
Line management & workplace culture 

This section looks at the way managers motivate and support their teams, deal 
with absence, and with the culture that exists within the team 

1 The way attendance is managed 

We monitor and manage attendance actively, spotting patterns in absence and stepping in to 
provide people with constructive support when appropriate 

We record absence and line managers tend to deal informally with any abuses they find 

We don’t formally record absence or take steps to manage it 
 

  

2 How people on long-term leave are supported 

We keep in touch regularly with people away from work for a long period, and ensure they can 

come back – doing different work if necessary – as soon as possible 

We occasionally make contact with people on long-term leave, but leave it to them to decide when 

they feel ready to return to their previous role 

We tend not to contact people on long-term leave – if they come back to work that’s great, but 

otherwise we’re happy to let them go. 
 

  

3 Celebrating effort and success 

People across the organisation are quick to recognise the efforts and successes of their colleagues, 

and the organisation ensures these are celebrated 

Managers recognise major individual and team successes from time to time 

We expect people to work hard and achieve success, and don’t tend to draw attention to particular 

efforts or achievements 
 

  

4 Promoting equality & managing diversity 

Equality and diversity are core to our ethos: we make sure everyone receives the fair, appropriate 

support they need to be healthy and well at work 

We have strategies to promote equality and manage diversity, though we don’t tend to link this to 

health and wellbeing issues 

We ensure we meet equality requirements, but have done little to manage diversity or ensure 

fairness in how we support people’s health and wellbeing  
 

  

5 How people are rewarded and recognised 

Our strategy for rewarding and recognising people is flexible and based on our knowledge of what 

really motivates them, incentivising people to work in ways which promote health and wellbeing 

Our strategy for rewarding and recognising people is clear and fair, though we tend to stick to 

offering traditional benefits 

We pay people fairly but don’t have a formal strategy for reward or recognition 
 

  

 
 



6 The culture of teams 

Our teams have a friendly, open culture where people spontaneously contribute ideas, give 

feedback and provide mutual support – both in terms of everyday work, and socially 

Team members generally get on well within the workplace, but people tend to need 

encouragement to provide feedback or new ideas 

Our teams generally work quite formally and some tend to have a poor atmosphere – it’s hard to 

imagine people socialising with team colleagues  
 

  

7 Internal communications 

Two-way internal communications work well within the organisation, with people receiving 

information and providing feedback about important issues 

People generally receive information when they need to know it, though feedback or consultation is 

more sporadic 

There are problems in how and when people receive information, as they are often unaware of 

important information which could make them more effective 
 

  

8 Defining what makes an effective manager 

We ensure managers have the knowledge, skills and resources to lead their teams effectively, 

including their role in supporting the team’s health and wellbeing through applying the organisation’s 
health & wellbeing strategies creatively 

We define what we expect from managers, but generally don’t cover health and wellbeing issues 

as part of this 
 

Prevention & risk management 

This section looks at the steps the organisations takes to keep people free from 

injury, stress or other harm (above and beyond legal requirements) 

9 How people cope with work pressure  

We have strategies to proactively identify and manage cases of excessive pressure or stress before 

it becomes a problem 

We try to help people suffering from stress, but reactively rather than proactively 

Stress is not an issue we recognise – we expect people to find ways of coping with the work they 

have 

 

  

 

 



10 Induction 

New joiners have a comprehensive induction to the organisation, including information and 

resources they can use to stay healthy and well at work 

We have an induction process but this doesn’t generally cover health and wellbeing 

We don’t generally have an induction process for new joiners 

 

  

11 How people learn & develop 

Learning & development are part of the organisation’s culture, and cover how to stay healthy, and 

improve one’s own wellbeing at work 

We have an effective strategy for learning and development, but this tends not to cover issues 

relating to health and wellbeing specifically 

Our approach to learning and development is ad hoc, according to immediate need 

 

  

12 The regulatory environment as it applies to health and wellbeing 

To us, our legal obligations are just the starting point – we use sophisticated risk assessment 

techniques and staff feedback to constantly improve our approach to managing health and wellbeing 

risks, and we report our performance in this area to stakeholders 

We go beyond the legal minimum required across all aspects of employment and health & safety 

law, and try to implement good practice where we can 

We ensure that we meet our health and safety requirements under law, but do not go beyond this 

 

  

