforcing this positive externality.  
 
Some highlights of the staff interviews are as follows: 
 
As a people manager I have found this to be very beneficial as it enables me 

to identify symptoms of stress in my staff and gives me the necessary  !tools" 

to help them. 

 

Because of what I have learnt, I am now better equipped to deal not only with 

my own lifestyle issues and concerns but also the issues of those around me; 

both in the office  

and at home. 

 

I am basically much happier and healthier and feel that I now have a more 

optimistic outlook on life. 

 

Another positive aspect of the program for me was that time and effort 

involved in managing the program made it clear to me that the company was 

appreciating me as a human being rather than just an employee. Because of 

this I am a much happier and more content member of staff. 

 

…the flow on effects of the program has made a notable difference around 

the office. 

 

The Lifestyle Program has demonstrated to me that the corporation values me 

as an individual and in turn this encourages me to apply myself to my role 

within the company and to !give something back".  It inspires company loyalty 

and employee longevity. 

 

I feel this has made dealing with stress easier and thus I am a more 

productive and content employee. 
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Since the program I have noticed a general change around the office 

including less lethargy more “nutritionally inspired lunch selections” and staff 

interacting and inspiring others to join in. All of this has had a very positive 

influence around the office. 

 

I have significantly lowered my stress levels, improved my diet, increased my 

exercise, adopted a willingness to !relax" at work (I now know I am not 

“cheating work” by taking breaks) from time to time, and am generally more 

aware of how to be a happier and healthier person.   

 

 

 

 

The Program in Context 
 

The Big Rocks Program 

There were two major pillars to the workplace effectiveness initiative of 

Technology Operations. One was the Lifestyle Program. The other was the 

“Big Rocks” Program. The Big Rocks Program was heavily influenced by 

Stephen Covey!s Seven Habits material 10. In Covey terms “Big Rocks” refers 

to the small number of objectives in our lives that really matter. The premise is 

that we should focus on these important objectives, our Big Rocks, as 

opposed to the every day, often urgent, but less important “little rocks”.  

 

At Technology Operations the Big Rocks referred to the important objectives 

of the business unit, the teams and the individuals. These are the objectives 

that matter, the ones by which staff will be measured. The key to the program 

was to ensure absolute clarity of objectives amongst staff. This strong job 

focus, through highlighting what matters, gave staff permission to say no to 

urgent but ultimately less important activity. The sustained focus on what 

really matters is what leads to increased workplace effectiveness 

(productivity). Further, this effect is reinforced by the fact that clarity of 

objectives is an important factor driving employee engagement. 

 

The Big Rocks Program, less obviously than the Lifestyle Program, may have 

had a positive health impact on staff. A leading cause of ill health in the 

community is workplace stress. A major cause of this stress is lack of job 

focus or clarity leading to a lack of perceived control 2. By increasing job 

clarity, and hence increasing the level of perceived control, the Big Rocks 

Program may have reduced employee stress and therefore increased their 

level of wellbeing. A summary of the Big Rock!s approach is that it is about 

working on the “right things” and working smarter, not harder. 
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Supporting the Big Rocks – Managing our People 

A critical supporting initiative to the Big Rocks Program was the strong focus 

on People Management skills. Having skilled People Managers is a must to 

fully realise the potential of the Big Rocks approach. It is the People Managers 

that must ensure their staff have absolute clarity of objectives. The People 

Managers must maintain the appropriate focus and performance through the 

right levels of coaching and encouragement. Staff perception of their People 

Manager is also a strong influencer of employee engagement. 

 

The approach taken at Technology Operations was to firstly emphasise the 

importance of the People Manager role and then ensure the incumbents were 

both suited to and motivated by the role.  An !amnesty" was declared for those 

that weren"t fundamentally comfortable (for example preferred technical work); 

these people were able to move back to technical roles. Any remaining 

managers not suited to People Management where encouraged to look for 

other opportunities. 

 

For those People Managers that remained, the expectations of the role were 

set and training provided (Mt Eliza Melbourne Business School). The 

importance of the role was continually emphasised through dedicated monthly 

forums and the reinforcement of fundamental people management principles 

such as the philosophy of the One Minute Manager11; e.g. catch someone 

doing something right and reward them. 

