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[bookmark: _Toc213674530]Research Topic: Health and wellness in the workplace
[bookmark: _Toc213674531]Introduction

The modern workplace has changed considerably over recent years, shaped by new technologies, higher performance expectations, and increasingly complex job roles. These shifts have made employee wellbeing a significant concern for organisations across the UK. Health and wellness in the workplace now cover more than just physical fitness; they include mental health, emotional resilience, social conditions, and overall work–life balance. A workforce that is healthy, valued, and supported is more likely to deliver positive results, while poor wellbeing often leads to reduced productivity, higher absenteeism, and increased staff turnover.
Different industries face distinct challenges. Office employees frequently deal with long hours at a computer, rapid communication demands, and the pressure of meeting tight deadlines. Retail and hospitality workers encounter unpredictable shifts, high customer interaction, and physically demanding tasks. Teachers experience administrative burdens, safeguarding duties, and performance pressures linked to learners’ outcomes. Healthcare and social care professionals face emotional labour, under‑staffing, and long shifts, which significantly affect both physical and mental health. These factors highlight that wellbeing must be considered not as an optional benefit but as an essential part of organisational functioning.
The Health and Safety Executive (HSE, 2024) reports consistently high levels of work‑related stress, anxiety, and depression across UK sectors. Likewise, the Mental Health Foundation (2024) warns that workplace stress is now one of the leading contributors to declining mental health nationwide. As organisations navigate these challenges, understanding the importance of workplace wellbeing becomes vital. This research explores these issues, considering the main pressures employees face and examining strategies that organisations can adopt to promote healthier work environments.
[bookmark: _Toc213674532]Problem Statement
[bookmark: _Toc213674533]Many workplaces continue to struggle with supporting employee wellbeing effectively, even though the issue is widely recognised. In the health and social care sector, staff often work long shifts under emotional and physical pressure, leading to burnout and exhaustion (Mental Health Foundation, 2024). These challenges, however, are not limited to health and social care alone. Education professionals report growing stress linked to administrative workload, safeguarding duties, and performance measures. Retail and hospitality workers face high customer expectations, demanding physical tasks, and inconsistent work schedules that disrupt personal routines. Office‑based teams face digital overload and blurred boundaries between professional and personal life, especially in hybrid roles.
Organisational culture also shapes wellbeing outcomes. Workplaces that lack psychological safety, open communication, or recognition can gradually create environments where stress builds up unnoticed. Employees may feel unable to raise concerns, leading to further deterioration of mental health. Another emerging issue is financial stress. Increased living costs have pushed some employees to take overtime or additional jobs, reducing rest time and increasing overall fatigue. In each of these situations, both workers and employers are affected. Poor wellbeing contributes to higher sickness absence, lower engagement, and greater turnover, which ultimately compromises organisational stability.

Justification
Conducting research into workplace health and wellness is essential because the consequences of poor wellbeing extend far beyond individual discomfort. They affect organisational productivity, financial stability, and long‑term sustainability. CIPD (2023) emphasises that businesses with strong wellbeing strategies benefit from improved morale, reduced sickness absence, and higher employee engagement. Such strategies are particularly important in sectors requiring emotional resilience, such as healthcare, education, and customer‑facing industries.
From an organisational perspective, wellbeing initiatives can reduce turnover. Recruiting, training, and replacing staff are costly processes, making retention a key priority. According to the Office for National Statistics (ONS, 2023), sectors experiencing high stress levels consistently show higher turnover rates. Additionally, stronger wellbeing support enhances an organisation’s reputation. Companies known for prioritising staff health are more attractive to job applicants and may also benefit from improved customer trust.
Research is also justified because many organisations express a desire to support wellbeing but may lack practical strategies. Evidence‑based research helps identify which interventions—such as mental health training, improved communication practices, flexible working arrangements, or wellness programmes—have the greatest positive impact.

[bookmark: _Toc213674534]Information Sources and Justification
To build a reliable understanding of workplace wellbeing, this research uses secondary data from established UK organisations, academic publications, and national statistical bodies. These sources include:
· NHS (2024), which provides evidence‑based information on mental health and guidance for supporting wellbeing at work. 
· HSE, offering national statistics on work‑related stress, workplace injuries, and days lost due to ill health.
· CIPD, supplying professional insights on HR practice and wellbeing policy.
· Mental Health Foundation, reporting on trends in mental health across UK workplaces.
· ONS, providing national labour market and sickness‑related statistics.
· [bookmark: _Toc213674535]Lloyd, N., Smeeton, N., Freethy, I., Jones, J., Wills, W., Dennington‑Price, A., Jackson, J. & Brown, K. (2025). Workplace health and wellbeing in small and medium sized enterprises (SMEs): A mixed methods evaluation of provision and support uptake, International Journal of Environmental Research and Public Health 22(1):90. https://doi.org/10.3390/ijerph22010090