13 The work environment 

We constantly look for ways to make the work environment more pleasant and productive, 

encouraging staff suggestions and providing people with information to keep  

We assess and manage key potential risks to health from people’s work environment: e.g. 

ensuring relevant people are trained in lifting techniques, safe computer use, taking breaks and so on 



We have not reviewed the impact of how and where people work on their health or wellbeing  

 

  

 

Individual role & empowerment 

This section looks at the extent to which individuals understand their roles and 
objectives, and are empowered to fulfil them 

14 How jobs are defined  

We aim to empower individuals by setting them challenging but realistic objectives, and providing 

them with support and feedback achieve them - without prescribing how they should be met 

We ensure individuals have clear objectives which they understand, and managers provide specific 

instructions to their team members to ensure they are meeting them in the right way 

Though these are not formally communicated, we have quite tightly-defined expectations of what 

people need to do and how they need to do it, which we expect people to meet 
 

  

15 Where ideas come from  

The organisation’s culture encourages two-way constructive feedback, where people naturally 

contribute ideas 

People are encouraged to contribute ideas, though it is generally managers who give feedback to 

their team members, rather than the other way around 

Ideas tend to come from the top, and people are expected to implement them  
 

  

16 Making use of individual talents and potential  

The way we manage and develop people aims to bring out people’s talents and support their 

personal development – above and beyond the skills they need for their current role 

Our learning and development strategy ensures that people have the full range of skills they need 

to do their current job effectively 

We tend to train people on an ad hoc basis to fulfil particular needs as they arise 
 

  

17 How learning and development is supported and applied  

People here are motivated to learn and receive help to ensure they can put their new skills or 

knowledge into practice within their work 

People take up learning and development opportunities offered but the organisation generally 

doesn’t follow up to ensure the training helps individuals be more effective 

We offer relatively limited learning and development opportunities, or when we do, we find there is 

little appetite for them 
 

  

18 People’s sense of ownership & pride in their work 

People here have a sense of ownership and pride in the work they do, as part of a culture of 

involvement and continuous improvement 



People are encouraged to take part in decision-making and receive support from managers to 

make decisions, but don’t always take ownership of problems themselves 

People tend to look to managers to resolve issues and provide direction  
 

 

Work life balance 

This section looks at the way people with different needs and family situations 
are helped to balance work with personal life 

19 Working patterns  

We have work life balance strategies which we apply creatively to support people working flexibly 

where this meets personal preferences and the needs of each role 

We recognise the importance of work life balance but our support for it is generally ad hoc, and/or 

managers are resistant to flexible working patterns 

We tend to just focus on people’s performance in the workplace, and do not see a role for the 

organisation in promoting work life balance 
 

  

20 Working hours 

Everyone here gets support from managers and their colleagues to ensure nobody is regularly 

working excessively long hours 

We aim to balance workloads where we can, but some people regularly work very long hours 

Many people choose to work very long hours here, and we see no problem with this  
 

  

21 Support for working parents and carers 

Our culture values work life balance, and we go well beyond what is legally required of us to offer 

specific forms of support to working parents or people with caring responsibilities to help them juggle 
home and work life effectively 

We believe in trying to help people with dependents, but we don’t offer formal help beyond the 

statutory minimum or managers’ own discretion 

Though we employ people with dependents, we expect them to meet their outside responsibilities 

themselves and not let it interfere with their work  
 

  

22 How learning and development is delivered  

We use innovative and flexible forms of learning and development which take account of how 
people learn best and how they can access it most effectively 

We offer learning and development in a variety of formats, but these are generally classroom or 
office-based 

Our training is comprises mainly ‘talk and chalk’ classroom sessions  
 

  

23 Career breaks and time off  

We recognise the benefits of career breaks or extended leave and have formal schemes to support 

people who choose to take them 



On a case-by-case basis, we sometimes allow people to take extended leave but do not have a 

formal process for this 

We don’t currently allow people to take extended leave from work  
 

  

Enabling health improvement 

This section looks at how people are encouraged to take steps themselves to 
adopt more healthy lifestyles 

24 How managers inspire their teams to improve their health & wellbeing  

People here are inspired to improve their health and wellbeing by the way managers support their 

teams and apply the organisation’s health and wellbeing strategies 

Managers implement the organisation’s health and wellbeing strategies, but people still seem 

reluctant to take up the help offered 

Managers sometimes seem unaware of, or are reluctant to put the organisation’s support for 

health and wellbeing into practice 
 

  

