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The 2025 results show a clearimprovement
in wellbeing across the sector.

The Property Institute (TPI) launchediits first Wellbeing & Resilience Survey Reportin 2021to
betterunderstand the key pressures facingresidential property management professionals
andtoidentify ways to support them. The second survey revealed modestimprovements
inthe sector’s overallwellbeing, though challengesremained. By 2023, the first survey

free from COVID-19 restrictions, new pressures had emerged. The cost-of-living crisis was
affecting many leaseholders, while the demands of implementing the new building safety
regime placed additional strain on professionals across the sector. In 2024, we examined how
respondents with ‘highhappiness’ scores (7 to 10) compared with the average respondent.
While both groups worked similar hours and experienced comparable levels of abuse, the
‘high happiness’ respondentsreceived greater support and more workplace flexibility from

theiremployers.

The 2025 results show a clearimprovementin
wellbeing across the sector, with several measures
reachingtheirhighestlevelsinthe survey’s five-year
history. Encouragingly, the gap between property
management professionals and the general public
hasnarrowed. That said, it’'simportant not to
overstate the progress. Many respondents continue
toface serious challenges, and over100 peoplerated
theirown sense of life being worthwhile below 5 out
of 10. These numbers are areminder that while things
may beimproving forsome, the pressuresremainvery
realforothers. Thisreportlooks closely at the shiftsin
wellbeing scoresbetween 2024 and 2025, exploring
the possible factors that contribute to this gradual
upward trend, without ignoring the difficulties still
affectingmanyinthe sector.

Thisyear’snational wellbeing data (Office for National
Statistics (ONS) Measures of National Wellbeing 5
February to 2March 2025) shows slight but steady
improvements across most core measures. Average
happinessinthe UKroseto 7.0 (up 2.9%), while the
sense that the things doneinlife are worthwhile
increasedto 7.3 (up 1.4%). Life satisfactionreached
6.9 (@1.5%increase), and anxiety remained
unchanged at 3.9. Oursector-specific results show
asimilartrend, though starting fromalowerscore,

the climbis higher. Respondents to thisyear’s survey
reported anaverage happinessscore of 6.09,an 8.6%
increase on2024. The average score for feeling that
the thingsdoneinlife are worthwhileroseto 6.63(a
7.1% improvement), andlife satisfaction climbedto
6.12,a5.5%rise onlastyear.

In2021, the gap betweenrespondents and the
general publicinlife satisfaction stood at 19%; this
year,ithasdroppedto11.3%.The gapinthe sense
thatlifeis worthwhile has also narrowed from15%in
202210 9.18% this year. Meanwhile, the happiness
gap, whichpeakedat20%in 2021, hasnowreduced
to 13% —its lowest point since the survey began.
Anxietyremains an area of concern, thoughthere has
beensome movement. The average anxiety score
amongrespondents fell slightly to 4.65, down from
4.76in2024 (a2.3% decrease). The national average
remained static at 3.9, meaning the gap between
the sectorandthe general populationnow stands at
19.23%, asmallimprovement onlastyear’'s 22.05%.
While professionalsin the sectorcontinue toreport
lowerwellbeing than the general population overall,
the direction of travelis positive. The datapointstoa
slow but meaningful closing of the gap, suggesting
that some of the pressures experiencedinrecent
yearsmay be starting to ease, oratleastare being
managed more effectively.

One of the clearest trends to emerge from this
year’s datais the positive impact of flexible working
onwellbeingandretention. Respondents whose
employers offered flexible working arrangements
consistentlyreported betteroutcomes across every
core wellbeing measure thanthose whose employer
offered no flexible working arrangements.
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Onaverage, those with access to flexible working
scored14% higheracross all wellbeingindicators,
andreported13% lower anxiety levels than
respondents withno access to flexible working
arrangements. Theinfluence of flexibility extends
beyondwellbeing. Itappearstoplay akeyrolein

how property managersview theirfutureinthe
sector. When asked whether they expect toremain
intheindustryinthreeyears’time, 60% of those with
flexible working arrangements said yes, compared
tojust 48% of those without access to flexible
working arrangements. That makes flexible workers
25% more likely to see themselves stayinginthe
professionthanthose without such arrangements.
These findings underline the growingimportance of
employerflexibility. Not only as a protective factor for
mental health, butalso asacritical leverforworkforce
stabilityinasectorwhereretentionremainsa
significantconcern.

Inlastyear’sreport, TPl highlighted a stronglink
between ‘higherhappiness’respondentsandaccess
to flexible working. Respondents who rated their
happinessat7 orabove were significantly more
likely toreporthaving flexible working arrangements
inplace. Thisyear, thattrend appears to have
broadened.In2025, the average respondent now
reports similarlevels of access to flexible working as
lastyear’s highhappiness group—asignthatmore
employers may be adopting flexible practices across
the board. The benefits of this shift are evident, not

onlyinimprovedwellbeing scores, but alsoin outlook.

Put simply, those with access to flexible working are
19% less likely to expect toleave, compared to those
withoutit. These findingsreinforce what we saw
lastyearthat flexible workingisn'tjustawellbeing
boost—it'saretentiontool,and one thatappearsto
be gainingtractionacross the sector.

