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Foreword

Following the profound changes to working life brought on by the

coronavirus pandemic, many organisations have spent the past

year attempting to recover while dealing with new uncertainties.

However, as we emerge from

the pandemic where there was a
period of renewed attention and
focus on employee mental health,
workplace wellbeing now seems to
be diminishing as a priority for many
organisations. This is starting to lead
to negative outcomes with certain
groups more at risk than before.

The Workplace Wellbeing Index

has been used by organisations

for six years for the purposes of
benchmarking best policy and
practice in supporting mental health
and wellbeing in the workplace. 41,927
employees took part in this year’s
Index from 119 organisations across
the UK. The Index Insights report
details different aspects of workplace
wellbeing across this robust data

set of diverse employees, offering
valuable and relevant insights. Beyond
exploring these key areas, the report

provides a year-on-year comparison
with last year’s (2020/21) Index.

I find it encouraging to see that
mental health outcomes at work
appeared to bounce back post-
pandemic. The pandemic increased
focus and expedited workplace
wellbeing agendas, with more
attention given to implementing

mental health and wellbeing initiatives
at work. We are now experiencing
the positive effects of this effort,
with more employees reporting
that they had good or very good
mental health and fewer stating
they experienced a mental health
problem in their present role. I see
these results as proof that mental
health is a worthwhile investment
for organisations of all sizes and
sectors, which should continue

to be prioritised in this current
climate of wellbeing challenges.

Despite these positive findings,

there are worrying trends which
threaten the future state of mental
health in the workplace. Organisations
appear to be experiencing ‘wellbeing
fatigue’, with mental health and
wellbeing beginning to make fewer
appearances on strategic agendas.
Index results show reduced awareness
of initiatives and support tools
available and less overall promotion

of mental health in the workplace.
With the effects of recession on

the horizon and the present cost-of-
living crisis, there is a danger that
workplace wellbeing may fall out of
focus, something which has already
begun to have a negative impact.



It is important to recognise that
stigma remains a key challenge and is
likely to be a growing one in the midst
of recession. Already, fewer employees
are disclosing mental health problems
to their employers and fewer are
being honest when mental health

has been a reason for absence when
compared to last year. Employees
who identify as people of colour and
those in their early careers have been
particularly affected by the lack of
openness around mental health in the
workplace, feeling less comfortable
and showing lower levels of
disclosure than others. With LGBTQ+
employees showing poorer levels of
wellbeing across various areas of the
Index, more consideration of these
groups and a better understanding

of their needs is essential.

Going forward, supportive and well-
informed line management will be
crucial in tackling these challenges.
While line managers are improving in
their role modelling of good wellbeing
behaviours, they are experiencing a
lack of confidence in their abilities

to support those with mental health
issues in the workplace, in turn
impacting employee belief in their
capabilities. Line managers need the
right training and knowledge to act
as a trusted source of support and
restore their capacity to promote
mental health for those they manage,
with support from senior leadership.

This year has offered a unique
opportunity to reflect on the
positive impacts that organisations
who participated in the Index

have had on the mental health and
wellbeing of their employees. As
we create roadmaps to address
upcoming challenges in the world
of work, research has highlighted

a need for renewed focus, with
greater insights and understanding
into employee groups who are
more vulnerable to stigma and
mental health issues. I hope to
support and guide organisations
through this transformative and
complex work landscape.

Andrew Berrie,
Head of Workplace Wellbeing



Executive summary

This research focuses on employees’ experiences related to

wellbeing in the workplace, concentrating on their overall mental

health and wellbeing, organisational culture, disclosure of mental

health problems, workload and working conditions, building of

awareness, knowledge and skills, their levels of line management or

manager support and engagement with support tools.

These assessment areas are supported by research as key elements

of workplace wellbeing, and can be used for benchmarking, tracking

progress and identifying areas of focus by organisations.

Key findings

Employees are hesitant to take
time off for health reasons.

Overall mental health has improved
compared to 2020/21, but fewer
employees say they will take time off
for mental and physical health

issues. There was a 4.5% increase in
employees describing their mental
health as ‘good’ or ‘very good’, and
2.9% fewer respondents reporting
that they had experienced a mental
health problem while working for their
current employer compared to the
previous year. This is countered by a
4.7% decrease in respondents taking
time off for poor mental health, and

a 4% increase in employees stating
that they would always go to work
while experiencing poor physical health.
These changes were not reflected
equally across different employee
groups, with those identifying as
LGBTQ+ demonstrating lower levels of
overall mental health and a decreased
likelihood of taking time off for mental
or physical health problems when
compared with other groups.

Disclosure of mental health
problems and reasons for absence
has dropped.

