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Introduction
The impact of mental health on workplace wellbeing

At Legal & General mental ill health has been the biggest

continues to be a significant problem for UK businesses.

cause of claims on our Group Income Protection policies

Mental ill health, including stress, is the leading cause of

since 1999, accounting for 25% of claims in 2018 . Industry

long-term absence from work. Poor mental ill health costs

wide, mental ill health was only marginally the second

UK employers between £33 billion and £42 billion annually

highest cause of new claims to cancer (24.1% to 24.5%). Put

and it is estimated that 300,000 employees leave their jobs

simply, we want these figures to reduce – and significantly.

each year due to it. 1While much has been done in recent

That’s why we are determined to help organisations in any

years to raise awareness of mental health conditions and

way we can to understand the importance of employee’s

reduce the stigma attached to them, there is still a lot more

mental health and wellbeing and put in place the right

work to be done and particularly within the workplace.

support.

2

With thanks to our partners for collaborative knowledge & resource
This resource has been created in collaboration with a range of experts and partners from across the field of mental
health and wellbeing. We don’t pretend to be the experts in mental health at work, but instead we look to seek
advice, inspiration and knowledge from a range of fields, including business, healthcare and academia. Thanks to
the following partners for supporting us with our work since 2017.

Our journey - where it began
Legal & General has been demonstrating its commitment

awareness, using sporting personalities to bring attention

to mental health and wellbeing in the workplace since 2013

and simplicity to the issue, reaching over 7 million people

when the organisation took a pledge to end stigma and

on Twitter and Facebook and 350 million people in the

discrimination against people with experience of mental

press. The campaign videos were viewed over 500,000

health issues by joining the Time to Change campaign.

times and there were over 19,000 visitors to the dedicated

Following on from this, initiatives such as the “1 in 4

Not A Red Card microsite. Additionally, 150 business

campaign” and ongoing support from Mental Health First

leaders were gathered at a first-of-its kind forum.

Aiders, plus partnerships with influential groups such as the
City Mental Health Alliance and the Department of Work and
Pensions’ Mental Health and Employment Expert Advisory
Group laid a strong foundation to take activity and action to
the next level.

This guide is designed for any size organisation to seek

stage your organisation is at, we have created an easy

ways to either begin, maintain, or review your mental

to use check list at the end of this guide. The check list

health and wellbeing workplace journey. It has been created

can be used at any time and is there to help ask the right

with businesses in mind and therefore the individuals

questions, as well as point you in the right direction to

In 2018, the campaign focus moved from “Talking” to

involved in creating and managing mental health and

relevant resources.

“Doing”, and the inaugural Not A Red Card Awards were

wellbeing in the workplace, such as Human Resource

launched to celebrate organisations and individuals that

Managers, Operations Managers and Senior Leaders.

have developed and implemented best practices around
addressing mental health in the workplace. Action points

In 2017, we were proud to launch an advocacy and action

highlighted by the campaign focused on six core standards

campaign, “Not A Red Card”, to use the power and

that lay basic foundations for an approach to workplace

relatability of sport and humour to reduce the stigma of

mental health as identified by Thriving at Work, the

mental health in the workplace and get people talking about

Stevenson / Farmer review of mental health and employers

the subject and about their own experiences. Red cards

– an independent review into how employers can better

in sport are normally associated with bad behaviour, but

support the mental health of all people currently in

instead we used it as a symbol to demonstrate that action

employment. We produced a series of resources designed

around mental health in the workplace is never something

to equip organisations of any size make positive progress,

to be discouraged or avoided. In 2017, the campaign was

no matter what stage they were in their workplace mental

successful in raising

health journey. The individual resources can be found here.
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Who is this guide for and how to use it?

We hope you find this guide useful to your organisation and
your teams mental health and wellbeing.

This guide is best used from start to finish, however, to
make it as easy as possible for you to progress whatever
Click blue text to see
more information and
external resources

Deloitte report www.deloitte.co.uk/MentalHealthReview
2
Legal and General Group protection claim stats 2018
4
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The 3 ‘C’s of culture
change
Good mental health at work and good management go

a cohesive strategy ensuring everyone organisationally

hand in hand, and it’s proven that organisations with a well-

is conscious, competent and confident to proactively

structured mental health strategy not only improve their

communicate and consistently address the hidden factors

wellbeing, but also perform better. Research shows that

impacting stigma – on a daily basis.’

addressing wellbeing at work increases productivity by as
much as 12%.3
With mental health costing UK businesses up to £42bn

‘Conscious’ organisation
A conscious organisation is one with ‘emotionally

autopilot, which is driven by years of negative stereotypes

intelligent’ leaders. It is essential to have senior

on how to work hard, be strong, suppress or control

management buy-in and an infrastructure, policies,

emotions, and not let our feelings show. All this impacts the

processes and procedures in place to encourage long-term

creation of stigmas.

support.