One particularly striking finding from thisyear’s
datais the positiveimpact of afour-day working
week onwellbeingandretention. Although only
17% of respondents currently work a four-day
week, theirwellbeing scores were consistently
higherthan average and, whenlooked atasawhole,
outperformed national wellbeing figures. Those
working afour-day weekreported16% higher
happiness, 11% greaterlife satisfaction,and a13%
strongersense thatthe thingsthey doinlife are
worthwhile. They also experienced 13% lower anxiety
thanthe average survey respondent. Moreover, this
groupisthe onlyoneinthe survey to surpass ONS
nationalbenchmarks.

Interms of hours, four-day weekrespondents
worked anaverage of 40 hours perweek, whichis

18% fewer than the survey-wide average of 45 hours.
However, when broken down by days worked, these
respondents averaged 10 hours perday, compared
to 9 hours perday forthe averagerespondent. This
suggests that while four-day workers condense
theirhoursinto fewer days, they stillmaintain a full
workload, but without a detrimentalimpact on
wellbeing. Perhaps most strikingly, 69% of those
working afour-day week said they expect toremainin
the sectoroverthe next threeyears. This figureis 24%
higherthanthe overall survey average and 42% higher
thanrespondents whose employers do not offerany
flexible working arrangements. Theseresults suggest
thatacondensed workingweek, evenwithlong daily
hours, may provide significantbenefitsin supporting
wellbeing and encouraging professionals to stay
withinthe sector.

Thisyear’s surveyintroduced anew question, asking
respondents torate prideintheirrole andin the sector
asawhole.Onascalefrom1to5,respondents gave
anaverage score of 3.86 forprideintheirroleand 3.72
forprideinthe sector. High scores for pride remain
robust, evenforrespondents facing significant
pressuresintheirwork andlife. Notably, respondents
withlower happinesslevels, those without access to
flexible working, orthose employed by organisations
that have yet to take meaningful wellbeing action,
reported pride scores thatvaried by only around 10%
fromthe overall average. Thisresilience highlights the
enduring commitment many property managers feel
towards theirwork and the sector.

While any instances of abuse remain entirely
unacceptable, there are encouraging signs that
reported cases have decreased comparedto
previousyears. Morerespondents alsonoted
reductionsinwork-related stress. However, the
surveyreveals that the biggest ongoing sources of
pressure continue to be from excessive workload and
leaseholders’ concerns about the cost of livingand
service charges—factors thatimpact daily work and
wellbeing across the sector.

TPlextendsits sincere thanksto allrespondents
fortheirtime, honesty, andinsights. The feedback
gatheredplays avitalroleinshapingwellbeing
across the sectoranddirectlyinforms the actions
and initiativesled by TPI. The next wellbeing survey
willbeissuedinFebruary 2026, as thisimportant
conversationdrives forward.
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Sinceitsinceptionin 2021, The Property Institute has conducted an annual ‘mental health
check’to assess the wellbeing andresilience of professionals working inresidential
property management. Thisinitiative was launched to identify the key pressures affecting
the workforce and to help shape practical support forindividuals and companies across

the sector. Overthe past five years, the survey has become avital tool for tracking trends,
informing wellbeing strategies, and amplifying the voices of those working in the profession.

Asthe wellbeing survey entersits fifth year, it continues to provide crucial insightsinto the
experiences of those on the frontline, offering a clearerunderstanding of the challenges
they face and the factors thatinfluence happiness, stress, satisfaction, andretention.

Method

Thisyear’'sresearchwas conductedusinga
quantitative approach. Ananonymous online
questionnaire was distributed via SurveyMonkey
andremained openbetween13 February and 21
March2025. The survey consisted of 39 questions,
including multiple-choice, Likertscale, and open-
textresponses. It was shared with bothindividual
and company members from TPI’s database and
promotedviasocial media, email, and TPl website.
Intotal, 426 individuals from across the sector
responded to thisyear’s survey, witha1l00%
completionrate, andjustunder100 verbatim
commentswerereceived, all of whichhave been
carefully reviewed.
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Therespondentpoolincluded adiverse cross-
section of professionals fromacross the UK:
property managers, on-site staff, back-office
teams, and others working withinresidential property
management. Of those who completed the survey,
94% were TPlindividualmembers, and 72% worked
foraTPIcompany member.

Interms of genderidentity, 59% of respondents
identified aswomenand 39.5% as men. These figures
reflect the demographic makeup of the profession
and allow TPl to bettertailor wellbeing support to
therealities experienced across the workforce. The
dataset was compared to the Office for National
Statistics (ONS) Opinions and Lifestyle Survey (OLS),
which askedidentical wellbeing questionsduring a
comparable period (5 February to 2 March 2025).




The Challenges

\J 1. Satisfaction, Happiness and Wellbeing

= 2. Flexible and Remote Working

v 3. Pride and Purpose

4. Abuse, Stress and Pressure

5. Support and the Role of Employers

6 The Property Institute Wellbeing & Resilience Survey Report 2024



We began this year’s survey with four wellbeing questions drawn from the Office for National
Statistics (ONS), offering a clear and consistent way to benchmark the residential property
sectoragainst the wider UK population. These generalindicators help provide an overview of

how peopleinourprofession are feeling and coping with everyday life.

