5OS07 Wellbeing in the Workplace 	Brogan Jade Ellis 	
Explain two key ‘wellbeing’ theories, including how they can be applied to current issues of wellbeing in the workplace. (AC 1.1)
One key wellbeing theory is the Job Demands-Resources (JD-R) model. This proposes that employee wellbeing is shaped by the balance between job demands and job resources. When demands such as workload, time pressure and emotional labour outweigh available resources, employees are more likely to experience exhaustion, stress, burnout and increased absenteeism and turnover. In contrast, adequate job resources – including managerial support, autonomy and development opportunities – promote engagement and wellbeing (Bakker & Demerouti, 2017)
The CIPD highlights that balancing job demands with supportive resources is central to both wellbeing performance, noting that poorly designed roles and excessive demands are significant risk factors for stress and sickness absence (Sinclair & Suff, 2025)
Applied to Insursave Ltd.’s current workplace issues, the JD-R model provides a practical framework for reviewing workloads, shift patterns and performance expectations to ensure they are realistic and sustainable. It also supports investment in line manager capability, coaching and peer support, alongside regular check-ins to reduce isolation and build competence through upskilling. 
Expected outcomes for Insursave Ltd could include, reduced burnout and stress related absence, improved engagement, lower attrition and enhanced organisational performance. 
A second key theory is the PERMA model, developed by Martin Seligman. PERMA defines wellbeing through five evidence-based elements: Positive emotion, Engagement, Relationships, Meaning and Accomplishment. (Seligman, 2011) The Model emphasises that wellbeing is not merely the absence of stress, but the presence of positive psychological functioning. 
In the context of workplace challenges seen by Insursave Ltd, PERMA can be applied by fostering positive work experiences, strengthening supportive relationships and ensuring roles feel meaningful. Recognition practices and opportunities for achievement further enhance accomplishment. 
Together, these theories offer complementary, evidence-based approaches to addressing workplace wellbeing within Insursave Ltd.   
Discuss, with examples, how wellbeing can be managed to support organisational goals. (AC 1.2)
One effective way Insursave Ltd can manage wellbeing to support organisational goals is by implementing a strategic, integrated wellbeing framework aligned to performance objectives such as productivity, retention and engagement.
The CIPD argues that wellbeing should be embedded within organisational strategy rather than treated as an add-on benefit (CIPD, 2021) Wellbeing initiative must address both physical and psychological health and be clearly linked to measurable outcomes, including reduced sickness absence and improved retention. For example, introducing structured wellbeing frameworks that include health risk assessments, access to mental health support services and flexible working policies can improve overall employee wellbeing while strengthening organisational performance. 
Evidence indicates that organisations with robust wellbeing strategies experience lower absence and turnover, because employees feel valued and supported. (NHS & CIPD, 2022) For Insursave Ltd, where leadership experience may be limited, a clearly defined wellbeing structure can also guide consistent decision-making and reduce reactive management practices. 
A second key approach is developing leadership capability to actively support employee wellbeing. The quality of line management is a strong predictor of engagement, absence levels and staff turnover (CIPD, 2020) Equipping managers with skills to identify early signs of stress, manage difficult conversations and support return to work processes ensures wellbeing is managed proactively rather than reactively. 
Research by Bakker and Demerouti (2017) further highlights that supportive leadership increases engagement and reduces burnout. Investing in leadership development therefore contributes directly to organisational goals by improving morale, lowering attrition and strengthening performance outcomes. 
In conclusion, wellbeing supports organisational goals when it is strategically embedded and supported by capable leadership. By implementing comprehensive wellbeing frameworks and enhancing leadership capability, Insursave Ltd can reduce absence, improve retention and drive sustainable organisational performance. 
Assess the benefits of adopting wellbeing practices in organisations. (AC 1.3)
As Insursave Ltd is struggling with high attrition and sickness absence, they can benefit substantially from adopting structured wellbeing practices. Research and professional guidance, notable from the CIPD, highlight both human and business advantages of prioritising employee health and wellbeing. 
Firstly, wellbeing initiatives help reduce sickness absence and increase retention. CIPD’s health and wellbeing at work data shows that the average sickness absence in the UK has risen sharply, driven by mental ill-health and stress, signaling the need for proactive wellbeing strategies rather than reactive support alone (CIPD, 2025) 
Organisations that invest in such strategies report reduced absence, greater engagement and better retention rates, demonstrating a clear link between wellbeing and workforce stability (CIPD, 2025) This aligns with HR research that organisations offering comprehensive wellbeing support see employees 34% less likely to seek new roles, thereby strengthening retention in competitive labor markets. (Grid, 2025)
Secondly, wellbeing practices contribute to enhance productivity and engagement. Professionals such as Mark Till, CEO of Unum UK, have reported that nearly half of employers observed boosts in productivity when staff wellbeing was actively supported, alongside improvements in loyalty and engagement which are critical factors in reducing attrition. (Unum UK, 2023)
Thirdly, embedding wellbeing into organisational culture yields a positive employer brand, which enhances both recruitment and long-term staff commitment. A strategic approach such as flexible working arrangements, mental health support programmes, and manager training creates healthier work environments and signals that the organisation values is people. (CIPD, 2025)
Finally, the CIPD increasingly advocate making wellbeing a core part of business strategy, not an add-on. Rachel Suff of the CIPD, emphasises that supporting staff wellbeing ‘makes business sense’ because it prevents ill-health escalation, lowers absence costs and fosters resilience. (CIPD, 2025) Thus, wellbeing practices offer tangible returns, less turnover and better sickness performance and a more sustainable workforce.

