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This is the second Fitness & Active Leisure Workforce State of Mind Survey Summary
Report. It builds on the work we completed in 2021 which was the first UK-wide sector
research of its kind. It shone a light on the state of mental health in the sector and
confirmed that the industry needed to develop to protect and promote the mental
health of its workforce.  

The aim of this work is to drive positive change for everyone who works in the fitness
and active leisure workforce. Firstly, we must thank everyone who has taken part in and
supported this research. It has been another challenging year for the sector and we
appreciate the time, goodwill and openness you have shown that has allowed us to
collaborate to publish these findings. 

In particular, we would like to thank Tara Dillon and CIMSPA for partnering with us again
and MyZone and Active IQ for sponsoring the survey. Their support is very much
appreciated. We are also grateful to Nicky Jobson from PACE PR and Dave Monkhouse
from active-net who have supported us from the beginning.

Our ambition is to drive systemic change so the approach we take in our research is to
ask both the workforce and employers to give their views. Both have a role to play in
creating psychological health and safety at work, whether work is causing harm or
aggravating it.

This year, we see moderately elevated levels of reported mental distress in the
workforce in comparison with our 2021 findings. And overall, we see a trend that
suggests the sector is less focused on approaches and actions to support
psychological health and safety at work than it was in 2021. 

The Coronavirus pandemic is certainly part of the story but it is not the full picture.
Psychological health and safety isn't just a pandemic subject although the pandemic
has certainly raised its profile and starkly illustrated why it matters. Like physical health
and safety, psychological health and safety is an organisational competency. It's about
operating a well-run business with a healthy culture and robust risk management
where employees are systemically supported to thrive.

Cont.../

 

Dear Colleague



 

This year we heard from 666 people and 77 organisations across a broad
spectrum of contexts, with many sharing additional thoughts and experiences in
their comments, some of which are quoted in this document.

We fully appreciate the challenges the sector has faced in recent years and the
pressures the energy crisis brings - we know many organisations are stretched. But
psychological health and safety is not a 'nice to do'. This is not just because of the
legal requirements and financial risks. It's also because it makes sound commercial
sense (not least to attract and retain talent as The Great Resignation impacts) and
because we have a moral imperative to act. 

As with physical health and safety, our focus should be on systematic prevention
and protection as part of a thriving culture.

To that end, we offer four recommendations on page 28 as well as the opportunity
for employers to take decisive action and join pioneering organisations across the
sector who have signed The Good Work Pledge (page 29) to accelerate meeting
the challenge ahead. 

With very best wishes

Lindsey Simpson & Katie Lewis
Co-founders, Workplace Mental Wealth
www.workplacementalwealth.com
March 2022

 

http://workplacementalwealth.com/
http://www.workplacementalwealth.com/
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Key findings 2022
 of respondents said they have experienced a mental health issue

in the last 12 months 

of respondents said they have experienced a mental health issue
at some point 

of women said they had experienced a mental health issue in the
last 12 months compared to 50% of men 

of those with a line manager felt this manager cares about their
mental wellbeing

of employees would not be honest with an employer if they felt 
they needed time off work because of a mental health issue

of employees said someone regularly checks in on their mental
health at work, down from 19% in 2021

of employers said they have a wellbeing strategy they
communicate to all employees

of organisations said they would value support and advice from
an industry body to help shape their approach to employee
mental wellbeing and share best practice. 72% of individuals
would like resources and support from an industry body 

There has been a significant increase in the importance of
good work-life balance in terms of both negative & positive
effects on respondents' mental health
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73%

57%

60%

75%

48%

11%

77%

42%

53% in 2021

69% in 2021

78% in 2021

42% in 2021

40% in 2021

63% in 2021

19% in 2021

58% in 2021
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Mental health is a state of wellbeing

in which every individual realizes his

or her own potential, can cope with

the normal stresses of life, can work

productively and fruitfully, and is

able to make a contribution to her or

his community.
 

The World Health Organization
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The Fitness and Active Leisure Workforce State of Mind Survey was open
online from 17 January to 11 February 2022. We offered two survey options,
one for individuals and one for employers. 