Life Satisfaction

In2025,respondentsreported anaverage life
satisfactionscore of 6.12, representinga5.5%
increase on 2024. The national average rose more

RESPONDENTS 2025
6.12

modestly to 6.9, meaning the gap between the sector NATIONAL AVERAGE 2025
andthe general populationisnow 11.3%—down from
14.78% lastyearandits lowest point since the survey _ 6.9
began. This gradual closing of the gapis encouraging RESPONDENTS 2024
andsuggests that while the professionstilllags 58
behind national wellbeing averages, thereisrealand '
measurable progressinthis coreindicator. NATIONAL AVERAGE 2024

| 6.8

| | | | |
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Sense of Purpose
Thisyear’s average score for feeling that the things
doneinlife are worthwhileroseto 6.63,a7.1% RESPONDENTS 2025
increase onlastyear. The national average also 6.63
limbed slightly to 7.3 (up 1.4%), ltingi
climbedslightly to7.3 (up 1.4%), resultingina gap NATIONAL AVERAGE 2025
of 9.18% betweenrespondents and the general
public—down from14% in 2024. Although wellbeing _ 7.3
inthe sgctor Stl!| trails the n.at|ona| benchmark, the RESPONDENTS 2024
narrowing of this gap continues the positive trend we
begantoseelastyear. 6.19
NATIONAL AVERAGE 2024
| 7.2
| | | | |
o] 2 4 6 8 10
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Happiness

Happiness among property professionals also
improved significantly thisyear. Respondents
reported anaverage happiness score of 6.09, an
8.6% increase onlastyear. The national average rose
t0 7.0 (up 2.9%), furtherclosing the gap betweenthe
profession and the wider publicto13%, down17.5%
lastyearandfromahighof20%in2021. Thisis the
smallesthappiness gaprecordedsince the survey
beganandmay point to growing effectivenessinhow
professionals and employers are managing pressures
oraccessing support.

Anxiety

While anxiety remains aconcern, thisyear’sresults
show aslightimprovement. The average anxiety
score amongrespondents dropped to 4.65, down
from4.76in2024—a2.3% decrease. By contrast,
the national average remained at 3.9, meaning the
gap betweenthe sectorand the publicisnow19.23%,
down from22.05% last year. Thisremains the largest
wellbeing gapinourdata, but thereductionisa
welcome shiftintherightdirection.

Wellbeing by Gender

While overall scoresimprovedin 2025, differences
remain betweendemographic groups, particularly
betweenmale and femalerespondents.

Women continuedtoreportloweraverage scores
thanmen acrossall four core wellbeing questions.

Onaverage, femalerespondents scored 11% lower
than theirmale counterparts onlife satisfaction, 12%
loweronthe sense that the thingsthey doinlife are
worthwhile,and 13% lower on happiness. Theiranxiety
scoreswere 11% higherthan thosereported by men.

These disparities highlight the need for further
investigationinto how workplace dynamics,
expectations, and support may be experienced
differently across genders withinthe sector.

8 | The Property Institute Wellbeing & Resilience Survey Report 2025

RESPONDENTS 2025

NATIONAL AVERAGE 2025

I 7.0

RESPONDENTS 2024

5.6]

NATIONAL AVERAGE 2024

RESPONDENTS 2025

NATIONAL AVERAGE 2025

I s .9

RESPONDENTS 2024
NATIONAL AVERAGE 2024

| 3.9

0 2 4 6 8 10

A O
e O




Working Arrangements

Working patternsin 2025 remain broadly consistent
withthosereportedin2024. Thisyear’s survey shows:

o 12% ofrespondents work entirely from
home, up slightly from11% last year;

o  60% operate onahybrid basis, amarginal
increase of 1%;

o  Thoseworking100% from an office or
on-site decreased by 2%.

While these headline figures show minimal change,
thisyear’'sdatareveals more nuanced differencesin
wellbeing outcomes betweenworking arrangements
thaninprevious surveys. The distribution of remote
working days among hybrid respondents was fairly
even, with 2-3 days fromhome emerging as the most
common pattern.

Il HYBRID WORKERS
[ ON-SITE OFFICE WORKERS
2025 I REMORE WORKERS

How Does Working Arrangement Affect Wellbeing?

Unlike previous years where wellbeing scores were
relatively consistent across working models, this
year’sresults show some cleardifferences:

° 100% home and 100% office/on-site
workersreported lower life satisfaction than
their hybrid counterparts—by 8% and 7%,
respectively;

° Their sense thatlife is worthwhile also trailed
hybrid workers by 5% and 6% respectively.

However, whenitcame to happiness, those working
entirely fromhomereported the highestscore (6.27),
slightly ahead of hybrid workers (6.25). In contrast,
those working exclusively on-sitereported happiness
scores 9% lowerthanthe average.
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Anxiety levelsremained more stable across
working models:

° 100% office/on-site workers felt less anxious
than the survey average (-3.5%);
Home workers matched the average;

° Hybrid workers were more anxious than
average (+1.5%).

Overall, while hybrid working remains the most
prevalentmodel, thisyear’s findings suggest that
fully remote workers may be experiencing certain
benefitsinterms of happiness, although they still face
challengesinotherareas of wellbeing.




Flexible Working Options

The 2025results show anotableincreaseinaccessto
flexible working arrangements across the residential
property management sector. Thisyear, 52% of
respondents said theiremployer offers flexible
working hours, a significant16% increase on 2024.
Meanwhile, 30% reported access to part-time
working,up 23% onlastyear.

One of the most striking developmentsis therisein

employers offering a four-day working week—now OFFERED FLEXIBLE WORKING OFFERED PART TIME WORKING
available to 17% of respondents, up 74% compared

t02024.The number of employers providing
compressedhours alsoincreased by 51%, with 13% of
respondents saying they had access to

this option.