Evaluate the contribution made by key stakeholders’ (listed below) to improving wellbeing at work. (AC 2.1)
1. People professionals 
2. Leadership and management 
3. External partners 
Improving wellbeing at work requires collaboration between multiple stakeholders, including employees, people professionals, leadership and management and external partners such as government and health organisations. Evidence from the CIPD, government policy and public health literature demonstrates that workplace wellbeing is most effective when responsibility is shared across organisational systems.
Firstly, key stakeholders such as employees and line managers play critical role in fostering a healthy work environment. The CIPD emphasises that wellbeing is a collective responsibility and that employees should engage in self-care, while managers provide support and open communication (CIPD, 2025). Line Managers are particularly influential because their management style and ability to manage workloads significantly affect stress levels and employee engagement. Evidence shows that poor management practices are among the main causes of stress related absence in organisations. (CIPD, 2023).  This might be the trends that are being seen within Insursave Ltd. Therefore, stakeholders should directly influence wellbeing through daily interactions, psychological safety and adopting a supportive workplace culture. 
Secondly, people professionals are responsible for designing and embedding wellbeing strategies. According to the CIPD, HR professionals lead the health and wellbeing agenda by intergrading wellbeing policies into organisational strategy and advising leaders on effective implementation. (CIPD, 2025). This may include initiatives such as flexible working, employee assistance programmes and mental health support. HR also monitors absence data and evaluates wellbeing initiatives to ensure evidence-based practices. Their strategic role ensures that wellbeing becomes embedded within organisational systems rather than remaining a short-term initiative. 
Thirdly, leadership and management strongly shape organisational culture and commitment to wellbeing. Senior leaders influence whether wellbeing is prioritised within strategic decisions and resource allocation. Research shows that organisations where senior leaders actively promote wellbeing experience higher engagement and productivity. (CIPD, 2023). Leadership commitment also supports a preventative approach to ill-health, aligning with UK government policy that emphasises shifting health systems from sickness prevention to improve long term population health (GOV.UK, 2025)
Finally, external partners, including occupational health providers and policymakers, contribute expertise and regulation. Public health scholar Devi Sridhar argues in ‘how not to die (too soon) that health outcomes depend not only on individual behavior but also on wider structural conditions such as policy, environment and access to service (Sidhar, 2025). This perspective supports the need for collaboration between employers, government and health organisations to create healthier working conditions. 
Overall, improving workplace wellbeing requires coordinated action between stakeholders, HR professionals, leaders and external partners. A strategic, preventative collaboration approach ensures sustainable improvements in employee health and organisational performance. 
Discuss how wellbeing can interact with other areas of people management practice. (AC 2.2)
Firstly, job design significantly influences wellbeing. The job characteristics model developed by Hackman and Oldham suggests that roles designed with autonomy, task significance and feedback promote motivation and physiological wellbeing (Hackman and Oldham, 1976). The CIPD highlights that meaningful work and manageable workloads support employee wellbeing and reduce stress. Poorly deigned roles, in contract can increase burnout and absenteeism (CIPD,2023). 
