
Abstract

Introduction 
Staff wellbeing across the NHS is a vast area of concern for nursing 
colleagues and our allied health care professionals. The reasons for 
this are complex and multifaceted but underpinning things seems to 
be a fundamental problem; the demand for NHS services is 
outstripping the ability to supply. The long working days; poor pay 
and conditions; increasing patient complexity and the ample unfilled 
vacancies are just a few factors influencing how happy and fulfilled 
people may feel at work. Recent NMC data shows that between 
2021 and 2024 the number of nurses leaving the profession within 
10 years of registering increased by 43%, whilst those leaving within 
five years rose a staggering 67%. A YouGov survey of NHS staff in 
2024 reported 75% of respondents had experienced poor mental 
health in the last 12 months.

This national issue is mirrored within our practice and after the 
covid-19 pandemic, several staff members leaving over the last few 
years, and sickness rates increasing; it felt like the right time for 
change. 
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Method 
A survey was created with questions relating to the pillars of 
wellbeing: mental wellbeing; physical wellbeing; financial wellbeing 
and social wellbeing. This helped identify staff need. The project 
followed the structure recommended by the NHS Employers 
guidance on ‘supporting the wellbeing needs of NHS staff’. The 
survey was sent to all members of our team via email and all 
responses were anonymous. 

The inclusion criteria were staff members working at Orchard 
Surgery during the period of the initial survey in Feb 2024. The 
follow up survey had an additional question asking employees how 
long they had worked at the surgery for and responses from 
individuals with less than 12 months service were excluded for data 
reliability purposes.

Aim
This project aimed to gather data from our whole staff team relating 
to various markers of wellbeing at work and use this data to inform 
initiatives over a 12-month period with the intention of increasing 
staff wellbeing and retention within the practice. 

Only 1 respondent reported 
that they felt staff wellbeing 

had not increased significantly 
in the last 12 months.

‘Yes, I think this is great and it is really 
nice to be included and part of it.’

‘love the team challenges’

‘it has been nice to have social gatherings and 
helped me feel more included’

‘the Christmas Elf brought so much happiness 
and cheer to the team’

‘I feel happier at work now than I have 
in a long time’

Conclusion
The project has been well received and follow up survey shows a 
marked improvement in staff wellbeing, feelings of inclusion and 
morale in the practice. 

The results show that we still have work to do to address burn 
out in the team and to encourage better supportive relationships 
between teams.

 

2024 results     vs       2025 results Results
The initial and 12-month post intervention survey results were 
compared and evaluated. There were a total of 16 multiple 
choice questions and 3 questions that required a written 
response. Positive improvements were seen for every answer 
post intervention. 

Work related stress pre intervention was reported to impact 
35.3% of staff in a negative way; this decreased to 5.6% post 
intervention. There was a substantial increase in reported sense 
of belonging at work which increased from 58.8% to 83.4% and 
perceived workplace morale jumped from 35.3% to an amazing 
83.3%. There was a 25.2% increase in staff who reported getting 
a protected lunch break post intervention. 

Pre intervention, 35.3% of staff reported feeling like there was no 
one to support them if they needed help. This figure was 0% post 
intervention – although 1 person (5.6%) did feel neutrally about 
this. 

The feeling of burn out amongst staff marginally decreased from 
52.9% to 44.4% post intervention. Perceived level of positive and 
supportive relationships within the practice between staff of 
different roles only increased by 1.3%. 
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