25 Food & nutrition  

Based on what we know about our people’s health and wellbeing needs, we actively promote 

healthy eating (e.g. providing healthy food or snack options or offering learning and development about 
nutrition) as part of a wider strategy 

We encourage people to eat healthy food, but any support we offer is ad hoc and not part of a 

strategy 

What people choose to eat is up to them – we don’t see it as the employer’s role to intervene in 

this area 
 

  

26 Physical exercise  

As part of our health and wellbeing strategies, we actively promote opportunities for everyone to 

be physically active, and offer practical support for people who want to cycle or walk to work, exercise 
during breaks and so on 

We provide some support for people to be active, but this is ad hoc and take up only tends to 

come from certain groups of people 

People can choose to exercise outside work if they want, but unless it is a natural requirement for 

their role, we tend to not to proactively promote it.  
 

  

27 Drug & alcohol misuse 

We have identified the needs our people have in relation to smoking, drug and alcohol misuse, and 

have strategies and support in place to ensure people get help they need to deal with these issues 

We have defined policies to address alcohol and drug misuse as it affects work, but do not have 

support in place to address these problems 

Managers deal with incidents of alcohol and drug misuse but we have not formalised our approach 
 

  

28 Smoking  



We provide help and encouragement for people to give up smoking, as part of our wider strategy 
for health and wellbeing 

We restrict smoking in the workplace but do not actively encourage people to give up or provide 

them with help to do so 

People are free to smoke at work – we leave it up to individuals to decide whether to keep 

smoking or not  
 

  

29 Medical screening  

We offer everyone the opportunity to identify how to maintain or improve their health and 

wellbeing through profiling, screening or Occupational Health advice, and we use the anonymised 
information to inform our corporate health and wellbeing strategies 

We offer health screening or advice to certain members of staff, but don’t use this information 

further to inform our organisational planning 

We don’t offer health screening or advice at work, and encourage people to use GP services to 

identify health issues which affect them  
 

 

Overall 

This final section looks at the emphasis placed on health and wellbeing overall in 
the way the organisation plans for the future and how people are managed, 

developed and supported 

30 Social responsibility 

Concern for the environment, suppliers, local people, and other our social responsibilities is part of 

the culture of the organisation and core to how we operate  

The organisation recognises the impact it has – its social responsibilities – but has not yet taken 

significant steps to address them 

We focus on running the organisation effectively and maintaining our bottom line, and have not 

considered our wider social responsibilities  
 

  

31 Understanding people’s health and wellbeing needs 

Our health and wellbeing strategies are informed by our analysis of the needs of our people, which 

we keep under review 

We have a number of activities in place to support health and wellbeing, based mainly on 
suggestions or common sense rather than formal data or research about what people need 

Health and wellbeing initiatives sometimes spring up, but without much central control or co-
ordination  

 

  

32 Involving and consulting people 

Consultation and involvement is part of our culture, and people routinely contribute ideas or the 

challenge the status quo to identify opportunities to improve performance 

We seek to involve people and representative groups in decision-making 



People or their representative groups are not generally directly involved in decision-making 
 

  

33 How you measure and evaluate the impact of support for health & wellbeing  

We monitor the time, money and resources we invest across our health and wellbeing support 

activities, and can show how this support has improved the performance of teams and the organisation, 
according to defined key performance indicators 

We can estimate part of our investment in health and wellbeing, but would struggle to point to 

specific performance improvements which flow from it 

We don’t keep track of our investment in health and wellbeing support  
 

  

34 The link between health & wellbeing and your organisation’s vision, values and business 
strategy 

The organisation has widely-shared core values, a clear vision and a business strategy closely 

linked to its approach to health and wellbeing 

The organisation has a clear purpose, vision and strategy, but this is not linked to our approach to 

supporting health and wellbeing or the health and wellbeing needs people have 

The organisation has not defined its vision formally 
 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Health and Wellbeing Tips 
The tips below highlight how some organisations may respond to these issues. Whilst these hints and 
tips may prove helpful, they equally may not be appropriate for all organisations. The only way to 
assess the new framework is via assessment. 
 