Secondly, work practices such as flexible working arrangements can positively impact wellbeing. Flexible or hybrid working allows employees to balance work and personal responsibilities, improving job satisfaction and mental health. According to the CIPD (2023), organisations that implement flexible working practices often experience higher employee engagement and retention. However, these practices must be managed carefully to avoid issues such as work intensification or blurred work-life boundaries.
Health and Safety is also closely linked to wellbeing. Traditionally focused on physical safety, modern health and safety practices increasingly incorporate physiological wellbeing. The CIPD emphasises that organisations should manage risks such as work-related stress and promote supportive environments that safeguard both physical and mental health. (CIPD, 2022) 
Diversity and inclusion practices further influence wellbeing by ensuring that employees feel respected, valued and psychologically safe at work. Inclusive workplaces reduce discrimination and foster belonging, which supports emotional wellbeing and employee engagement (Shore et al., 2021) The CIPD also notes that inclusive cultures improve employee morale and organisational performance.
Finally, reward and recognition systems contribute to wellbeing by reinforcing employees’ sense of value and achievement. Fair pay, benefits, and recognition infinitives can enhance motivation and job satisfactions. According to Armstrong (2020), recognition plays a key role in reinforcing positive behaviors and strengthening employee commitment. 
Overall, wellbeing is not a standalone initiative but a cross cutting element of effective people management practice. 
Taking the above into account, Insursave Ltd should focus on wellbeing, that supports effective job designs, flexible working practices, and strong health and safety support. Fair rewards, recognition and inclusive practices will also be essential. This will help to support both physical and mental health, reduce sickness absence and improve retention and engagement. 
Analyse how organisational context shapes wellbeing. (AC 2.3)
Organisational context plays a critical role in shaping how wellbeing is understood, implemented and experienced in the workplace. Wellbeing initiatives are most effective when they are integrated into organisational culture, people strategy and the specific needs of the workforce rather than implemented as standalone programmes. The CIPD emphasises that wellbeing strategies should align with organisational goals and employee needs to achieve sustainable impact (CIPD, 2023). 
Different organisational environments require different wellbeing approaches. For example, in a call centre where work is often repetitive and performance driven, wellbeing initiatives may focus on workload management, regular breaks and physiological support to reduce stress. In contrast, a factory environment may prioritise physical health, ergonomics and safety measures due to the nature of manual work. This demonstrates that wellbeing practices must reflect operational demands and workplace risks. 
Workplace composition also shapes wellbeing strategies. Organisations with a broad age rage, such as employee’s aged 25-70, may want to consider varying health, developmental and work-life balance needs. Younger employees may prioritise career progression and flexibility, whereas older workers may value health support and phased retirement options. The CIPD notes that tailoring wellbeing initiatives to workplace demographics improves engagement and effectiveness (CIPD, 2022). 
Additionally, working arrangements influence wellbeing needs. Home workers may require support for isolation, work-life boundaries and digital wellbeing, while office-based employees may benefit from social interaction, collaborative environments and ergonomic workspaces. According to Cooper and Dewe (2008), effective wellbeing management requires organisations to consider the interaction between work design, organisational culture and employee needs. 
Finally, organisational size can influence the resources available for wellbeing initiatives. Smaller organisations may rely on informal support and flexible practices, while larger organisations often implement structured wellbeing programmes. Regardless of the size, culture and people management practices, successful management of wellbeing is essential for long term success. 
