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In today’s competitive work environment, attracting and retaining top talent is paramount and expensive.  
Companies recruit high performing employees with deep experience, invest in training, and reward outcomes.  
Yet while talent and experience are critical, new evidence suggests those attributes may not be enough.  
It’s not simply how well a person can perform in a typical situation, but how quickly they can return to high 
performance after an inevitable setback.  

Resilience is the ability to become strong, healthy or successful again after something bad happens.  It 
includes (learnable) cognitive and emotional skills that reduce the degree and duration of episodes of 
discouragement, reluctance or defeat that often follow negative events.  A resilient worker will quickly put the 
event in perspective and search for alternative solutions while their less-resilient colleagues experience a 
letdown or assign blame.

This paper describes how resilience, measured by the meQ Score, corresponds to worker performance 
and important business outcomes. In addition, it describes the association between resilience and related 
constructs such as stress, work satisfaction, and job burnout.

ABOUT THIS RESEARCH

This Validation Study was conducted by Dr. Wendy Lynch, PhD, scientist and founder of Lynch Consulting, at 
the request of meQuilibrium in order to provide independent third-party and unbiased science and research. 
The study was conducted in 2015 against six third-party tools with a national panel of people. The correlations 

were done using industry accepted methods and the outcomes are supported by third-
party, peer-reviewed and clinically-validated studies.

Dr. Lynch is a renowned behavioral scientist who has applied her skills in research 
design and evaluation to several pivotal studies in the fields of health management, 
productivity assessment, and human capital management. A frequent speaker and 
author of over 50 articles and reports, Dr. Lynch is also an author of two books on the 
economics of health care and business: Aligning Incentives, Information and Choice: 

How to Optimize Health and Human Capital Performance and Who Survives? How Benefit Costs are Killing 
Your Company. Dr. Lynch was named in Forbes “One of Thirteen to Watch in 2013: Unsung Heroes Changing 
Healthcare Forever.”

INTRODUCTION
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Over 2,000 respondents from a national panel completed a survey that included 
items from the meQ survey and many other instruments, including: 

• The Psychological Capital Scale[1]

• Copenhagen Psychosocial Questionnaire[2]

• Perceived Stress Scale[3]

• Work Productivity and Activity Impairment Questionnaire (WPAI)[4]

• Other health-related measures 

Numerous lie-scale questions were embedded in the survey to identify and eliminate unreliable responses.  

Scores on the meQ scale were tested for their correlation with other measures, and differences in outcomes 
were compared across levels of meQ Score. In most cases, respondents were divided into four equal groups 
according to quartiles of their meQ Scores. To translate meQ Scores into meaningful units of other outcomes, 
multiple regression models were applied, controlling for age and gender.

METHODS
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The overall meQ Score correlates significantly with other measures of importance to business (see table).  It 
has a strong negative correlation with perceived stress, meaning that a higher meQ Score relates to lower 
perceptions of stress.  Its correlation with a validated measure of Psychological Capital (the extensively 
researched developmental state characterized by high self-efficacy, optimism, hope, and resilience) indicates 
that it is strongly associated with other known indicators of resilience.  As shown, the meQ Score is positively 
associated with both general health status and job satisfaction.  It is negatively associated with reported 
burnout[2] and presenteeism.  All are significant at p<.01.

meQ SCORE TOP LINE CORRELATIONS

The relationship between meQ Scores and validated measures of related outcomes gives the meQ Score a 
credible platform on which to measure its relationship to business measures. Higher meQ Scores reflect 
lower levels of stress and more skills in managing stress.  These translate into being happier at work, 
performing better, and feeling better physically and emotionally.

Less: Increased:

Perceived stress

Psychological Capital

Burnout

Health Status

Presenteeism

-0.71

-0.49

-0.37
Job Satisfaction

0.61

0.5

0.44

HOW meQ RESILIENCE RELATES TO  
OTHER IMPORTANT MEASURES

Higher meQ Scores reflect lower levels of stress and more skills in 
managing stress.  These translate into being happier at work, performing 
better, and feeling better physically and emotionally.
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The implications of these relationships can be 
quantified by comparing outcomes across quartiles 
of meQ Score. The Perceived Stress Scale (PSS)—the 
most common and respected psychological method 
for measuring the perception of stress—identifies the 
degree to which situations in one’s life are evaluated 
as stressful. When matching up responses to PSS 
against the meQ Score, there is a strong negative 
relationship—higher resilience scores correspond to 
lower perceptions of stress.

Burnout scores are more than twice as high for those 
in the lowest meQ quartile compared to those in the 
highest quartile.

Burnout is an indication that workers have less 
motivation to work and are less effective in their jobs.

Almost four times as many of those in the top 
quartile (74%) are highly satisfied with their jobs 
compared to those in the bottom quartile (19%).

Job satisfaction is related to attendance, 
performance, and turnover.  Satisfied workers are 
more likely to provide high levels of customer service 
and achieve better results.

