
The ultimate 
wellbeing guide
Diagnose your need, build your strategy,  
and make a real difference.



Just imagine it, you jump in your car in the 
morning, glide to work with no traffic on the 
roads. You park right in front of the office and 
head into work. You’re greeted by smiling 
colleagues who high five you as you walk in. 
One passes you a bacon sandwich as you 
head to your desk, “Go get ‘em chief”.

You open your emails to endless thanks for all of your hard work. “You’ve 

always done such a great job”. “We wish everyone was like you”. You open 

the newspaper - your company is front page – your shares are rising. You 

step out to make a phone call and walk around the park. The birds are 

singing, strangers are smiling at you, the sun is warming your face. As you 

stretch your legs you can feel the endless energy wound up. You’ll head to  

the gym after work. And maybe do a marathon at the weekend.

Wouldn’t it be wonderful if life was like that? Full of energy, positivity, 

surrounded by good news. Some days it is. But more often than not, it  

throws us curveballs. Illness, debt, self-doubt, anxiety. 

We need to set up our workplaces to help employees enjoy the 
good days and prepare for the bad.

The 
wellbeing 
ideal
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Yet only 45% of employers have  
a strategy to address this. 

It’s clear; we need intervention.

£99 
billion 
a year
is the mental 
health bill to the 
UK economy 

16.5 
million 
people
of working  
age have no 
savings at all

137 
million 
days 
were lost to 
sickness and 
injury in 2016
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30 second summary 
(spoiler alert)

A £1 investment in wellbeing can yield 

up to a £9 return. Use education to 

drive the right behaviours in your 

workforce. Help your people to look 

after themselves but also keep an eye 

on others. Do your research into which 

areas can make the most difference 

to your business. Support this with 

tools and initiatives to keep them well 

– and get them back to a good place 

when they’re not. Deliver the strategy 

through champions, workshops, 

e-learning and a comprehensive 

campaign. View this as a long-term 

strategy and utilise user-led channels 

and company champions to support 

sharing of stories, tips and new ideas. 

Measure and review your approach 

to improve over time and mark your 

company as a caring and considerate 

employer.
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We all have 
the right to feel 
good, healthy, 
and in control 

It’s no secret that when we feel good, 
we’re productive. And that is the root  
of great things for your business.

Financially, there is a solid business case for supporting wellbeing. 

It can drive better output and result in large savings. Morally  

and socially, it’s no longer optional. As our employment markets 

become more competitive, wellbeing strategies are becoming a 

requirement, not a “nice to have”. Our future workforce wants to 

work for a meaningful company. They want an organisation that 

truly cares for its people and the world around it.

Our guide will take you through the main principles 
of a strategy, including creating a business case and 
designing your approach.
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Holistic view  
of wellbeing
Wellbeing is defined as “the state of being comfortable, 
healthy, or happy”, according to the English Oxford 
Dictionary. But it’s a bit like a computer. We take 
it for granted when it’s working, and we then are 
completely lost when it’s not.

Much like a computer, you could divide it up into components 

– the motherboard, the memory, the processor etc. But it relies 

on all of those components to function. You could consider all 

elements that impact your comfort and satisfaction – the team 

you work with, the software you use, your boss, the office dog. 

What we want to consider is the broad employee needs that 

cut across all industries and all environments.

Our wellbeing model is comprised of the three  
key areas important to any individual or business. 

Example of the intrinsic link between 
physical, financial and mental wellbeing 
I work in a fast-paced job. I love my role but I ended up working such long 

hours that I felt constantly tired. After a long day, I’d come home to an 

empty flat, eat a takeaway and go straight to bed. I’d be up early again 

the next day and working again before 7am. Being tired and taking few 

breaks, I’d eat whenever I got the chance. Not well prepared and balanced 

meals, but crisps, fast food and ready meals. It was great because it was 

minimum effort and it kept me going. But gradually my clothes stopped 

fitting and I started having to up-size. My weight gain really impacted my 

self-esteem. I stopped feeling good about myself. I watched my confidence 

dwindle. I’d see people laughing at work and assume it was a joke at my 

expense, which seems silly looking back. I was eventually signed off work 

with depression. My doctor explained my increased chance of diabetes 

and heart disease. I spent most of my time lying in bed with the curtains 

closed wanting it all to go away. I didn’t want to see or speak to anyone. 

