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UWTSD – University of Wales Trinity Saint David
WFH – Working from home
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[bookmark: _Hlk144317692]Wellbeing and the impact it has on people at work is being discussed more openly in the media now and in order for UTWSD to be an employer of choice we need to ensure wellbeing is at the forefront when planning strategic objectives (CIPD, 2023). This research report is looking to analyse the link between employee wellbeing and the ability to do their job. The primary research intends to gather evidence to support this statement and is based on a sample of staff at UWTSD. Secondary research indicates that there is a link, however, previous research have not necessarily provided enough information on this link within the Education sector. The objectives of the report are to look at whether the following effects employee wellbeing and the ability to their job:
· [bookmark: _Hlk146456688]The relationship employees have with their line managers 
· Employee job satisfaction and high workloads/ demands 
· How an organisations performs is affected by employees with a good wellbeing
The approach taken in this investigation is to conduct a questionnaire to gather and critically analyse the data to look for trends and compare the data to secondary research. The aim is to confirm whether there is or isn’t a link between employee wellbeing and the ability to do their job. After benchmarking other methodology questionnaires were chosen as the primary research as it would get to a wider audience in a quick amount of time (Wright, 2005).
[bookmark: _Hlk146456783]Ensuring employee wellbeing is a focus for the universities strategic objectives and it will help the university be seen as a good employer that has an interest in their employees wellbeing. This could lead to higher employee engagement which can lead to better productivity and performance (Sun & Bunchapattanasakda, 2019). Well-being can be defined as diverse and fluid connected to individual, family, and community beliefs and values as well as job satisfaction (McCallum and Price, 2015). If neglected as a HR priority and part of the university strategy this could mean the university may find it challenging to recruit and retain good staff (Taylor, 2021). Positive employee wellbeing can also reduce sickness and turnover of staff which benefits the university financially and retains good staff. (CIPD, 2023; Sun & Bunchapattanasakda, 2019) All of these elements are critical to the university and HR strategy plan.