One effective wellbeing practice Insursave Ltd, could implement is a structured flexible working and wellbeing support Programme. The CIPD highlights that flexible working can reduce stress, improve work-life balance and increase retention. Therefore, flexibility in shift patterns, workload management and access to wellbeing support, such as occupational health, could reduce sickness absence and burnout.   
Assess Insursave Ltd.’s needs in relation to employee wellbeing and identify two wellbeing initiatives that would help address these needs. (AC 3.1) 
Insursave Ltd is a growing organisation with 4,554 employees across three sites, Edenborough, Bristol and Peterborough with majority working in entry level call handler roles. The organisation is experiencing high attrition and sickness absence, indicating potential challenges relating to employee wellbeing, job design and management capability. Assessing the organisations wellbeing needs is essential to improve retention, productivity and employee engagement.
Firstly, workforce data suggest that attrition is particularly high among newer and younger employees. The tenure profile shows a large proportion of staff with less than five years’ service, particularly those aged under 30. This may indicate that earlier career employee are experiencing limited engagement, high workloads or insufficient support in entry level roles. According to the CIPD, poor job quality and limited support from managers can significantly contribute to turnover and disengagement (CIPD, 2023). Entry level call handling roles are often repetitive and performance driven, which can reduce autonomy and job satisfaction if not well managed.
Secondly, absence data highlights key wellbeing concerns. The case study identifies mental health, minor illness and respiratory condition as major causes of absence, with musculoskeletal issues increasing in older age groups. Additionally, mental health absence is more prevalent among employee over 26 and those with longer service, suggesting that ongoing work pressures or insufficient support may contribute to stress and burnout. The CIPD reports that work related stress and mental ill health remain leading causes of long-term absence in the UK, reinforcing the need for proactive wellbeing strategies (CIPD, 2025).  
A further challenge relates to management capability. Employee engagement survey findings suggest that many managers do not feel equipped to support employee wellbeing, particularly when dealing with mental health or chronic illness. Inexperienced manager may lack confidence in conducting wellbeing conversations or management absence effectively. Research from the CIPD highlights that line manager capability is one of the most significant factors in influencing employee wellbeing at work. (CIPD, 2023). 
One initiative Insursave could implement is manager training focuses on wellbeing and supportive leadership. Training could help managers recognise early signs of stress, conduct effective wellbeing conversations and manage workloads more appropriately. In large organisations with multiple management tiers, consistent leadership practices are essential to create a supportive culture. Improved leadership capability can strengthen employee trust, engagement and retention. (Armstrong, 2020). 
A second initiative would be introducing a targeted employee wellbeing programme that addresses both mental and physical health needs. This could include access to Employee Assistance Programmes, mental health resources, ergonomic assessments for musculoskeletal issues, and flexible working options where possible. The CIPD suggests that organisations adopting a holistic wellbeing strategy can improve employee health outcomes and reduce absence levels (CIPD, 2025). Providing confidential counselling, health support and wellbeing awareness campaigns could help employees manage health concerns before they lead to prolonged absence or resignation. 
Overall, Insursave’ s key wellbeing needs relate to stress management, physical health support and improved leadership capability. 














