
Overview

A healthy workforce is essential for both organisational performance and wider community wellbeing, with individuals spending nearly one-third of their lifetime at work 
[1]. Employment can support physical and mental health by providing financial security, social connection, structure, and a sense of purpose [2]. However, poor health 
and long-term sickness absence reduce productivity, increase organisational costs, and place pressure on the wider economy. In 2024, the leading causes of sickness 
absence in the UK were minor illnesses (30%), musculoskeletal conditions (15.5%), mental health issues (9.8%), and respiratory problems (7.3%) [3]. On average, 
employees took 4.4 sick days per year, contributing to approximately 150 million lost working days [2], with around 23% attributable to work-related ill health [4]. Stress, 
depression, and anxiety alone cost UK employers an estimated £53-56 billion annually [5]. When the effects of presenteeism – where employees attend work but perform 
below their full capacity – are included, poor health is estimated to cost the UK economy up to £100 billion each year [6]. 

Additionally, more than 2.8 million working-age adults are currently economically inactive due to long-term illness, an increase of around 800,000 since 2019. Without 
improved workplace health support, the UK could lose a further 600,000 workers to illness over the next decade [7]. As individuals who leave employment due to long-
term sickness are unlikely to return to work [8], investing in workplace health and wellbeing is increasingly important. Compared with community-based or clinical 
interventions, the concept of ‘work as a health outcome’ has received less attention, but efforts must change to encourage employees to stay healthy, remain in work if 
they experience health challenges, and thrive in their roles; doing so not only benefits workers themselves but also contributes to economic growth, reduced health 
inequalities, and stronger local labour markets [9].

Local authorities are uniquely positioned to promote this agenda because they are major employers, leaders in economic development, and strategic partners in public 
health and employment systems [2,9]. The Work, Health and Growth guidance produced by the Local Government Association (LGA) highlights how councils can 
integrate workplace wellbeing into local strategies, for example through partnerships, workplace wellbeing schemes, and promoting mental and physical health 
……………
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KEY MESSAGES:
• Poor workplace health is estimated to cost £100 billion each year, and without investment into workplace health and wellbeing, the UK could lose 

600,000 additional workers over the next decade.

• Wellbeing schemes that integrate workload management, autonomy, flexibility, psychological safety, and leadership support are more effective than 
one-off perks.

• Local authorities are uniquely positioned to promote healthy and productive workplaces. By integrating workplace wellbeing into local strategies and 
partnerships, they can support employees to stay healthy and remain in work, helping to reduce health inequalities and strengthen local economies.
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initiatives [2]. A recent study of local government workplace health and wellbeing initiatives found a total of 61 free workplace health initiatives across the country, but 
this was from 21% of total authorities, with significant disparity across England [8]. As health issues such as stress and long-term conditions become more common 
among employees in the UK, effective workplace health and wellbeing support is increasingly important in helping people remain both healthy and economically active 
[9].

National Policy Context 
The list below provides a summary of national policy, strategy and guidance documents promoting health and wellbeing in the workplace. Please note this list is not 
exhaustive. 

1. Health and Safety at Work Act 1974: The primary piece of legislation governing workplace health and safety in Great Britain. It places a legal duty on employers to 
ensure, so far as is reasonably practicable, the health, safety and welfare of employees and others who may be affected by their activities. This includes providing 
safe systems of work, appropriate training, and a working environment free from risks to physical and psychological harm. 

2. Equality Act 2010: A UK law that consolidates and strengthens anti-discrimination protections across key areas, including age, disability, gender reassignment, 
race, religion or belief, sex, sexual orientation, marriage and civil partnership, and pregnancy and maternity. It requires employers to prevent discrimination, 
harassment, and victimisation in the workplace and to make reasonable adjustments for employees with disabilities or health conditions. In the context of 
workplace health and wellbeing, the Act underpins inclusive practices, ensuring that policies and initiatives support all staff fairly.

3. NICE Guidance on Workplace Health: Last updated in March 2016, this guidance provides evidence-based recommendations on how employers and managers 
can improve the health and wellbeing of employees. It emphasises the importance of organisational culture and effective management practices, with 
recommendations covering areas such as organisational commitment to health, mental wellbeing at work, fairness and trust, leadership and the role of line 
managers, training (including support for older workers), job design, and monitoring and evaluation of workplace health initiatives. 

4. NICE Guidance on Mental Wellbeing at Work: Published in March 2022, this guidance sets out evidence-based recommendations to help organisations create the 
right conditions for good mental wellbeing in the workplace. It focuses on promoting a supportive, inclusive and fair work environment, embedding mental wellbeing 
into organisational strategy, and proactively identifying and reducing work stressors. Key areas include leadership and culture, training and support for managers, 
organisational and individual-level approaches to improving wellbeing, and using external sources of support. 