Our research identified a 6% decrease
in employees disclosing mental health
problems to their employers compared
to last year as well as a 3.1% drop

in those who felt comfortable doing
so. Questions focused on reasoning
behind nondisclosure identified a 6.1%
increase in worry that disclosing would
impact their working relationship with
their employer, a 5% rise in worry

over a lack of understanding from
their employer and a 4.7% increase

in those who thought their employer
couldn’t help, amongst other factors.
This is combined with an 11.2%
reduction in employees who think their
organisation encourages openness

and discussion around mental health.
Disclosure of absence due to mental
health also declined, with an increase
of 4.1% of employees citing alternative
reasons for their absence from work.



Those in early careers and people
of colour are less likely to disclose
mental health problems.

Comparatively, younger employees (in
the 18-24 age bracket) and employees
identifying as people of colour
reported lower levels of disclosure and
comfort when considering disclosing
mental health problems. 10.8% fewer
people of colour and 14.1% fewer early
careers reported disclosing a mental
health problem when compared with
other employees completing the Index,
with 6.3% fewer people of colour and
7.1% fewer early careers stating they
felt comfortable doing so.

General reduction in mental health
skills and knowledge.

This accompanies a diminished
confidence in dealing with mental
health problems. 8% fewer employees
stated that they felt there was a good
level of awareness and knowledge of
mental health at their organisation
compared with last year. This is
backed by declines across staff views
on all measured areas of employer
contributions to knowledge; there
was a drop of 3.5% in reports that
their employer had built their skills
and knowledge to support a colleague
experiencing poor mental health, a
7.8% decrease in those who agreed
that their employer had built their
understanding of how to look after
their own mental health at work

and a 6.4% drop in those feeling

their employer built their confidence
and comfort in discussing mental
health. Confidence in dealing with
mental health problems across all
employees has been impacted, with
3% fewer feeling confident in their

abilities to provide a colleague with
support. Across all areas, employees
identifying as LGBTQ+ scored lower,
while younger employees and those
identifying as people of colour scored
higher when compared to other
employee groups.

Line managers had less confidence
in their abilities to support and
promote mental health.

6% fewer line managers reported that
their employer had built their skills

in supporting a line report and there
was an 8.7% decline in managers
stating their employer had built their
knowledge of how to proactively
promote the mental health of their
staff. Amongst managers, confidence
in their abilities in supporting
employees with poor mental health
dropped by 3.2% and a 4.5% drop in
manager perceptions of their abilities
to affectively promote mental health
amongst staff.

Organisations are doing less to
raise awareness of and promote
mental health.

Participating employees disclosed a
9.4% drop in their employers running
initiatives to raise awareness of mental
health. Significantly, this is combined
with a 12.6% decrease in staff
perception that senior management
are completely or very supportive of
the mental health agenda at their
organisation. However, employee
perception of positive manager role-
modelling behaviours has increased,
with a reported 5.5% increase in
managers role-modelling sensible
working hours, a 5% increase in
taking their contracted lunch breaks,



a 3.5% increase in recuperating

after busy periods at work, a 4.8%
increase in taking their full annual
leave entitlement and an 8.1%
increase in taking sick leave when
needed. Perceptions of mental health
awareness and promotion as well

as positive manager role-modelling
were found to be comparatively lower
amongst LGBTQ+ employees.

Perceptions of line manager support
have declined.

The number of employees who felt their
line manager supported their mental
health fell by 2.7%, with 2.2% fewer
feeling that they have an effective
relationship with their line manager.
These findings are reflected in staff
perceptions of decline in various areas of
support, with a 5.5% reported drop in
regular one-to-ones with their manager,
3.1% fewer feeling they had been offered
chances for personal development or
learning opportunities and 6.1% fewer
stating that they had been allowed

time during working hours to partake

in personal development or learning
opportunities. Again, LGBTQ+ employees
reported more significant declines in
their perceptions of line manager support
compared with other groups.

Awareness and utilisation of
support tools has decreased, with
fewer employees confident in their
effectiveness.

4.9% fewer employees disclosed an
awareness of support tools compared to
the previous year, amongst whom 3.2%
fewer reported they were signposted to
external sources of support, and 10%
fewer stating they were aware of or
were offered reasonable adjustments.

Utilisation of support tools across
staff is down by 7.6%, coupled with a
5.6% drop in the perception of their
effectiveness amongst staff. Those
feeling confident in the overall support
they receive from their employer also
declined by 6.3%. LGBTQ+, people

of colour and younger employees all
reported comparatively lower scores
across questions in this area.

Cultural engagement, job
satisfaction and perceptions of
employee voice are down.