We invited participation from across the sector using a variety of channels
such as the CIMSPA membership database, LinkedIn, Instagram and
Twitter plus emails and calls to our personal networks. Our research
sponsors MyZone and Active IQ also shared the links as did other
employers and industry bodies such as CLUK, ukactive, Fitpro, EMDUK, the
Royal Life Saving Society and The British Wheel of Yoga. The sector's press
also shared the story, links and how to take part.

New for 2022, we provided employers and influencers with a range of
marketing materials to share news of the survey with instructions on how
people could take part. We highlighted that the survey was anonymous.
The materials were available to download for free from our website.

Both surveys took around five minutes to complete, were anonymous and
offered a free text option at the end so participants could add further
information or comment. Many respondents gave further comments, some
of which are quoted in this report. 

Throughout this report numbers have 
been rounded up or down 
to the nearest per cent.

 

 

      

About the 2022 survey
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666 individuals and 77 organisations  

86% from England
13% from Scotland
1% from Wales
1% from Northern Ireland 

Who we heard from
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61% work 
full-time

33% work
part-time

6%
seasonally
/ad hoc

We had respondents from the board to apprentices. The largest groups
were those that work mid-level with no reports (19%), senior managers
(19%) and those who work independently, direct with clients (15%).

We heard from people working in a broad range of contexts. The largest
groups worked for charitable trusts (19%), local authorities (15%) or were
sole traders/one person businesses (11%).

34%      

WORKPLACEMENTALWEALTH .COM

64%      individuals . . .

In our employer survey, our largest response groups were charitable trusts
(29%), local authorities (10%), single sites (10%) and equipment or service
suppliers (10%). 

In terms of the size of the employers we heard from, 44% had less than 100
employees, 36% had 101-500 employees, 12% had 501-1000 employees and
8% had 1,000-10,000 employees. 

2% preferred to self-
describe or not to say 



 Whether work is causing the health issue

or aggravating it, employers have a legal

responsibility to help their employees 

 

Work-related mental health issues must

be assessed to measure the levels of risk

to staff. Where a risk is identified, steps

must be taken to remove it or reduce it

as far as reasonably practicable
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The Health & Safety Executive (UK regulator)



We all have mental, physical and social health. These different facets of our health
intersect and vary over our lifetime. Factors inside and outside the workplace
affect mental health at work, but we bring our 'total health' to our work.

When we first surveyed the sector in January 2021 we were in a phase of lockdown.
We asked respondents to rate their 'current' health in three ways: physical, social
and mental. We asked again this year. You can see this year's figures in the black
circles with last year's beside each. Although we surveyed at the same time of
year, most Covid 19 restrictions were lifted when the 2022 survey was open.
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65 in
2021

63 in
2021

of respondents said
they have
experienced a
mental health issue 
in the past year -
up from 53% in 2021 

18%
moderately

In this 'current' snapshot we see a slight increase in physical health (+1 point) and social
health (+ 2 points) and a stronger increase (+10) in mental health. This is encouraging, but
over the last 12 months we see a different dimension to the story...

The big picture

74/100 67/100 73/100

physical mentalsocial

73 in
2021

57%

of respondents said
they have
experienced a
mental health issue 
'at some point' - 
up from 69% in 2021 

73%

32%
mildly

31% in
2021

16% in
2021

6%
severely

6% in
2021



With the Coronavirus pandemic and its effects continuing into
2022, we asked if the pandemic had specifically affected
respondents' mental health in the last 12 months.

6% of people said the pandemic had made their mental health
better in the last 12 months, 31% said it had not affected them
specifically, 47% said it had made their mental health worse (down
from 58% in 2021), 16% weren't sure.

It's encouraging news that respondents report that the pandemic
is having less of an impact on their mental health this year,
although it remains an influential factor.

The pandemic continues
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There are trends in the data but again this
year we see the full range of experiences in
the research. If we presume that everyone's

experience is the same as our own, we're
often likely to get it wrong. 
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My mental health has only suffered
on one or two occasions in the past
12 months, mainly due to not being
able to teach face to face and not

being allowed back in venues when
everyone else was - I work in a

Community Centre
 

Loved working from home
teaching online during

the pandemic



Although we see similar levels of stigma in this year's figures, we
see again a workforce that largely feels cared about by line
managers and feels personally equipped to support colleagues
experiencing mental distress. 