 

Given the importance of job clarity and support (most crucially the role of the 

people manager) in driving employee engagement, it is likely that the Big 

Rocks Program made a contribution at least as important as that of the 

Lifestyle Program in lifting employee engagement at Technology Operations.  
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Other Influencing Factors 

A number of other factors have played a role in the improved workforce 

effectiveness and sustainability of Technology Operations (primarily measured 

by employee engagement). These include:  

1. Organisational & process effectiveness (e.g ITIL “best practice” applied)  
o The effectiveness of business processes influences engagement.  

! Inefficient processes cause frustration and lower engagement.  

2. A strong focus on staff training  
o This will make an employee feel valued and supported 

3. Team restructuring as required and the retention of the right staff   
o It is important to note that this has been very targeted and strongly 

process driven (see 1. above) 

! A lack of “wholesale” reorganisation (at the macro level) 

allowed Technology Operations to maintain continuity. This 

continuity likely had a positive influence on Technology 

Operation!s engagement through maintaining certainty and 

focus and through the ability to run its people programs over a 

suitable period of time. 

1. This stability was lessened over the 05/06 period 

therefore explaining a leveling of Engagement.  

4. Improvement of the work environment through the renovation of the first 

floor at the Knox Data Centre.  
o The improvement of the aesthetics of the work environment is a 

concept well supported by research 12. 
 

 

Conclusion  
Today!s business environment sees work as a leading cause of stress and 

associated illness. Employee “burnout” is an all too familiar phrase. This 

environment is also one where the attraction and retention of the right staff is 

critical, making “human capital” a source of competitive advantage in most 

knowledge based industries. In such an environment providing a “good 

workplace” and working smarter rather than harder is increasingly important. 
 

The Lifestyle Program, in combination with the Big Rocks Program, goes 

some way to addressing these issues. As this case study has shown the 

Program produces outcomes that are positive both commercially and socially, 

representing a successful pursuit of triple bottom-line.   
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Contacts 

 

Contact Name Contact Details 

Cameron Strathdee 

(Former)  

Manager, Strategic 

People Development 

Technology 

Operations 

cstrathdee@sustainableworkforce.com 0404 064 450 

Jeff Walsh 

(Former)  

General Manager 

Technology 

Operations 

jeffwalsh1@bigpond.com 0438 156 052 

 



 20  

 

References 
 
1 Charles Birch & David Saul. 2003. Life & Work: Challenging Economic Man. 

UNSW Press. 

 
2 D!Souza, R M. Strazdins, L. Lim, L L-Y. Broom, DH. Rodgers, B. 2003. "Work & 

Health in a Contemporary Society: Demands, Control & Insecurity! Journal of 

Epidemiol Community Health, 2003; 57: 849-854. 

 
3 Lavell, Peter. May 2005. "Working Shifts in the Land of Nod!, ABC Health 

Matters. Available:  

www.abc.net.au > Health > The Pulse > 2005 

 
4 Access Economics. June 2005. Wake Up Australia: The value of Healthy Sleep  

 
5 Paul Hemp, 2004 "Presenteeism: At Work – But out of it! Harvard Business 

Review October 

 
6
 Corporate Leadership Council, 2004. Driving Employee Performance & Retention Through 

Engagement 

 
7 Hewitt Associates. Employee Engagement and Best Employer Database of 

approximately 1,500 Companies (1999 – 2002) 

 
8 Jyoti Thottam, 2005. "Thank God its Monday!! Time Magazine, Jan, 

 
9 Chua, Wai Fong. 2005. "Extended Performance Reporting - An overview of 

techniques!, Institute of Chartered Accountants in Australia. Available: 

www.icaa.org.au > Technical Resources > Triple Bottom Line 

 
10 Mara Der Hovanesian, Zen & the Art of Corporate Productivity, Business Week, 

July 2003 

 
11 Stephen Covey 2004 Seven Habits of Highly Successful People: Powerful 

Lessons in Personal Change, New York: Free Press, 
 
12 Kennet Blanchard & Spencer Johnson 1982 The One Minute Manager, New 

York: Morrow, 

 
13 Ronald A Wood BSC, 2003 Improving the Indoor environment for Health, 

Wellbeing & Productivity, University of Technology, Sydney 

 
14 Peter F Drucker, 1993 The ecological vision: reflections on the American 

condition, New Brunswick, N.J.: Transaction Publishers, 



 21  

 


