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WHAT DO ESG REPORTS CAN SAY ABOUT STAFF TURNOVER?
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Abstract. The interrelation between employees’ satisfaction with work and company’s staff turno-
ver rate has aroused discussions since last century. Nonetheless, plenty of works in this field are
based on surveys conducted among staff. However, it is even more interesting whether official
reports of companies might give us useful information about factors which affect staff turnover.
This research aimed to estimate which factors represented in ESG-reports of different companies
have the highest correlation with employees’ turnover rate and, thus, might be predictive metrics
for CEOs to forecast potential staff turnover rates. The results of the study demonstrate that indi-
cators from official ESG-documents have very low correlation with published turnover rates, thus,
it is hard to measure turnover rates in the future based on the given data. Nonetheless, based on
the results of this study, employees Net Promoter Score (eNPS) has the strongest connection with
turnover rates, thus, subjective metrics measuring satisfaction of employees with their occupation
might give more information about possible turnover intention than objective ones such as salary
gap, injury rate and average training hours. Such a result might be interpreted in the following
way: subjective feeling of satisfaction plays primary role in the question of occupation change in
most of the cases.
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OPUTMHAJIbHAA CTATbA

YTO ESG-OTYETbl KOMIMAHWUI FOBOPAT O TEKYYECTU KALPOB?

H.A. ByKoBMY, HauMoHanbHbIM UCCNenoBaTeNbCkUii yHUBEPCUTET Bbicluas WwKona 3KoHOMUKKM, MockBa, Poccus
P.C. CupopeHKo, HaumoHanbHbI UCCef0BaTENbCKUIA YHUBEPCUTET BbiCluas WKoAa 3KOHOMUKK, MockBa, Poccus

AHHOTauus. B nocnegHue roabl Bce 60nee oCTPO CTOMT BOMPOC O HA/IMYMKU B3aMMOCBS3U MeXAy yA0-
BIETBOPEHHOCTbIO COTPYAHUKOB CBOEWN paboToli U YyPOBHEM TEKy4YeCTu KagpoB B KOMNaHuu. B HacTo-
slee BpemMs 60bWMHCTBO paboT B 3TOM 06/71aCTM OCHOBbLIBAKOTCS Ha pe3ysibTaTaxX COLMONOrn4yecknx
nccnefoBaHUin, KOTOpble MPOBOASTCS YY4EHBIMU C HEMOCPEACTBEHHbIM NPUB/IEYEHMEM NepcoHana. B
CBSI3U C 3TUM, BaXKHO MOHSATb, MOTYT I 0odULMaNbHbIE LOKYMEHTbI KOMMAHUA NpefoCcTaBUTb HAM UH-
dopmaumto, Heo6xo0aAMMYIO ANSl YCTaHOBAEHUS MPUYMH OTTOKa KaapoB. MccnenoBaHue cTaBuno ue-
b0 U3YUYNUTb, KaKMe U3 nokasaTenen, oTpaxeHHbIX B ESG-oTyeTax KOMNaHuii, UMeT Hanbonee Bbl-
COKYHO KOppensuuo ¢ ypoBHEM TEKYYECTU NepcoHana 1, cneaosaTesibHO, MOTyT 6biTb MCMOb30BaHbI
pPYKOBOAUTENSIMU B KayecTBe NpenuKTMBHbIX MOKasaTenen nocneayolero oTToka Kagpos. Pesynb-
TaTbl NCCNIEA0BAHUS LEMOHCTPUPYIOT, UTO MHANKATOPDI, HalleAllre oTpaxeHue B oduumanbHbix ESG-
oTyeTax, UMeKT OYEHb HU3KUIA YPOBEHb KOppPensauum ¢ opuumanbHbiMU NOKasaTensaMm TekyyecTu, a
NOTOMY He MOryT 6bITb MCMONb30BaHbl ANS NpeAcKa3aHUs 3TOW Benu4YMHbl. TEM He MeHee, B Xoae
MccnenoBaHUs yaanocTb YCTAaHOBUTb, YTO Noka3saTtenb eNPS (MHaeKC yaoBN1eTBOPEHHOCTM NepCcoHana)
CUbHee OCTallbHbIX CBSI3aH C YPOBHEM OTTOKa MepCcOHana, YTo SBNSeTCS NOATBepXXAEHUEM TOoro
dakTa, 4To Cy6bEKTMBHbIE METPUKU, KOTOPbIE AEMOHCTPUPYIOT YPOBEHb YA0BIETBOPEHHOCTU COTPYA-
HWKOB CBOMM MOJIOXKEHMEM Ha paboTe, MOryT AaTb 60blle Nosfe3Hon nHbopmaunm Ans npeackasa-
HUS BO3MOXHOIO YPOBHS TEKYYECTU, YEM O0OBbEKTUBHbIE METPUKMK, CPEAU KOTOPbIX pa3pbiB B onnaTe
TpyAa, BpeAHOCTb (TPaBMaTMYHOCTb) MPOU3BOACTBA U CpefHee YMCI0 YacoB 06yvYeHUs. DTOT BbIBOS,
NO3BONSIET MOHATb, YTO B BOMPOCAX CMeHbl MecTa paboTbl KAOYEBYK pOSb UrpaeT Cy6GbeKTUBHOE
ouwlyuieHMe yaoBNeTBOPEHHOCTU COTPYAHMKA.

