
Sadie Restorick is the co-founder of Wellity Global, a leading 
consultancy dedicated to improving mental health, wellbeing  

and performance in the workplace. Their work is rooted in  
the understanding that people don't leave jobs – they leave 

unwelcome cultures, environments and behaviours. She talks  
to Nicola Banning about her mission to help individuals and 

organisations reimagine what healthy, sustainable work  
cultures can look like

workplace
My

hollow, exhausted and defeated, diagnosed with 
depression but intuitively knowing that what I was 
experiencing went far beyond a chemical imbalance. 
It was existential, emotional and systemic. I wasn’t 
just unwell; I was profoundly burned out.

It was through this unravelling that I began to 
explore the mechanics of burnout in earnest. I found 
Herbert Freüdenberger’s burnout model helped  
me to understand the stages of burnout and the  
risk posed by my working environment. The more  
I read and studied, I came to realise that what had 
happened to me was happening to countless others 
– people being driven to emotional exhaustion in 
workplaces that failed to recognise the human  
cost of relentless performance.

This awakening led me to build on my undergraduate 
degree in communications, where I had studied 
organisational dynamics and workplace relations, 
and pursue further qualifications focused specifically 
on work-related stress. My lived experience, 
combined with academic rigour, became the 
foundation of my mission: to help individuals and 
organisations reimagine what healthy, sustainable 
work cultures can look like.

NB: Where did your initial interest in the need 
to create psychologically healthy workplaces 
stem from?
SR: From a young age, I struggled with anxiety, 
perfectionism and a pervasive sense of not being 
‘good enough’. I was bullied at school and lived with 
the internal pressure to excel, which masked a more 
profound vulnerability. Later, I was formally diagnosed 
with generalised anxiety disorder, though for years 
prior, I simply thought I was just ‘overthinking’.

In my late-teens and early-20s, I endured a series 
of traumatic events that would shape my path 
irrevocably, including a violent street attack and the 
sudden, heartbreaking loss of my father at the age 
of 21. At the time, I didn’t have the tools or language 
to process these experiences. I suppressed what  
I was feeling, turning instead to unhealthy coping 
mechanisms – alcohol, distraction and a relentless 
drive to succeed.

When I entered the corporate world, I threw myself 
into work with the hope that achievement would 
soothe the gnawing sense of inadequacy. I equated 
productivity with worth, and busyness with importance. 
Inevitably, that trajectory led me to burnout. I felt 
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NB: You previously worked in high-level 
recruitment – what did you learn about 
organisations?
SR: Working in high-level recruitment gave me  
a unique vantage point into the inner workings  
of corporate life, not just from the employer’s 
perspective, but crucially from the employee’s  
lived experience. Recruitment is, in many ways,  
the front line of organisational culture. It’s where  
you see the disconnect between rhetoric and  
reality, between the glossy employer brand and the 
dissatisfaction simmering just beneath the surface.

I witnessed not only my fellow recruiters buckling 
under the strain of targets, KPIs and long hours,  
but also candidates who were actively seeking to 
leave roles, not because of pay or progression, but 
because of toxic cultures, poor management or the 
sheer toll their jobs were taking on their health. So 
often, people hadn’t felt safe or supported enough 
to raise concerns internally. And when they did  
hand in their notice, the default response was a 
counter-offer; a pay rise, a promotion, anything  
to avoid the introspection required to ask why 
people were leaving in the first place.

This lack of curiosity, or perhaps fear of 
confronting uncomfortable truths, was a  
consistent theme. It exposed a blind spot in many 
organisations, the tendency to treat symptoms 
rather than causes, to focus on retention metrics 
rather than culture. What became clear to me was 
that high turnover wasn’t a recruitment issue – it 
was a leadership one. And without psychologically 
informed leadership, no amount of talent acquisition 
could stem the tide of dissatisfaction.

NB: You’ve spoken publicly about your 
experience of domestic abuse and I wonder,  
in what ways does your experience of trauma 
inform your work with business?
SR: Trauma has shaped not just how I view the 
world, but how I work within it. We know from 
research that more people in the UK are diagnosed 
with PTSD than depression, and that around 70%  
of people will experience a traumatic event in their 
lifetime. Trauma alters the brain, particularly the  
way it responds to stress and perceived threat.  
And yet, the workplace is rarely considered a site  
of trauma-informed support. 

The truth is, many people are navigating the 
workplace while silently carrying the weight of 
trauma. When those individuals are subjected to 
unmanaged stress, poor leadership, or a culture  
of fear and judgment, it compounds their suffering. 
That’s why I believe so deeply in the creation of 
compassionate, psychologically safe work 
environments. My own experience has given me  
an acute awareness of what it feels like to mask 
distress, to feel judged and to question your worth. 
It’s also made me fiercely committed to changing 
the narrative, to making workplaces spaces for 
healing, not harm.