Atthe sametime, the proportion of respondents
whose employers offered no flexible working
arrangements fell from 42%in 2024 to 34%in 2025
-al9% decrease.

OFFERED A 4 DAY WEEK OFFERED NO FLEXIBILTY

How Does Flexibility Impact Wellbeing and Retention?

The datais clear. Access to flexible working has a
consistently positiveimpact on wellbeing.

Respondents whose employers offerany kind of
flexible working arrangement reported wellbeing

scores thatwere 14% higher than those who had -
access tono flexible working arrangements, and their @ 4 5
|

levels of anxiety were 13% lower.

EzE52

DAY WEEK DAY WEEK

Flexibility also plays a keyrole in staff retention. I &=
Among those withaccess to flexible arrangements, \ /
60% said they expecttoremainin the sectorover \
the next threeyears—comparedto 56% of all - ‘
respondents, andjust 48% of those without flexible
” N

working. This suggests a strong correlation between
flexible work and long-term commitment to the
profession.
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Yearsin the Sector and Retention

Length of serviceinthe sectoralso appearstohave a
significantbearing on wellbeing and outlook.

Respondents with11ormore years’ experience
reported 9% lower life satisfactionand 12%
lowerhappinessthanthose with O-5yearsinthe

profession. They were also less likely to see a futurein

theindustry;just 48% of the longest-serving group
expectedtoremaininthe sectoroverthe nextthree
years, compared to 64% of the mostrecent entrants.

These findings suggest that without renewed efforts
to supportlong-serving professionals, the sector
riskslosing experienced staff who may feelunder-
supported orburned out.

X

O >
2"

Wellbeing and Retention Among Four-Day Week Workers

Building on the broaderfindings around flexibility,
the four-day workingweek appears to deliversome
of the strongest wellbeing andretention outcomes.
Although only 177% of respondents currently work this
way, theiraverage scores were consistently higher
thanothergroups:

11% greater life satisfaction

13% stronger sense that the things they doin
life are worthwhile

16% higher happiness

13% lower anxiety

Infact, theirhappiness andlife-worth scores even
exceeded national averages—by 1% and 2%,
respectively, making this the only groupinthe survey
to surpassthe general public’s wellbeinglevels.
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Theserespondentsworked anaverage of 40 hours
perweek—11% fewer than the survey average of

45. However, broken down by day, theirworkload
equatedto 10 hours perday, comparedto 9 forthe
averagerespondent. Four-day week workers appear
to be working the hoursrequiredto get the job

done, whilst theirwellbeingis benefitting from the
additional day away from work.

Retention outcomes were also striking:

o  69% of four-day weekrespondents expect to
remainin the sectoroverthe next three years,
24% higher than the overall average;

° Only 14% expect to leave, 36% lower than
those inworkplaces without flexible options.

Theseresults highlight the four-day week asnotonly a
wellbeing enhancer, but apowerful tool forworkforce
stability.




Pridein Role and Sector

As part of thisyear’s survey, TPlintroduced anew
questionaskingrespondentstoreflectontheirsense
of pride, bothintheirownrole andinthe sectorasa
whole.

Onascaleof 1to 5,respondents gave anaverage
score of 3.86 forprideintheirownrole,and 3.72 for
prideinthe sector. These scores are encouragingly
robust, especially given the pressures still affecting
many professionals. Aclearmajority—88% of
respondents—rated both theirpersonal and sector
pride as 3 orhigher, with 28% giving a maximum score
of 5forprideintheirrole,and 22% doing the same for
the sector.

Only 6 respondentsrated theirrole pride at1, andjust
8 gave thelowest score forsectorpride, suggesting
thatevenamongthose who are struggling, asense of
purpose andvalueremains.

PRIDERESPONDENT'S OWNROLE

PRIDEINTHE SECTOR

How Does Pride Correlate with Wellbeing and Retention?

While overall pride levels arerelatively strong, there
are significant differencesinwellbeing between
those who score low and high on this measure.
Respondents whoratedtheirprideinroleatlor2
were farmore likely to lack access to flexible working,
reporthighanxiety andlow wellbeing, and feel that
theirmental healthis atrisk due to work.

Inthis group, 85% said they believed theirmental
healthwas atrisk because of theirjob, and they
reportedjobvacancylevels at theiremployer
averaging 32%—45% higher thanthe average
vacancyrate across allrespondents. They were also
more likely to say theiremployerdidn’t take any
meaningfulaction on wellbeing and provided limited
orunsafe opportunities to share feedback. Fewer
thanlin5 of theserespondents saw themselves
remaininginthe sectoroverthe nextthreeyears.

By contrast, thosewhorated prideinroleat4 or5
faredmuch better. This group was:

o  8.5%lesslikely to work in environments withno
flexible arrangements;
Scored 9.5% higher on overall wellbeing;
Reported 8% lower anxiety than the average.
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While 55% of these high-pride respondents still
believed theirmental healthwas atrisk, they were
farmore likely torate theiremployers positively,
especially interms of taking genuine wellbeing action
and fostering open communication. Astriking 69% of
this group said they expect to stay inthe sectorover
the next three years, 25% above the survey average.

They alsoreportedslightly lowerthan average
workload pressure (6.9 out of 10, just 5% lower
thanthe average), and felt better supported by all
stakeholder groups exceptleaseholders, whose
support scoreswere marginally lowerthan the
average. This strong sense of purpose was evident
throughout the survey, withrespondents sharing what
they value mostabout theirwork, eveninthe face of
ongoing pressures.