A strategy alone won’t change this unconscious pattern

Research shows that most of our decisions, actions and

of thinking. What really needs to happen is to change our

emotions depend on the 95% of brain activity that is

state of mind. Employers and managers need to tackle their

outside of our conscious awareness. This means that 95%

own state of functioning and emotional intelligence. All this

Legal & General has worked closely with leading mental

of our living actions arise from the programming in our

helps to build long-lasting relationship with employees that

health charity: Mind, to create a sustainable framework that

unconscious mind. It’s the reason why we often act on

allow for conversations around mental health.

focuses on evolving and embedding a cultural change.

each year , it’s imperative they take notice. Mark Hashimi,
4

Building a ‘conscious’ business

Head of Workplace Wellbeing at Mind has the answer: ‘We
need to move from an auto-pilot, tick-box approach - to

• Buy in – Get management to agree to a new way of

The 3 ‘C’s of cultural change

• Policy - Define your mental health policy and clearly

working. Highlighting the impact on the bottom line can

outline the roles and responsibilities of employees,

be a persuasive tool. With poor mental health costing

line managers, HR, Senior Management Team, external

up to £1560 per employee every year , the costs far

services, and detail internal signposting and support

outweigh the small investment to improve wellbeing.

available.

• Steering group – Set up a steering group made from

• Temperature check – Keep check on employee wellbeing

80% of employers agree that HR policies and

senior management and employees from across the

by following HSE line management standards (www.

procedures support employee mental health (REBA), yet

business. The group should consist of idea generators,

hse.gov.uk/stress/standards/) and with employee

only 2 in 10 have a mental health policy, and less than

persuaders, as well as influential communicators who

engagement surveys. Repeat this at regular intervals (for

half have a defined wellbeing strategy (REBA).5

can help spread the word around the office.

example quarterly). Then communicate the outcomes

That’s why it’s imperative to have a strategy, and for

• Strategy – Define what you are trying to achieve over the

businesses to embrace the three ‘Cs’ of cultural change
to help ensure a shift in culture which will in turn
deliver:

short, medium and long term. (for example, reducing

A Conscious
organisation

stigma, improving communication, reducing sickness
absence etc.
• Monitor – Set KPIs (key performance indicators) to
measure the success of your strategy. These could be

A Competent
management team

example questions:

1. I feel I am in control of my workload
2. The demands placed upon me are reasonable
3. I know where to seek help or look for support if I am
struggling

4. I feel like I am in a safe working relationship with my

based on:
• Temperature checks to evaluate employee stress
(see next page)
• Absence monitoring and their value
• Referrals (Employee Assistance Programmes,
Occupational Health, psychological)

A Confident
employee base

and actions back into the business. Below are some

• Uptake of other support offered such as training etc.
• Shifts in productivity
Remember, to get the full picture of how well your
strategy is working it’s important to evaluate all the

manager and my peers

5. I am able to communicate openly with my manager,
without fear of discrimination

6. My organisation manages conflict appropriately
when it arises

7.

I understand how my role contributes to the
organisation’s strategic aims

8. Change is managed and communicated effectively
within my workplace

9. Commit – Explore external wellbeing accreditation
frameworks to keep momentum and gain
recognition as a healthy workplace.

data available, and not look at one element in isolation.
For example, an increase in Employee Assistance
3

5

How to support mental health at work report (pg. 4) by the Mental Health Foundation
4
Deloitte report www.deloitte.co.uk/MentalHealthReview
5
Employee Wellbeing Research 2018

Programmes usage may be a good thing if stigma is
being challenged and performance is improving.

6
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‘Competent’ management team

‘Confident’ employee base

To move away from acting on ‘autopilot’, managers need

Training managers to manage mental health and wellbeing

To begin to talk about mental health problems, employees

employees feel part of the solution and trust the change in

to be competent in managing mental health. This doesn’t

can give them the confidence to talk to employees about

need to feel they are in a safe environment to do so.

approach. To do this, an inclusive approach is called for,

mean that all managers must be clinically qualified.

mental health. It also equips them to signpost employees to
relevant help - if and when they need it.

Creating a ‘competent’ management team

A truly confident employee base will only happen when

involving everyone to support the cultural change.