NB: What can you tell me about your business, 
Wellity Global?
SR: Wellity Global is a leading consultancy 
dedicated to improving mental health, wellbeing  
and performance in the workplace. What began  
as a deeply personal mission has grown into a  
global movement for cultural change. Our work  
is rooted in the understanding that people don’t 
leave jobs – they leave cultures, environments  
and behaviours that make them feel unsupported, 
undervalued or unwell.

We operate across a wide range of sectors and 
industries, supporting organisations in creating 
psychologically safe, emotionally intelligent and 
high-performing workplaces. What makes Wellity 
different is our insistence that wellbeing isn’t an  
‘add-on’ or a perk, it’s a fundamental pillar of good 
business. It affects everything from engagement  
and retention to innovation and bottom-line results.

Our work spans everything from strategic 
consultancy and psychosocial risk management to 
delivering employee workshops, leadership training 
and one-to-one coaching. But at the heart of it, our 
goal is always the same: to help people feel seen, 
supported and able to thrive, not just survive, at work.

NB: What kinds of organisations do you  
work with?
SR: We have the privilege of working with a hugely 
diverse range of organisations, from global financial 
institutions and law firms to NHS Trusts, universities 
and high-growth tech companies. Our clients range 
from Amazon and Warner Bros Discovery to UK 
Police Forces, NHS and SMEs.

One of the things we’re most proud of is our ability 
to adapt to the specific context of each client. We 
don’t believe in a one-size-fits-all approach. A law 
firm operating under high billable hour pressure will 
need different strategies to a tech startup dealing 
with rapid growth and uncertainty. But in all cases, 
we aim to understand the lived reality of people inside 
the organisation, and build solutions from there.

NB: And what services are you providing?
SR: With a catalogue of more than 450  
evidence-based training titles, including leadership 
development, equality, diversity and inclusion  
(EDI), neurodiversity, mental health first aid, change 
management and financial wellbeing, we work as  
a partner to our clients to drive lasting change.

In a rapidly changing world of work, our innovative 
and future-focused sessions are crafted to meet the 
evolving needs of today’s workforce, empowering 
individuals and teams through practical, inspiring  
and transformative learning experiences. We use a 
dynamic mix of methods to keep learning engaging 
and effective: AI scenes, live actor scenarios, 
co-created activities, experiential learning,  
case studies, simulated conversations and open 
discussion, all tailored to suit the audience and  
their learning styles. Peer learning is also a powerful 

part of our model. Our sessions 
encourage open dialogue, shared 
insight and connection, helping 
participants explore new ideas, 
challenge perspectives and apply 
knowledge in meaningful ways. Every 
training is supported with feedback 
analysis, progress reporting and 
optional ongoing support, so our 
clients can measure what matters  
and embed change at every level.

NB: What are you looking for  
in your trainers?
SR: Our global network of trainers 
and facilitators is one of the most 
important aspects of Wellity. We’re 
incredibly intentional about who we 
bring into the trusted network, not just 
based on credentials, but on character.

Of course, subject matter expertise 
is non-negotiable. We look for 
individuals who are highly qualified 
and deeply experienced in their  
fields, whether that’s financial health, 
coaching, leadership, EDI, mental 
health or many more. But we also  
seek those who can deliver content  
in a way that is genuinely engaging, 
thought-provoking and human.

The ability to connect with an 
audience, to invite them to reflect, feel 
and shift their thinking, is a powerful 
skill. We’re not interested in tick-box 
training or surface-level platitudes. 
We want our sessions to spark real, 
lasting change. That requires trainers 
who are passionate, purpose-driven, 
reliable and adaptable.

We also encourage trainers to 
facilitate an experience, where 
learning, introspection and emotional 
resonance happen simultaneously. 
Our ethos is based on action, not  
just awareness. 

NB: You’re co-founder of the  
Great British Workplace Wellbeing 
Awards. Why was it important to 
set up this award?
SR: My business partner Simon  
and I founded the Great British 
Workplace Wellbeing Awards in 
partnership with the GRC World 
Forums (a media and events  
company that focuses on governance, 
risk assessment and compliance) 
during the height of the COVID-19 
crisis, a time when workplace 
wellbeing wasn’t just a buzzword,  
but a lifeline.

We saw so many individuals and organisations  
going above and beyond to support their people 
during an incredibly challenging time, but with very 
little recognition or support themselves. We wanted 
to create a platform to celebrate the change makers, 
the quiet heroes, and the businesses choosing to do 
things differently.

Wellbeing work is often emotional, difficult and 
underappreciated. The awards were our way of 
shining a spotlight on that effort, of saying, ‘we see 
you, and what you’re doing matters’. It’s become  
one of the most special parts of our year.