[bookmark: _Toc146803711][bookmark: _Toc119405738]Literature review 
[bookmark: _Hlk144317739]
[bookmark: _Hlk146457197]Research in general on the topic of employee wellbeing within the education sector tends to be quite limited, with that in mind the literature review focuses on a general link between employee wellbeing and the ability for employees to do their job. Research shows that line mangers play a pivotal role in employee wellbeing but can lack organizational support, a report found that 70% of employees felt rigid company policies, a heavy workload and an unsupportive workplace culture prevent them from being able to provide the support they wanted to give to their team members. (Goforth, 2023). CIPD actively encourage organisations to support the wellbeing of staff, claiming that for individuals and organisations to be successful they need to help prevent stress by creating a positive working environment and promoting wellbeing (CIPD, 2023). A recent report found that employee wellbeing was worsening and that companies may be at a turning point when it comes to wellbeing and action is needed otherwise it could negatively impact on employees retention (Goforth, 2023). A recent study found that the support from line managers has a strong influence on employee wellbeing (Huo, Bosxall & Cheung, 2020) and line manager behaviour has a direct impact on levels of employee engagement and individual performance (Alfes, 2013). It is therefore key that Human Resources Management needs to focus on prioritising wellbeing and focusing on the relationship between employers and employees, this is critical to ensuring positive outcome for both (Guest, 2017). Policies and procedures need to be focused to ensure the wellbeing of employees is a contributing factor, by doing so they are likely to benefit, employees who feel valued and supported are more likely to stay within an organisation (Guest, 2017). This shows there is a link between employee wellbeing and the relationships employees have with their line managers suggesting consideration needs to be giving by the university to this link to ensure positive relations are encourage and enabled. A report form Deloitte and Workplace Intelligence found that Employee wellbeing has declined in general and that leaders need to prioritise people over profit, the report goes on to explain this can be done through increased support  for managers and to held more accountable (Goforth, 2023). 
[bookmark: _Hlk146457603][bookmark: _Hlk146457743][bookmark: _Hlk146457711][bookmark: _Hlk146457733][bookmark: _Hlk146457673][bookmark: _Hlk146457769]During covid boundaries between work and home became blurred, impacting the association between home and work demands which could impact on wellbeing (Demerouti &Bakker, 2022; Kingsford-Smith et al, 2023). Social environments may also influence the association between job demands and wellbeing, the JD-R model argues that intrinsic motivation effects the relationship between job resources and employee outcomes (Demeroti, 2001; Pecceo and Paauwe,2012; Demerouti &Bakker, 2022; Kingsford-Smith et al, 2023). Burnout and stress create physical and psychological burdens on health and motivation (Skaalvik & Skaalvik, 2011; Kingsford-Smith et al, 2023), and can be linked to  lower job satisfaction (Klassen, 2010 ; Kingsford-Smith et al, 2023). Demands on university staff even before Covid were high, accompanied with low levels of support and job clarity (Wray and Kinman 2021; Bungay et al, 2023).In 2019 72% of UK academics described themselves as stressed and 62% considered leaving the profession (Education Support 2019; Bungay et al, 2023). The reasons for this were described as workplace demands, and the blurring of the interface between work and home life balance as well as pressures relating to technology (Li et al. 2020; Bungay et al, 2023) which impacts clearly on the company performance (Rose et al, 2011; Dul & Neumann, 2009). Work appears to be an obstacle to wellbeing for some employees and 80% struggling to improve their wellbeing due to a heavy workload and a stressful job (Goforth, 2023). Engaging in mindful self-care has been associated with a decrease in the risk of burnout ( Jackson Preston, P. et al , 2023; Hotchkiss and Lesher, 2018) and in higher education is proven to help enhance skills to manage stress and promote wellbeing and improve the quality of interactions in the workplace (Jackson Preston, P. et al , 2023; Hegney et al, 2021). The research on this has been over time, even before Covid, and can show that it is still very much relevant, therefore, the university needs to be aware of the impact high workloads and demands has on its employees. The performance of an organisation and employee engagement are linked with good wellbeing of employees (CIPD, 2023), and in general, not just in universities working long hours may have a negative impact on mental health (Bu, Steptoe, and Fancourt 2020; Bungay et al, 2023).Research has shown that activities like exercising, arts, gardening ,listening to music etc are all associated with improvements in mental health and wellbeing (Bu, Steptoe, and Fancourt 2020; Bungay et al, 2023).
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There are several research methods that could have been used, focus groups for example as this could potentially offer more validity by observing the participants  behaviours daily and see if there performance levels are affected. However, giving the topic being researched and time constraints, this may be difficult to observe and undertake. Focus groups can also be more limiting and potentially not reach as many people as other methods (Acocella , 2012).
[bookmark: _Hlk144318145][bookmark: _Hlk146457870]Alternatively, questionnaires are well structured and specific (Kumar, 2014). They can be an effective at collecting information for research as they gather information, facts and opinion (Singh, 2017), which is key to this research. Questionnaires are useful in reaching a large selection of participants quickly at a low cost (Kumar, 2014). 10 Closed ended questions were used where the respondents had to pick an answer from a number of options (Singh, 2017). They were asked what impact work has on their wellbeing as well as their relationship with their manager to gauge any link.
How your research participants were chosen
In order to increase the validity of the research report the questionnaire was conducted using a cross- sectional study design to get a cross- selection of the population at the university to view opinions on employee wellbeing in the university (Kumar, 2014, Babbie, 1989). This included one institute within UWTSD – Welsh Institute of Science and Art (WISA) and one professional services department  – Student Services. WISA has Lectures, apprentices, workshop and production members of staff . The student services were chosen as they not only are office based they also interact with students as well.  Both these areas offering a wider variety and cross section of the employee population.
Limitations
There are several steps that need to be taken to ensure the questionnaire is valid and reliable (Singh, 2017). The key aspects to focus on for this questionnaire are test- reset reliability, which is if the questionnaire was conducted again and the conditions hadn’t changed would they get the same result? (Singh, 2017), 
Being a HR professional within the university means that the respondents may feel less incline to provide a true answer as they may feel that it could have a negative impact on how they are viewed in the university, ensuring the questionnaire is confidential can help to avoid this. Using this type of questionnaire can have its limitations as they can’t measure change, in order to do this we would need to take data collection at two points in time (Kumar, 2014), unfortunately this isn’t possible for this study considering its time restraints. 

Validity
The validity of the questionnaire will depend on the degree of systematic error (Singh, 2017), construct validity for example will look at ensuring that the questions being asked answer what the survey is intending to measure (Yaddanapudi S, Yaddanapudi LN. , 2019; Singh, 2017). To ensure this the questions need to be specific and to the point and ensure no leading words/ questions are used.

How was the research data analysed
[bookmark: _Hlk146459790]Microsoft forms was used to facilitate the questionnaire and to analyse the data. The descriptive statistics method was then used to give a general summary of the data (Kaliyadan & Kulkarni, 2019).
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The main themes came out of the findings from the report were the effects line manager relationships have on employee wellbeing and the effects high workloads/demands and job satisfaction have on employee wellbeing.
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[bookmark: _Hlk144318519]The relationship employees have with their line managers 
[bookmark: _Hlk146458308]The survey found there to be a link between the relationship employees have with their line managers and their wellbeing. A third respondents felt very satisfied with their job and the majority of these, 68%, described their relationship with their manager as ‘Very good’, with 90% of them felt comfortable raising concerns regarding their wellbeing with their line manager. This illustrates that having good relationship with your line manager means you are more likely to raise issues with them. A more open communication relationship will be beneficial to an organisation as the literature review shows that support from line managers has a strong influence on employee wellbeing (Huo, Bosxall & Cheung, 2020).
When asked if there has ever been a time when their wellbeing has had a negative effect on their ability to carry out their job 26% of participants answered ‘No’, and of this 26% over 73% of these described their relationship with their manager as good and 82% said they felt comfortable raising concerns they might have about their wellbeing with their line manager. When asked how they would describe their relationship with their line manager 45 % said ‘Very good and of these 100% of them said they felt comfortable raising any concerns they might have regarding their wellbeing with their line manager. This shows that a good relationship with a line manager means that the relationship allows for issues to be discussed , potentially before they become worse, if employees don’t feel able to discuss their issues with line managers then this could mean that the issues could get worse. This links with the research that shows line managers have a key impact on how an individual performs in work and how engaged an employee is (Alfes, 20123)  