KnroueBble cnoBa: BpeAHOCTb NPOU3BOACTBA, MHAEKC YAOBNETBOpPeHHOCTU nepcoHana (eNPS), ESG-
oT4yeTbl, pa3pbiB B onjaTte Tpyaa, obyyarowme nporpamMmel, TeKy4eCTb Kaapos, 6narononyyme
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BnarogapHocTu. [laHHaa pa6oTa ABAFETCA pe3y/nbTaToOM MCCIeA0oBaTeNbCKoro npoekta «Hosble noa-
X0A4bl K MTOHUMAaHWIO 61aroCoOCTOAHUS YeIOBEKA U PO BU3HeCa B ero o6ecrneveHnmn», peainsoBaHHOro
B paMKax KOHKYpCa YHUBEPCUTETCKMX MPOEKTHbIX rpynn BLUD Ha dakynbTeTe MMpOBOIK 3KOHOMUKN U

MeXAYHapOAHbIX OTHOLLEHUIA.

Ansa umtnuposanus: Vukovich N.A., Sidorenko R.S. What do ESG Reports Can Say about Staff Turnover? // Beneficium. 2024.
Vol. 2(51). Pp. 128-135. (Ha aHrn.). DOI: 10.34680/BENEFICIUM.2024.2(51).128-135

Introduction

The issues of happiness have been of concern to
mankind since ancient times. Happiness and well-
being are important aspects of a person’s life, and
both concepts can be associated with various as-
pects such as health, success, satisfaction from work
and personal life, and achievement of goals. The
concept of happiness or well-being may be associ-
ated with more subjective feelings and may depend
on individual preferences and experiences.

Subjective well-being is a subjective feeling of
happiness and satisfaction with life, which may not
coincide with objective indicators. Subjective well-
being can be measured through surveys and ques-
tionnaires, where employees assess their satisfac-
tion with various aspects of life. Subjective well-be-
ing is a subjective feeling of happiness and satisfac-
tion with life, which may not coincide with objective
indicators.

Well-being can be a more objective concept and
can be measured using certain indicators, such as
the level of life satisfaction and the presence of pos-
itive emotions. Objective well-being is the level of
employee satisfaction with their lives, which can be
measured using various indicators such as income,
housing conditions, health, education, etc. In gen-
eral, both concepts of objective and subjective well-
being are important for achieving a happy and ful-
filling life.

Corporate wellbeing programs are initiatives
aimed at improving the health, well-being, and qual-
ity of life of employees and their families. They in-
clude various activities and services that can be of-
fered by the employer.

The history of corporate welfare programs begins
at the beginning of the 20th century when programs
aimed at reducing morbidity and mortality among
workers began to appear for the first time in the
United States. In the 1920s, the first occupational
safety and health programs were developed, which
included conducting medical examinations of em-
ployees, providing food and first aid.

In the 1970s and 1980s, corporate well-being
programs began to evolve towards improving em-
ployee well-being and job satisfaction. At this time,
the first programs to promote a healthy lifestyle be-
gan to appear, such as holding sports events and
providing discounts on subscriptions to sports clubs.