5. NICE Guidance on Physical Activity in the Workplace: Last reviewed in 2024, this guideline advises employers and stakeholders to support employees in being 
more active at work to improve health and reduce disease risk. It emphasises policies, everyday movement (walking, stairs, cycling), multi-component programmes, 
and inclusive support tailored to staff needs.

6. Public Health Outcomes Framework (PHOF): Developed and launched in 2012, the PHOF is an England-wide framework developed by the Department of Health 
and Social Care to monitor and improve public health outcomes. It sets out key indicators across areas such as wider determinants of health, health improvement, 
health protection, and healthcare public health (including preventing premature mortality). The framework supports local authorities, the NHS and other partners to 
track performance, identify inequalities, and guide evidence-based action to improve population health and reduce health disparities.
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7. NHS Employers – Health and Wellbeing Framework: The NHS Employers Health and Wellbeing Framework provides structured guidance, practical toolkits, and 
strategic support to NHS and wider public sector employers to help improve staff wellbeing. It covers key areas such as mental health support, physical activity 
promotion, healthy lifestyle initiatives, and stress management interventions. The framework also supports the implementation of Wellbeing Hubs, Employee 
Assistance Programmes (EAPs), and broader organisational culture changes to create healthier, more supportive working environments across public health 
settings.

8. ‘Thriving at Work’ & Mental Health Standard: An independent review commissioned by the UK Government and led by Dennis Stevenson and Paul Farmer. 
Published in 2017, it sets out core mental health standards that employers should adopt to improve workplace wellbeing. The report recommends six key standards 
for all employers, including developing a mental health at work plan, promoting open conversations, raising awareness, encouraging good working conditions, 
supporting people experiencing mental ill health, and routinely monitoring wellbeing. It also proposes enhanced standards for larger employers and calls for 
stronger leadership, accountability, and transparency to reduce stigma and create healthier, more productive workplaces.

9. Better Health at Work Award: A UK-based recognition programme that helps employers develop and implement comprehensive workplace health and wellbeing 
initiatives. It provides a structured framework and self-assessment process across areas such as mental health, physical activity, healthy eating, and workplace 
culture. By achieving different award levels (bronze, silver, or gold), organisations demonstrate their commitment to improving staff health, reducing sickness 
absence, and fostering a supportive, high-performing work environment.

Regional Policy Context 
The list below summarises some of the sub-regional approaches to promoting health and wellbeing within the workplace across the North West. Please note this list is 
not exhaustive, furthermore many local authorities also have their own health and wellbeing strategies to improve staff wellbeing across their boroughs. 

1. NHS Growing Occupational Health & Wellbeing Together: In the North West NHS, workforce wellbeing is a strategic priority guided by the NHS People Plan. The 
approach promotes staff physical and mental health through wellbeing hubs, enhanced occupational health services, mental health support, and preventative 
programmes, aiming to embed wellbeing into culture, boost engagement, retention, and productivity, and support high-quality patient care.

2. Greater Manchester Integrated Care Partnership Workforce Strategy: regional People & Culture strategy including wellbeing support and the Wellbeing Toolkit for 
staff.

3. North West Leadership Academy Public Sector Collaboration: example of a regional policy toolkit for compassionate attendance and wellbeing management 
across public sector organisations.

4. The North West Social Partnership Forum (SPF): is a collaborative network of North West public sector employers, trade unions, and staff representatives that co-
develops workplace policies on health, wellbeing, equality, and flexible working. By involving multiple stakeholders, the forum ensures strategies are staff-informed, 
inclusive, and effectively implemented, supporting engagement, resilience, and positive organisational culture.
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5. Local Public Sector Initiatives: Public sector collaborators (e.g., Northern Care Alliance, Tameside & Glossop Integrated Care NHS FT and UNISON) have 
developed compassionate wellbeing and attendance policies that depart from punitive absence management towards holistic staff support models tailored to high 
absence rates in the North West, reflecting local co-created approaches to workforce wellbeing.

6. Knowsley’s Working Well Programme: commissioned by Public Health and delivered by Knowsley Chamber, the programme provides a structured workplace 
wellbeing framework based around nine health and wellbeing standards, with Bronze, Silver and Gold awards recognising employer achievement. In addition to 
accreditation, the programme offers wellbeing events, training, and grants of up to £1,000 to support workplace health initiatives.

7. Cheshire West & Chester Council: “A Healthy Place to Work” section of the Place Plan – local policy recognising the importance of good quality work for health and 
supporting employers to promote employee wellbeing. 

8. Liverpool City Region Fair Employment Charter: A voluntary initiative by the Liverpool City Region Combined Authority to promote fair, inclusive, and high-quality 
employment across the city region. It recognises organisations that provide good pay, secure hours, career development, and supportive workplaces.