Employees reported lower scores
across cultural engagement areas,
with the most significant including a
2.9% drop in respondents believing
they share the same values as their
colleagues. Staff also reported lower
levels of satisfaction with their job,
with a decrease of 4.3% compared to
the previous year, and there was also a
decline in employee voice, with 6.3%
fewer stating that they were consulted
about how the organisation should

be run and 6% fewer disclosing that
they were consulted regarding how to
promote staff wellbeing. Of those who
were consulted, 7.8% fewer felt that
their employer had implemented any
of their feedback. LGBTQ+ employees
reported comparatively lower scores
across many of the areas pertaining to
cultural engagement.



Our research results demonstrate important positive findings, however,
also identify decline in key areas. Mind recommends that employers refresh
their efforts to promote and support wellbeing in the workplace as well

as concentrate on a review and revitalisation of current support tool and
resource offerings to meet employee needs.

It is increasingly vital to work towards a culture of openness, without

stigma, where employees feel comfortable talking about mental health and
disclosing mental health problems. Ensuring opportunities for employee voice
can help in fostering employee engagement and connection in the post-
pandemic work environment.

Going forward, it will be critically important for organisations to build their
awareness of the needs of different employee groups, such as LGBTQ+
people, people of colour and those early in their careers, creating tailored
wellbeing resources and strategies.




Methodology
and Participation

A total of 41,927 employees from 119 organisations participated in
this year’s Workplace Wellbeing Index, with data collected between
January and March 2022.

Participants consisted of employees working in small, medium and large
organisations across different roles and spanning a variety of industries in the
public, private and third sector.

Individuals surveyed operated in various work environments, including traditional
office, remote and hybrid.

Data was collected through a mixed-method online survey, consisting of Likert-
type, bipolar, multiple choice quantitative questions and open-ended qualitative
questions. Insights and recommendations were compiled by workplace mental
health and wellbeing specialists at Mind.

Contract type Age
Based on 41,791 responses to this question. Based on 41,459 responses to this question.
Full time, 84% Under18 | 0%
permanent
Full time, 18-24 6%
temporary/ 5%
fixed-term 25-34 26%
Part-time, 10% 35-44 26%
permanent
Part-time, 45-54 22%
temporary/ 1%
fixed-term 55 - 64 12%
Zero h 0
erohours 0% 65 and over 1%
Prefer not to say 7%




Length of service Hours worked
Based on 41,825 responses to this question. (typical Working Week)
Based on 38,758 responses to this question.

Up to 3 months 4% 30 hours or fewer 9%
Between 3 and 30 to 33 hours 2%
6%
6 th
months 33 to 36 hours 6%
Between 6 months 89
and 1year ° 36 to 38 hours 16%
Between 1and 3 years 21% 38 to 40 hours 25%
40 to 42 hours 6%
Between 3 and 10 years 32%
42 to 45 hours 14%
Over 10 years 29% 45 hours or more 21%

Participating organisations by sector -
Organisations took

part in this year’s
10% Index from across 16
diverse industries.

Sector The t th
e to ree
B rrivate ind p ki
0% Industries taking
61% Public part in the
Third 202172022
Index were:
Government,
public or

Participating organisations by size professional body

Small organisations are defined as those containing fewer than (15 organisations)
250 employees, medium between 250 and 1,000 employees and

large 1,000+ employees. EREa et

(14 organisations)

Arts,
Sector entertainment
and recreation
. Large i .
51% (13 organisations)
Medium
Small

25%



Overall mental
health and wellbeing

This section provides an overview of the state of mental health and wellbeing
for employees of organisations participating in the Mind Workplace Wellbeing
Index in 2022.

o of employees have experienced poor mental health in
o their lives

o of employees have experienced poor mental health
o while working at their current employer

49 O/o of those disclosed this to their employer
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Current state of
mental health

Based on 41,927 responses to this question.

40%
33%

0
14% 1%
2%
L e 1, Q L
@a OOQ, o% Ooﬁ S/:}
% % o,

Of those who experienced poor
mental health, 30%o have taken
time off because of it. Of these,
31% said it was for a reason other
than mental health.

Impact of poor mental health on employees

(respondents could select multiple options)
Each bar as a percentage of 29,209 respondents asked this question.

I can find it difficult to concentrate

I sometimes put off challenging tasks

I can find it more difficult juggling a number of tasks
I can take longer to complete tasks

I fall back on unhealthy habits more

The standard of my work can drop

I can be less patient with customers / clients / colleagues
I sometimes have difficulty in making decisions

I can find it more difficult to learn new tasks

I am more likely to get into conflict with colleagues
I rely more on colleagues to get work done

Don’t know

N/A - it doesn't affect my performance at work

Other

69%

48%
47%
40%
38%
37%

—
B
8

2
S

N

5 g ¥

o O
S &



Year-on-year comparison

Described their current mental

4.5%
health as 'Good' or 'Very good'

Said they had experienced poor mental health

-2.90
while working at their current employer 2.9%

Would always go to work while experiencing poor

0
mental health and would benefit from time off 4.7%

Would always go to work while experiencing poor

9
physical health and would benefit from time off 4.0%

0% 20% 40% 60% 80% 100%

Index 20-21 B Index 21-22




Culture and engagement

In this area of assessment, we look at the workplace culture, which is influenced
by HR approaches and how they relate to wellbeing, senior leadership, employee
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work-life balance and engagement.