Various organizations and research groups, such
as the World Bank, the Organization for Economic
Cooperation and Development (OECD), the Interna-
tional Labour Organization (ILO) and others, are en-
gaged in research on corporate well-being pro-
grams. In addition, many companies, such as
Rosatom, conduct their own research in this area to

improve their well-being programs and increase em-
ployee satisfaction. Scientists studying human well-
being include psychologists, sociologists, econo-
mists, and other professionals who investigate vari-
ous aspects of life related to well-being, such as
health, job and personal life satisfaction, stress and
depression levels, and other factors that affect hu-
man well-being.

The concept of well-being is defined in different
sources in different ways, it is closely related to the
concept of “happiness” but is not equivalent. The
meanings of these words are multidimensional and
subjective, they include both quantitative and qual-
itative characteristics. Well-being is individual and
has the uncertainty that significantly complicates
the study. However, the evolution of scientific re-
search on the topic of well-being shows that mod-
ern scientists and business experts have moved
from the subjective concept of “ha”", which includes
both subjective well-being (happiness) and objec-
tive well-being [1].

Over the past 5 years, the level of uncertainty and
turbulence in the world has increased significantly.
Global calls follow one after another, sometimes
overlapping each other. The coronavirus pandemic
has been replaced by global environmental, politi-
cal, and economic crises. All this has a significant
impact on the well-being of modern man, increasing
the demand for effective tools and policies to pre-
serve human well-being in conditions of turbulence.
In conditions of uncertainty, approaches to the def-
inition of objective and subjective human well-be-
ing are being rethought.

There is a significant reassessment of the priority
of factors that primarily affect the objective well-be-
ing of a person. As modern research shows, a signif-
icant part of human life spends at work. Accordingly,
the employer and the business environment directly
They influence such objective and subjective factors
of human well-being as personal finances, work-
place ecology, professional [1]. For employees, work
is not only a purely economic exchange of
knowledge and the skills of a person for money, but
also an anchor to cope with the new challenges of
the time. On the one hand, the creation of condi-
tions for the professional and personal development
of each employee, the effective work of teams, as
well as the formation of benefits for society and the
territories of the presence of business assets of or-
ganizations are an important response of companies
to maintain trusting relationships with employees.

On the other hand, focusing on the well-being of
people involved in business processes is beneficial
to the employer companies themselves.
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Investments in social support and development of
employees correlate significantly with the level of
their loyalty, staff turnover rates. The development
of the educational environment in the company in-
creases the productivity of employees, and the cre-
ation of non -financial motivation systems increase
the level of employee engagement and returns by
increasing the profits of companies.

Corporate employee welfare programs existed
until 2018 years, but it was the Covid-19 pandemic
and other global challenges that followed that gave
a powerful impetus to the development of corporate
welfare programs employees around the world and
have intensified the interest of the international sci-
entific and expert community in this topic.

There is a comprehensive, interdisciplinary ap-
proach to assessing the mutual impact of business
efficiency and employee well-being. Government or-
ganizations and the private sector offer different ap-
proaches. For example, The Organization for Eco-
nomic Cooperation and Development (OECD) has im-
plemented a system Dimensions of well-being and
progress, United Nations (UN) developed a system of
Sustainable development Goals (SDGs). In the corpo-
rate sector, an ESG system has been developed that
evaluates firms from the point of view of environ-
mental, social, and managerial contributions. How-
ever, these programs consider the well-being of em-
ployees narrowly and segmented. So, it is impossi-
ble to analyze and compare the effectiveness and
contribution of various companies in the world to
the well-being of an integral and structured ap-
proach to assessing the objective and subjective
well-being of a person (employee).

According to the vast majority of works in the
field of wellbeing, this concept might be seen from
two sides: objective (objective wellbeing) and sub-
jective (subjective wellbeing). Objective wellbeing
might be described with terms defining material
well-being and the quality of life including level and
stability of income, conditions of residence, oppor-
tunity of having education, quality of the social and
natural environment etc. [2]. Predominantly, objec-
tive side of wellbeing is not shaped with feelings of
a person him/herself [3]. On the other hand, subjec-
tive wellbeing is recognized as composite of various
inner satisfactions: among them are those with job,
finance, leisure etc. [1]. At the same time, many re-
searchers such as Van Praag [1], V. Voukelatou,
L. Gabrielli, I. Miliou, S. Cresci, R. Sharma, M. Tesconi,
L. Pappalardo [4] and others assert that being com-
fortable with occupation and safety of position con-
tribute significantly to subjective wellbeing of an in-
dividual. And what is more, high level of subjective
wellbeing has a positive impact on the overall em-
ployee’s performance [5]. As follows from this para-
graph, satisfaction with occupation and its various
attributes (e.g., income) influence both objective
and subjective sides of wellbeing substantially.