Creating ‘confidence’

• Upskill - Ensure all line managers and employees are

• Demystify – Encourage open conversations, discourage

• Awareness – Roll out awareness training for all employees to encourage an environment which is supportive and

trained in the proactive approach to managing mental

the words such as “I’m fine” being used and make a

complementary to the culture shift. Host national awareness days or weeks, but also ensure you make it more of your

health. As a bare minimum, they should have the

genuine enquiry into mental health. www.mentalhealth.

day-to-day culture.

competence to spot the signs as well as have the know-

org.uk/news/mental-health-foundation-launches-im-fine-

how of when to intervene appropriately; make a pre-

campaign) Encourage managers to use the ‘stress curve’

emptive reasonable adjustment; promote wellbeing, and

in their daily interactions by simply asking ‘where are

when and where to signpost for support.

you on the stress curve?’ Are you:

• Normalise - Turn policy into practice and get mental
health on every agenda (such as team meetings, oneto-one’s, appraisals, team huddles etc.). This ensures it’s
not a ‘fluffy add-on’ and becomes embedded within the

1. Cool and calm
2. Pressured but positive
3. Pressured turning negative
4. Stressed

that incentivise wellbeing include:
• Connecting - have a ‘no emails’ afternoon once a week.
• Being active - promote ‘walking meetings’.
• Taking notice - offer mindfulness drop ins.
• Learning forums - set up resilience ‘lunch and learn’ sessions.
• Giving - promoting gratitude and skills sharing.

• Feedback - All actions should be fed back into the
steering group, so the strategy is constantly evolving.
This helps empower line managers to have a voice and
facilitate change where needed.

business.

• Initiatives - These should be chosen by employees, supporting a feeling of inclusion for all. Some successful initiatives

Change the way you work today
By delivering the 3 ‘C’ approach in your business, you will help develop mental health awareness among your
employees and create a space where mental health can be discussed and problems supported, long-term.
With the implementation of some of these actions, you can be assured you’re moving in the right direction for your
team and employees. It’s an important journey to embark on and can only benefit all involved.

Peak performance

Sick

Performance

Healthy

Lame

Inactive

7

Disease

Optimum
stress

Stress
overload

Burn-out
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Raising awareness
The impact of mental health on workplace wellbeing

brainstormed the key barriers to creating an environment

continues to be a significant problem for UK businesses.

where people feel that they can ask for help and support

While much has been done in recent years to raise

if suffering with their mental wellbeing, some key themes

awareness of mental health conditions and reduce stigma

emerged related to raising awareness:

attached to them, for many individuals, talking about

• Education / Literacy and Understanding of Mental

What effective measures can be put in place to
develop and support mental health awareness?
As outlined in section 2 – The 3 C’s of Cultural Change,

• people to maintain and enhance their own. Perhaps you

building a conscious organisation is crucial to help build

could create guidance on how to talk about mental health

long-lasting relationship with employees that allow for

in a positive way and share a success story internally on

Health - Mental ill health is still a taboo subject in many

raising awareness and conversations around mental

a regular basis – just some ideas to promote the positive

This was confirmed by research carried out by Legal &

settings, and even when openness around the subject

health. Unfortunately a strategy alone won’t change this

sides of the conversation.

General in 2017, that found only 4% of employees who have

is encouraged, people can default to thinking about the

unconscious pattern of thinking and what really needs to

experienced depression and 5% who have experienced

extremes, rather than an understanding that everyone

happen is to change our state of mind – from employers, to

anxiety feel able to talk to their manager about it. This is in

has mental health that needs to be nurtured and

managers, to CEO’s – finding ways to be consciously aware

contrast to 21% and 27% respectively, who said they would

protected

of mental health and wellbeing in the workplace can be a

mental health in the workplace remains a taboo.

talk to their friends about these issues and 23% who said
they would talk to their manager about a physical health

• Narrative / Language / Communication - The narrative

good starting point to breakdown stigma’s.

• Remind people regularly of the support available to
them - Just because you have support in place for
your employees it doesn’t mean that they know what’s
available to them. Raising awareness of the support
you are offering on a regular basis is important to raise

around mental health and wellbeing is traditionally very

There are many ways to develop and support mental health

awareness overall of mental health in your organisation.

negative, and even though some progress has been

awareness – there is no one size fits all for organisations

Find out what services are used the least, highlight

In October 2017 Legal & General held the Not A Red Card

made to make the subject more accessible, all those who

and patience and perseverance are needed, alongside

one part of the service in more detail and consider

forum, where 160 business leaders, mental health experts

contributed content and insights at the Not A Red Card

testing to see what works and is right for you and your

communicating more at key times of the year – for

and sporting personalities discussed personal experiences,

forum unanimously agreed that there is much more to

employees. Below are just some useful points to consider

example during winter or the end of a sales period.

practical solutions and initiatives for improving mental

do if we are to proactively protect the mental health of

along the way:

wellbeing within organisations. When delegates

the workforce

issue.