Design (in summary form) a wellbeing programme/initiative that would address one area of Insursave Ltd’s needs. Your design summary should include the need being addressed, the key components of the programme, the people involved/affected, and the potential wellbeing benefits to be gained. (AC 3.2) 
	Objective of wellbeing programme
	Need being addressed
	Key components of the programme
	People involved or affected
	Potential benefits to be gained

	Implement a manager wellbeing capability programme to improve lines managers ability to support employee’s mental health, manage absence and reduce attrition across three sites
	Data from Insursave indicates high sickness absence, particularly linked to mental health, and employee engagement survey results show that managers feel ill equipped to support wellbeing and chronic illness.
	Wellbeing and mental health training for all mangers including recognising signs of stress and conducting supportive conversations.
	Line managers and team managers
	Improved manager confidence in supporting employee wellbeing

	
	
	Training on absence management policies and early intervention
	Entry level employees particularly call handlers who experience high workload and limited autonomy
	Reduced mental health related absence

	
	
	Introduction of monthly wellbeing check-ins during one-to-one meetings
	HR and People teams responsible for programme design and implementation
	Increased employee engagement and trust in management

	
	
	Access to EAP and referral guidance for managers
	Senior leadership responsible for promoting wellbeing culture and supporting policy adherence
	Improved retention, particularly among employees with less than five years’ service

	
	
	Development of a manager wellbeing toolkit including guidance on workload management and supporting chronic illness
	
	Stronger organisational culture focused on wellbeing and support

	
	
	Appointment of wellbeing champions across the three sites to reinforce support networks
	
	

	Measurement:
	Costs and Resources
	Timeframes
	Communication

	Reduction in sickness absence rates particularly in mental health related absence
	Costs of external wellbeing training providers
	Phase 1 0-3 months programme planning, manager training design and communication launch
	Programme launch announced by senior leadership to demonstrate commitment

	Reduction in employee attrition levels, especially in entry level roles
	Investment in EAP services
	Phase 2 3-6 months delivery of manager training and rollout of wellbeing check-ins
	Regular updates via intranet, email and team meetings

	Improved employee engagement survey results especially relating to manager support
	HR time to develop toolkits and coordinate programme delivery
	Phase 3 6-12 months monitoring outcomes and refining programme based on feedback
	HR guidance materials shared with managers

	Monitoring EAP usage and feedback
	Time allocation for managers to attend training and conduct wellbeing check-ins
	
	Wellbeing awareness campaigns across all three sites to encourage engagement

	Quarterly pulse surveys assessing wellbeing and management support
	
	
	