In recent years, more and more companies have
begun to pay attention to issues of sustainable de-
velopment and corporate social responsibility. This

is since many investors and consumers have become
interested in environmental safety and social justice
issues. One of the key aspects of sustainable devel-
opment is concern for human well-being and the en-
vironment. That is why many companies have begun
to implement the principles of ESG (Environmental,
Social, and Governance) in their activities. The ESG
principles are aimed at improving the environmen-
tal situation, increasing social responsibility, and
improving corporate governance. These include as-
pects such as reducing greenhouse gas emissions,
reducing environmental pollution, supporting local
communities, and creating conditions for staff de-
velopment. Human well-being is a key element of
the ESG principles in the field of “S” (Social) factor.
Companies that follow these principles strive to cre-
ate conditions for the well-being of their employees
and consumers. This may include providing oppor-
tunities for professional growth, creating safe jobs,
providing access to quality medical services, and
more. Thus, ESG and human well-being are closely
related to each other. Companies that strive for sus-
tainable development and take care of their employ-
ees and the environment will have a better chance
of success in the long run.

Corporate employee well-being programs are be-
coming increasingly popular in the world. In this ar-
ticle, we will look at the international experience of
developing such programs and compare European
and Asian approaches.

European companies pay great attention to the
physical and mental health of their employees. They
offer various programs aimed at improving the
health and well-being of employees. For example,
many companies provide employees with the oppor-
tunity to exercise, visit massage therapists and psy-
chologists. In addition, they can organize activities
aimed at strengthening team spirit and supporting
a healthy lifestyle. Asian companies are also actively
implementing well-being programs, but their ap-
proach differs from the European one.

In Asia, more attention is paid to the social sup-
port of employees, as well as the development of
their professional skills. For example, in Japan, many
companies organize special programs that help em-
ployees better adapt to work and develop their
skills. In general, international experience shows
that corporate employee well-being programs are
an important tool forincreasing productivity and im-
proving the quality of life of employees. However,
each company should choose its own approach to
the implementation of such programs based on its
needs and capabilities.

Corporate well-being programs can include vari-
ous aspects such as:

» Health programs: provision of health insurance,
preventive examinations, provision of access to
medical services.

» Sports programs: organization of sports events,
provision of discounts on sports passes, holding cor-
porate sports competitions.

* Environmental programs: implementation of
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environmental initiatives such as the use of environ-
mentally friendly materials, reduction of green-
house gas emissions, and the use of renewable en-
ergy sources.

* Family support programs: provision of parental
leave, assistance in finding a babysitter, organiza-
tion of family events.

» Psychological programs: conducting stress
management trainings, training in communication
and conflict resolution skills, support in difficult life
situations.

« Educational programs: providing opportunities
for professional development, organizing courses
and seminars, assistance in obtaining additional ed-
ucation.

Corporate well-being programs can help employ-
ees feel more satisfied and engaged in their work.

Here are some of the best corporate well-being
programs:

* Workplace Well-Being Program (WHP): this is
one of the most common programs that includes
various measures aimed at improving the physical
and mental health of employees.

* Family and personal well-being programs:
these programs help employees balance their work
Llife with other aspects such as family and personal
Life.

» Stress management programs: they offer em-
ployees tools and resources to manage stress at
work and at home.

* Healthy eating programs: these programs train
employees on healthy eating and provide them with
access to recipes and nutrition information.

» Fitness programs: these programs offer em-
ployees the opportunity to exercise and improve
their health in the workplace.

* Health care programs: they provide employees
with the opportunity to undergo regular medical ex-
aminations and receive health advice.

» Time Management Assistance Programs: these
programs teach employees how to effectively man-
age their time and set priorities.

» Training and development: programs that offer
training and development to employees can im-
prove their well-being and help them grow profes-
sionally.

With the development of digital technologies,
corporate well-being programs have also begun to
use digital tools to improve efficiency and usability.
This may include using mobile apps to track physical
activity, conducting online trainings and webinars,
and using big data analytics to identify the most ef-
fective well-being strategies.