What People Value About Their Role

Despite sector pressures, many respondents o  Flexibility - Forthose withaccessto flexible
expressedaclear sense of connectionto the working arrangements, this was described as
meaningful aspects of theirwork. When asked what “life-changing.” The ability to manage time,
they most enjoy about theirrole, several consistent reduce commuting, or fitwork around other
themes emerged fromthe verbatim comments: commitments was strongly associated with

improved wellbeing andjob satisfaction.
° Teamwork and collaboration - Respondents

frequently mentioned the positive dynamics These findings suggest that, evenin ahigh-pressure
withintheirteams. Being part of a supportive environment, many professionals find deep valuein
group, sharingknowledge, and working through theirroles. Understanding what people enjoy most
challengestogetherwere oftencited as the about theirwork can help employers strengthen
mostrewarding elements of the job. engagement andretention by supporting the

conditions that allow these positives to flourish.
° Making a difference - Many highlighted
the satisfaction of helpingresidents,
resolvingissues, andimproving buildings

and communities. The opportunity tomake a
tangibleimpactonpeople’sdaily liveswas a '
strong motivator. pe o p I e C]

o  Variety and problem-solving - The day-to-

day unpredictability of the role was framed ea m ﬂeX|b|e hOUI‘S /—\

asastrength, notaburden. Respondents

appreciated that notwo days are the same,

andvaluedbeing challengedinways that e Cha"enges aChlevement
encouraged growth andlearning. \ | /

cllents
° Relationship building - Establishing trust /
andrapportwith clients, contractors, and k va rlety
colleagues was seenasbothpersonallyand WO
professionally fulfilling. Severalrespondents ' Support

described this asakeyreasonthey stayinthe
sector.

Autonomy and Self-Employment

Severalrespondents spoke positively about

the autonomy and flexibility of running theirown
business. While this path bringsits own challenges,
those whoidentified as business owners ordirectors
reported wellbeing scores 15% higherthan property
managers or assistants. The ability to set theirown
pace, structure theirwork, and align theirrole with
personalvalueswas cited as amajor contributor to
improved wellbeing.
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Abuse

While any instance of abuse s entirely unacceptable,
thisyear’sresults show encouraging signs of
progress. Fewerrespondentsreported beingon
thereceiving end of abusive behaviour compared

to previous years, continuing a slow but steady
downwardtrend. Overall, 1in 8 respondentsreported
experiencingno abuse at all during theirwork,
marking the highest proportion since the survey
began.

Although the datadoesn’t suggestacomplete
resolution of theissue, it doesindicate that some of
the more extreme pressures property professionals
have facedinrecentyears may be startingto ease.
Inresponse to growing concerns around abusein
the sector, TPllaunchedits Unreasonable Behaviour
Policyin2021.

Now inits fifthyear, this policy continues to serve

as aframework foridentifyingand addressing
unacceptable behaviourtoward property
management professionals. It outlines the types of
behaviour considered abusive, provides mechanisms
fordocumentation, and suggests appropriate actions
to de-escalate orpreventrecurrence.

Thisyear, 64% of respondentsreported that their
employerhadanUnreasonable BehaviourPolicy in
place—a5%increase on2024.1n 32% of those cases,
TPI’'s policy was being used.

This sustained uptake suggests that more employers
are taking meaningful steps to protect their staff.
While any instances of abuse remain entirely
unacceptable, theincreased visibility and application
of the policy may be contributing to the continued
decreaseinreported cases of abuseyearonyear.

Download TPI’s Unreasonable Behaviour Policy Template Here

Employee Assistance Programmes (EAPSs)

EAPsare anothervaluable toolinsupporting staff
wellbeing, particularly in high-pressureroles such as
property management. These programmes typically
offerfree and confidential services such as short-
term counselling, wellbeing assessments, referrals,
and follow-up support.Insome cases, EAP providers
alsoworkinaconsultative capacity withmanagers
and HRteams to address broaderorganisational
challenges, including workplace trauma, violence,
and emergencyresponse.

Although EAPs are oftendesigned to help with
work-relatedissues, many offer support that extends
beyondthe workplace,including help with financial
worries, personal stress, and family pressures. A
growing number of employersinthe sectorare
introducing orexpanding EAP access, recognisingits
roleinmaintaining a healthy, resilient workforce.
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https://www.tpi.org.uk/industry-knowledge/employment/wellbeing/tpi-unreasonable-behaviour-policy/

Changesin Stress Levels

While the majority of respondents stillreportyearon
yearincreasesinstress, more respondentsreported
areductioninwork-related stress, and fewer said
thatstress hadincreased significantly inthe past12
months thaninprevious survey years.

That said, many continue to experience high levels
of pressure. The average workload pressure score
across allrespondents was 7.25 out of 10, suggesting
that formany, the demands of thejob remainintense.

However, respondents with higherwellbeing scores,
particularly those inthe ‘high happiness’ group,
reportedloweraverage workload pressure of 6.58,
whichis10% lowerthan the survey average.

Atthe otherend of the scale, the leasthappy
respondents (those whorated theirhappiness
between O and 4)reported aworkload pressure score
of 8.16—20% higherthantheirhappiest peers.

Sources of Pressure

Inprevious surveys, the leading sources of stress
were oftenlinked to claddingissues, government
regulation, orinternal company culture. Thisyear,
leaseholderconcernoverthe cost of livingand
service chargesleads the way.