Explain how your wellbeing programme would be implemented in a way that is suitable for Insursave Ltd. (AC 3.3)
Implementing the proposed wellbeing programme at Insurasave Ltd requires a structured and phased approach to ensure it is effective across the organisations three sites and tailored to the needs identified in the workforce data. A key priority is strengthening line manager capability, as research consistently shows that managers play a critical role in supporting employee wellbeing and reducing absence and turnover. 
The programme would begin with a planning and preparation phase (0-3 months) led by the HR and People team. During this stage, HR would review absence data, employee engagement survey results and exit interview insights to further understand the drivers of stress, burnout and attrition. Clear objectives, success measures and a communication plan would then be established to ensure alignment with organisational goals. Senior leadership would then formally launch the programme to demonstrate commitment to employee wellbeing and to help build trust and engagement among employees. Leadership support is important because organisational culture and visible commitment from senior leaders significantly influence the success of wellbeing initiatives (CIPD, 2023)
The next stage would involve developing line manager capability through targeted training (3-6 months). Line managers and team managers across the three sites would attend wellbeing and mental health awareness training. This training would focus on recognising early signs of stress conducting supportive conversations and understanding absence management policies. Managers would also receive guidance on how to signpost employees to appropriate support services such as EAP. The CIPD highlights that line managers are central to employee wellbeing as they have direct influence over workload, support and day to day work experiences (CIPD, 2022). Equipping managers with these skills can therefore improve employee confidence in management and encourage earlier intervention when wellbeing issues arise. 
Alongside manager training, the programme would introduce monthly wellbeing check-ins with regular one to one meetings. These conversations would allow employees to discuss workload, stress levels and any support hey may need. This approach helps normalise discussions around wellbeing and can identify potential issues before they escalate into sickness absence. According to HR research, regular wellbeing conversations between managers and employees can strengthen engagement and psychological safety within teams (Guest, 2017). 
HR would also develop a manager wellbeing toolkit to provide practical guidance on supporting employees with workload management, mental health concerns and chronic illness. This toolkit would ensure consistency across the organisation and help managers apply policies effectively. In addition, wellbeing champions could be introduced at each site to promote wellbeing initiatives, encourage participation and provide peer support networks. 
The final phase (6-12 months) would focus on monitoring and evaluating programme outcomes. HR would track key metrics such as sickness absence rates, EAP usage, employee engagement scores and attrition levels. Quarterly pulse surveys would also be used to gather employee feedback and identify areas for improvement. Continuous evaluation is important because evidence-based HR practice ensures that wellbeing initiatives remain relevant and deliver measurable organisational benefits. (CIPD, 2023).  
Explain how your Insursave Ltd wellbeing programme would be evaluated and monitored. (AC 3.4)
Evaluating and monitoring the wellbeing programme at Insurasave Ltd is essential to ensure it delivers measurable improvements in employee wellbeing, engagement and retention. Effective evaluation allows HR to assess whether the programme is meeting its objectives and provides evidence for continuous improvement. According to the CIPD organisations should adopt an evidence-based approach to evaluating wellbeing initiatives by using a combination of quantitative metrics and qualitative feedback (CIPD, 2023).  
One key method of monitoring the programme would be analysing the sickness absence data, particularly absence related to mental health and stress. Insurasave has identified mental health as a significant contributor to absence, so monitoring these rates over time will help determine whether the programme is having a positive impact. HR could track overall absence rates, average days lost per employee and trends across the three sites. A reduction in stress-related absence would indicate that initiatives such as manager wellbeing training and regular wellbeing check-ins are improving employee support. The CIPD highlights absence data as one of the most effective indicators of organisational well-being because it provides objective evidence of employee health trends (CIPD, 2022). 
Another important metric would be employee turnover and retention rates, particularly among entry-level call handlers who represent the majority of Insursave’s workforce and have higher attrition levels. HR could analyse voluntary turnover rates and employee tenure data to identify whether retention improves following the implementation of the wellbeing programme. High turnover can often reflect issues such as excessive workload, lack of support or poor management practices. Therefore, if the programme successfully improves manger capability and employee support, turnover levels should gradually decline. Research by Guest (2017) suggests that wellbeing-focused HR practices can strengthen employee commitment and reduce turnover. 
Employee engagement and wellbeing survey results would also be a key evaluation method. Insurasave could use annual engagement surveys alongside quarterly pulse surveys to measure changes in employee perceptions of manager support, workload and overall wellbeing. Survey questions could specifically assess whether employees feel comfortable discussing wellbeing with manager and whether they are aware of available support services. The CIPD emphasises that employee voice and feedback are essential in assessing the effectiveness of wellbeing initiatives because they capture employees lives experiences of work (CIPD, 2023). Improvements in engagement scores particularly in areas related to management support and wellbeing could demonstrate progress. 
Monitoring EAP usage would provide another useful indicator. An increase in usage may suggest that employees are more aware of support services and feel more confident accessing them. HR could review anonymised data from the provider to identify common wellbeing concerns and ensure appropriate support is available, over time, patterns in EAP use can help organisations identify underlying organisational stressors and adjust interventions accordingly. 
Finally, manager feedback and qualitative insights would complement quotative metrics. Focus groups or feedback sessions with line managers and employees could help HR understand how effectively the programme is being implemented in practice. This qualitative data can highlight barriers, identify successful practices and inform programme improvements.
Overall, combining data on absence, turnover, engagement EAP usage and qualitative feedback provides a comprehensive evaluation framework. This balanced approach aligns with evidence-based HR practice and ensures the wellbeing programme remains responsive to the needs of the workforce.  
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