European companies developing corporate well-
being programs include such giants as Google, Ap-
ple, Microsoft, Amazon, and others. They offer a wide
range of programs, including health programs,
sports programs, environmental programs, and fam-
ily support programs.

Asian companies developing corporate well-be-
ing programs include companies such as Alibaba,
Tencent, Huawei and others. They also offer a wide

range of well-being programs for their employees.

Eurasian cases in Russian companies developing
corporate employee welfare programs include such
large companies as Yandex, Sberbank, Gazprom,
Lukoil, Rosneft and others. These companies offer a
wide range of programs aimed at improving the
health, well-being, and quality of life of their em-
ployees. Examples:

1) The program “Health at work” from Gazprom.
This program is aimed at supporting a healthy life-
style for employees and includes measures for dis-
ease prevention, nutrition control, access to medical
services and sports events.

2) The Welfare and Health program from Alfa-
Bank. It includes not only medical examinations and
vaccination of employees, but also psychological
support programs, as well as measures to develop a
healthy lifestyle.

3) The “Employee Health Care” program from
MTS. The company offers its employees’ health in-
surance, including dental care, as well as weight and
physical activity control programs.

4) Lukoil's Corporate Well-being Program. This
program includes various measures to maintain the
health and well-being of employees, including dis-
ease prevention, sports activities, and support for
healthy eating.

5) The program “"Healthy lifestyle” from the
Russian Railways company. The program is aimed at
maintaining a healthy lifestyle and well-being of
employees and includes regular medical examina-
tions, sports events, and support for healthy eating
in the company's canteens.

6) The program “Corporate well-being” from
SIBUR company.

7) The program from Tatneft company.

The list of international examples could be de-
veloped more and every year leading companies an-
nounce about starting of new corporate well-being
program.

Corporate well-being programs require signifi-
cant investments from the company. Accordingly,
business is interested in the effectiveness of invest-
ments in corporate well-being programs. The well-
being of employees plays an important role in
achieving the success of the company and affects
many of its performance indicators. Much research
tried to design metrics for measuring business ef-
fectiveness of corporate well-being programs and
ESG-policies. Generally, employee well-being can af-
fect various company performance indicators, in-
cluding:

1) Productivity and work efficiency: happy and
healthy employees tend to be more productive and
efficient in their work. They are less prone to stress,
fatigue, and illness, which allows them to focus on
their tasks and achieve better results.

2) Customer Satisfaction: satisfied and happy
employees are usually more friendly, responsive,
and willing to help customers. This can lead to in-
creased customer satisfaction and brand loyalty.

3) Employee retention: companies with a

«n
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favorable work environment tend to have a lower
turnover rate. Happy employees are less likely to
seek work in other companies and remain loyal to
their employer.

4) Quality of work and safety: happy employees
tend to follow the company's rules and procedures,
which can lead to improved quality of work and a
decrease in the number of workplace safety inci-
dents.

5) Innovation and creativity: happy employees
can be more motivated and inspired to generate
new ideas and suggestions. This can stimulate inno-
vation and contribute to the development of the
company.

6) Profit and Growth: companies with satisfied
and happy employees can have higher levels of
productivity and efficiency, which can ultimately
lead to increased profits and business growth in
turnover.

7) Brand reputation: Companies with positive
employee reviews can have a better reputation
among potential employees, customers, and part-
ners.

So, the employee well-being programs can influ-
ence on various company performance indicators di-
rectly and indirectly. Direst influence of corporate
well-being program could be measured by dynamics
in corporate turnover and profit. Much research
proofed that employees’ wellbeing affects overall
turnover rate strongly. Scientific studies demon-
strate that wellbeing at work is significantly associ-
ated with turnover intention [6]. Although in some
industries these concepts are not directly linked [7],
in the others, such as healthcare, correlation is ex-
tremely high [8].

In addition, it is estimated that such factors as
excessive workload and stressful conditions obvi-
ously have a negative impact on employee’s psycho-
logical (subjective) wellbeing and, thus, intend them
to quit their jobs [9]. This fact corresponds with
plenty of scientific works issued during the Covid-19
pandemic: medical staff had experienced unprece-
dented stress alongside with emotions including
anxiety, burnout, and depression which altogether
became drivers to significant increase in turnover
intention rate [10]. To summarize, psychological
wellbeing is one of key factors affecting employees’
turnover rates. So, investigation of effectiveness of
corporate well-being programs still should clarify
many scientific and business questions. For the cur-
rent research we choose employee turnover as the
main indicator of employe well-being.