 

1 The way attendance is managed   

  Clear procedures for managing absence can help spot problems early, prevent abuse and 
ensure people are treated fairly    Tips  
Collect information on current absence, identify trends and hot spots. Use categories e.g. 
long term sickness, short term but frequent absences, and causes e.g. stress. Develop an 
absence policy, explain the rules to staff and train managers to use it and to provide 
constructive support. Monitor how well the policy is being used and review periodically. 
Continue to collect data to ensure it is effective and being applied fairly 

 

2 How people on long-term leave are supported   

  People away from work for long periods can become isolated and disengaged - they are often 
keen to do some work, even if they are unable to fulfil all their regular duties    Tips  
Agree the level of communication so the individual feels supported, not hounded. Ensure that 
new information etc is sent to keep absent staff up to date with what is happening in the 
organisation. Find out if the absent person would like some work to do at home to keep them 
occupied.  Look at the possibility of their returning perhaps initially to different work or 
reduced hours.  For the latter two suggestions, check implications for sick pay first. 

 

6 The culture of teams   

  Colleagues can provide important social support and help resolve problems, so promoting a 
friendly culture of sharing and support is crucial    Tips  
Employee surveys show that relationships with team members are very important to health 
and well being and general job satisfaction. Train managers to understand team roles and 
team dynamics and to be able to deal with troublesome relationships in their team. Ensure 

teams have the opportunity to have meetings where they can discuss ideas and make 
relevant decisions. If practical, consider occasional team away events to foster social 
relationships. 

 

8 Defining what makes an effective manager   

  Managers have a vital role to play, but they need help to develop the skills needed to 

support their teams’ health and wellbeing and confidence to resolve individual issues when 
they arise    Tips  
Ensure what is expected from a manager is defined; managers know these expectations and 
are provided with any necessary training or other support.  With regard to health and 
wellbeing these responsibilities are likely to include managing sickness absence in line with 
organisation policies, recognising and addressing the symptoms of stress, handling 
harassment, helping return to work. There will also be soft skills such as counselling and 
giving constructive feedback. 

 

9 How people cope with work pressure    

  Stress due to excessive pressure is a major cause of absence, so it is important to monitor 
levels of pressure in the team and act early to manage them    Tips  
Use existing data e.g. absence levels, numbers working flexibly, or employee survey results 
to identify any current hot spots. Equip managers to deal with individual responses to the 
pressures and adrenaline that energise some people but cause stress to others. Consider the 
likely stress implications of major changes as part of change management strategies. 
Support with an action plan of how adverse effects can be minimised, problems dealt with 
and individuals supported. 

 

10 Induction   

  Ensuring people settle in well – socially, in terms of the expectations of their new role, and in 
terms of corporate information and support – is important so that they know what to do and 
where they can turn for help    Tips  
Ensure that for new staff the induction covers necessary Health and Safety issues and there 
is guidance available to them about health and wellbeing initiatives. Support employees in 
their new role, perhaps with a buddy and/or job coach, to ensure that they settle in without 

stress. Also consider the needs of people in the organisation who change jobs and ensure 
they are well supported. 

 

12 The regulatory environment as it applies to health and wellbeing   

  



  All organisations have legal obligations towards their people’s health and safety, but going 
beyond this can help spot problems early and save money on legal claims or absence    Tips  
Extend the risk assessment techniques used for health and safety to wider aspects of health 
and wellbeing. Collecting base information, trends, risks and hotspots from structured risk 
assessments, employee surveys, other data etc. will help to formulate priorities and action 
plans. 

 

13 The work environment   

  The buildings and locations people work in has an effect on their productivity, so it’s worth 
going beyond the obvious risks to health to think about ways to boost wellbeing through 
reviewing the workplace design and layout    Tips  
Ask people for suggestions for what would improve their health and wellbeing. For example, 
lighting is a common cause of concern and it is often possible to make adjustments to suit 
individuals. Areas to eat lunch away from the desk, perhaps outside in summer, are usually 
welcomed. Provide feedback on ideas including practicality and costs. Monitor improvements 
introduced and the effect of these. Consider what improvements teams can be empowered 

to make themselves and provide appropriate 

 

20 Working hours   

  Long working hours are linked to poor physical health and poor morale, and can be a sign of 
excessive pressure    Tips  
In many jobs there are reasons for working longer hours on occasion to get a particular job 
done or to meet a deadline. However, in some organisations people regularly work long 

hours and there may be evidence that the management expects this. Ensure that managers 
do not judge people’s contribution by the hours they are seen to be at work or give the 
impression that people who work normal hours will in some way lose out. Check that 
managers are leading by example themselves. Look at the  

