Strategic Wellbelng 2026:
From Awareness to Action

Moving beyond theory into the operational reality of employee wellbeing
as a year-round business priority

Sean Liddell MHFA




LEARNING OUTCOMES

What You'll Take Away

Articulate the 2026 Landscape ldentify Key Milestones
Define specific socioeconomic and technological Recognise and plan for major mental health dates in 2026
pressures—hybrid fatigue, Al anxiety—making wellbeing to ensure timely, meaningful support for your teams

critical to business continuity

o
Evaluate Year-Round Strategies Construct Your Roadmap
Distinguish between reactive interventions and proactive Develop a high-level, actionable wellbeing plan tailored to

cultural habits that genuinely prevent burnout your specific team or department



Why? The Evolving Workplace Reality

The Current State

Mental health challenges have intensified
across UK workplaces. Hybrid fatigue,
technological overwhelm, and economic
uncertainty converge to create unprecedented
pressure on employees.

Organisations that embed wellbeing into their
operational DNA outperform those treating it as
an afterthought.

7067

Report Work Stress

Employees citing stress as
impacting daily performance

3.2X

Turnover Risk

Higher attrition in organisations
without wellbeing strategies

F50B

Annual Cost

Mental health-related absence costs
to UK businesses

337%

Feel Supported

UK employees who feel their
employer adequately supports their
mental health



The Business Imperative: ROl of Proactive

Leadership

'ﬂ... *

Retention & Loyalty

Proactive wellbeing cultures reduce
turnover by up to 40%, saving
recruitment and training costs whilst
preserving institutional knowledge

Enhanced Productivity

Teams with strong wellbeing support
demonstrate 25% higher productivity and
significantly improved quality of work
output

Talent Attraction

Organisations known for genuine
wellbeing commitment attract top talent
in competitive markets, particularly
amongst younger professionals



The Shadow of the Leader

Their Approach Sets the Tone

As a human-centric leader, their personal relationship
with wellbeing cascades throughout their entire team.
When they prioritise boundaries, model vulnerability, and
actively champion mental health, they grant permission
for others to do the same.

— Model the Behaviour

Taking breaks, using annual leave, and respecting
working hours signals organisational values

— Speak Openly

Sharing your own wellbeing practices normalises
the conversation and reduces stigma

% Create Psychological Safety

Ensure team members feel safe discussing
challenges without fear of career consequences



Navigating the Wellbeing Calendar

Strategic wellbeing efforts benefit from aligning with key awareness days and weeks. These dates provide natural anchor points to initiate
conversations, launch initiatives, and reinforce your commitment to a supportive workplace culture.

February
«  6th- Time to Talk Day (UK's biggest
mental health conversation day) |
11th - Safer Internet Day (digital March
wellbeing & online safety focus) L G- leeene] smes Dy
Throughout - LGBTQIA+ History Month 7 (encompasses mental health aspects)
20th - International Day of Happiness
April
2nd - World Autism Awareness Day ®
7th - World Health Day (includes mental
health awareness) May
12-18th - Mental Health Awareness Week
® (UK - Mental Health Foundation)

17th - International Day Against

S Homophobia, Transphobia and Biphobia

21st - International Day of Yoga
(mindfulness & stress management) ®

»  Throughout - Pride Month (LGBTQ+
mental health and inclusion)



Wellbeing Calendar: Key Dates

Continuing our overview, here are more significant awareness days and months from July to December, offering further opportunities
to champion wellbeing within your organisation.

July
30th - International Day of Friendship ®
(social connection & loneliness)
September
10th - World Suicide Prevention Day
® (critical mental health awareness)
October . 3\/13’(Id I:l’cer:ngtior]alDDay of Peace /
10th - World Mental Health Day (global orid Alzheimers Lay
focus on mental wellbeing) ®
Throughout - ADHD Awareness Month,
Black History Month (UK), Breast November
Cancer Awareness Month - 13th - World Kindness Day
19th - International Men's Day (focus on
® men's mental health)
December Throughout - Stress Awareness Week UK

»  Throughout - Movember (men's health

3rd - International Day of Persons with ® and mental wellbeing)

Disabilities (inclusive wellbeing)
10th - Human Rights Day



Beyond the Date: Anchor Points for
Cultural Change

One-Off
Events vs
Sustained
Impact

Awareness days risk

becoming
performative unless
embedded within
broader strategy.

Creating
Lasting
Change

Plan pre-event
communications,
during-event
engagement, and
post-event follow-
through. Measure
impact through
pulse surveys and

quarterly check-ins.

Integrate into
Ongoing
Initiatives

Link awareness
days to existing HR
programs, learning
& development, or
DEI strategies for
consistent
reinforcement.
Develop internal
champions.

Foster Peer
Support &
Resources

Establish peer
support networks,
employee resource
groups, or curated
digital resources to
provide year-round
assistance and
community.



{ YEAR-ROUND STRATEGY }

Moving Past "Tick-Box" Culture

The Problem with Strategies That Live Year- Embedding Wellbeing in
Performative Wellbeing Round Operations and Leadership
Many organisations offer yoga Authentic wellbeing integrates into Make wellbeing a standing agenda
sessions or fruit bowls whilst daily operations: manageable item in team meetings, include it in
ignoring systemic issues: unrealistic workloads, flexible working performance conversations, factor it
workloads, always-on culture, and genuinely respected, regular check- into project planning, and ensure
lack of genuine psychological ins prioritised, and leadership policies actively support rather than
safety. Employees see through modelling sustainable work hinder mental health.

surface-level gestures. practices consistently.