One of the most challenging parts of this re-
search was to estimate which of the factors repre-
sented in ESG-reports will demonstrate the highest
correlation with both employees’ wellbeing level
and companies’ turnover rates. It is important to
mention that all the metrics below are common for
ESG-reports of majority of companies.

First indicator for consideration was income. Alt-
hough many researchers highlight strong connec-
tion between level of salary with turnover intention

[11], its impact on subjective wellbeing is still de-
batable [12]. However, contemporary works show
that income inequality is really the indicator that
matters [13]. That is why for our study we have cho-
sen “salary gap” indicator which provides the same
data.

As it was mentioned before, employees’ satisfac-
tion with job is significant for high rate of subjective
wellbeing and as follows, decreases turnover inten-
tion. Nowadays, employee net promoter score
(eNPS) is widely in use: this indicator is used inside
companies to obtain data about loyalty of their staff
[14]. That is why this indicator was also selected for
our correlation.

To continue, there is no doubt that good health
and wellbeing always go hand in hand. Plenty of re-
searchers show direct connection between physical
and mental health of an individual and his/her ob-
jective and subjective wellbeing. In the recent sev-
eral a lot of works were dedicated to Covid-19 pan-
demic consequences. Most of them highlights that
factor like stress and lack of social and physical ac-
tivity affected wellbeing of most of the people neg-
atively: these results are applicable to both adults
and adolescents [15]. And, since wellbeing has a
substantial impact on employees’ satisfaction with
work, health safety attention and injury rate in the
company influence staff turnover rates significantly.
Taking this all into account, we've chosen total in-
jury rate as an indicator for our analysis.

Finally, the average number of training hours
provided by companies was taken into considera-
tion. Many researchers are convinced that employee
development opportunities such as training pro-
grams are positively correlated with employee well-
being [16]. This fact was estimated by measuring
workers’ satisfaction with their job before and after
completing training courses [17]. Apart from that, re-
cent findings demonstrate that training programs
also reduce employee turnover intention [18]. Based
on the assumptions mentioned above we decided to
include average number of training hours as an in-
dicator for measuring its correlation with the turno-
ver rate. Altogether, the given 4 factors were later
used to estimate power of correlation with the turn-
over rates.

To estimate the power of correlation was con-
structed a test sample. This one includes aggre-
gated data from ESG-reports of 316 international
companies from different countries. Besides, values
of indicators were not roughly taken but the average
values of each indicator for 5 last financial years
were calculated to receive more precise and repre-
sentative results. It is even more important as since
2018 many negative factors including Covid-19 and
logistics crisis affected business greatly, thus we
might see whether some tendencies switched since
the period before it.

Results and Discussion
First, descriptive metrics were estimated for each
indicator. The results are presented in the Table 1.
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Table 1/ Tabsmuya 1

Descriptive Statistics for Indicators / OnucatenbHaa cTaTUCTUKA A1 NOKasaTenemn

Training Hours / eNPS / Unpekc Salary Gap / Npeaen Total Injury Rate / O6wwmit Turnover Rate / Koadpu-
Yacbl 06y4eHus NOSANbHOCTU 3apaboTHOM NnaTbl ypoBeHb TpaBMaTU3Ma LMEHT TEKYYEeCTU KaapoB

mean 33.068749 79.029390 100.565226 5.398479 13.112681

std 40.686373 9.225832 440.669329 11.838605 10.742883

min 0.297000 41.667000 0.164202 0.000000 0.131000

25% 14.580000 74.000000 14.879355 0.700000 6.100000

50% 24.308000 79.200000 33.990553 2.195000 11.400000

75% 40.025500 85.000000 71.585281 5.255000 16.952500

Max 540.000000 100.000000 5110.288033 135.252500 88.206333

Source: calculated by the authors //croyHmk: paccyuTaHo aBTopamm

To evaluate the results of the correlation analysis
we will use the following scale of Pearson regression
coefficients interpretation (7able 2).