 

27 Drug & alcohol misuse   

  It’s common sense that drugs and alcohol can and do impact on effectiveness at work – it’s 

important to lay down clear and fair rules, but also provide support to help people deal with 
difficult personal problems    Tips  
There is a lot of support available for drug and alcohol abuse so make sure there is a 
comprehensive list of the agencies available. Most organisations will lack the knowledge to 
deal with abuse. Take specialist advice if you suspect a problem to find out the implications 
for the employee, their colleagues, any Health and Safety issues and the best courses of 
action. 

 

31 Understanding people’s health and wellbeing needs   

  It’s important to base your health and wellbeing support on a proper understanding of what 
people need – otherwise your investment may be wasted    Tips  
Use staff surveys to measure levels of employee satisfaction and Identify any issues that 
might affect their health and wellbeing. Other data available may be used to spot common 
needs and perceptions and to evaluate improvements in health and wellbeing. Identify 
priorities in line with the expected benefits. Consult people about what they might get 
involved in will help to avoid making heavy investment in underused facilities, Keep 
reviewing and improving. 

 

 

 

 

3 Celebrating effort and success     

  Showing appreciation helps maintain people’s morale and build team spirit    Tips  
Examples of celebrations could include recognition for creating a safe environment, 
reducing accidents, and taking advantage of health improvement opportunities. Ensure that 

people’s ideas for health and wellbeing initiatives are followed up, acknowledge those who 
have contributed. Thank people who help out colleagues with backlogs of work or who help 
to support a fellow employee with out of work problems. Encourage colleagues to show 
their appreciation too.</DI< i> 

 

NA 

4 Promoting equality & managing diversity     

  Treating people fairly is important to maintain a skilled and engaged workforce, but 
obviously individuals do have different needs – It’s important to recognise the value that  

NA 



different experiences can bring    Tips  
Ensure that the plans for supporting people’s health and wellbeing do take full account of 
the diverse needs of the workforce. Monitor to ensure the support offered is appropriate 
and fair. Organisation wide support might include flexible working schemes, an employee 
assistance helpline, health promotion schemes, opt-in medical screening, workstation 
assessment and occupational health support for people returning from absence. 

5 How people are rewarded and recognised     

  Ensure that reward and recognition is seen to be fair and proportionate, to maintain 
people’s morale – and avoid rewarding unsustainable or unhealthy working patterns    Tips  
Follow up people’s ideas for health and wellbeing initiatives and acknowledge those who 
have contributed; feature people in the staff newsletter who contribute to health and safety 
improvements. Ensure managers understand the importance of providing thanks to people 
who take part in health and wellbeing improvements or who help to support a fellow 
employee with out of work problems. Ensure reward schemes do not support unsustainable 
or unhealthy working patterns. 

 

NA 

7 Internal communications     

  Without information or feedback, it can be hard to gauge one’s own effectiveness, which 
can cause significant anxiety    Tips  
Ensure there are good two way communications, for example, through regular team 

meetings so people know what is happening at times of potential change, feel well informed 
and consulted. Adopt a structured approach as part of change management strategies and 
consider the likely stress implications of major changes. A risk assessment approach should 
be supported by an action plan of how adverse effects can be minimised, problems dealt 
with and individuals supported.  

 

NA 

11 How people learn & develop     

  Learning and development generally improves morale, and can also specifically help people 
acquire skills to stay healthy at work    Tips  
Develop an approach to learning and development that supports the health and wellbeing 
strategy. Examples might include dealing with challenging behaviour for customer facing 
staff, stress management techniques, time management, healthy eating or fitness. Define 
the expected impact of the learning and development activities and decide priorities on the 

basis of costs/expected benefits, legal requirement, etc. 

 

NA 

14 How jobs are defined      

  Studies show that individual discretion about how people work has an impact on their 
physical health, as well as their morale    Tips  
Ensure that people are clear what they are expected to achieve and give them frequent 
feedback about their progress. Be clear about what they are accountable for and where 
they have the discretion to make a decision, after discussion and guidance if appropriate. 
Ensure that they are praised for things that go right but when genuine mistakes are made 
these are accepted, not used as an opportunity for blame. 