• Normalise - Turn policy into practice and get mental

• Ramp up your communications at key times during the
year - Map out what the busiest and therefore perhaps

health on every agenda (such as team meetings, one-

more stressful times during the year and even go down

to-one’s, appraisals, team huddles etc.) This ensures it’s

to a micro-level within teams to try and create bespoke

not a ‘fluffy add-on’ and becomes embedded withinthe

plans. Consider key life stages and events, as research

business.

has shown this can make people more vulnerable with

• Make it more of your day-to-day culture - Roll out
awareness training for all employees to encourage an

their mental health, such as; bereavement, divorce and
parenthood.

environment which is supportive and complimentary to

As you can see, it’s important to start developing mental

the culture shift. Host national awareness days or weeks,

health awareness with your employees. The quicker you

but also ensure you make it more of your daily culture,

address the issue in your business, the less negative impact

like having weekly drop in talks where people can share

it will have on its performance and profit. It may seem like

how they’re feeling and be reminded of what support

a big investment now, but in the long run it could save your

they have available to them.

business thousands, as the last thing you want is rising

• Promote good mental health - We are often reminded

absenteeism.

of the negative statistics and information about mental
health, yet perhaps don’t know as much about stories of
good mental health. Speaking about good mental health
can help to reduce stigma, normalise it and inspire

9
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Stevenson and Farmer - Thriving at Work: a review of mental health and employers
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Training
“Employers want to do the right
thing, but line managers lack
the training, skills or confidence
required to effectively support
others at a very basic level.”

‘Only 24% of managers have
received some form of training
on mental health at work’.
Business in the Community’s Mental Health at Work
Report 2017

Stevenson-Farmer Thriving at Work Report
Managers need to be competent in managing mental health, but this doesn’t mean that managers must be
clinically qualified. The training that you offer and deliver alongside your mental health and wellbeing strategy
will be key to not only implementing it effectively, but also to ensure that the right people have the right skills
and confidence.
What effective measures can be put in place to
develop and support mental health awareness?

Training for line managers should include the following:
• Spotting the signs – How to spot behavioural changes

Another barrier to open conversations around mental

and symptoms if an employee is suffering from mental

health is the fear of saying the wrong thing. Often people

health issues.

can feel uncomfortable or worry about giving the ‘wrong’
response if someone does disclose a mental health issue
to them. Basic mental health training for all employees can
help dispel these fears.
Providing specific training for line managers and those
who have responsibility for others welfare can also be
invaluable. Training can give managers the confidence to
start conversations about mental health struggles, and to
take appropriate steps to signpost employees to relevant
help.

• Mental health skills – How to talk about it and what
words are best to use/avoid.
• Workplace adjustments and return to work – Training for
managers to enable them to help people to stay at work
where possible or integrate individuals back into the
team for an effective and successful return to work.

As outlined in ‘the 3 C’s of cultural change’, to create a competent management team you need to ensure all
line managers and employees are trained in the proactive approach to managing mental health. There are a
wide range of training topics to support managers at all levels to upskill themselves, including:
Awareness training

Train your managers to identify potential hot spots

Roll out awareness training for all employees to encourage

Certain areas within your organisation may be more

an environment which is supportive and complementary to

susceptible to poor mental health than others; these can

the culture shift.

include triggers such as, certain job roles, stress, long-

• Creates confidence
• Creates companywide buy-in
• Creates a culture shift – demonstrates an open and
honest culture

Mental Health First Aid training
Like a physical first aider, these are employees within

hours, tight deadlines and bullying. By training managers to
identify potential hot spots, you can put measures in place
to mitigate any negative impact on employee wellbeing.
It can help line managers spot the signs of poor mental
health, support employees who are struggling, and give
them the knowledge and confidence to share wellbeing
information with colleagues.

your business who are trained to spot the signs of mental

The Health and Safety Executive (HSE) outlines six areas

distress and can provide initial support and signposting for

of good work design that, if not properly managed, are

someone who is feeling mentally unwell.

associated with poor health, lower productivity and

• More people in your business can respond to mental
distress
• Empowers employees
• Certified and globally recognised qualification

increased absence rates. These are:
• Demands – issues like workload, work patterns and the
work environment
• Control – how much say the person has in the way they
do their work
• Support – the encouragement, sponsorship and
resources available
• Relationships – promoting positive working to avoid
conflict and dealing with unacceptable behaviour
• Role – whether people understand their role within the
organisation and whether the organisation ensures that
they do not have conflicting roles
• Change – how organisational change is managed and
communicated in the organisation