A good organisational culture enables employees to feel comfortable talking
about mental health and wellbeing. Employees should feel their organisation
supports their mental health and allows them to talk freely when they are
experiencing mental health problems. People who work at organisations with
a positive wellbeing culture are happier, less anxious and more motivated.

58%
66%0
56%0

The organisation supports

are motivated by the workplace culture at their

current employer

feel the organisation encourages openness and
discussion about mental health

feel the organisation makes it possible to speak
openly when experiencing mental health problems

my mental health

Based on 41,790 responses to this question.

42%

Do staff feel
listened to?

63% feel their organisation
consults staff on how the
organisation should be run.

25% 68% feel their organisation
18% consults staff on how to
10% promote wellbeing in the
4% workplace.
I
62% of these feel
%, % 9T %, Q,.@& their organisation has
%l C %t e O 2 implemented feedback
X7 %, 0, S % %% implemented feedback.
\9»@ O/\ ®®
Q



Year-on-year comparison

B e e | I -2

values as their colleagues

Felt satisfied with their job _ -4.3%
Said they were consulted by their employer _ 6.3%
over how the organisation should be run )

Said they were consulted by their _ -6.0%

employer how to promote staff wellbeing
Feel their employer had _ -7.8%
implemented any of their feedback )

0% 20% 40% 60% 80% 100%

Index 20-21 B Index 21-22

People of colour averaged LGBTQ+ employees averaged
2.4% higher across culture 4.4% lower (compared with
and engagement questions non-LGBTQ) across culture
(compared with non-POC) and engagement questions

There is a lot of talk about stress and workload
management but very poor leadership on this. There
is still a culture of overwork at all levels, particularly

at management level, which filters down to staff.

The senior management team have taken on board
feedback from the staff engagement survey and
have also run separate culture workshops to better
understand how the workforce feels. As a result, a
culture change programme is shortly to be launched,
which has been many months in the making.



Promotion of
workplace wellbeing

In this area of assessment, we looked at the measures and initiatives organisations
have in place and how workplace wellbeing is promoted, from the physical
workplace environment all the way through to how staff connect with others.

The right initiatives need to be in place so that staff have tools they can use to
improve or maintain their wellbeing while at work. However, these initiatives also
need to be promoted so that staff are not only aware of them but feel supported
in using them.

7 O/ feel that their current employer runs initiatives
O to raise awareness of mental health
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“My workload is

manageable”
Based on 41,709 responses to this question.

“I have a good
work-life balance”

Based on 41,715 responses to this question.

45% 42%
19% 18%
20% 15%
16%
12% 6%
7%
- [ ]
\} . S S . S

C«o 79,« 039 4/63/ O’\S\@ 1% &O ((AO 79 Q\Q /V®,~ O’\S\Q o ((»o

?9» 2 ) S O;\s'\ /b@ 65@ B2 Q /\S\‘?Q ?Q/ ?9,« ?9/ S O;\{\ %@ 335@ 2 /\S\?Q ?9
Q ” \ 7’
® + G\QA@ /)OA ® ﬁQ@ + ® + ?9,«@ f)O/s ® /b@

249 of staff feel their
workload is unmanageable.

17% of staff are working
50 or more hours a week.

21% of staff feel they do not
have a good work-life balance.

68% of staff feel their
manager encourages a
healthy work-life balance.

71% of staff say their
organisation offers flexible
working arrangements to help
balance work and home demands.



“The physical work “My organisation

environment supports encourages me to be
my mental wellbeing” physically healthy”
Based on 41,601 responses to this question. Based on 41,599 responses to this question.
39% 38%
32% 33%
13% 13% 13% 13%
4% 4%
e I
Q:S}(/\O Q\Q %/63 <>/\S‘® Q;é} /‘o @6}(/\0 ‘YQ/&G Q\Q %/ ((6 O/\S‘® Q;\S\(( ‘o
K 2N e 0‘?9 % O, B, © %% % e \S\Q\Q %5
®® ?9/«@ /)O,g ® /b@ + ®® + G\Q/b /)O N e /b@
® ®

Managers’ approach to wellbeing behaviours

67%

Work sensible hours
52%

59%
Take lunch breaks
51%

56%

Rest and recuperate
49%

77%

Take annual leave
66%

64%

Take sick leave

57%

B Encouraged Role-modelled



19

Year-on-year comparison

Said their employer ran initiatives to
raise awareness of mental health

Felt senior management are completely, or very, supportive
of the mental health agenda at their organisation

Said their manager role-modelled
working sensible hours

Said their manager role-modelled
taking their contracted lunch break

Said their manager role-modelled
recuperating after busy periods at work

Said their manager took their
full annual leave entitlement

Said their manager role-modelled
taking sick leave when needed

Index 20-21 Bl Index

7.9%0 fewer LGBTQ+
employees agreed senior
management was supportive
of the mental health agenda
(compared to non-LGBTQ).