NB: Have you discovered anything new about 
workplace wellbeing?
SR: What’s been most striking about the awards  
is the overwhelming sense of community. I’ve been  
to many ceremonies in my career, but the energy  
in the room at the Great British Workplace Wellbeing 
Awards is genuinely different. There’s this incredible 
atmosphere of mutual respect, joy and shared purpose.

Finalists are cheering for one another. Winners  
are sharing insights and offering support to others. 
Judges, nominees and guests all recognise that we’re 
part of a collective movement, not in competition, but 
in collaboration. That spirit is profoundly moving.

If anything, the awards have reaffirmed what I already 
believed: that the most effective wellbeing work 
happens when people come together. It’s not about 
one person or one company having all the answers. 
It’s about learning from each other, lifting one another 
up, and building something bigger than ourselves.

The event reminds me each year that while wellbeing 
work can feel heavy at times, it’s also full of hope, 
connection and transformation. And that’s what 
keeps us going.

NB: What are the challenges you are  
witnessing in your work in terms of  
how organisations are behaving?
SR: We are living through a period of enormous 
volatility, geopolitical unrest, economic uncertainty, 
cultural polarisation and seismic shifts in working 
patterns. These pressures have had a profound 
impact on workplace dynamics, with organisations 
often scrambling to adapt in real time, while trying  
to preserve legacy structures and systems.

One of the biggest challenges I see is the erosion 
of psychological safety and trust. The post-COVID 
world has intensified this, particularly with the 
whiplash effect around flexible working. Employees 
were given autonomy and trust during lockdowns, 
only to find it retracted as some employers attempt 
to reassert control. This kind of behavioural 
inconsistency damages credibility and signals  
that flexibility was a temporary concession,  
not a cultural commitment.

In parallel, there’s rising tension between 
generations in the workplace. Younger employees 
are demanding purpose, balance and inclusivity, 
while older generations may view this as entitlement 
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Tell us about your workplace
If you have thoughts about any  
of the issues raised in this 
interview or would like to talk to 
the editor about your workplace, 
we would like to hear from you. 
Please email Nicola Banning: 
workplaceeditor@bacp.co.uk

or lack of resilience. These are not just generational 
attitudes but reflect deeper shifts in identity, values 
and expectations of work.

Global political climates also matter. In the US,  
for example, we’ve seen how polarised rhetoric 
around diversity, equity and inclusion (DEI) under 
the Trump administration has seeped into workplace 
discourse, creating hesitation or pushback around 
inclusive policies, even in the UK. In times of 
economic pressure, ‘soft’ investments like wellbeing 
or inclusion are often first to be scrutinised, when  
in fact they should be seen as fundamental to 
long-term business sustainability.

At the heart of it, organisations are facing an 
existential challenge: to evolve their internal cultures 
quickly enough to remain credible, ethical and 
sustainable in the eyes of a changing workforce. 
Those who ignore this are already feeling the 
consequences; attrition, disengagement and 
reputational damage.

NB: Why are organisations so often resistant  
to offering greater flexibility to staff?
SR: The resistance to flexibility is often less  
about practicality and more about power. Flexibility 
challenges traditional models of control and 
oversight. Letting go of that, and trusting people  
to manage their own time and energy, requires a 
mindset shift that not all organisations are ready  
for. There's also the myth that physical proximity 
equals engagement, which we now know isn’t  
true. Productivity is not about presence; it’s  
about purpose and clarity.

That said, flexibility also introduces complexity,  
in logistics, equity and communication. But 
complexity is not a reason to retreat. It’s a reason  
to innovate. The future of work isn’t about rigid 
models or binary choices; it’s about adaptive 
intelligence and co-created agreements that  
benefit both business and people.

NB: How do you recover after an intense  
piece of work?
SR: Recovery is essential, not a luxury, especially in 
a field like mine that involves long hours, emotional 
labour and high cognitive demand. After an intense 
piece of work, I often seek solitude and space.  
I like to travel, especially somewhere that offers 
connection with nature, forests, coastlines or 
countryside. A long weekend tends to be ideal:  
just enough time to decompress, but not so long 
that I feel disconnected from my animals or home. 
Being in nature helps me recalibrate. It’s a form of 
quiet restoration that doesn’t demand anything  
from me, which is often exactly what’s needed.

NB: Is there any one thing that you are  
most proud of?
SR: It’s not a singular achievement, but rather  
the trajectory. At one point in my life, I genuinely 
couldn’t see any light, I didn’t believe things could 

get better, or that I was even worth 
saving. So, to stand now having trained 
over 100,000 people, won national 
awards and spoken on global stages, 
it’s not the external markers that make 
me proud. It’s that I made it through. 
That I kept going. That I now know  
I am strong, and I am worthy. That is 
what I am most proud of: that I didn’t 
give up on myself.