13
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Creating role models &
getting senior
leadership buy in
Role models and buy in from across all parts of the organisation is an important part in helping to normalise
mental health in the workplace. Not only does this create a culture of openness within your organisation, but
it also helps to raise awareness that mental health affects everyone – irrespective of gender, age, or position
within an organisation.
Set the culture from the top
Commitment to training the people at the very top – the

Having strong leadership who demonstrate an open and

board and senior managers, can really help set the right

honest working culture, involving their employees in key

culture for an organisation. Mental health networks also

decision-making, will go a long way in increasing employee

help to create a more open culture and challenge the

engagement and establishing a workplace that values

stigma, as we’ve seen in organisations such as Bank of

positive mental health. Line managers and employees will

England, EY and Schroders. Sharing stories of mental

take mental health and wellbeing initiatives much more

health challenges and recovery can be especially powerful

seriously if they are publicly supported and role modelled

when it comes from leaders and managers. When

by the senior leadership team. After all, colleagues take

employees see that a business supports someone living

cues from how leaders behave. This is more than just

with a mental health condition and their recovery back into

theory. Mind’s resource on promoting wellbeing in the

business, that will really help more employees to address

workplace states: ‘When the CEO speaks out about mental

their own mental health issues.

health it can have a huge impact.’ Here’s a great example:

Role models - the power of storytelling

“We had a town hall a couple of years ago where I spent half an hour in front of the whole company talking about
my [mental health] experience in my early twenties. The motivation for doing that was obviously a lot of people
had joined the company in the last four or five years. They don’t know much about my background and I think a
lot of people look at you as a successful role model in that scene that you’ve always been successful and that you
haven’t had to struggle…I wanted people to know that, I wanted them to sense that what we were doing [in terms
of our mental health activity] was authentic. It wasn’t just something we’d created because HR programs create
these things.

Lack of role models speaking out and telling their stories

According to Inside Out, there are two types of role models

was one of the top key challenges at the Not A Red Card

that have a huge impact on effective people management:

Forum 2017. To foster a role model culture in business,
organisations need to recognise and reward appropriate
behaviours across their businesses that help employees
communicate their stories in a positive and inspiring way.
While role model behaviour should start at the top, it is
important to remember that role models do not always
have to be the CEO or senior leadership team.

have experienced mental health challenges first-hand
and are speaking out about it. They can be in a leadership
position, which will help with the leadership engagement
point; or they can hail from any level in the business—
which may make them even more powerful due to their
relatability. This type of role model will help break the

We wanted people to understand that quite a lot of the senior management team of Cicero have had difficulties

Role models should be those who have credibility and

stigma, helping create a culture where it’s ok to talk

throughout their lives and that you’re by no means unique if you are struggling with your mental health. It’s

who employees can both empathise and relate to. This

about your mental health.

something I think that is much more widespread than people think it is. So, I spoke for about half an hour. It’s

could include line managers as well as the CEO. Stories

a very open conversation. I remember almost crying three or four times, and quite a lot of my colleagues were

do not have to be a personal account of having suffered

quite touched by that and I think they felt an emotional connection, which almost immediately changed the whole

from mental ill health but could be of a loved one or friend

dynamic within the business.”

who has not been well and where the person has been in
supporting them.

15

• People with lived experience - These are people who

• Healthy behaviour role models - Line managers and
senior leaders who model best practices and healthy
work habits (such as taking a regular lunch breaks,
properly delegating when on annual leave, unplugging
on weekends, working flexibly.)

16
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Ideas and initiatives
Given how much of our adult life we spend at work, workplace wellbeing needs to be a serious area of consideration, as
does willingness to try new ideas and initiatives, to explore what works or doesn’t work for your organisation. Just as
businesses change strategies based on insight and data around what’s working or not, mental health strategies and plans
need to evolve and respond to changes over time. Fortunately, there are a huge range of ideas and initiatives ready for you
to test out. Below are just some of these:

Communications
• Embedding health and wellbeing in employee inductions
and management frameworks
• Send out regular internal communications sharing news,
events, positive stories, training opportunities, public

• Setting up a mental health network to help raise
awareness, break stigma and improve understanding of
mental health in the business
• Bespoke communications created to support key life

facing campaigns, mental health support available, tips

events and also particularly busy times of year for your

on people managing their mental wellbeing and so forth

organisation can help to keep the conversation going but

• Maximising the use of internal communication channels
such as intranet, blogs, wellbeing groups, noticeboards,

also provide more specialist support where people need
it most

newsletters, etc.