I 4%
I -12.6%
I 500
I S.0°o
I : 500
X

I .10
0% 20% 40% 60% 80% 100%

21-22

People of colour and
early careers reported more

positive experiences (compared
with non-POC and non-early

careers) across almost all
areas of promotion of
workplace wellbeing.

“Encourage a better work life balance. Introduce flexi-time for
business support staff. Encourage the option of working from home if

staff want it. Or providing the option of
choose to work from home. Some peop

at least a day where we can
le might prefer to be in the

office but understand that it’s not a one-size fits all for all staff.®

®Think about working environments for staff, correct desk set-

ups, chairs that can be adjusted, vent

ilation for small offices. If

staff are off sick they are not contacted unless urgent. Giving line
managers an awareness of wellbeing and their supporting staff.”
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Building awareness,
knowledge and skills

In this area of assessment, we looked at how organisations support employees to
increase their knowledge and skills to promote awareness and understanding of
mental health.

O feel that staff at their organisation have good
O awareness and knowledge of mental health

“I know how to “My employer has built
look after my my understanding of how
owh mental health” to look after my own

Based on 41,498 responses to this question. mental health”

Based on 41,323 responses to this question.

51% 37%
31%
17%
0
179 10% 10% 6%
2%
]
6}(/~ YQA S ¢ ), <>/\§‘ \S}/* \S}/* YQA 9 ¢ s Q\S‘ Q/.\S}(/“
8\9 0?9 ®® O;\Qﬁ@ (z@ ?9» /\9@ O?Q @\9 0?9 ®@ Q/"\QAQ ((6® ?9/\ /‘S\Q 0?9
QY 8y ©, O N T VY &, ©, N 9. VY
® N ?le /)Oﬁ Q /~®®\_P © &€ 6\9}«@ /)Oﬁ Q /~®®J
® ®

Confidence in promoting Employer contribution
mental health

I'm confident
supporting acolleague
with poor mental health

My employer has
67% built my skills for 36%
supporting a colleague

I'm confident
supporting a member o
of my staff with poor 50%

mental health

I'm confident supporting a
member of my staff with 78%
poor mental health

My employer has built my
72% knowledge of how to
promote wellbeing

I'm confident

0
promoting wellbeing 50%




Year-on-year comparison

Felt there was a good level of awareness and
knowledge of mental health at their organisation

Felt their employer had built their skills and knowledge of how
to support a colleague experiencing poor mental health

Felt their employer had built their understanding of
how to look after their own mental health at work

Felt their employer built their confidence
and comfort in discussing mental health

Felt confident in their abilities to support a
colleage during a period of poor mental health

Managers who felt their employer had built their skills in
supporting a line report experiencing a mental health issue

Managers who felt their employer had built their knowledge of
how to proactively promote the mental health of their staff

Managers felt confident in their ability to support
employees experiencing poor mental health

Managers felt they had a good understanding of
how to promote the mental health of their staff

Index 20-21

6.3% fewer LGBTQ+

employees agreed that
there is good awareness
and knowledge of mental

health at their organisation
(compared to non-LGBTQ).

B Index 21-22

I 5.0%
B 35%
I

-7.8%
-6.4%
I 3.0%
I

-6.0%

-8.7%

I -32%

-4.5%

0%

20% 40% 60% 80% 100%

8.9% more LTBTQ+ employees
disagreed that their employer
built their understanding
of how to look after their
own mental health at work
(compared to non-LGBTQH).

I am a strong believer that mental health needs to be
treated seriously and my confidence in talking about it

comes from my awareness. Additionally, the counselling
services at the college have helped me greatly and
I always feel confident accessing that support.

The company displays more awareness generally of these
issues, so have to be seen to be doing the right thing.
Individual managers may still have less understanding

though and I have seen this indicated amongst others.
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People management

Managers have an important part to play in workplace wellbeing. Research
shows that good line management is linked with good health, wellbeing and
improved performance. Meanwhile, poor quality leadership has been linked with
stress, burnout and depression. Investing in good management doesn’t have
to be complex or expensive. It’s often about managers taking simple steps to

support staff.

“My manager supports
my mental health”

Based on 41,336 responses to this question.

“My relationship with my
manager is effective”

Based on 41,245 responses to this question.