A caring community
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78% 75%

of all respondents said that if
a colleague approached them
about a mental health issue
they were experiencing, they
felt effectively equipped to
support them directly or
signpost them to appropriate
support, at work or otherwise. 

of those with a line manager
said they felt their line
manager cared about their
mental wellbeing. 
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I feel currently my employer
puts mental health and

wellbeing first in everything they
do, the first question around

every meeting we have is "how
are you?" before any work

conversations 
 

My manager has been
truly sensational as

regards to my health
issues - a lot of managers

could learn from him



Need help now?
Help and support is available right now if you

are feeling suicidal. You do not have to
struggle with difficult feelings alone. You can
call the Samaritans on 116 123 from any UK

phone, or call 999 if your 
life is in danger. 

 

For non-urgent information, see 
NHS Choices for support available to you
through the NHS and other charities and
groups. For details of local and national

service providers near you, visit
hubofhope.co.uk and enter your postcode.
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5% reported they would say nothing but only 
do essential work (+2 percentage points)

would worry
about
negatively
being thought
of by others
(18% in 2021)

This year's employed respondents said they felt less safe than last year's
respondents to talk about mental health concerns with their employer.
This matters because it may prevent people getting help and support
when needed and because it masks the issue at an organisational level.

of respondents said they would not be honest and
explain to their employer why they needed time off
due to a mental health issue, up from 42% in 2021

The top four reasons for avoiding sharing
concerns are the same as in 2021, but the 2022
percentages vary slightly. 

Stigma is a significant issue
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9% said they would avoid the truth and give
their employer another reason for needing
time off (+1 percentage points on 2021)

34% said they would say nothing and work 
anyway (+3 percentage points)

24%

worry it would
negatively
affect their
career 
(29% in 2021)

19% 16%22%

would find it
difficult to talk
about a
personal
mental health
issue 
(24% in 2021)

thought it
wouldn't
help them 
(15% in 2021)
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48%
If, like me you are

responsible for
everything and

everybody then it isn't
an option to admit any

inability to cope to
myself, so admitting it
to someone else isn't

an option



40%

25%

19%

20%

27%

29%

Influences on mental health

PAGE 15

Top 3 
said feeling that my work has
purpose and I'm valued, 46%
said this last year

said having good relationships
with colleagues and clients,
21% said this last year

said good work-life balance, 
 21% said this last year

said poor working conditions such
as workload and hours, pay,
holiday and benefits, 15% said this
last year

said poor work-life balance, 
26% said this last year

most positive influences
employed workers

Top 3 
said feeling that my work has
no purpose and I'm not valued,
33% said this last year

WORKPLACEMENTALWEALTH .COM

most negative influences
employed workers

The fitness industry treats
employees very badly,

withholding pay,
cancelling work without

notice and creating
climates of fear

If there is one small
positive thing to come 

out of COVID it has to be
raised awareness of

mental health



38%

62%

17%

44%

21%

Overall, 52* of 77 employers rated their
approach to employee mental wellbeing.
We saw a one point rise this year with an
average rating of 62/100. The scores
ranged from 3 to 100, with a modal rating
of 50 and a median rating of 69 - similar
to last year.

Overall, on average, these same
employers rated employee mental health
as 72/100 in terms of their priorities for
2022, again one point higher than in 2021.
The ratings ranged from 5 to 100, with a
modal rating of 100 (+20 on 2021) and a
median of 80 (+5 on 2021).

have a leader at the top table who is explicitly
responsible for employee mental health

collect data on absences due to mental 
health conditions

quantify how much absences due to mental ill
health costs their organisation

have a budget specifically allocated for mental
health activities

have team wellbeing in their managers' yearly
objectives

Organisational approaches
*What we don't know...
32% of employers (all senior level
people, but anonymous) who
started the survey opted out. We
don't know why. There was no
pattern in terms of the type and
size of organisation. It is interesting
that all dropped out   
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when asked how
they would rate
employee mental
health in their
organisational
priorities for 2022.

+1

-3

-3

-5

-8

Compared to last year

great work on instigating this
study and driving support in the

industry to allow progression



of respondents say they think their senior leadership
understands that their organisation has a duty of care in
relation to employees' mental health as well as their
physical health. This matters because psychological
health and safety is a risk-management issue.