Storytelling
• Invite external speakers/senior employees/mental

• Consider finding role models within your organisation

health ambassadors to talk about their mental health

who can talk about their own personal experiences, or

experiences

help promote healthy behaviours in the workplace, such

• Ask for employees to share their story and in whatever
format they feel most comfortable doing so. Also

as taking regular lunch breaks, working flexibly and
incorporating exercise into their work schedule.

consider positive mental health stories – perhaps an
employee really benefitted from part of the support you
offer – they could share their story of how it helped them
stay in, or get back to work for example

Campaigns & awareness days/weeks
• Taking part in existing mental health initiatives such as:

a campaign specific to your industry, for example, if

Mental Health Awareness Week; World Mental Health

you work in finance why not create a campaign for your

Day; Time to Talk Day as some examples

employees during times of potential financial strain – after

• Create your own campaign or awareness day / week.
Consider key times of year which might be more
challenging for your employees such as at the end of a

all your employees are your customers as much as your
‘business’ customers incorporating exercise into their work
schedule.

large sales deadline, or during winter. You can also create

17
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Monitoring
A poll including business leaders and HR professionals at the 2017 forum showed that, 65% currently had a mental health
at work plan, with a further 13% indicating that they would put one in place in 2018. However, less than half said that they
7

continually monitored mental health and wellbeing.

Now that you’re aware of where your business is right

• Do you and your employees think that mental health

now in monitoring employee health and wellbeing you can

is demonstrably recognised as a Boardroom issue?

Good mental health strategies and the ability to assess their performance go hand in hand. How can you assess whether

begin to set your monitoring goals against your mental

Essential for maximising business performance? Vital to

your initiatives are having a genuine impact on employee mental health and wellbeing or just playing lip service to the

health work strategy.

the values of the business?

trend if you aren’t measuring their effectiveness? This section explores ways in which organisations can regularly monitor
strategies so that they are achieving the best possible outcome for both the business and for employees.

Understanding where you are right now
Understanding where you are on the journey towards a
healthy organisation will set the stage for measuring the
effectiveness of your investment in mental health. The
action and initiatives you choose to implement will vary
greatly depending on where you are in this journey. You
might only be starting to introduce mental health measures
in your workplace, or you might have been running
initiatives for several years and looking to enhance these
further.
A good guide to help you find out where you currently are
on your mental health journey is The City Mental Health
Alliance’s ‘What is good mental health in the city and
how do we measure it?’ helping you to look at a range of
factors including organisational characteristics, options for
employee survey questions and more.
Answering the following questions might also help:
• Do you hold regular meetings with health providers of
wellbeing services such as your insurer, or Employee

• Do you know what data you are able to collect, now and
in the future?
• Do you have a mental health risk register and a risk
committee in place? A risk register could be created
looking at the likelihood of something happening against
the level of the consequence
• Do you regularly source and make best use of what
success other organisations of a similar size and who
are in the same industry have had in the monitoring of
mental health work strategies?
• Do you include a mental health and wellbeing data report
to your Board?
• Do you monitor and measure mental health related
sickness absence?
• Do you have processes in place for managing longerterm absence related to mental health including tracking
return to work and retention post return?

Assistance Programme (EAP) provider to understand the

What gets measured gets done. Key Performance Indicators

workplace supportive to your mental health and

and this often forms the basis of yearly appraisals. When

wellbeing? If not, why not? Were you aware of the mental

mental health isn’t on the agenda, there is no guidance as

health and wellbeing opportunities available to you? Did

to what good mental health behaviour is, or the value that a

you make use them?

company places on it.
Just as KPIs are set for other areas of work, it is a great idea
to set KPIs for mental health too. It’s important to regularly
check on wellbeing, not just on other work objectives.
Some measures for this section could include:

Hard data

within your business that may be more susceptible

has accelerated, and more and more employers now
understand that supporting wellbeing is vital to a healthy
workplace. Alongside this, many charities and organisations
exist to help businesses support the mental health of their
employees. Your business could benefit from regularly

• Number of calls your insurer or EAP receives about

and measurements are as fit for purpose as possible. You

mental health/work related stress. Do you see any trends

may want to consider:

throughout the year? What is the update of these services

• Who in your industry is doing great work in this area?
Who can you benchmark against?

once provided? How better can you promote them?
• Number of mental health work strategies in place,
including ways in which this information is reported on
internally and externally
• Number of mental health work programmes in place
• Number of mental health and wellbeing employee

• Do you communicate about your employee’s mental

to poor mental health than others? These can include

health and wellbeing journey? For example, how a

triggers such as certain job roles, stress, long-hours and

colleague has been helped to improve their mental

tight deadlines. For more information on identifying

health and wellbeing which led to a promotion?

mental health hot spots, read our resource ‘How the

Over the past few years, awareness of mental health

reviewing data from others, to ensure that your strategies

Softer data

• Do you have any mental health hot spots – certain areas

Data from others

• Mental health related sickness days

• Attraction and retention rates

programmes and practices?