9. Oldham Borough Council Workforce Health and Wellbeing Award: recognises organisations that demonstrate outstanding commitment to supporting the 
physical, mental, and overall wellbeing of their employees, promoting a positive workplace culture and work-life balance. Applicants showcase initiatives that have 
a measurable impact on staff health and engagement.

10. Blackpool Council Healthier Workplaces Award: supports employers in creating healthier work environments. It provides advice, tools, and programs to promote 
staff wellbeing, including physical activity, mental health, healthy eating, and workplace lifestyle improvements.

11. Salford City Council Workplace Health Programme: helps local employers improve employee health and wellbeing. It offers guidance, resources, and support to 
create healthier workplaces, covering areas like physical activity, mental health, healthy eating, and lifestyle improvements for staff.

12. Wigan Borough Be Well at Work Programme: supports local employers with free advice, health checks, and wellbeing initiatives to improve employee health, 
productivity, and workplace wellbeing

13. West Lancashire District Council Workplace Wellbeing (The NEST): a local initiative (Networking, Employability, Support & Training) that combines employability 
support with free workplace health and wellbeing training for local employers and employees. It offers coaching, skills support and a range of fully funded wellbeing 
courses (e.g., mental health awareness, wellbeing champion training, healthy workplace topics) to help create healthier, more supportive work environments and 
improve workforce wellbeing across the borough. 
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Name of intervention, 
policy or initiative

Details Key organisations/ 
example case 
studies

Available evidence

Physical Activity and Active Travel

Cycle-to-Work Schemes Cycle-to-Work schemes enable employees to 
purchase bikes and cycling equipment 
tax-efficiently, encouraging active commuting. 
Widely used across sectors, these programmes 
help increase physical activity, reduce sedentary 
travel, and support employee wellbeing.

Cyclescheme, Green 
Commute Initiative 
(CGI), Bike2Work 
Scheme, Evans 
Cycles Ride to Work

• ~74% of participants cycle to work after joining; ~39% 
are newly commuting cyclists [10]. About 25% of 
scheme participants didn’t use their bike for 
commuting, but report cycling at weekends [10].

• Cycling to work is linked to lower mortality and 
improved physical and mental health [11].

• Schemes can reduce absenteeism, improve 
employee engagement, and signal commitment to 
staff wellbeing and sustainable commuting [12]. 

Walk at Work Programmes Walk at Work programmes encourage employees 
to incorporate walking into the working day. This 
cost-free initiative includes walking meetings, 
active breaks/stretch breaks, step challenges, 
active workstations and walking during commutes 
or between meetings – all aimed at reducing 
sedentary time and increasing daily activity.

Walking Scotland • Workplace walking increased physical activity, 
improved mental wellbeing, and improved 
concentration in the afternoon [13,14]. 

• Walk at Work programmes improved mood reduced 
stress [15].

• Works best when supported by leadership modelling 
and protected time [16].

Discount Fitness Benefits UK employers offer discounted gym memberships, 
studio access, and virtual fitness subscriptions to 
make exercise more affordable and accessible. 
These are often delivered via corporate wellness 
platforms like Hussle, Epassi, or Pluxee UK, giving 
staff flexible access to national chains, local gyms, 
and boutique classes. Some schemes are linked to 
health insurers, such as VitalityHealth, Bupa, or 
AXA Health. 

Multiple 
organisations

• Fitness discounts can reduce cost barriers and 
increase physical activity, particularly for women. But 
subsidies alone rarely deliver meaningful health or 
productivity gains [17,18,19].

• Impact depends on strong programme design, 
employee engagement, cultural alignment, and 
offering flexible, personalised options [20].

• Long-term benefits come from integrating fitness 
support into a broader wellbeing strategy [21].

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?

Workplace Wellbeing: What Works Well?
In the table on the following pages, we present examples of different health and wellbeing interventions and schemes that demonstrate a positive impact on 
workplace health and wellbeing:
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Name of intervention, 
policy or initiative

Details Key organisations/ 
example case 
studies

Available evidence

Mental Health and Wellbeing Programmes

Wellbeing Action Plans The UK charity Mind has created wellbeing action 
plans and resources for employers and employees 
to proactively address mental health at work. This 
involves the training of line managers to spot the 
signs of stress.

Mind Charity

Run by Devon 
Partnership NHS 
Trust, but open to 
organisations in any 
sector, not just the 
NHS.

West Lancashire 
Borough Council has 
established an 
in-house Workplace 
Wellbeing team 
called The NEST, 
offering free 
workplace wellbeing 
training to help create 
healthier work 
environments.

• Research shows that manager mental health training 
improved managers’ knowledge, positively shifted 
their attitudes toward mental illness, and boosted 
their confidence in addressing mental health issues 
within their teams [22].