39% 45%0
31%
24% 24% °
16%
8%
5% 5% 3%
] —
\S}ﬁ YQA 9, %/ 5 Q/.\S}</“ \9((/‘ ‘YQ/“ 9, %/' <>/\§\ Q/\S}/*
%, 0?9 S O;"Q’b (s 3 %, %5 o,39 y %, 0?9 y S o;-‘Q"@ ez@ %, %5 0?9 y
S OIS Q %0, © ONRCTROA Q %0,
o Q\Qﬁ@ /)Oﬁ Q /*®® A o & Q\Qﬁ@ /)Oﬁ Q /*®® &€
® )

66%0 say their manager regularly
checks in on how they are feeling.

60% feel their manager
understands their problems.

549% feel confident their manager
would be able to spot the signs
that someone is struggling with a
mental health problem.

72% feel they know where they
stand with their manager.

70%o feel their manager takes
responsibility for their actions.

439%o say their manager
encourages them to give feedback
on their management style.
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Year-on-year comparison

Felt there was a good level of awareness and
knowledge of mental health at their organisation

Felt their employer had built their skills and knowledge of
how to support a colleague experiencing poor mental health

Felt their employer had built their understanding of
how to look after their own mental health at work

Felt their employer built their confidence
and comfort in discussing mental health

Felt confident in their abilities to support a
colleage during a period of poor mental health

Managers who felt their employer had built their skills in
supporting a line report experiencing a mental health issue

Managers who felt their employer had built their knowledge of
how to proactively promote the mental health of their staff

Managers felt confident in their ability to support
employees experiencing poor mental health

Managers felt they had a good understanding of
how to promote the mental health of their staff

Index 20-21

3.1%0 fewer LGBTQ+
employees felt they had
an effective relationship
with their line manager

(compared to non-LGBTQH).

0%

I 8.0%

I 55%

-7.8%

-6.4%

I -3.0%
I

-6.0%

B 7%

I -3.29%0

I -4.5%

20% 40% 60% 80% 100%

M Index 21-22

5.2% fewer early

careers reported regular
one-to-ones with their

line manager (compared
with non-early careers).

My line manager has shown a great level of empathy and
awareness around issues of wellbeing and mental health,
remaining accessible and keeping the conversation open.

My manager also takes time to ask how I am
within myself at 1-1s and how my life is outside of
work. I feel I can, and I have talked to him openly on
occasions when family / personal situations have been
difficult. He has listened and been supportive.



24

Employee support tools

In this area of assessment, we looked more closely at the wellbeing support
provided, including how effective staff feel it is and whether they feel able to
make use of support tools available. A key element of this is whether managers
are encouraging and role modelling the use of support provided.

How comfortable did/would you feel disclosing poor

mental health to your employer?
Based on 23,749 responses to this question.

35%
20% 19%

— I

18%

Very comfortable Comfortable

nor uncomfortable

Neither comfortable Uncomfortable

Very uncomfortable

Reasons for not disclosing poor mental health

(respondents could select multiple options)
Each bar as a percentage of 12,215 respondents asked this question.

I did not feel comfortable discussing the issue 53%
I did not want to be treated as more vulnerable than my colleagues 42%
I was worried my employer would think I could not do my job properly 39%
I didn't think my employer could help me 31%
I was worried it would impact my working relationship with my employer 30%
I was worried my career progression would be hindered 29%
I was worried that my employer would not understand 24%
I was worried that I would be monitored more than other employees 21%
I was worried that I would have to work harder to gain the same respect 18%
I was worried other people in the workplace would find out 17%
I did not know who to talk to at work 12%
Other 15%
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Aware of

support tools

Used Found tools
support tools effective

Based on 23,629, 18,374 and 7,652 responses to these questions, respectively.

22%

78%

B Aware Not aware

52%

42%
16%

58%

Bl Used Not used B Effective Neither Ineffective

of those who experienced poor mental health while
working at their current employer felt confident
they would be supported

How supported did you How has your situation
feel when you disclosed changed after disclosing?
poor mental health? Based on 11,576 responses to this question.

Based on 11,547 responses to this question.

Very
supported

Somewhat
supported

Neither 12%

Somewhat

0
unsupported 8%

Not at all

0
supported 8%

38% It improved 39%
It stayed
0 0
33% the same 47%
It worsened 7%
I don't know 7%
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Year-on-year comparison

Felt their manager supported _ 2 7%
their mental health

Would characterise their relationship

. . . -2.2%
with their manager as effective °

Said they had regular one-to-ones

_5 .50,
with their manager 5.5%

Felt they had been offered chances
for personal development or _ -3.1%

learning opportunities

Felt they had been allowed time during
working hours to partake in personal
development or learning opportunities

-6.1%

0% 20% 40% 60% 80% 100%

Index 20-21 B Index 21-22

8.8% fewer LGBTQ+ employees and 6.8% fewer people of
9.4%0 fewer early careers (compared colour felt confident
with non-LGBTQ+ and non-early careers in support from their
respectively) felt support tools were effective. employer (compared

with non-POCQC).