Employer maturity
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87%

92% of employers have access to specialists in health and
safety with 49% saying they have provision in-house.
This matters because these professionals have key
skills in risk-management. 98% also have access to HR
specialists, 79% to occupational health.

19% of employer respondents said they are knowledgeable
and experienced and can act with confidence to lead in
the area of employee mental health, this was 28% in 2021.

42% of employers have a wellbeing strategy that they
communicate to all employees. This is a something
the Thriving at Work Review (2017) says all employers
can and should have.

56% of employers have an employee survey process and 29%
have an employee steering group. Both are useful
sources for identifying workforce psychological risks and
mitigations, and indicate a consultative approach.

50% of employer respondents say their organisation offers
mental health awareness training. Training is an
important part of the mix, but it needs to be part of a
strategic approach.



have a wellbeing
strategy they

communicate to
all employees

 
 

Organisational approaches
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have a process for
checking in on

employee mental health

 
 

someone regularly
checks in on my
mental health

do not have in place
any of the plans or

mechanisms we
asked about 

 

said they offer mental
health awareness

training to everyone

said this was true
of their employer

said this was true
of their employer

said they can access 
this training

Employers said they.. . Employees said. . .

WORKPLACEMENTALWEALTH .COM

The commitment to supporting mental
health conflicts with the culture created

i.e. pressure put on our employees

40%
55% in 2021

11%
19% in 2021

42%
40% in 2021

12%
10% in 2021

46%
48% in 2021

46%
50% in 2021

17%
15% in 2021

34%
42% in 2021



In 2020/21 work-related stress, depression or

anxiety accounted for 50% of all UK 

work-related ill health.

 

 Small workplaces had statistically

significantly lower rates of work-related stress,

depression or anxiety, medium and large

enterprises had a statistically significantly

higher rate.

 

The main factors cited for work-related stress

were workload pressures, including tight

deadlines and too much responsibility and a

lack of managerial support.
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Did you know?

Source: HSE Work-related stress, depression 
or anxiety statistics 2021



36% work full-time, 52% work part-time
11% have no regular pattern

Independents & freelancers 
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15% 13%
77%23% 75%

independent - I
work for myself

direct with clients -
it was 29% in 2021

freelance - I work
with one or more
organisations, it
was 18% in 2021

2% preferred
not to say

said teaching &
instructing is their 

main work, 9% said 
education & training

23% of the survey sample are self-
employed. We asked them how,
generally, working independently
affected their mental health - there
was little variation in the scores
compared to last year.

said it's better for me

said it's worse for me

said it makes no difference to me

57%
33%
10%

Of this group, 44% had experienced
a mental health issue since working
independently (43% in 2021). The
most significant changes are a 5
percentage point increase in those
experiencing a moderate issue and
a similar fall in milder issues.

27%

2%
15%

mild mental health issue

moderate mental health issue

severe mental health issue

WORKPLACEMENTALWEALTH .COM

We see a major drop in the percentage of independent and freelance workers responding this
year and a 7 percentage point drop in the number of full-time workers in these categories

This year's data suggests a significant drop in the number of people working
independently or freelance. 



Influences on mental health
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39%

26%

20%

27%

18%

28%

Top 3 
said feeling that my work
has purpose and I'm valued,
54% said this in 2021

good work/life balance, 
21% said this in 2021

having good relationships
with clients and partners,
17% said this in 2021

said finding it hard to get work,
28% said this last year

said having responsibility for
everything, 23% said this last year

said poor work-life balance,
21% said this last year

most positive influences 
independent & freelance workers
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Top 3 most negative influences 
independent & freelance workers

Running my own classes has
been made challenging since

the pandemic. The
uncertainty of how popular
the classes will continue to
be, and if they will pick up

again is now a big stress!!!

Offering Zoom classes has
improved my mental health.

I'm still interacting with
clients, work from home, and
have more time and flexibility

for caring responsibilities. 



Respondents can leave a comment on some questions and at the end of the
survey. Last year's comments focused around the challenges and uncertainty the
pandemic was causing, communication with employers, personal stories of
distress and worries around job security and making ends meet. 