 

NA 

15 Where ideas come from      

  People are often full of constructive, realistic ideas about how the organisation could be 
more effective, and support their health and wellbeing – encouraging these suggestions can 
boost levels of engagement    Tips  

Foster opportunities for people to come up with suggestions and ideas and to become 
involved. These might include discussing health and wellbeing at team meetings, asking for 
staff representatives as members of health and wellbeing steering or action committees and 
encouraging staff with outside health and wellbeing interests to bring them into the 
workplace. Examples might include organising five aside footballs, leading a walking group, 
organising healthy eating or weight watching init 

 

NA 

16 Making use of individual talents and potential      

  Thinking long-term about people’s development can help improve retention, engagement 
and motivation    Tips  
Development is not just for the current role or for the next step on the ladder. For some 
lateral development is just as important and it is usually what is most on offer in smaller 
organisations. Do not let the inability to offer a career step put you off developing people. 

Some might need to go elsewhere for their career but they will he highly motivated by your 
interest in them and continue to promote the organisation. 

  



17 How learning and development is supported and applied      

  It’s important to build on the enthusiasm and energy that people often have as a result of 
learning and development – if the skills or knowledge acquired a not put into practice, 
people can become frustrated and disengaged    Tips  
Ensure that people have the time for training and for any pre course work or related 
activities. Afterwards get them to de brief their manager about what they have learnt and 
how they want to use their new knowledge or skills. Useful points can be passed on to 

colleagues, perhaps at team meetings. A work project would help them to use their 
learning. Make sure they have the time to complete it and always check at one to ones etc 
if they are getting enough opportunity to use their new kno 

 

NA 

18 People’s sense of ownership & pride in their work     

  Many people derive enormous wellbeing and satisfaction from a job well done    Tips  
Ensure people are clear about the responsibilities and accountabilities delegated to them 
and to what extent they can make decisions and put improvements into effect without 
seeking permission from higher levels. Ask for their opinions and their ideas for solving 
problems and making improvements. Tell them what you can use, what you can’t and why. 

  

19 Working patterns      

  Though not right in every situation, there is often mutual benefit from working in more 
flexible ways – from different locations, or different hours – and it can help make 
employees more adaptable and flexible too    Tips  

If people ask to work more flexibly or change their working hours, put the onus on to their 
manager if they do not agree to demonstrate why it is not feasible to meet the request. 
Monitor patterns of flexibility to ensure that there are good reasons for not agreeing to 
requests, not that there are differences in managers’ approaches. Look at how other 
organisations achieve high levels of flexibility in similar functions such as front line services, 
call centres, accounts teams, etc.</DIV< i> 
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21 Support for working parents and carers     

  People are human – they have other responsibilities too, and smart employers recognise 
that helping people deal with these will lead to lower rates of absence and improved 
flexibility    Tips  
People with outside work responsibilities may be able to make long term arrangements for 
support but it is often the immediate crisis that is more difficult to deal with. Many 

organisations have found that flexitime systems that allow people to take short periods off 
to deal with situations such as an ill child who cannot go to school or to a childminder, a 
need to get a plumber in or go to see a doctor, actually reduces levels of short term 
absence. 

  

22 How learning and development is delivered      

  Not everyone learns in the same way, and flexible workers can miss out on important 
learning if all the opportunities are centralised and classroom based    Tips  
There is a great deal of evidence that people learn most effectively in different ways. 
Consider using one of the learning styles questionnaires to establish individual preferred 
learning styles. Offer learning and development in a variety of ways such as distance 
learning, taught courses, external courses, coaching, and action learning sets.  

 

NA 

23 Career breaks and time off      

  Offering the chance to take an extended break while keeping the job open is a smart way to 

retain experienced workers    Tips  
Having clear policies that allow extended breaks is important to ensure that there are rules 
that apply equally to all employees and are known to them. This avoids the case by case 
debate that can often lead to perceptions of inequality. 

 

NA 

24 How managers inspire their teams to improve their health & wellbeing      

  Line managers don’t need to be superfit themselves, but they can set a tone in their teams 
which makes it OK to look after your own health and wellbeing, and take up the support the 
organisation offers    Tips  
Although managers do not need to be superfit they must show some real enthusiasm for 
your health and wellbeing strategies and initiatives and you need to ensure they can set an 
example. A manager who is clearly over worked or who evidently has an unhealthy lifestyle 
is unlikely to be successful at promoting the organisation’s commitment to improving health 

  



and wellbeing and ensuring people take advantage of opportunities and other support the 
organisation offers. 