Thisissue was cited by awiderange of respondents
as amajorongoing challenge, affecting everything
from day-to-day workload and clientrelationships
toemotional wellbeing andretention. The financial
strainmany leaseholders are underis frequently
transferred, eitherdirectly orindirectly, onto
managing agents, contributing to a persistently
stressfulworking environment.
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Discrimination and Inclusion

Thisyear’s surveyintroduced new questions on
prejudicerelated to protected characteristics. This
questionwas createdinresponse to previous survey
respondents saying they were repeatedly subject

to casual sexist orracist behaviourfromresidents,
butwere uncertain whethertheseincidents couldbe
reported as ahate crime. While mostrespondents did
notreportdiscriminatory experiences, many did:

6.4% experiencedracism;
11.6% experienced sexism—thisrose to 31%
among women;

° 12% experienced other forms of prejudice,
such as ageism, ableism, ordiscrimination
based on sexual orientation orreligion.

Itshould be noted we donot collectdataonraceor
otherprotected characteristicsinthe survey.

Whilst the survey average was 11.6% for experience
of sexism, we cansee almost1/3 of womenreported
experiencing sexist behaviour. Itis therefore highly
likely the 6.4% of respondents experiencingracism,
translatesto afarhigherpercentage of respondents
of global majority heritage experiencingracism.

These figuresreinforce the need forinclusive
practices, training, and zero-tolerance policies within
organisations. While incidents may not be frequent,
theirimpactonindividual wellbeing, team dynamics,
andretention canbe significant.

6.4%

RESPONDENTS WHO EXPERIENCED RACISM

RESPONDENTS WHO EXPERIENCED SEXISM

RESPONDENTS WHO EXPERIENCED
OTHER FORMS OF PREJUDICE
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Rising Expectations

Thisyear’s surveyresultsindicate aclearrisein
expectationswhenitcomestowellbeing support
inthe workplace. Respondentsreported that their
expectations of support fromemployers and other
stakeholdershaveincreased by 16% compared to last
year.

The actual supportreceived has also gone up by 15%,
suggesting that organisations are startingtorespond
tothe changing needs of theirworkforce. However, a
gapremains betweenwhat professionals hope forand
what they currently experience, pointing to the need
forcontinued progress andinvestmentinwellbeing
initiatives.

When asked where they expected toreceive support
and how this compared to what they received, a
consistentshortfallemerged across nearly all formal
sources, with the notable exception of personal
networks:

What Makes A Difference

Asinpreviousyears, respondents highlighted the
value of flexible working, approachable leadership,
mental health awareness, and effective internal
communication. These factors were most often
associated with higherwellbeing scores and lower
anxiety levels across the board.

Supportdoesn’tneedtocomeinthe formof grand
gestures. Respondents who felt theirorganisations
genuinely listened to them, whether through surveys,
feedbackloops, orone-to-one conversations,
consistentlyreported bettermental health outcomes.

Identifying Gaps in Support

The datashows a stark contrast between
respondents who feelwell supported and those who
donot. Professionals workingin organisations that
provide no access to flexible working, offer limited
engagement opportunities, or failtoacknowledge
the pressures staff are underwere farmore likely to
report poor mental health, low morale, and anintent
toleave the profession.
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° Inthe formal sources of support, employers had
the highestlevel of expected support. While
theirefforts have improvedsince the pandemic,
many respondents still felt this fell short of
expectations.

° Informal support, fromfriends, family,
and colleagues were the only groups that
consistently met orexceeded expectations.

° Professionalbodies, including TPI, were
generally seen as supportive, though some
respondents called formore tailored wellbeing
resources.

° Government services were the least likely to
meet expectations, withissues of accessibility
andresourcing frequently cited.

This gap pointsto theimportance of clearer support
frameworks, improved signposting, and a shared
responsibility betweenindividuals, employers,
professionalbodies, and wider systems.

Thiswas especially true forthose who believed
theiremployerwas takingreal, meaningful action
onwellbeing, ratherthantreatingit as abox-ticking
exercise.

Reasonable workload pressure and working hours
translates tosignificantly above average reported
wellbeing. Respondentsreportinglow level of
personalfinancial pressure andrespondents
working for Housing Associations alsoreported
significantly higherthan average wellbeing for
the survey.

By contrast, respondents who felt theiremployers
were actively working to support them, through
clearpolicies, opencommunication, and
meaningful flexibility, were significantly more
likely to say they expected toremaininthe sector
overthe nextthreeyears.




Psychological Safety and Expression

The datashows a stark contrast betweenrespondents
who feelwell supported and those who do not.
Professionals workingin organisations that provide no
accesstoflexible working, offerlimited engagement
opportunities, orfailto acknowledge the pressures
staff are underwere farmore likely toreport poor
mental health, low morale, and anintent to leave the
profession.

By contrast, respondents who felt theiremployers
were actively working to support them, through
clearpolicies, open communication, and meaningful
flexibility, were significantly more likely to say they
expectedtoremaininthe sectoroverthe next three
years.

How Have People Taken Control of Their Own Wellbeing?

In2025, morerespondentsreported taking active
steps tomanage andimprove theirwellbeing than
inany previous year of the survey. This shiftreflects
both amaturingunderstanding of mental healthinthe
sectorandagrowing willingness among professionals
to prioritise theirown needsinthe face of persistent
pressure.

