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Instructions, information and good advice for managers

WELCOME
This e-book is developed for the person who will be the key point for the implementation of Howdy in a team and who will be regularly looking at the Howdy
reports.
We hope you enjoy the process!
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THE SCIENCE BEHIND
HOWDY
The questions in Howdy are based on WHO-5, which is a scientifically tested model developed
by professor Per Bech, head of the research department at the Psychiatric Center in Hilleroed,
Denmark.

The Danish Health Authority writes:
WHO-5 is a measurement of well-being. It consists of five carefully selected questions about
how the test subject has felt in the past two weeks. WHO-5 measures the degree of positive
experiences and can be used as a measurements for the person’s general well-being and welfare.
It is not a coincidence that you are asked the same questions every time.
It is important that the questions are not just targeted at your worklife but that they take your
whole life into account - your personal life and your worklife.
WHO-5 has been tested on different population groups in several countires. It is simple to use
and there is a lot of evidence now that it is a reliable measurement of a person’s level of wellbeing.

Read more here:
Capital Region Mental Health Services

E-MAIL INTRODUCTION
When introducing Howdy to the company, we highly recommend that all of the necessary information is sent out to everyone from higher management, HR and to all co-workers. It is vital for
a successful start that everyone in the company knows that the tool is being introduced in order
to ensure better well-being and better communication in the workplace.
Let your employees know why you are investing in their wellbeing and how the management will
work with the reports. Also, make sure you explain the privacy policy, so they know that you won’t
be looking into them and don’t have acces to their Howdy answers.

PRESENTATION VIDEO
GET A SHORT AND PRECISE INTRODUCTION TO THE HOWDY
SOLUTION HERE.

Short presentation of Howdy - English Version
Varighed: 02:24

ANIMATION VIDEOS

Presentation of Howdy
Duration: 02:08

Get started!
Duration: 01:09

Howdy as a leadership tool
Duration: 01:15

The role of HR in Howdy
Duration: 01:00

Howdy for employees
Duration: 01:09

GUIDE TO REPORTING
The monthly reports are a crucial element for the Howdy solution. It is through the reports that the
manager can get a feeling on how the feeling of well-being is developing in a team - month by month.
The reports are a good focal point for a dialogue between HR, employees and managers. The clear visual
overview of the report makes it easy to put into words
how the group is thriving - and what can be done if
there is any sign of stress in the organisation.

How do you work with the report?
We recommend that you, as a manager, use some
time to reflect on how well-being is developing on
your team when you look at the Howdy report. Does
the report correspond to the things you see and hear
around you? Put your thoughts into concrete words
and share them with your group at your regular
meetings.
If well-being becomes a regular topic on the agenda,
it will automatically become a natural forum to open
up for any matters that are getting the group down.
Try to tackle the matters you can do something about
straightaway and follow up at your next meeting

Keep your promises
Do not promise too much and make the premise of
working for your organisation clear to your team. The-

re are often peak busy times at every company but
express your awareness of it and make it clear that
times may be busy now but that they will come to an
end at some point.

Your responsibility as a manager
There is no shame in having employees who have
negative scores on the Howdy app or who have had
contact with the active response team. There can be
many reasons for a lack of well-being in the group.
However, it is important that any general trends are
noticed and addressed on a group level with a targeted approach from the top. You could think about
working closely with your HR contact and cooperate
on figuring out the most suitable solution together to
any issue.
Never stop listening, talking to and sensing how
your employees are feeling. The reports are not meant
as a replacement for engaging yourself in the wellbeing of your employees but they are there to support
to you in your daily role as a responsible manager.
With the Howdy reports, you have the opportunity to
be a manager at the forefront of well-being.

We hope you enjoy working with the reports. If you
have any questions on how to interpret the numbers,
or if are you unsure how to respond to any issue, you
should talk to your HR representative. If you are in
doubt who to contact, please get in touch with us at
support@worklifebarometer.com

Read more on the next page...

BAROMETER OF WELL-BEING
On the first page of the Howdy report, you will find a barometer of well-being,
the development of the team as a graph and an overview of the percentage of
participants through the past 6 months, as well as comparison of participation
between 3 months and 6 months. The design is a graphic presentation of the
team’s overall well-being instead of the individual experience.

Department 1
March
February

Barometer of well-being
On the barometer, you can see where the team’s collective level of well-being is
placed. The purpose of this is to see the development from the previous report
as well as to discuss any potential for improving the levels.

Well-being curve

Well-being curve
The development of the well-being on the team over the past 6 months is
shown here. This curve is familiar from individual measurements of well-being
but it is here lifted up to a team level.

Participation
The graph shows the development of participation over the past 6 months. The
last 3 and 6 months show how many participants have given at least one answer in that time period.
You can read more about the barometer by clicking on the following link:
Barometer of well-being - fact sheet
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If you have a colleague suffering from
stress or simply not thriving in the organisation, it can be a good idea to:
• Start a dialogue with the employee under
comfortable conditions.

GOOD ADVICE
on leadership behavior when it comes to deadling with a failure to
thrive and stress in the workplace.
The Howdy reports are a support in the daily worklife
but they do not replace that you, as a manager, must
listen to, talk to and keep an eye on the general wellbeing of your team.

Prevention
As a manager, you have a critical role in preventing
stress. To prevent stress, it is important to point out
which conditions in the workplace could potentially
lead to long-term stress. The most important task is
to maintain a good balance between periods of high
stress and the time and possibility to relax.
For example, an employee faces high job demands
when more tasks must be done in a short period of
time. It does not necessarily need to be a problem
with a quick deadline. But if there is also an imbalance
regarding too low an influence on assignments, for
example by not being able to say no to other tasks
at the same time, then this could potentially lead to
stress.
In other words, there has to be a good balance between the job demands you meet and the resouces
you have available to meet the demands.

A failure to thrive in one of your team members can
also be caused by personal matters. This can be quite
a fragile territority to tread on as a manager. For this
reason, it is extremely important to keep timing and
a professional distance in mind. There can be situations in your work relationship where your knowledge
of your employee's private life can seem intimidating
and inappropriate. Try to focus on how you can relieve your co-worker by using any work-related assignments.

Goal-orientated initiatives
The management reports from the Howdy solution
provide important information about your department/group/team in terms of being able to start
goal-orientated initiatives to promote well-being and
prevent stress.

• Explain your reason for the conversation (for
example: I want to hear how you are doing
and I would like to help you if it is necessary.)
• Tell the person about your observations and
avoid passing judgement (for example: I
have noticed that you smile less these days.)
• Listen carefully to the member of staff's
experience of the situation - also in terms of
any challenges in their personal life.
• Determine if it might be necessary to adjust
the expectations in terms of work assignments or help the employee to get a proper
influence on their own work.
• Speak about the level of weekly work hours
and agree on a period where it is important
for the employee to leave the office on time
(help the member of staff plan their use of
time accordingly)
• Create visibility about the employee's criteria for success.
• Tell the employee about the different health
measures and other relevant offers you
have available at your workplace to help
handle stress.
• Insist that you would like to help. One of the
many symptoms of stress is that matters
are not handled in time and this is where
you, as a manager, can make an important
difference.

FAQ
We have put together a list of the most frequently asked questions from employees
and uses of the Howdy solution.

Click here to download FAQ
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