• Feedback from exit interviews – for example, is your

(KPIs) are regularly set to measure performance and output,

surveys, such as Mind’s Workplace Wellbeing Index

data they provide to identify ways to improve existing

• How will you keep up to date with the latest research and
tools available to you?
• Will you encourage employees to attend mental health
and wellbeing conferences, workshops, training? Or even
time out to listen to podcasts or read content that could
inspire change?
• Does your business share across the organisation
changes in trends or interesting research findings?
By implementing some of these monitoring
recommendations, you can be assured that you’re
moving in the right direction for your organisation and its
employees. Not only will these actions help you effectively
monitor the great work you might already be doing in
supporting mental health and wellbeing in the workplace,
but it will also help you to understand on a regular basis,
what’s working in reality, so that you can continually
improve.

• What opportunities do your employees have to discuss

working environment can be used to support mental

mental health and wellbeing? Do people make use of

wellbeing’.

these? Do you ask for feedback?

7
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Set your monitoring goals

Data collected at 2018 Not A Red Card Forum via Doo Poll
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Summary
We are proud to be pushing the boundaries and raising awareness of mental health and wellbeing in the workplace. As
you’ve seen from this resource, there are a huge number of resources, ideas, initiatives and best practices you can begin
applying to your organisation today.
We hope resources like this one, raise awareness, educate and inspire action and help bridge the gap between employees
and employers, so that unconscious bias is reduced, positive messages come to the fore and ultimately that employees
feel empowered and able to manage their own personal mental health and wellbeing – every day at all stages of their life.

Do you have a story to tell?
As outlined in this resource and previous ones, storytelling

Any feedback that can help us shape our future work
in this area?

is powerful and encouraging people to share their personal

As we continue to build on the work we started in2017 we

stories of mental health can really help to normalise the

are always looking for feedback, advice and support on how

conversation and give others the confidence to speak up

we can improve our mental health work for businesses.

and seek help.

Maybe you can share some best practice we’ve not yet

If you share an experience, either personal or about what’s
worked, or not worked so well within your organisation,
please do get in touch with us as we’d love to hear more,

heard of, or perhaps you’re keen to collaborate with us on
some future work in this area? If so, just get in touch with
us at notaredcard@landg.com

just get in touch by emailing us at notaredcard@landg.com
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Checklist and associated
resources
Ensuring your team are supported in the best
possible way is a continuous process. You might have
a mental health and wellbeing strategy in place and
ways to regularly monitor its effectiveness, but it
doesn’t just end there. By getting into a good habit
of continuous learning, monitoring and adapting,
alongside keeping up to date with the most relevant
news and resources available to you, you will be
better equipped.

To help you with whatever stage of your mental
health workplace journey, we’ve created a simple
checklist below for you to go through, including links
to relevant resources and further information.
Please note that this checklist can be carried out
in any order, the key is that you regularly review
the internal and external resources you have
implemented and if they are working or not so you
can find out what works best for your organisation
and your team.

Do you have...?

Do you have a steering
group to help build a
‘conscious business’?

Data and insight about
your team’s mental health
& wellbeing?

Support resources to help you

KPIs to measure the success
of your mental health &
wellbeing strategy or plan?

if the frequency is right?

Training available for line

A form of cover that can
provide support for long
term absence due to
mental ill health?

recruitment?
• Reviewing your policy annually to
check it’s fit for purpose?

Data and insight about
productivity, flexible
working, mental health
hotspots, exit interviews?
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begin by focusing on the six core
Business in the Community Mental

information available to you to help
you understand where you and your
team are. Is there data you could
collect in future?

Occupational Health

Read our ‘Monitoring Employee

• Uptake of other support offered such

Health & Wellbeing’ resource

as training, informal drop ins, etc.

(once online –link to be added

• Awareness raising training with line
managers & senior leaders
• Training refreshers – particularly
in line with new research and/or

pending sign-off)
Mind has a range of resources on
training courses
Mental Health First Aid England
offer training
Read our raising mental health
awareness amongst employees
resource

A positive mental health &
wellbeing communications
plan?