This year, the mood music is markedly different. There's a strong call for a shift in
culture. In particular, there was palpable anger in the comments around the way
workers are treated and paid, particularly those that teach or instruct, and the
levels of stress this causes. Our survey suggests this is harming our people,
damaging the sector's reputation and affecting our ability to attract and retain
talent. Below are a selection of verbatim comments on this from the survey.
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We have to talk about pay...

In my 14 years in leisure it has never changed,
we are overworked and underpaid. There is so

much expected especially of operational
managers to step in for sickness or absence

and we are made to feel guilty if we just need
a break. It's exhausting, I used to love working
in leisure but more recently it has become a

constant battlefield 
 

The drop in classes and pay
reduction have pushed me to
very dark places. A review on
industry wages needs to be
done with clear standards,

especially in London

I have not had a wage
rise in 8 years and am

currently looking for
another job to run

alongside my fitness role

We need a representative
to ask leisure centres to
raise their rates of class
rates. They have been

the same or less now for
over a decade 

Working for 20 years and
still my payments are

same and never changed.
Daily expenses prices are

gone up and wage still the
same for last 20 years

Our industry is spectacularly underpaid. Self
employed Group Ex instructors have been paid the
same for the last 20 years. A consequence of the
pandemic is that this will only get worse. Taking

inflation into account, every year we are paid less.
We need a governing body who can help us

achieve a reasonable wage. I simply wouldn’t be in
the industry if I wasn’t supported by a husband in
full-time employment. That’s not fair and doesn’t

help with mental health!

Pay is appalling
offering only

minimum wage to
qualified level 3

workers 



It matters who works in the sector. Our leaders create the culture and
organisational infrastructure that are the backdrop to the workforce
experience. This can affect if people are attracted to working in the sector, if
they thrive when they are at work and if they can be retained.

If we are to understand, connect with and support people from all walks of
life to be active, our workforce, from the board to front line, should reflect the
diversity and needs of the communities we serve and those we must better
reach. This means diversity in areas such as sex, gender identity, sexual
orientation, disability, age, ethnicity and being a carer to authentically do
this. We must also think about how intersectionality of these, and other
characteristics, can further increase marginalisation.

Below we share some of the demographic data from the survey, not because
it is definitive, but because it suggests that more needs to be done to
improve the diversity and inclusion the sector needs to thrive.   

Diversity & inclusion considerations
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64%
of our respondents identify as female and they dominate part-time, typically
less well paid roles at 81% of the part-time group. Only 36% of CEOs & board
members taking part identify as female. 

of our respondents identified as Asian, black, mixed or another ethnic
minority. In 2021 the ONS stated that 14% of the UK population is from a
minority background or other ethnic group. This group holds only 4% of CEO
& board member roles in this survey.

8%

87%
of our respondents identify as heterosexual compared to a UK figure of 93.7%
(source: ONS). As 6% of our sample preferred not to answer this question, this
is a ballpark figure. The LGBTQIA+ group holds 8% of CEO & board member
roles in this survey.

5%
of our respondents considered themselves to have a disability
compared to 19% of working age adults in the UK (Family Resources
Survey 2019-20). No one in the CEO & board member group of this
survey considers themselves to have a disability. 



Industry support
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72% of individual respondents would
value an industry body providing
‘resources and support for professionals
like you’ around mental health and
wellbeing'. 

Individuals

77% of organisations said they would value
support and advice from an industry body
to help shape their approach to employee
mental wellbeing and share best practice,
a significant increase of 14 percentage
points on last year.

Organisations

WORKPLACEMENTALWEALTH .COM

72%

77%

We asked employers what, if anything, affects their organisation making more
progress around employee mental health. They could choose more than one answer.

said nothing was holding them back

said lack of resource - no one with the time or skills to do it

said lack of budget - we have no funding for this

said lack of knowledge on how to design and implement a strategy

37%
33%
23%
17%

73% in
2021

63% in
2021



Levels of mental distress increased among the workforce
An overall downward trend in employer approaches and actions that
support psychological health and safety at work

Compliance - which includes employers fulfilling legal obligations under
The Health & Safety at Work Act (1974) and Equality Act (2010)

Commercial - value both in reducing negative outcomes and maximising
the benefits of a healthy, happier, safer and more productive workforce

Compassion - it's the right thing to do, especially in a sector that exists
to promote healthier lifestyles

In our second year of surveying the sector we see two key trends:

Mental health issues can be complex. These findings do not prove causation.
However we must recognise that work is the cause for some people or may
be aggravating existing conditions for others. 