®When coping with bereavement I found it a
great comfort to talk to someone not closely
within my circle about how I was feeling.

I found the support tools did help.”

*I would think I would have to have reached a
somewhat ‘breaking point’ to bring up my mental
health at work and use the support tools available.”



Returning to the
workplace

With restrictions beginning to lift, it is important to continue to acknowledge the
impact of Covid-19 on the workforce and provide tailored support that reflects
the diversity of staff experience. Employers should develop guidance and support
in conjunction with employees to ensure that returning to a workplace, full-time
or as part of hybrid working, is a positive experience.

How has the pandemic
affected any concerns
about your job security?

Based on 41,818 responses to this question.

Employees are given
flexibility in how they return
to on-site / hybrid working

Based on 41,393 responses to this question.
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A lot less concerned 5% Strongly agree 22%
A little less concerned 6% Agree 34%
No change 61% Neither agree nor disagree 16%
Disagree 9%
A little more concerned 21%
Strongly disagree 5%
A lot more concerned 7% N/A 14%
31% felt more or a lot more 349%o agreed that their

supported by their organisation
than this time last year. 13% felt
less or a lot less supported.

31% felt more or a lot more
comfortable disclosing this year
compared to last year. 14% felt
less or a lot less comfortable
disclosing.

13% felt that the support they
receive from their manager was
better or a lot better on site.
10% said it was better or a lot
better from home or remotely.

organisation had addressed their
feedback about returning to the
workplace. 9% did not agree. 10%
said they were not consulted.

5490 said they were very or
somewhat satisfied with their
organisation’s handling of the
return to working on site / hybrid
working. 16% were very or
somewhat dissatisfied.

Of those who said they had
returned to the workplace at

all, 34% said it had impacted
positively on their mental health,
and 20% said negatively.



4.6% fewer LGBTQ+ employees 4.4%0 more people of colour

and 10.7% fewer early careers found the return-to-work
found the return-to-work process process helpful (compared with
helpful (compared with non- non-POC).

LGBTQ+ and non-early careers
respectively).

Despite having a phased return to work there

were certain areas of my job that no one had

picked up, so I ended up working nearly a day
more each week to get the work done.

I did a few hours each day and built up slowly. I was
encouraged to return to work at my own pace. I was
welcomed back by senior managers who knew me.
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Conclusions and
Recommendations

The results of the 2021/2022 Index identify key areas of focus and
points to several crucial recommendations for workplace wellbeing.

There have been positive changes

to employee mental health post-
pandemic, with fewer experiencing
poor mental health while working

for their current employer and more
positive views on the role-modelling
behaviours of their managers.
However, the Index research has also
identified declining perceptions of
workplace wellbeing support at both
the organisational and managerial
levels, affecting confidence in mental
health skills and knowledge as well
as in the effectiveness of current
support tools.

Compared to the previous year,
workplace culture was viewed as less
open and supportive of mental health,

and fewer employees felt comfortable
disclosing mental health problems or
taking time off to address mental and
physical health. Staff are less satisfied
and engaged with work and feel their
opinions and feedback (both generally
and regarding wellbeing) have not
been requested or acknowledged.
LGBTQ+ employees have been
particularly affected, expressing more
negative experiences across most
assessment areas.

The following recommendations

have been compiled by Mind’s
workplace wellbeing specialists
utilising research to provide high-level
guidance for addressing these issues
within organisations:
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Refresh efforts to promote and
support wellbeing in the workplace.

The pandemic put an increased focus
on mental health, but employees
view this as having diminished over
the past year. Organisations should
focus on rejuvenating their efforts

to promote awareness of wellbeing
and mental health in the workplace,
letting employees know they are
supported. It’s important to create a
mental health and wellbeing agenda
endorsed by senior leaders, and to
ensure that supportive practices,
such as one-to-ones and check-ins
are continuing. Workplace wellbeing
policies should be up to date,
providing clarity and guidance and
resources should easily accessible and
signposted. The Workplace Wellbeing
Index can provide employers with
recommendations on areas of focus,
while the Mental Health at Work
Commitment can provide a useful
framework to employers to build their
mental health strategy and plans

for implementation. Utilising these
resources can help communicate the
prioritisation of employee mental
health to employees.

Review and revitalise support tools
and resources.

The Index report highlighted lower
levels of awareness amongst
employees regarding what support
tools were available to them, and
reduced confidence in effectiveness,
and their ability to support a colleague
experiencing a mental health problem.
Managers also expressed less
confidence in supporting their line
reports. Workplace wellbeing should
be cyclical, involving a review and
re-evaluation, with consideration given

to the needs of employees in the
refresh and creation of support tools
and resources. Engagement should be
encouraged with workplace wellbeing
initiatives, and training and learning
opportunities accessible in centralised
spaces (such as the staff intranet).
This will help employees expand

their knowledge and confidence

in addressing mental health and
wellbeing. Managers should be given
training to increase their confidence
in how to best support and grow
effective relationships with their line
reports. They should also be offered
clear guidance through policies and
processes in how to follow best
practice in implementing change.