Verbatim comments highlighted awiderange of
personal strategies. Manyrespondents described
building firmerboundaries betweenwork andhome
life, such as switching off email notifications outside
of hours, turning down additional workloads, or
scheduling non-work commitments asimmovable
parts of theirweek. Others cited exercise,improved
diet, sleep hygiene, counselling, therapy, meditation,
and socialconnectionas core wellbeingtools. Several
individuals also noted that they had sought out new
roles oremployerswho offered greater flexibility or
betteralignmentwith theirpersonalvalues.

Flexible working arrangements played akeyrole
inenabling these changes. Respondents who had
accesstoremote orhybrid workingreported being
more able to takeregularbreaks, integrate physical
activity into theirroutines, oradjust theirschedules
toreduce stress. Those who worked a four-day week
were especially likely to mention the positiveimpact
this had on theirmental health and work-life balance.
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While not everyone feltin control of theirwellbeing,
particularly thoseinless supportive environments, the
datasuggests thatagrowingnumber of professionals
are actively shaping their circumstancesinways that
protect theirhealth. This sense of agency, evenin
smallways, appearsto correlate strongly with better
outcomes across every major wellbeingindicator.

[
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What Are Employers Doing Well?

Thisyear’'sresults suggestagrowing number of
employers are stepping up to support staff wellbeing
inmeaningful ways. Respondents highlighted
positive changes such asincreased flexibility, more
opendialogue around mental health, and practical
initiatives aimed at reducingworkload pressure.
Several participants noted the introduction of new
wellbeing programmes, including mental health first
aiders, accessto counselling services, and structured
check-ins.

Importantly, respondents workingin environments
where wellbeing was treated as a strategic priority,
notjustacompliance exercise, consistently

reported strongeroutcomes. These organisations
were described as approachable, consistentin
communication, and willingto act onfeedback. Many

of themhad alsoimproved transparency around
resourcing and workload expectations, which
appears tohave helped manage stressandimprove
trust.

One emerging themeis the shift fromreactive to
proactive support. Ratherthanwaiting forissues

to escalate, the most effective employers are
investingin preventative measures, such as training
line managers, clarifying escalation pathways, and
providing flexible options tailored to individual needs.
Respondentsinthese workplaces often mentioned
feeling “listened to” and “valued,” even when
challengesremained.

Where Are Employers Still Falling Short?

Despite progressinsome areas, thereis awide
disparity inhow employers are responding to
wellbeing challenges. Asignificant proportion of
respondents said theirorganisation still fails to
acknowledge oraddress the pressures staff are
under. Others described workplace cultures that
discourage open conversation, dismiss concerns,
orprioritise performance targets overemployee
wellbeing.

Oneinthreerespondentsratedtheiremployer’s
wellbeing supportaspoororvery poor.Inthis

group, common concernsincluded lack of flexibility,
inconsistent management support, and the absence
of safe channels toraiseissues. Severalrespondents
commented that wellbeinginitiatives often feel like

“tick-box exercises” orare perceived as disingenuous

because seniorleadership fails to model the
behaviourorvalues they promote.
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Perhaps most concerningly, professionals working
inunsupportive environments were also the most
likely toreport mental healthrisks, high anxiety, and
adesire toleave the sector. Many shared that they
felt “completely overwhelmed,” “burnt out,” or
“undervalued”—particularly where expectations
remained high but organisational support was
limited orunclear.

These findingsreinforce a central message of this
year’sreport. Thatemployeraction,whengenuine
and consistent, canhave atransformative effecton
wellbeing, morale, andretention. Butwhenitis absent
orsuperficial, the consequences forindividuals and
organisations alike are significant.




What We Did With Last Year’s Findings

Eachyear, theinsights gathered through the Wellbeing .
& Resilience Survey directlyinform TPI’'s workin shaping TPl Guidance Note HO1

the support offered and guiding the development of
toolsthatrespondtothe sector’sreal-world needs.
The feedbackreceivedin 2024 highlighted ademand
forclearerstandards, practical guidance,and more
consistentemployeractiononwellbeing.

Developed alongside the Wellbeing Standard, this
detailed guidance note providesready-to-use
templates, processes, and structured advice for
implementing an effective wellbeing programme.
Itsupports both strategic planning and day-to-day
decision-making, makingit easier for organisations to

Inresponse, TPIlaunched two key resources e : )
P Y embedwellbeinginto theiroperations.

designedto help organisations take meaningful,
measurable stepstoward better mental healthand

. ) i Download Guidance Note HO1HERE
resilienceinthe workplace:

These toolsreflect TPI's ongoing commitment to

. translating survey datainto meaningful action. They
TPI We"belng Standard arejustthe beginning. As furtherinsights emerge
from thisyear’sresults, TPl will continue to evolve its
support, ensuring that all TPlmembers are equipped
notonly tomeet today’s challenges and are looked
after, but to build stronger, more resilient teams for
the future.

Avoluntary benchmark that enables organisations

to assessandimprove theirapproach toemployee
wellbeing. The Standard outlines core principles and
practical actions for creating psychologically safe,
inclusive, and supportive work environments, helping
employers move beyond ad hoc initiatives and towards
long-termcultural change.

Download TPI’s Consumer Charter &

Standards HERE and see section 8 for the
Wellbeing Standard

Staff Safety and Abuse Prevention

De-Escalation Training - British Safeguarding Posters for Staff
Retall Consortlum TPlhas produced adownloadable posterdesignedto
remindresidents and clients that property managers
are peopletoo, deserving of respect and safe
treatmentinallinteractions. This canbe displayedin
managed buildings, offices, and digital spaces.