Work can have both negative and positive effects on mental health and we
should be aiming for 'good work' that supports and enhances it. Our findings
suggest we should think carefully about how our sector is operating and the
consequences if we continue as we are. 

The good news is an increased openness from employers, and a workforce
willing to explore support and solutions. 77% of employers and 72% of
individuals say they would value support from industry bodies to meet the
challenge. We also see a stronger commitment to employee mental health
expressed in organisational priorities (+20 point modal score this year). 

Development needs to be driven from the very top of organisations in
consultation and collaboration with the workforce. And there are three
compelling reasons why:

Where now?
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The 4Ps model of psychological health and safety at work by Dr Jacqui
Wilmshurt is a useful lens to look at this year's data and where we could go.
The 4Ps are:
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health promotion includes encouraging
exercise, eating well and good sleep.

identifying forseeable mental health risks
that can and should be removed. Think of
this as the mental health equivalent of
young children not being allowed in the
gym to eliminate the risk of harm to
themselves or others.

from unavoidable, forseeable mental health
risks. Think of this like the mental health
equivalent of non-slip tiles in wet areas to
reduce the risk of slips and falls.

of support and resources such as
occupational health services, employee
assistance programs and counselling.

Promotion

Prevention

Protection

Provision

Health promotion (1) and provision of support (4) are like bookends. They
are necessary and valuable. But it's prevention (2) and protection (3)
which are the foundations of psychological health and safety at work
because they tackle the root causes. 

In this survey we see a general downward trend of focus and action in
these fundamental areas. This is problematic for both employers and the
workforce in terms of the key factors of compliance, commercial and
compassion. 

If we can increase our sector's action on these fundamentals we can work
to eliminate or reduce forseeable significant harms that are causing or
aggravating mental distress in the same way we use risk-management to
remove or reduce physical health and safety risks. 



Feeling that work has purpose and feeling valued really matters 

Work-life balance is increasingly important
Poor working conditions such as workload and hours, pay, 

Pay and how people are treated is a specific issue for instructors with
a strong sentiment that many haven't seen a pay rise in years

Mental distress is a common experience
Many people find it hard to talk about mental health concerns
Many people don't feel safe to speak up if they are struggling even
though most with a manager feel their manager cares about their
mental wellbeing 
People worry about the stigma of mental distress and the impact on
their career and how people will see them if they speak up

Prevention, where possible, is always better than cure. Consultation is key
to this, and is why we do this study. Colleagues across the sector have
used this survey to tell us what affects their mental health and what's
happening for them. This includes:

What matters...

     to people

     holiday and benefits are increasingly problematic

What's happening...

Every organisation is different and will need to engage its workforce in
this conversation to develop a meaningful, structured approach to
managing psychological health and safety at work that meets the needs
of the organisation and its people.

Membership organisations in the sector have a role to play in
collaborating with those who do not have an employer to explore what
would be helpful, within their remit, to understand and support the mental
health and safety of this significant sector of our workforce.

Over the page we give four recommendations to support this analysis. 
On page 29 we also offer employers the opportunity to take action now
and join organisations from across the sector in signing up to The Good
Work Pledge.
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robust membership principles, assessments and charters 

business case examples and sharing best practise
education, training, resources & signposting
conference and event time on this issue
supporting further research

Sector bodies can support employers to develop through: 

     which explicitly require appropriate action in this area

There is a role for the sector's membership organisations to further explore, within
their remit, what their membership would value in terms of mental health. It may
be different for employees and freelancers, role types and levels. This could
include resources, signposting support, HR or legal advice and training.

Conversations at the top table

Supporting individuals

Employers need to have board level conversations about their organisational
culture. Are they meeting their legal obligations around workplace psychological
health and safety? Do they ask about and understand the broader positive and
negative consequences of how people in their organisation are treated (the
commercial and human impact)? If not, it's time to act.