• Think about how you can create
a positive environment on mental
health, what language resonates with
people? What doesn’t?
• Encourage open conversations &

Mental Health Foundation I’m
Fine Campaign
Read our ‘How the working
environment can be used to
support mental wellbeing’
resource

being used

their buy-in?

• Make sure you consider all

the city & how do we measure it?’

discourage words such as ‘I’m fine’

this process? If not, how could you get

effective is it? What’s not working?

Assistance Programmes,

health challenge’?

Protection

standards

• How do you monitor your plan? How

‘What is good mental health in

‘mental health problem’ say ‘mental

Legal & General’s Group Income

Thriving at Work Report, you can

wellbeing strategy or plan?

• Referrals such as Employee

resource e.g. instead of saying

would like to receive?

A mental health and

The City Mental Health Alliance’s

• Why not create a positive language

• Asking employees what benefits they

• Have senior employees contributed to

• Absence monitoring & their value

resources available

Tick here

employee wellbeing

• Including this benefit in your

of thought e.g. idea generators,

• Mental Health First Aid training

including tools on checking
Mind’s Workplace Wellbeing Index

and others from across the business?
• Does your group have diversity

• Changes in productivity

HSE line management standards,
• The ways in which you collect this and

Tick here

persuaders, communicators?

other employees?

Have you thought about...?

Support resources to help you

• Is it made up of senior management

managers, senior leaders &

Do you have...?

Have you thought about...?

• Being able to read the signs of mental
Preventative plans &
measures in place?

health before treatment needs to be
put in place takes experience, training
& the right environment – what could
you put in place for prevention?

Health Toolkit

• Help normalise it by including mental

Read our introducing a mental

Mental health & wellbeing

health strategy resource

included on every agenda?

Rethink Mental Illness have a range

Initiatives that try out new

of factsheets on specific topics like

tactics to make mental

such as a ‘no-emails afternoon,’

Bipolar Disorder and Caring for

health more of your daily

‘walking meetings,’ ‘mindfulness

Yourself

culture?

drop ins’ & ‘lunch & learn sessions’

Read our ‘Breaking the Silence -

health within team meetings, one-to-

Encouraging Open Conversations

one’s, appraisals, team huddles, etc.

Around Mental Health’ resource.

• These can be chosen by employees

Time to Change has a range of
useful resources
Heads Together offers ideas &
programmes to fundraise & tackle
mental health
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Do you have...?

A resource that outlines
all the digital apps &
guidance available to your
employees?

Go to contents page

Have you thought about...?
• Think of apps like Head Space, Calm,
etc. Could you create a list & keep
this up to date to share with people?

Calm app

• Tying in with public facing campaigns

Mental Health Awareness Week

awareness weeks and days?

to continue to raise awareness, as
well as keeping up to date with the
industry. Register for email alerts with
mental health organisations to stay
up to date

Tick here

Give Us a Shout

• Do people know who to go to, call,
text & so forth if they are in need?
New support like crisis text lines like
Shout are useful to highlight as a
service
that already exist is a great way

Make use of campaigns,

Support resources to help you

Thanks to all our partners
involved in this resource

Head Space app

Mind
www.wellatwork.org.uk

Men’s Health Week
Health Information Week
World Mental Health Day
Time to Talk Day

City Mental Health Alliance
http://citymha.org.uk/

• Do you know what your busiest and
most stressful times of the year are?
Ramp up your
communications at key
times of the year?

If so, why not try to tailor messaging
& support during key times
• Consider key life stage events and

Health Assured
www.healthassured.org/

what support people might need
before, during & after, like divorce,
parenthood & bereavement
• Why not consider rotating these role

Role models from across
all levels of the business
including senior & board
level?

models every 1-2 years to keep them
fresh?
• Use your role models to
communicate key messages in

Read our managing people from
the inside out resource

InsideOut
www.insideoutorg.co.uk/about

their own voice e.g. engaging with
campaigns
• Having a fresh & new voice from

External speakers & experts

another industry or business can

come into your business to

help to invigorate the conversation.

share their story?

Consider those with personal stories

Mental Health First Aid England
https://mhfaengland.org/

and/or experts from across the field
• Make sure you take the time to share
Shout about success & what
you’ve achieved so far?

success of mental health practices to
see how far your business has come.
Why not enter into an Awards to raise
the profile of your work in this area?

Keep up to date with the all of the
latest news and information on

thinkBeyond

the Not A Red Card Awards by

www.canyouthinkbeyond.com

visiting our webiste.

We hope you have found this check list inspiring, challenging and useful in your day to day work.
For more information and useful tools, contact mark.hashimi@hfmind.org.uk or visit Wellatwork.org.uk
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