• Supportive leadership contributes to improved 
engagement, employee retention, and the perception 
of a psychologically safe workplace [23].

• Research from the MENTOR study shows that after 
Mental Health First Aid training [24]:

- 91% of employees reported increased understanding 
of mental health issues

- 88% reported greater confidence discussing these 
issues

- 87% observed more mental health conversations at 
work

• But current research includes small sample sizes, 
with more research needed to improve evidence [25].

• Structured wellbeing action plans help employees 
identify triggers, warning signs and coping strategies 
before issues escalate. Action plans help formalise 
practical adjustments (e.g., workload, flexibility, 
communication preferences), improving consistency 
and fairness [26].

Mindful Employer Mindful Employer is a UK-wide initiative that 
supports employers to improve mental health at 
work. Central to the scheme is the voluntary 
Charter for Employers Positive About Mental 
Health, which commits signatories to promoting a 
supportive, non-judgemental workplace, tackling 
stigma, supporting staff experiencing mental health 
difficulties, and ensuring fair recruitment practices. 

Workplace Health and 
Wellbeing Training / Mental 
Health First Aiders

Training programmes that equip managers and 
designated staff to recognise early signs of stress 
or mental ill health, initiate supportive 
conversations, and signpost to appropriate 
support. Often combined with leadership 
development focused on psychological safety.

Dedicated Mental Health 
Days

Unplanned, short-notice paid time off to manage 
burnout.

Mind, Mental Health 
Foundation, CIPD 

• Few rigorous studies show that a single mental 
health day improves sustained mental health; they do 
not address underlying causes of stress or burnout 
[27].

• Most experts agree mental health days are effective 
only when integrated with supportive leadership, 
reduced stigma, job design improvements, and 
broader wellbeing initiatives [28].

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?

https://www.mindfulemployer.dpt.nhs.uk/
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Name of intervention, 
policy or initiative

Details Key organisations/ 
example case 
studies

Available evidence

Mental Health and Wellbeing Programmes

Employee Assistance 
Programme (EAPs)

EAPs are employer-provided support services 
designed to help staff manage personal or work-
related challenges that may affect their wellbeing 
or job performance. EAPs are usually accessible via 
phone, online, or in person, and aim to reduce 
stress, improve coping strategies, and maintain 
productivity.

Health Assured, 
Carefirst, Optum EAP

• EAPs provide strong return of investment (ROI) for UK 
employers – around £10.85 benefit per £1 spent 
through reduced absence, improved productivity, 
and less management time [29].

• Usage is growing, with over 10% of employees 
engaging with services [30].

Mental Health Awareness 
Campaigns

Initiatives aimed at educating employees, 
employers, and the public about mental health, 
reducing stigma, and promoting wellbeing. UK 
workplaces can get involved in campaigns, all 
offering resources, events, and activities to raise 
awareness and support mental health.

Time to Change, 
Mental Health 
Awareness Week, 
World Mental Health 
Day, Heads Together, 
the Mind Workplace 
Wellbeing Index, and 
#HelloYellow/ 
YoungMinds

• Workplace anti-stigma/awareness interventions 
consistently show positive effects on employee 
knowledge about mental health and on supportive 
attitudes/behaviours towards colleagues with mental 
health problems [31].

• However, there is limited high-quality evidence that 
these campaigns lead to sustained behaviour 
change, improved utilisation of services, or broader 
organisational mental health improvements [32].

Time-off Wellness 
Programmes/Volunteer Days

Paid volunteer days are employer-provided time off 
within working hours that employees can use to 
engage in community or charity activities. This is 
typically offered in addition to normal holiday or 
annual leave and may be structured as one-off 
days or a specified number per year.

Helping at a food 
bank, environmental 
projects, mentoring, 
and local 
volunteering

• University of Oxford analysis (reported via Wellbeing 
Research Centre) suggests volunteering was the only 
workplace intervention among those studied that 
showed clear positive effects on employee wellbeing 
[33].

• King’s College London systematic analysis found 
most studies link volunteering with higher job 
satisfaction and performance, though benefits are 
generally stronger when volunteering is structured 
[34]. 

Flexible and Hybrid Working Flexible and hybrid working arrangements allow 
employees greater autonomy over when, where 
and how they work. This can include remote or 
hybrid models, flexible hours, compressed weeks 
or adjusted start and finish times. 

Multiple 
organisations

• Academic research shows hybrid arrangements can 
maintain or even boost productivity, without harming 
measured performance [35]. 

• Linked with reduced stress, fewer sick days, and 
better overall health outcomes [36].