Table 2 / Tabnmya 2

Connection Between Variables based on Correlation

Coefficients / CBS3b MeXAy NepeMeHHbIMU Ha OCHOBE

Ko3dPpuULUEeHTOB Koppenaumm

09-1 |07-09] 05-07 [03-05 0-03
Very strong / Strong / Kl\godir;;e /e- Weak / |Very weak /
OyeHb cunbHag | CunbHas PP —. Py Cnabas |OuyeHb cnabas

Source: calculated by the authors //croyHmk: paccunTaHO aBTOpamMu

After that the correlation matrix was calculated.
The results are also summarized in 7Table 3.

The values in the table are standardized regres-
sion coefficients. * p < 0.05; ** p < 0.01; ** p < 0.001.
Based on the assumed interpretation scale we can
state that the connection between all the selected
indicators from official ESG-reports and official turn-
over rates is very weak.

Table 3/ Tabanya 3

Correlation Matrix / KoppensunoHHasa matpmua

Training Hours / eNPS / Unaekc Salary Gap / Npeaen Total Irljury Rate / Turnover Rate /
" 06LwWwmit ypoBeHb KoadpduumneHT Tekyuectn
Yacbl 06yueHuns NOANBbHOCTHU 3apa6oTHOM NnaTbl
TpaBMaTusma Kaapos

Training Hours 1.000000** - - -
eNPS 0.172389** 1.000000** - -
Salary Gap 0.060130** 0.028315* 1.000000** - -
Total Injury Rate -0.120567* -0.067483*" -0.035192* 1.000000** -
Turnover Rate -0.065307* -0.197361** 0.030782* 0.076828* 1.000000**

Source: calculated by authors //cro4Hmk: pacc4MTaHO aBTOpamm

Furthermore, there is no significant correlation
between factors themselves. Nonetheless, the
strongest correlation is estimated between employ-
ees’ turnover rate and employee net promoter score
(-0.197361): this value is negative, thus, higher level
of satisfaction of workers leads to lower rates of
turnover. What is also interesting, that “training
hours” indicator correlates negatively with turnover
rate, whereas “salary gap” as well as “total injury
rate” have positive correlation coefficients.

Conclusion

Leading international corporation developing
ESG-policies and corporate well-being programs as
a part of it (part of factor “S”). Corporate well-being
programs need significant investments, so business
and scientists investigating the clearest methodol-
ogy for measuring it.

The research investigated the question does cor-
porate well-being programs have a significant im-
pact on employee turnover in the company, because
employee turnover is the most important indicator
of efficiency of corporate employee policy and cor-
porate well-being program. The study aimed to esti-
mate whether the indicators published in official
ESG-reports of companies really demonstrate strong
connection between employee turnover rate and
the level of employees’ wellbeing. The results show

that there is no strong correlation between the em-
ployee turnover rate and values of the chosen fac-
tors (salary, eNPS, Injury rate, training hours).

However, some the following conclusions might
be done based on the research results:

1) The strongest correlation was observed be-
tween employe turnover rate and employee net pro-
moter score (eNPS). The coefficient is negative
(- 0.156258), thus, higher Level of eNPS means Lower
turnover rates. Since this indicator is based on sur-
veys conducted among the staff, this gives us an
idea that subjective factors are equally or even more
important for workers than objective ones when
they decide to change their occupation.

2) Although the correlations between other fac-
tors (salary, Injury rate, training hours) and em-
ployee turnover rate coefficients are very low, inter-
esting observations might be done. So, Pearson cor-
relation coefficient between “training hours” indica-
tor and turnover rate is negative, whereas coeffi-
cients between such indicators as “salary gap” and
“total injury rate” have positive correlation coeffi-
cients. These results evidence that injuries and
wages inequality force workers to leave for another
job while wide training programs improve employ-
ees’ loyalty to company and help employers to re-
tain their staff.

Resuming research results it could be concluded
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that, correlation between employe turnover rate and
employee net promoter score (eNPS) should be in-
vestigating more with additional experimental data
base from ESG-reports. Also, the indicators from of-
ficial ESG-reports cannot be used as predictive met-
rics for measuring employees’ turnover intention.

The research is to be continued in the field of
evaluation of economic efficiency of corporate well-
being programs, based on calculations of corporate
employee turnover per year, and the attained results
are to be checked again in the future.
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