How does this impact UWTSD?
UWTSD need to be aware of this as research has shown that if employees have issues in work and they don’t feel comfortable raising them then this could limit their ability to do their job well. Research has shown that managers have an impact on an employee wellbeing either positively or negatively (Collins and Beuregard, 2020; Diehl et al 2021 and Lohmann et all, 2019). This impacts on engagement and could lead to good employees leaving the organisation, and high staff turnover. Staff turnover generally has a negative impact on an organisation both to the culture and financially (Winne et al 2019). 

High workloads/ demands and Job Satisfaction 
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The survey showed a link between job satisfaction and employee wellbeing. A third (33%) of participants said they felt very satisfied with their current job and over half of these also described their wellbeing as ‘Good’. This showing that those with a positive outlook on their job generally have good wellbeing. Kahn (1990) suggested that employees are more engaged in their work, when psychological needs are satisfied (Kahn, 1990; Sun & Bunchapattanasakda, 2019).
Although only 3% answered very dissatisfied’ when asked how satisfied they are with their current job, 100% of those described their wellbeing as ‘poor’. Even though this is only a small percentage, the direct link between job satisfaction and employee wellbeing is clear here. Research has shown that if employees are not satisfied with their job this is likely to have an impact on their wellbeing and impact on performance (Alfes, 2013) 
[bookmark: _Hlk146728806]Only 13% of participants answered that they felt ‘moderately dissatisfied’ with their current job, with over a third of these stated the reason for this was due to ‘workload/demands’. When asked how they would describe their wellbeing, while only 13% of participants answered ‘Poor’, all of these said that this has had an impact on the ability to carry out their job, due to work related issues. When asked if there has ever been a time when wellbeing has had a negative effect on the ability to carry out their job 62% answered yes and stated ‘work related issues’ as the main cause of this. If a job becomes too demanding results have shown that it reduces productivity in the long run (Taylor, 2021), showing a link between workload and how a person feels about their job and the effects this has on a person wellbeing. The survey asked if the employees were aware of initiatives offered by the university and while 67% said yes, nearly a third said No or some, this shows us that although we may offer some initiatives that not all employees are aware they exist.

How does this impact on UWTSD?
[bookmark: _Hlk146459056][bookmark: _Hlk146459110]UWTSD need to be aware of this because if as the research shows that there is a link between job satisfaction and employee wellbeing then the outcome of this can have a negative impact on the organisation. Holistic well-being is considered one of employee engagement's most important drivers (Ryder, & Director-General, 2020; Rajashekar Jain). If employees are not satisfied in work this will lead to disengagement and poor performance as shown in recent research (Winne,2019). This will have a negative impact on the university both in terms of moral within the organisation but also effect the bottom line if performance levels are negatively affected as shown in research on how the working environment affects company performance (Rose et al,2019 and Dul & Neumann, 2009). 
According to the questionnaire nearly a third of participants said that their wellbeing has had a negative effect on the ability to carry out their job due to work related issues, this shows us that according to the research work related issues impact on the employees ability to do their job. The university needs to consider this impact and look at ways to deal with high workload and demands so that they can lower the impact work has on employees. If employees are experience high workload which is effecting their wellbeing this is going to impact on their productivity and ability to do their job well (Rose et al, 2019; Dul & Neumann, 2009; Taylor, 2021). As mentioned although we do have initiatives in place if people aren’t aware of them are they using them!? If not then this isn’t benefiting the university.
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[bookmark: _Hlk146459149]When trying to compare the findings with other universities research is limited in the education section on this unfortunately, showing that more research needs to be done to look into the employee wellbeing and the impact is has on the ability for someone to do their job within the education sector. The research found and primary research however confirms that there is clearly a link. Going forward employee wellbeing needs to be considered as part of UWTSD business and HR strategy as a matter of high importance. 

The first two objectives have been met and show a clear relationship, however the third objective to address how an organisation performs with employees with a good wellbeing wasn’t necessarily met as part of the primary research, although clearly seen in the literature review. More questions and a further study would need to be undertaking to understand the true implication of how employees wellbeing effects performance, we would need to review a wider selection of the university and look at other ways to measure performance and compare this to employee wellbeing. 

What would I do differently next time
I would have asked more open ended questions to gather a more in depth understanding of the topic and potentially look at focus groups as well. Ideally a questionnaire would be repeated over time to see if any changes occur and compare it to retention and sickness rates, unfortunately in this case time didn’t allow for this.
I should have started with a different question to ease the participants in more, and think if I had asked that question further on in the questionnaire I may have got a different, maybe more reliable and honest answer. Or I could have phrased it slightly differently.
Please note a further document is available which outlines recommendations following this report.
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