25 Food & nutrition      

  Without ‘nannying’ people, the organisation can review its approach to catering and 
information to help people make informed choices about nutrition – which can give them 
more energy and reduce absence    Tips  
If you provide on site catering, contract caterers can improve menus to include lower salt, 

saturated fats etc., and to provide healthy options. Subsidising these can improve take up. 
Make sure vending machines are not full of crisps, chocolate and fizzy drinks. If people 
bring their own food in give them somewhere comfortable to eat it and use wall posters 
etc., and recipes to encourage healthy eating. Provide free fruit one day a week. If a 
sandwich person visits, make sure their selec 

 

NA 

26 Physical exercise      

  Not every organisation can have a gym, but the organisation can help people avoid disease 
and have more energy by encouraging exercise    Tips  
Ask employees what exercise they take and find out if any have special interests and would 
like to get involved, for example, leading a walking group or five aside football. Research 
what is available in the community. Look at practicalities. For example, if cycling is to be 
encouraged, how many might take it up? Are the roads near the site safe? Most importantly 

established what less active people would be interested in. Otherwise it will only be those 
who are already fit that get invol 

 

NA 

28 Smoking      

  Smoking is a cause of major diseases and increases the risk of short term illness too – 
helping people who want to quit makes sense all round    Tips  
There is a great deal of support available for people who want to give up smoking and 
many organisations pay for nicotine patches and sometimes for forms of therapy. 

 

NA 

29 Medical screening      

  Providing a form of health screening across the board can be a real win-win: people identify 
their own needs and options, and the organisation can target its efforts more 
efficiently    Tips  
Not every business can afford to offer full health screening although some health insurance 
linked programmes can be less expensive. However, many health organisations will provide 

lunch time briefing sessions and possibly include some testing. Also investigate local 
initiatives in the community and encourage people to take part, for example, a mobile unit 
that is carrying out blood pressure monitoring. What does your local primary care trust 
provide for workplace support? 

 

NA 

30 Social responsibility     

  All organisations impact on their wider community, and managing these impacts can help 
recruit and engage staff    Tips  
Actions that might be taken to promote social responsibility in a health and wellbeing 
context might include encouraging people to take part in community based activities such 
as Race for Life or football coaching for youngsters. It may also include activities where 
involvement may enhance general wellbeing such as volunteering, mentoring in partnership 
with a local school or becoming a trustee of a voluntary organisation. 

  

32 Involving and consulting people     

  A culture where people are involved in decisions as a matter of course is more likely to 
generate engagement and identify good solutions to health and wellbeing issues    Tips  
Ask staff what they think of the existing health and wellbeing initiatives in the organisation, 
what they value and where improvements can be made. Follow up their ideas for health 
and wellbeing initiatives and acknowledge those who have contributed. Tell them what you 
have been able to implement and what has not been taken forward and why. Consider a 
steering committee to oversee the health and wellbeing programme with employees 
represented on it. Encourage local health and wellbeing in 

  

33 How you measure and evaluate the impact of support for health & wellbeing      

  Knowing where your investment in health and wellbeing is most effective is crucial – so it’s 
important to keep track of the effort put in, and establish some meaningful measures of  

NA 



performance    Tips  
Collect base information, for example, use staff surveys to measure levels of employee 
satisfaction and identify any issues that might affect their health and wellbeing. Other data 
reported on an aggregate basis might be useful to spot common needs and perceptions. 
Identify priorities for action and quick wins in line with costs and likely benefits. Involve 
staff or staff representatives to ensure their support. Define resources, desired ‘measurable’ 

outcomes and milestones and assign re 

34 The link between health & wellbeing and your organisation’s vision, values and 
business strategy 

    

  To achieve the corporate vision and strategy, people need to be engaged, healthy and 
productive, so it’s important that links are made between what the organisation wants to 
achieve and how people will need to be supported to achieve it    Tips  

You expect staff to be committed to achieving your aims. Match this with a commitment to 
them by being proactive about their health and wellbeing; don’t just address the negatives 
such as absence rates. Ensure your senior managers are signed up to a vision that includes 
a commitment to improving employee health and wellbeing and that a concern for 
employee health and wellbeing is a part of your values. 

  

  