NB: What’s the best piece of  
advice you’ve ever been given?
SR: It came from my best friend and 
my rock, my mum. She once said, 
‘Don’t complain about the darkness, 
light a candle.’ That’s always stayed 
with me. It’s a quiet reminder that  
we always have agency, even in the 
smallest of ways. When life feels 
overwhelming, or work feels heavy,  
I remember that we don’t have to  
fix everything at once, we just have to 
do something. Be the light, even if it’s 
just a flicker. That mindset has helped 
me through some of the darkest 
moments of my life and continues  
to guide the work I do now.

NB: What would you say to  
your younger self?
SR: The most important relationship 
you’ll ever have is the one with 
yourself, so invest in it. Learn to be 
your own safest place. Everything  
else stems from there. 
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Sandi Mann

All of which invariably means that we 
can’t fully be in the moment on holiday; 
half of UK employees admit that 
working on holiday means they are 
unable to properly relax.1 And, this is 
likely to hit self-employed therapists or 
those who work partly or fully remotely 
even harder; 64% of hybrid and remote 
workers admitted to working while off 
the clock, compared to 44% of 
office-based workers.1

Therapists need a break 
Therapists might have an added 
burden when it comes to taking their 
summer break. Many therapists are 
self-employed with the benefit that,  
in theory, we can choose when to  

work and when not to. While asking  
a boss for permission to take annual 
leave might not be necessary for a 
self-employed therapist, reluctance to 
leave vulnerable clients for extended 
periods (as well as not getting any 
income) might negate this apparent 
benefit. While I know therapists who 
take the entire summer off to spend 
with their school-aged kids, many 
others feel guilty to even take two 
weeks at a time. Some never seem  
to get round to taking a proper break 
at all – often, they are too busy and 
stressed to get round to researching 
and booking something.3

Competitive holidays
The problem seems to be that the 
humble holiday is no longer always 
seen as time to recharge the batteries 
– but simply as a time to do less work 
than usual and in a nicer environment. 
Leisure for the sake of leisure seems 

F or many of us, summer used to 
mean two weeks off work to 
spend quality family time in the 

sun – or at least, seeking the sun. It’s 
all a bit different now. The digital age 
means that we are never quite switched 
off from work, even while we are 
glistening under our parasols. If our 
phone is with us (and of course it is), 
then work is there, perpetually reaching 
out its tenacious tentacles to us via 
email and social media. A quarter of us 
even take our work laptop or specific 
work phone with us,1 and about the 
same number admit to working while 
they are supposed to be enjoying the 
delights of a trip away.1 On average, 
those who work while on annual leave 
are spending two-and-a-half hours per 
day on work-related matters, according 
to a survey of 2,000 UK adults.1 

Not switching off
The problem is that it is just too hard  
to switch off now. If our phone pings 
with an email or notification, the urge 
to check is too great. Even if we don’t 
respond (and around half of us who 
see work emails or messages while  
on our holidays, do respond), we may 
end up preoccupied about the issues 
raised. We might start worrying about 
something we have done or not done 
or should do. We might fret over a 
decision made in our absence or  
about letting colleagues down. And,  
of course, we may worry that being out 
of sight and out of mind, might have  
a detrimental impact on our career.  
Even if those worries don’t tether us  
to our phones, the fear of coming  
back to an overflowing inbox might 
keep us dutifully scrolling through our 
messages, and the number one reason 
people say they work when they are on 
holiday is because they want to stay on 
top of their workload to reduce stress 
when they return.2

to be regarded as a bit of an indulgence 
now, which is why the rise of 
competitive holidaying has become  
a thing. Real go-getters don’t loll 
around on the beach – instead, they do 
mind-expanding activities that test the 
limit of their endurance to demonstrate 
that they take their holidays as 
seriously as their work. They want  
to climb mountains on horseback in 
far-flung places, build entire sewage 
systems in remote villages, have 
‘authentic’ experiences in mud huts 
with ‘genuine’ locals, and above all, 
come back with tales of daring and 
unique adventures that will impress 
everyone at work (and on social 
media).4 R&R doesn’t come into it.

It is time to go back to basics with  
the annual holiday and focus on their 
whole raison d’être. Relaxation, revival, 
rest and recharge. The summer break 
should not be used as an opportunity  
to catch up on admin or emails, and  
nor should it be used as a vehicle to 
impress. It should just be a holiday. 

So, put on your ‘Out of Office’, stick 
your phone on airplane mode, kick 
back…and breathe.

 
Happy holidays! 

Dr Sandi Mann is a senior psychology 
lecturer at the University of Central 
Lancashire. She is an accredited  
CBT therapist and an accredited  
EMDR practitioner.

Workplace matters

Is your summer holiday 
a proper break?
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