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?
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Flexible and Hybrid Working 
(continued)

Effective implementation requires clear 
performance expectations, workload management 
and supportive leadership practices. Moving 
beyond occasional remote work to offer adjusted 
hours, core-hour flexibility, and result-based work 
models.

• A UK trial among 61 companies (~2,900 workers) 
found a four-day work week increased revenue and 
improved productivity, with 92% of firms choosing to 
keep the four-day week. Other benefits included 
improved physical health, better sleep, and reduced 
fatigue [37,38].

• Well-managed hybrid work can maintain social 
connections, but poorly implemented arrangements 
may increase social isolation, potentially harming 
wellbeing [39].

• Flexible working arrangements are most effective 
when employees have genuine choice over how, 
when, and where they work [40,41,42]. 

Inclusive Wellbeing Policies 
and Strategies

Workplace practices that support the physical, 
mental, and social health of all employees, 
recognising diverse needs and circumstances, and 
providing a framework across the employee 
lifecycle that addresses wellbeing challenges at 
different life stages, including menstruation, 
menopause, fertility challenges, caring 
responsibilities, long-term health conditions, and 
terminal illness. They focus on equity, accessibility, 
and inclusion, ensuring all employees can benefit 
from health and wellbeing initiatives regardless of 
background or circumstance.

The Disability 
Confident Scheme, 
Wellbeing and 
Inclusion Networks, 
Chartered Institute of 
Personnel and 
Development, 
inclusive recruitment 
and adjustment 
practices.

• Organisational-level workplace wellbeing 
interventions can improve employee inclusion and 
reduce inequities across different worker groups, 
demonstrating benefits beyond a “one-size-fits-all” 
approach [42].

• The Workplace Wellbeing Playbook recommends 
inclusive initiatives such as reducing systemic bias in 
hiring and promotion, offering flexible working 
arrangements, and engaging employees in decision-
making to ensure policies meet diverse needs [42].

Menopause Support and 
Inclusive Practices

Menopause support and inclusive practices involve 
creating environments that recognise and 
accommodate the needs of people experiencing 
menopause, reducing stigma and promoting 
wellbeing. Evolving UK employment laws and 
equality guidance make menopause support 
increasingly a compliance and wellbeing issue. 
Evolving UK employment laws and equality 
guidance make menopause support increasingly

In January 2026, 
Manchester City 
Council has been 
formally accredited 
as a Menopause 
Friendly Employer.

• Around 35% of employees take absences due to 
menopause symptoms, and 10% actually leave their 
roles, showing direct effects on retention and 
productivity [43].

• Less than half of menopausal employees feel 
comfortable talking about symptoms with managers, 
highlighting stigma and communication gaps [44,45].

• Organisations with inclusive policies and accredited 
frameworks report improved culture, 

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?

https://www.manchester.gov.uk/news-stories/2026/manchester-city-council-recognised-as-a-menopause-friendly-employer
https://www.manchester.gov.uk/news-stories/2026/manchester-city-council-recognised-as-a-menopause-friendly-employer
https://menopausefriendly.co.uk/
https://menopausefriendly.co.uk/
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Healthy Lifestyle Initiatives

Menopause Support and 
Inclusive Practices 
(continued)

a compliance and wellbeing issue. engagement, and reduced turnover [46].
• A systematic review found that workplace 

interventions such as CBT, health promotion, yoga, 
and menopause awareness training improved 
menopausal symptoms, mental wellbeing, work 
functioning, and staff knowledge/attitudes [47].

Occupational Health (OH) & 
Return-to-Work Support

Integrated occupational health services that 
provide medical advice, workplace adjustments, 
and supported return-to-work plans (RTW), such as 
graded duties, flexible work arrangements, and 
coordinated workplace support.

Society of 
Occupational 
Medicine (SOM) 

• Effective RTW plans after sick leave can speed up 
employees’ recovery, support sustained employment 
and improve overall wellbeing [42].

• Evidence shows outcomes improve with greater 
autonomy, flexible work adjustments, work-health 
balance, and organisational support, including 
phased return schedules and coordination between 
employee, managers, and OH [48].

Comprehensive Health 
Insurance/Cash Plans

These are employer-provided schemes covering 
medical expenses, from hospital treatment and 
diagnostics to dental, optical, or alternative 
therapies. Cash plans reimburse routine healthcare 
costs up to a set limit. 

Provision of health checks, vaccination clinics (e.g., 
free flu jabs), smoking cessation services or health 
awareness campaigns delivered in or linked to 
workplaces. Often implemented in partnership with 
local health providers.

e.g., BUPA, AXA 
Health, Vitality, 
Simply Health

• Coverage is linked to higher employee satisfaction 
and engagement, as staff feel supported by their 
employer [49].

• By providing access to healthcare for lower-paid or 
vulnerable employees, these schemes help reduce 
disparities in health outcomes [50].