THE MAGNITUDE OF THE RESILIENCE EFFECT
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Not surprisingly, those in the top meQ group are 
least likely to plan on quitting their job in the near 
future.  Indeed, 89% of those with the  highest 
resilience were very unlikely  to quit in the next six 
months as compared to only 65% of those with the 
lowest resilience.

Four times as many (24%) of those with the lowest 
resilience were uncertain about quitting compared to 
(6%) those with the highest resilience.  

In terms of attendance, resilience seems to impact 
short-term, incidental absences the most.  Twice 
as many (30%) of those with low resilience reported 
a 1-3 day absence in the past month compared to 
those with the highest resilience.  This has significant 
implications for jobs where substitute workers are 
required to fill in for unscheduled absences.

THE MAGNITUDE OF THE RESILIENCE EFFECT
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While at work, resilience is associated with a higher 
level of performance.  Those with the highest level 
of meQ resilience reported only 18% productivity 
impairment while those with the lowest level of 
meQ resilience reported 41% impairment.  In the 
middle range, the difference between the 2nd and 3rd 
quartiles is 9% impairment.  

For a job with a salary of $50,000, the estimated 
value of the difference in impairment is—
conservatively —$4,500 per employee, or $450,000  
per 100 employees.

In an era where employees are important “brand 
ambassadors,” the connection between resilience 
and employees’ opinion of their employer is critical.  
Here we see that three times as many employees 
(almost half) with high levels of resilience fit the 
classification of brand “promoter.” Only 15% of 
those with low resilience would recommend their 
organization to friends or colleagues.

THE MAGNITUDE OF THE RESILIENCE EFFECT
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Human resource professionals may ask how to interpret meQ Scores and differences between scores.  To 
answer this question, the effects of a one-point difference in meQ Score was calculated.  As one might expect, 
the effects of a difference at the low-end of resilience are greater than differences at the high end.  For 
example, someone who improves from a score of 35 (out of 100) to 40 will experience greater benefits from 
their resilience improvement than someone who increases from a score of 85 to 90.   

To illustrate this, below we see how resilience affects predicted absences.

The greatest predicted decline in missed work days occurs when scores change between the range of 15 and 
60.  Above 60, the pattern of absenteeism flattens.

Across the entire spectrum, the average reduction in absenteeism associated with a one-point difference in 
meQ Score is 0.24 days absent per year, or one absence for each 4 people.

This same curvilinear pattern is evident for many outcomes including presenteeism and likelihood to quit.  
This means that the impact of improved resilience is likely to be greatest for those whose level of resilience 
is low to begin with.  However, the average effect of a one-point difference can be applied to estimate the 
business value of small differences in resilience.

TRANSLATING meQ SCORES
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Given the diversity of outcomes associated with resilience, research predicts that an increase in resilience 
would produce improvements in stress symptoms and illness rates, absences, disability rates and duration, 
turnover, work engagement, and productivity.

Published research shows that increasing resilience translates to improved resilience in terms of improved 
performance, reduced absence, and reduced turnover.[1]

A good resilience program will show about a 12% improvement in overall resilience and often higher.  
This level of improvement could improve topline performance by as much as $531,000 for 10,000 eligible 
employees and lower absence and turnover costs by $178,000 annually.

Assumptions: 23% enrollment in the resilience program. Average salary of $50,000. Avoidable absences  
(sickness, disability, workers compensation) of 6 days. 10% turnover; average time to fill position is 4 months.

Annual Savings Tied to Improvement in Resilience

WHAT IS THE ROI ON IMPROVED RESILIENCE?  

Performance Gain

Absence Avoidance

Avoided Turnover Costs

440

47

101

588

$

$

$

$

$

$

$

$

660

71

151

882

$

$

$

$

880

94

201

1,175

 Improvement in Resilience 8% 12% 16%

Total Savings / 10,000 Employees $ 473,082 $ 709,624 $ 946,165

Per Participant
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Resilience can be measured. The meQ Score corresponds to other, validated instruments in ways that confirm 
its construct validity. Those who score high on the meQ Score have lower levels of stress and burnout and 
demonstrate greater efficacy and optimism than those who score low.

Further, resilience as measured by the meQ Score is associated with many important business outcomes 
including absence, productivity, anticipated turnover, job satisfaction and net promoter score.

Using conservative assumptions, even small improvements in resilience equate to significant business value.

SUMMARY  

Those who score high on the meQ Score have lower levels 
of stress and burnout and demonstrate greater efficacy and 
optimism than those who score low.
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meQuilibrium is the engagement and performance solution that harnesses behavioral 
psychology and neuroscience to unleash your organization’s full potential.  By unlocking 
the power of resilient people and teams, your organization can navigate even the most 
turbulent of times. Powered by the predictive meQ scores and data-driven insights, our 
solution uses a clinically-validated assessment and robust benchmarking to measure 
resilience and create personalized training programs that build team and employee 
skills. With meQuilibrium, you can equip each of your employees to discover and master 
the skills they need to overcome any obstacle, increase agility, gain adaptive capacity, 
and transform your organization.

Click here!

About meQuil ibrium

To learn more about improving engagement and 
performance through the power of resilience, contact us 
at 617.274.8830 or visit us at www.meQuilibrium.com.
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