Inpartnership with the Suzy Lamplugh Trust, the BRC
has developedananimated trainingmodule to help
staff deal with abuse and threatening behaviour.
While originally created for the retail sector, the

adviceisequallyrelevant to property professionals. Download TPI’s Safeguarding Poster HERE

De-Escalation Training -
For More Information Click HERE

Violence and Stress Guidance
- Health & Safety Executive

The HSE offers dedicated advice forworkers and
employers ondealingwithviolenceinthe workplace.
Thisincludes preventative strategies and actions to
take afteranincident.

Violence and Stress Guidance -
Read Advice HERE
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https://brc.org.uk/priorities/nrcsg-against-shop-worker-abuse-and-violence/
https://www.hse.gov.uk/violence/worker/index.htm
https://www.tpi.org.uk/media/fg3jzwcw/tpi-consumer-charter-standards-edition-3-1.pdf
https://www.tpi.org.uk/guidance/tpi-guidance-notes/h-wellbeing-social-matters/h01-employee-wellbeing/
https://www.tpi.org.uk/media/g5fjt1el/tpi-safeguarding-poster.pdf

Employer Practice and Business Impact

The True Cost of Blocks

Employers are encouraged to considernotonly the
financialreturnonablock, butalso theimpactithas

on staff wellbeing. Blocks requiring disproportionate
time and attention can stretch already under-resourced
teams, ultimatelyincreasing therisk of burnout,
turnover, and the hidden costs of recruitment and
training. Reviewing block portfolios through awellbeing
lenscanhelpidentify where changeisneeded.

Managing Online Reviews
- CMA Advice

The Competition and Markets Authority offers clear
advice onthe dosand don’ts of managing online
reviews and endorsements. This guidance is useful for
organisationslooking to maintain a professional and
ethical online presence.

Managing Online Reviews - Read Advice HERE

Cost of Living Support for
Leaseholders

Many respondents noted the emotionaland
operational pressure of managingrising service
charges during a cost-of-living crisis. For property
professionals seeking to support affectedresidents,
the following governmentresources may be helpful:

Cost of Living Support - Access Cost of
Living Support HERE

Building Safety Regulations and Compliance

Building Safety Act, Fire Safety
Act & PAS 8673

Theimplementation of the new building safety regime
hasintroduced significant new responsibilities for
managing agents. While not all professionals will be
directly responsible forcompliance, understanding the
key elements, suchas the Safety Case Reportand PAS
8673 expectations, isincreasingly essential.

TPI Building Safety Hub

TPIsupports members throughits dedicated Building
Safety Hub, whichincludes curated updates, resources,
and externallinks.

Visit the Building Safety Hub HERE
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https://www.gov.uk/government/publications/online-reviews-and-endorsements-advice-for-businesses/giving-a-balanced-picture-dos-and-donts-for-online-review-sites
https://www.buildingsafetyhub.org.uk/
https://www.gov.uk/cost-of-living

TPI's 2025 Wellbeing & Resilience Survey presents the clearest picture yet of a profession
intransition. While the pressures facing residential property managersremain significant,
there areindications that wellbeing across the sectoris gradually improving. For the first time
infive years, all core measures of wellbeing have increased, and the gap between property
professionals and the general public has narrowed across every indicator.

Theseimprovements are not accidental. The data
suggeststhatbetteroutcomes are consistently
linked to specific, actionable factors. Most notably
accessto flexible working arrangements and the
abilitytoworkinahybrid model. Respondentsin
supportive environments with these optionsin
placereported higherwellbeing, lower anxiety,
and a strongerintentiontoremaininthe sector. The
benefits were particularly strikingamong those
working a four-day week, whose average wellbeing
scores even exceeded nationalbenchmarks. These
findings confirm that how organisations structure
work has ameasurableimpact, notjustonemployee
satisfaction, butonoverall sectorresilience.

Atthe sametime, thereporthighlights areas where
furtheractionisurgentlyneeded. Nearly oneinfive
professionals said they did not feel safe to share their
views at work. Others cited poorcommunication,
lack of meaningful flexibility, and limited support
around abuse and discrimination. These experiences
are strongly associated withreduced wellbeing,
highvacancyrates, and agreaterintenttoleave the
profession. Employers who fail to engage with these
challengesrisknot only the wellbeing of theirteams,

butthelong-term sustainability of their organisations.
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Encouragingly, the 2025 results also show a growing
sense of agency among professionals themselves.
Morerespondents thaneverreported taking steps

to protect theirownwellbeing—setting boundaries,
seeking flexibility, or prioritising employers who
alignwiththeirvalues. This growing focus on
personalresilience, alongside organisational change,
isanimportant trend that may shape the future of

the sector.

TPlis acutely aware of the issues highlighted by this
year’s survey and remains committed to driving
positive change across the sector. TPl provides
practicaltoolssuchas TPl Wellbeing Standard and
Guidance Note HO1, designed to help individuals
and employers build healthier, more sustainable
working cultures.

These findings will directly inform the next phase

of TPI's work, helping to develop new resources
andrefine existingones. The goalremains clear. To
ensure that every professional workinginresidential
leasehold property management feels supported,
valued, and able to thrive. TPl are grateful to everyone
who contributed to thisyear’s survey andlook forward
to continuing this vital conversationin 2026.
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