• Some musculoskeletal (MSK) health programmes 
delivered £11-£99 per £1 spent depending on the 
intervention [51].

• A systematic review found that workplace 
interventions targeting physical activity, lifestyle, and 
dietary behaviours reported positive effects [52].

Health Screenings and Check 
Ups

Workplace Health 
Checks, NHS 12-
week programmes for 
weight management 
and stop smoking 
services

Vaccination Programmes

Nutrition and Smoking 
Cessation Programmes

Workplace Connection 

Social Connection & Peer 
Support

Structured initiatives that strengthen workplace 
relationships, such as peer networks, mentoring 
schemes, team forums, wellbeing champions or 
inclusive social events.

Campaign to End 
Loneliness

• Strong workplace relationships are linked to higher 
engagement and resilience [42].

• Providing vocational training, team-building 
workshops, regular meetings, and social events can 
effectively foster a collaborative, inclusive

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?
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• work environment where employees feel a sense of 
belonging [42].

Recognition & Appreciation 
Programmes

Formal and informal systems that acknowledge 
employee contribution, reinforce purpose and 
strengthen a culture of fairness and trust. Can 
include awards, peer recognition platforms or 
structured feedback mechanisms and may come 
from multiple sources: organisation, manager, 
peer, customer, patient or themselves. The Work 
Wellbeing Playbook provides examples of rewards 
[39].

The Clatterbridge 
Cancer Centre NHS 
Trust has Annual Staff 
Excellence Awards, 
Monthly Star Awards, 
and long service 
recognition.

• Fair recognition and the recognition of team or 
individual performance improves morale, motivation, 
strengthens workplace collaboration and fosters a 
sense of belonging [53, 54].

• Impact is greater when linked to meaningful work and 
clear values, for example through SAGE principles: 
specific, appropriate, genuine, and equitable [42].

Financial Wellbeing

Enhanced Maternity and 
Paternity Leave

Enhanced maternity and paternity leave goes 
beyond statutory minimums by offering longer paid 
leave, flexible return-to-work options, and 
additional support for parents. This can include 
fully paid leave beyond government requirements, 
phased returns, remote work options, or extra 
parental benefits designed to support family and 
work-life balance.

Working Families, 
Trades Union 
Congress (TUC), The 
Fatherhood Institute

• Currently 2 in 5 parents return to work before the end 
of their entitled leave because they cannot afford to 
stay on leave. Among fathers who did not take their 
entitlement, 62% cited affordability and concerns for 
signalling a lack of commitment [55]. 

• Longer and better-paid parental leave is linked to 
lower stress, reduced burnout, and better 
postpartum mental health for parents [56,57]. 

The Real Living Wage 
Schemes and Fair 
Compensation

Employers commit to paying at least a living wage 
which is higher than the statutory minimum to 
ensure employees can meet basic living costs 
without financial stress. Some schemes also offer 
progressive pay scales, bonuses, or cost-of-living 
adjustments.

The Living Wage 
Foundation sets the 
voluntary real living 
wage

• Polling shows workers paid at the Living Wage are 
more likely to report positive effects on physical and 
mental health compared with those earning below it 
[58].

• Real living wage associated with improved self-rated 
health, social status, and reduces mental illness 
[59].

• Employers paying the Living Wage report reputational 
gains, better recruitment and retention, and 
improved staff motivation and relationships [60].

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?
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Financial Wellness 
Programmes

Employee financial wellbeing programs (EFWPs) 
offer voluntary services such as financial 
education, budgeting support, savings incentives, 
and access to financial advisors. These may take 
the form of training sessions, workshops, online 
courses, one-on-one consultations, or webinars.

FinWELL Training Ltd, 
The Wellness 
Movement Limited

• Increases employees’ confidence in managing 
personal finances, reduces stress related to money, 
and supports long-term financial wellbeing [61,62].

• EFWPs can boost confidence for some employees 
but must be carefully designed to be optional, 
transparent, and reflect differences in income levels 
[42].

• Employee participation is often low, with concerns 
about confidentiality frequently cited as a major 
barrier [63].

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?

Summary of the Evidence
The literature suggests that the most effective workplace wellbeing schemes are holistic, integrated approaches that address core organisational factors such as 
workload, autonomy, flexibility, psychological safety, and organisational culture, rather than relying solely on standalone perks [64,65]. This aligns with the ‘Beyond 
Workplace Wellbeing’ framework developed by the London School of Economics, which argues that wellbeing should be embedded into the organisation of work itself, 
with organisations taking responsibility for creating conditions that enable employees to thrive, while also cautioning that initiatives have limited impact if implemented 
superficially and not supported by effective job design and organisational culture [66]. Evidence suggests that organisational-level interventions that reduce workload 
demands, enhance autonomy, and foster supportive leadership tend to produce larger and more sustained reductions in burnout than individual-level approaches 
such as resilience training or mindfulness [66,67,68].