The Proactive Three: Your Operational Framework

1. Regular Non-Operational 2. Clear Digital Boundaries 3. Peer Support Networks
Clseklre Establish and enforce "switching off" Establish Wellbeing Champions—
Schedule fortnightly 1-2-1s focused protocols: no emails after 6pm, no trained colleagues who provide
purely on wellbeing, not deliverables. weekend Slack messages, genuine informal support, signpost resources,
Ask "How are you really doing?" and right to disconnect. Model this and act as ambassadors for mental
allow space for honest answers. behaviour yourself to grant health initiatives. Peer support often
These conversations build trust and permission across the team. feels more accessible than formal
enable early intervention. channels.

These three elements, implemented consistently, create the infrastructure for sustainable wellbeing culture.



%% YOUR ACTION PLAN

Creating Your 2026 Wellbeing Roadmap

Q

|dentify

Where are the stress hotspots in your team right now?
Use pulse surveys, 1-2-1s, and absence data to
pinpoint areas requiring urgent attention.

&

Recognise

What barriers—time constraints, budget limitations,
organisational bias—might impede your plan? Address
these proactively in your strategy.

&

Apply

What one communication habit will you change this
month? Perhaps introducing weekly team check-ins or
establishing clearer expectations around response
times.

@%

Set

Establish the boundaries required to make this plan
sustainable. What will you stop doing to create space
for wellbeing leadership?



Ownership and Accountability

Who Owns Wellbeing?

— o —— o0

Executive Sponsor

A C-suite leader (e.g., CEO, CHRO, C0OO) to
champion the vision, secure necessary
budget, and drive cross-departmental buy-in.
Their visible commitment signals strategic
importance.

Wellbeing Committee/Task Force

A diverse, cross-functional group
representing various departments and
employee levels. Responsible for strategy
development, program design,
communication, and gathering employee

e feedback. o

HR & Wellbeing Lead

HR business partners or a dedicated
Wellbeing Manager who operationalizes the
strategy. This includes managing vendor
relationships (EAP, wellness platforms),
coordinating programs, and analysing data.

Line Managers

Crucial for daily support, early identification
of team member needs, and promoting
available resources. Equip managers with
training on mental health first aid, active
listening, and setting healthy boundaries for
their teams.

Accountability Mechanisms & Actionable Steps:

Integrate into KPIs: Include wellbeing-related objectives in the performance reviews of leaders and managers.

Wellbeing Charter: Develop and disseminate a formal document outlining roles, responsibilities, and commitment to employee wellbeing.
Regular Reporting: Establish a cadence for reporting on wellbeing initiatives to the executive sponsor and committee.

Dedicated Budget: Ensure sufficient and protected funding for wellbeing programs, resources, and training.



Measuring Success and ROI

Establishing clear metrics and tracking progress is vital to demonstrate the impact of wellbeing initiatives and adjust your

strategy effectively. Focus on a balanced scorecard approach.

Quantitative Indicators Qualitative Indicators

- Absence Rates: Track both short-term and long- J* Focus Groups & Interviews: Conduct
term absences. structured discussions with employees to

- Turnover: Analyse voluntary turnover rates, gather in-depth feedback on wellbeing.

especially in high-stress roles, and review exit Testimonials & Success Stories:
interview data. Encourage employees to share their

experiences and how wellbeing initiatives
have positively impacted them.

Observed Culture Shifts: Gather feedback
from managers on changes in team
dynamics, collaboration, communication.
Stay Interviews: Proactively engage high-
performing employees to understand what
makes them stay.

- Engagement Survey Scores: Pay close
attention to questions related to work-life
balance, stress levels, support , and
psychological safety.

* Healthcare Claims Data: (Anonymised and
aggregated) Look for trends in mental health
support or stress-related conditions.

Actionable Steps:

- Define Baselines: Before implementing new initiatives, capture current data for all chosen metrics.

Leading Indicators

Uptake of Support Services: Monitor
utilisation rates for EAPs, mental health
apps, stress management workshops, and
other wellness programs.

Manager Training Completion: Track the
percentage of managers completing
training sessions on wellbeing support,
psychological safety, and difficult

conversations.
Internal Communication Engagement:

Analyse open rates and click-through rates
for wellbeing newsletters, intranet pages,
and awareness campaigns.

- Set SMART Goals: Establish specific, measurable, achievable, relevant, and time-bound targets e.g., "Reduce voluntary turnover by 5% over 18 months".
« Quarterly Reviews: Conduct regular reviews of data to assess progress, identify trends, and make data-driven adjustments to your strategy.
- Communicate Impact: Share successes and lessons learned broadly to reinforce the value of wellbeing efforts.



Wellbelng Is
the Fuel

"Wellbeing in 2026 is not a destination we reach once a year in May; it
is the fuel that allows our organisation to function every single day."

Your commitment to strategic, year-round wellbeing will define your
organisation's resilience, performance, and humanity in 2026 and beyond.
Start today.
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