Work towards a culture of openness
and acceptance, without stigma.

Results demonstrate an increased
hesitancy amongst employees in
disclosing a mental health problem to
their employer, as well as disclosing
that they have taken time off for
mental health reasons. Working
towards a culture of openness

and acceptance can address

stigma and help employees feel
comfortable disclosing mental health
problems without fear of negative
consequences. Mental health and
wellbeing should be promoted in

the workplace, with open dialogue
and discussion taking place at
organisational, senior leader and team
levels. Staff should be encouraged to
consider their own mental health and
wellbeing, as well as the mental health
and wellbeing of their colleagues.
Effort should be made to increase
understanding of the different factors
that can affect workplace wellbeing,
and how to address these in a

healthy way.
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Offer opportunities for voice
and engagement.

The pandemic created a unique
atmosphere requiring change at a
rapid pace, leaving employees in the
aftermath reporting that they felt
less listened to and consulted both
regarding organisational decisions

and in their workplace wellbeing.

They also felt less engaged in their
work compared with the previous
year. Involving employees in decision-
making and keeping them informed of
changes and strategic direction can
increase connection and engagement
with their role. Staff want to feel

that that their opinions and feedback
have been addressed and treated
respectfully, and they should be
offered the opportunity to provide this
through means such as engagement
steering groups, forums and surveys.
Communication and acknowledgement
of the results of these measures
should also be provided to employees.

Build awareness of the needs of
different employee groups.

Index results identified different
trends amongst employee groups
identifying as LGBTQ+ people, people
of colour and young employees aged
18-24. LGBTQ+ employees particularly
expressed a more negative experience
across almost all areas of the Index,
implying additional challenges to
mental health and wellbeing in the
workplace. Organisations should

be exploring the needs of different
employee groups and building an
understanding of what factors affect
them. Consulting with networking
groups and forums can offer valuable
insights into specific concerns and
needs. Mental health strategies

and support tools should also be
developed and commissioned with the
unique needs of a range of employee
groups in mind.
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Useful resources

The Mental Health at Work
Commitment

Mind’s Mental Health at Work
Commitment is a simple framework
that builds on what we know: based on
the Thriving at Work standards, pulling
from the pledges and standards that
are already out there, using up-to-
date research, from UK employers and
mental health experts.

www.mentalhealthatwork.org.uk/
commitment

Supporting mental health at work:
guide for people managers

Jointly developed by Mind and the
CIPD, this guide contains information,
practical advice and conversation
checklists for managers to better
support those experiencing stress and
mental health issues.

www.cipd.co.uk/knowledge/culture/
well-being/mental-health-support-

report

Mind eLearning courses:

Mental Health at Work website

The Mental Health at Work website

is your first stop for better mental
health at work. Curated by Mind,

the Mental Health at Work website
makes navigating the mental health
landscape easy through: original
content including a range of tips,
ideas, examples and thought pieces
on workplace mental health as it
relates to different issues, people

and industries; and a growing curated
database of over 450 resources from a
wide range of providers, to give people
the tools they need to take action and
create mentally healthy workplaces.

www.mentalhealthatwork.org.uk

Our elLearning courses offer the perfect opportunities for managers and
employees to improve their understanding and knowledge of mental health. Full
details can be found at www.mind.org.uk/workplace/mind-training/elearning

Mental health awareness

Mental health awareness is an
introductory course suitable for all
employees. Use it as part of your
induction programme or any mental
health initiative or activities focused
on better mental health in the
workplace.

Managing mental health at work

Managing mental health at work

aims to support managers and is
designed to complement our Mental
health awareness course. The course
emphasises the importance of looking
after yours and your employees’
mental health and will build your
confidence in supporting employees.


www.mentalhealthatwork.org.uk/commitment
www.mentalhealthatwork.org.uk/commitment
http://www.cipd.co.uk/knowledge/culture/well-being/mental-health-support-report
http://www.cipd.co.uk/knowledge/culture/well-being/mental-health-support-report
http://www.cipd.co.uk/knowledge/culture/well-being/mental-health-support-report
www.mentalhealthatwork.org.uk
www.mind.org.uk/workplace/mind-training/elearning

We’re Mind, the mental health
charity. We’re here to fight for
mental health. For support.
For respect. For you.

We provide advice and support to
empower anyone experiencing a
mental health problem. We campaign
to improve services, raise awareness
and promote understanding.

mind.org.uk
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