Evidence from large-scale experimental research demonstrates that hybrid working can maintain or improve productivity while significantly reducing quit rates, 
particularly among women, non-managers, and those with long commutes, when implemented effectively. This makes hybrid working one of the most impactful 
interventions for both performance and retention [41,42]. UK evidence from the Chartered Institute of Personnel and Development (CIPD) similarly shows that flexible 
working arrangements, such as core hours, are linked to improved job satisfaction, wellbeing, and retention when embedded as standard practice [69]. Occupational 
health (OH) support also plays a critical role in effective workplace strategy, helping employees return to work and thrive, though access and awareness are uneven 
[48,1]. Living Wage policies further enhance outcomes by improving financial security, reducing stress, and strengthening employee commitment, especially among 
lower-paid workers [58]. Effective workplace wellbeing strategies, as highlighted in the Oxford Wellbeing Research Centre’s Work Wellbeing Playbook, are most 
successful when they are preventative, inclusive, and co-designed with employees [42]. In contrast, the evidence for more individualised wellbeing initiatives – such as 
mental health first aid training, mental health days, awareness campaigns, or discounted fitness benefits – is less clear, particularly when implemented in isolation. 
Overall, the greatest benefits are achieved when hybrid working, fair pay, inclusive wellbeing policies, and robust OH support are delivered together as a coherent, 
structural approach.

Local authorities and employers should routinely evaluate workplace health schemes to ensure they remain relevant and effective. Policies and practices should be 
tailored to the specific needs of the organisation and its employees, as there is no one-size-fits-all approach to employee wellbeing [18]. All initiatives should include 
formal, informal, and confidential feedback mechanisms so employees can share ideas and concerns. Listening and responding to this input helps improve wellbeing, 
engagement, trust, and the overall effectiveness of health initiatives [18].

https://osf.io/preprints/psyarxiv/53k6b/
https://osf.io/preprints/psyarxiv/53k6b/
https://osf.io/preprints/psyarxiv/53k6b/
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Useful organisations, Tools and Resources

WHISPA Workplace Health and Wellbeing Network – a collaborative initiative that promotes and evaluates free, evidence-based workplace health and wellbeing 
programmes. It supports employers and researchers by sharing best practices, building partnerships, and providing evidence on effective interventions to improve 
employee wellbeing and reduce sickness absence.

Work Wellbeing Playbook (Oxford Wellbeing Research Centre) – a practical, easy-to-read guide that brings together key findings from a comprehensive systematic 
review of over 3,000 academic studies, highlighting 18 workplace interventions that are proven to increase wellbeing of employees across diverse work environments. 
Workplaces are advised to initially use the World Wellbeing Movement’s science-based recommendations to measure both how employees are feeling at work, and why 
they are feeling that way, to then use collected data to address improvements within an organisation.

Chartered Institute of Personnel and Development (CIPD) – the professional body for HR and people development, providing guidance, research, and professional standards 
to support organisations in promoting effective workplace practices, including health and wellbeing initiatives.

Health and Safety Executive (HSE) – advice on managing work-related stress and creating safe work environments. 

Mind – workplace mental health guidance and wellbeing action plan templates.

Good Work Project – resource that helps councils support and promote ‘good work’ locally – decent pay, conditions, development, and wellbeing – to benefit 
employees, employers and communities.

Mental Health First Aid (MHFA) England – training and toolkits to improve mental health awareness and support.

What Works Wellbeing (2014–2024) – provided evidence, guidance, and tools to help organisations and policymakers improve wellbeing, including workplace, 
community, and measurement resources.

Thrive at Work (Business in the Community) – a framework for integrating health and wellbeing into company strategy. 

Work, Health and Growth Guidance – offering councils a framework to promote healthy workplaces, link wellbeing with local economic development, and improve 
employment outcomes through public health-oriented policies.

Local Healthy Workplace Accreditation – this guidance provides a structured framework for local authorities to develop tailored, evidence-based, and voluntary 
workplace wellbeing schemes. It helps councils and employers implement practical interventions, measure outcomes, and promote staff health while allowing flexibility 
for local needs.