Recommendations
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Supporting sector development

1

2

3

4
The new phase of the pandemic which the UK government calls 'living with Covid'
includes scrapping testing and isolation rules. This presents a range of potential
challenges for organisations, and risks and stresses for the workforce if
expectations and processes are unclear. In consultation with their people,
organisations may wish to update their Covid policy, or create one, to find fair and
practical solutions that are supported by their workforce.

Consult on 'living with Covid'



Last year, in response to our 2021 findings and to unite the sector under a
single ambition to make sector-wide progress on mental health, we
launched The Good Work Pledge. The pledge enables employers to
publically declare a commitment to supporting employee mental health
and working towards achieving the government-backed Thriving at Work*
Six Mental Health Core Standards for employers.

It’s backed by CIMSPA, good for businesses, good for the sector’s workforce 
and good for the people we serve.  

The pledge includes:
- An Action Planning Guide
- A Diagnostic Tool 
- Use of The Good Work Pledge logo to promote 
   your commitment
- A listing on our website as a pledge signatory

To see which employers have already signed up, and to take the pledge,
visit workplacementalwealth.com/pledge. Join our subscriber list at
workplacementalwealth.com to stay up to date with what we’re doing and
get in touch if you would like to talk to us about how we can help your
organisation to thrive. 

Contact us at hello@workplacementalwealth.com.

Lindsey Simpson & Katie Lewis

Take action now
Sign the Good Work Pledge
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*Thriving at Work: The Independent Review of Mental Health and Employers (2017), authored by
mental health campaigner Lord Dennis Stevenson and Paul Farmer, chief executive at Mind and
chair of the National Health Service (NHS) Mental Health Taskforce. 

 

http://workplacementalwealth.com/pledge
http://workplacementalwealth.com/


We are Lindsey Simpson and Katie Lewis and we created Workplace
Mental Wealth in 2020 with an ambition to normalise conversations
and drive positive action around mental health for everyone
working in fitness & active leisure.  Our goal is to shine a light on the
UK workforce's current mental health, help ditch the stigma and
shift the culture for a healthier, happier, more productive workforce. 

This is our second sector-specific survey which will be conducted
annually. More projects to support the sector are coming soon.

We offer a range of workplace mental
health services:

- Helping you build a business case for change

- Research and benchmarking

- Speaking at your event, to your board, senior leaders 
   or your wider team

- Workplace psychosocial health and safety workshops

- Mental health awareness training

- Speed mentoring and 'power hour' calls to help you explore
or sense check a decision or idea

Visit workplacementalwealth.com to 
find out more and subscribe to keep up to date

Work with us
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What is a Workplace Mental Wealth?

WORKPLACEMENTALWEALTH .COM

http://workplacementalwealth.com/


Meet the team
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Katie Lewis 
Communications & Partnerships Lead

Lindsey Simpson
Research & Training Lead

 Passionate about making mental
health part of every day ‘chatter’ and
helping organisations create
emotionally supportive environments 

First Aid for Mental Health Instructor
(level 1-3, delivering Ofqual regulated,
FAA accredited qualifications), Mental
Health First Aider (MHFA England)

Communications specialist in the
physical activity & sport sector for 
more than 17 years

10 years operational experience in the
leisure sector

Director at Brand Chatter

Degree in Human Movement Studies
(BA Hons) 

Workforce advocate focused on culture,
performance, research and wellbeing

First Aid for Mental Health Instructor
(level 1-3, delivering Ofqual regulated,
FAA accredited qualifications), Mental
Health First Aider (MHFA England)

Communications & engagement
specialist, facilitator, trainer, speaker, 
5 Voices leadership coach, 25 years
experience in-house, agency &
consultancy

Fitness industry roles including swim
coaching, PT & operations, PR (Promote
PR) and as the FIA's first membership
liaison manager

Award-winning culture change work 

Director at Spark Team
Communications

Degree in Sport & Recreation 
(BA Hons) 

Lindsey & Katie are co-founders of Workplace Mental Wealth and 
The Good Work Pledge, and co-authors of the Fitness & Active Leisure

 Workforce State of Mind Survey

https://www.linkedin.com/in/katielewis1/
https://www.linkedin.com/in/lindseynashsimpson/
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