These sources were selected because they are credible, up to date, and directly aligned with the research topic. Their combined use strengthens the academic reliability of the project, as each contributes a different type of evidence: statistical, policy-based, or analytical. Drawing on both national bodies and peer-reviewed research helps ensure that the discussion of workplace wellbeing is grounded in objective data while also reflecting recognised academic perspectives (CIPD, 2023; HSE, 2024). This combination of professional, governmental, and scholarly materials ensures that the overall analysis remains balanced, comprehensive, and reflective of current issues affecting UK workplaces.
Task 2: Research Methodologies
[bookmark: _Toc213674536]Give a brief overview of quantitative and qualitative research.
[bookmark: _Toc213674537]Quantitative research focuses on numerical evidence—data that can be measured, compared, and analysed statistically. In the context of workplace wellbeing, this includes figures such as the number of working days lost due to stress, rates of sickness absence, or percentages of employees reporting particular symptoms. Quantitative data allows researchers to identify patterns and determine how widespread a problem may be, which is particularly useful when assessing issues that affect large groups of employees (HSE, 2024).
Qualitative research, by contrast, explores individual experiences, emotions, and perceptions. Interviews, focus groups, and open-ended surveys allow participants to describe their experiences in their own words. This approach helps researchers understand the personal impact of workplace pressures and the contextual factors that shape wellbeing. It is especially valuable in areas such as mental health, where personal narratives often reveal subtleties that cannot be captured through numerical indicators alone (Mental Health Foundation, 2024).
Both approaches provide value, but each highlights different aspects of the issue. Quantitative data reveals the scale, while qualitative data reveals the depth. When the two are considered together, they offer a clearer and more balanced picture of workplace wellbeing, helping researchers draw conclusions that are grounded both in measurable evidence and in human experience (CIPD, 2023).

[bookmark: _Toc213674538]What type of research methodology will you use for your research and why?  
For this study, a mixed-methods approach is used. The combination of quantitative and qualitative data offers a more rounded understanding of workplace wellbeing. Quantitative evidence shows how frequently stress, anxiety, or burnout occur, while qualitative data helps explain why these issues happen and how they influence individuals. By integrating these approaches, the research provides a more complete and reliable analysis. This combination also allows the researcher to identify where numerical patterns intersect with real lived experiences, which is especially important in wellbeing research where emotional and psychological elements cannot be captured by statistics alone. In addition, using mixed methods helps to reduce the limitations that would arise if only one type of data were used. For example, quantitative findings can sometimes overlook contextual details, while qualitative accounts may not always reflect wider trends. Bringing both together therefore offers a more balanced perspective and increases confidence in the conclusions drawn.

Task 3: Data Collection 
[bookmark: _Toc213674539]Overview of primary and secondary data collection
[bookmark: _Toc213674540]Primary data refers to information collected directly by the researcher, such as through interviews or surveys. It provides original insights tailored to the research question but can be time‑consuming and resource‑heavy. Secondary data refers to information that has already been collected, analysed, and published by other researchers or organisations. Examples include government statistics, industry reports, and academic articles.
Secondary data is particularly useful for topics like workplace wellbeing because national bodies such as the HSE and ONS regularly publish detailed, comprehensive data that individual researchers would not be able to collect on their own. Additionally, organisations such as the NHS and Mental Health Foundation regularly publish guidance and evidence‑based interpretations, which further enrich secondary data by offering context and expert insight (NHS, 2024; Mental Health Foundation, 2024).

What form of data will be used to address your research problem, and why?
[bookmark: _Toc213674541]This research uses only secondary data. This approach was chosen because workplace wellbeing has already been widely studied, with national and sector‑specific information readily available. Using secondary data ensures that the research is grounded in reliable, large‑scale evidence rather than limited individual experiences. It also supports the mixed‑methods strategy by combining statistical findings with qualitative insights from professional reports and academic literature. Secondary data is also advantageous because it allows comparison across sectors and time periods, helping to identify emerging trends and long‑term patterns that would not be visible through small‑scale primary research.

Conclusion
[bookmark: _Toc213674542]This research has examined the increasing importance of health and wellness in the workplace, identifying the pressures employees face and the consequences for both individuals and organisations. Issues such as stress, emotional strain, workload intensity, and limited organisational support remain widespread, contributing to absenteeism, burnout, and high turnover rates. However, evidence consistently shows that organisations benefit significantly from investing in wellbeing initiatives. Improved communication, mental health training, supportive leadership, and flexible working arrangements can all help foster a healthier, more resilient workforce.Ultimately, workplace wellbeing is not simply an added benefit but a crucial factor in organisational performance and sustainability. Organisations that prioritise the wellbeing of their staff not only improve the quality of working life but also build a more stable and motivated workforce, reduce long-term operational risks, and create conditions where employees feel genuinely valued and able to thrive. When wellbeing is embedded into everyday practice rather than treated as a one-off initiative, it strengthens organisational culture, supports retention, and contributes to more consistent and effective performance across all levels of the organisation.
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