Greater Manchester Moving – developed an Active Workplace Toolkit to support employers in integrating simple, everyday physical activity into the working day.

www.foodactive.org.uk
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https://whispas.co.uk/
https://whispas.co.uk/
https://whispas.co.uk/
https://whispas.co.uk/
https://whispas.co.uk/
https://whispas.co.uk/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://wellbeing.hmc.ox.ac.uk/publications/work-wellbeing-playbook/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.cipd.org/uk/
https://www.hse.gov.uk/stress/
https://www.hse.gov.uk/stress/
https://www.hse.gov.uk/stress/
https://www.hse.gov.uk/stress/
https://www.hse.gov.uk/stress/
https://www.mind.org.uk/workplace/
https://www.local.gov.uk/topics/employment-and-skills/good-work-project#introduction
https://www.local.gov.uk/topics/employment-and-skills/good-work-project#introduction
https://www.local.gov.uk/topics/employment-and-skills/good-work-project#introduction
https://mhfaengland.org/
https://mhfaengland.org/
https://mhfaengland.org/
https://mhfaengland.org/
https://mhfaengland.org/
https://mhfaengland.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://whatworkswellbeing.org/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.bitc.org.uk/
https://www.local.gov.uk/publications/work-health-and-growth-guide-local-councils
https://www.local.gov.uk/publications/work-health-and-growth-guide-local-councils
https://www.local.gov.uk/publications/work-health-and-growth-guide-local-councils
https://www.local.gov.uk/publications/work-health-and-growth-guide-local-councils
https://www.local.gov.uk/publications/work-health-and-growth-guide-local-councils
https://assets.publishing.service.gov.uk/media/5d4ab58840f0b65a04d6db4d/Local_healthy_workplace_accreditation_guidance.pdf#:~:text=collaboration%20with%20local%20authorities%20(LAs)%20and%20employers,evidence%20and%20resources%20to%20support%20the%20process.
https://assets.publishing.service.gov.uk/media/5d4ab58840f0b65a04d6db4d/Local_healthy_workplace_accreditation_guidance.pdf#:~:text=collaboration%20with%20local%20authorities%20(LAs)%20and%20employers,evidence%20and%20resources%20to%20support%20the%20process.
https://assets.publishing.service.gov.uk/media/5d4ab58840f0b65a04d6db4d/Local_healthy_workplace_accreditation_guidance.pdf#:~:text=collaboration%20with%20local%20authorities%20(LAs)%20and%20employers,evidence%20and%20resources%20to%20support%20the%20process.
https://assets.publishing.service.gov.uk/media/5d4ab58840f0b65a04d6db4d/Local_healthy_workplace_accreditation_guidance.pdf#:~:text=collaboration%20with%20local%20authorities%20(LAs)%20and%20employers,evidence%20and%20resources%20to%20support%20the%20process.
https://www.gmmoving.co.uk/wp-content/uploads/2026/02/workplace-toolkit-pdf.pdf
https://www.gmmoving.co.uk/wp-content/uploads/2026/02/workplace-toolkit-pdf.pdf
https://www.gmmoving.co.uk/wp-content/uploads/2026/02/workplace-toolkit-pdf.pdf
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The Developing and Evaluating Workplace Health Interventions: Employer Toolkit – practical framework for employers to design, deliver and assess workplace 
health programmes in a structured way, supporting evidence-based decision-making and continuous improvement. 

Business in the Community Mental Health Toolkit – toolkit to help organisations actively support and improve mental health and wellbeing at work. It’s designed for 
businesses of all sizes and sectors in the UK.

Recommendations

National Government 

• Develop a national framework to recognise and promote effective workplace health programmes.

• Expand and support workplace wellbeing schemes nationally to ensure employers, including SMEs, have access to structured programmes promoting both mental 
and physical health.

• Promote adoption of NICE workplace guidance as benchmarks for scheme design and delivery and continue to utilise updated research, for example through 
organisation such as the Oxford Wellbeing Research Centre, to develop effective strategies.

• Promote inclusive and supported employment, encouraging employers to hire, retain, and support people with disabilities, long-term, or fluctuating health 
conditions.

• Use policy levers, legislation, and national campaigns to integrate occupational health and return-to-work support into schemes.

Local Government

• Appoint champions among elected members and key local businesses to drive initiatives that create a norm that workplaces are places people want to work.

• Implement a workplace wellbeing scheme accessible to all local employers, supporting mental and physical health, tailored to local needs.

• Develop a local ‘good work’ charter to promote sustainable, fair, and healthy employment practices.

• Partner with employers to deliver local health programmes (e.g., NHS Health Checks, Stop Smoking Services) in or linked to workplaces.

• Enhance the visibility, transparency, and online accessibility of their workplace health and wellbeing initiatives.

• Collect robust data to analyse programme uptake, reach, outcomes and cost-benefit to inform commissioning decisions.

• Share best practice of wellbeing initiatives with other local governments.

WORKPLACE HEALTH SCHEMES: WHAT WORKS WELL?

www.foodactive.org.uk

https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.gov.uk/government/publications/developing-and-evaluating-workplace-health-interventions-employer-toolkit
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
https://www.bitc.org.uk/toolkit/mental-health-for-employers-toolkit/
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