All I had for company was my own thoughts and my phone. My mind 

constantly reminded me of what I wasn’t achieving – of work, of my car 

payments, my mortgage and the pressures of everyday life. My phone 

constantly showed me pictures of people living life to the full.

Three fundamentals of wellbeing

Physical
Being of good 
biological health.

Psychological
Being mentally well.

Financial
Being in control 
of life’s finances. 
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The case  
for action
Wellbeing is a right. We all want to be fit, healthy 
and free from debt. But we may need a little help 
getting there. The bad news – or, for your business 
case, good news – is that wellbeing has a dramatic 
financial impact on the economy.

Physical

Mental

Financial

08

Sickness absence costs UK 
businesses an estimated 
£29bn each year, according 
to research from PwC.

Poor mental health costs UK 
businesses approximately 
£42bn a year, according to 
a report commissioned by 
Theresa May. 

Poor financial wellbeing costs 
UK businesses an estimated 
£120bn a year, according to 
Barclays. It adds an extra 4% 
to payroll costs for UK firms 
due to a loss in productivity.

£4.17bn of sickness costs can 
be attributed to employees 
on long-term absence (Centre 
for Economics and Business 
Research).

The report also suggested that 
300,000 people with a long-
term mental health problem 
lose their jobs each year. 

A survey of over 2,000 
people aged 18 to 24 showed 
an average debt of around 
£3,000 before student loans 
were taken into account 
(GoCompare generation 
debt report).

Statistics from the Office of 
National Statistics put the 
number of sick days taken 
from sickness and injury at 
137 million.

Mental health issues have 
increased by 71.9% since 2011 
(Centre of Economic and 
Business Research).

32% would describe their 
debts as a “heavy burden”.

The impact of intervention 

The research indicates that spending £1 on health promotion 
and intervention saves between £1.50 and £9 through 
absenteeism, temporary staff and presenteeism (Deloitte).
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Your  
business case
The case for change is strong. Perhaps most tangibly 
from the research conducted, Barclays estimate the 
cost of financial wellbeing as an increase in 4% of 
payroll costs. Deloitte estimate a return of £1.50 - £9 
for every £1 investment in wellbeing. This gives us some 
simple calculations for our business case. 

1. What is the cost of  
4% of your payroll bill? 

2. What figures do you get when 
you divide this by 1.5 and 9? 

3. How many extra products/ 
hours of service would you  
have to sell to make that return? 
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Ask yourself these questions:

This is the estimated cost  
to the business right now.

These are the parameters 
of your budget. Based 
on Deloitte’s research, 
this is the minimum and 
maximum spend to save 
the equivalent of the 
current business cost.

That will give perspective 
around the level of 
savings discussed.



Let’s start in the brain 
Our emotional and mental wellbeing starts in the brain. At its simplest level, it’s 

a combination of chemicals that determine mood, higher thought, everything 

that makes us who we are. As with any physical tool, keeping the brain 

healthy is reliant on regular maintenance - sleep, hydration, and exercise to 

name a few. When all is working well, we are in the best position to make 

sound decisions, cope with challenges, and live our lives to the full. 

In fact, a study in December 2017 revealed the positive connection between 

physical wellness and working memory – the short-term memory used 

in reasoning, learning, problem-solving and everyday activities. By brain 

mapping the memory networks and comparing these against a series of 

physical, personality and lifestyle measures, researchers were also able to 

show a connection between poor working memory and regular alcohol and 

smoking behaviours.

Physical and mental wellbeing go hand-in-hand. These three 
areas illustrate it further: 

1. Healthy food

A balanced diet is important for positive wellbeing. Adequate amounts of 

complex carbohydrates, essential fats, amino acids, vitamins, minerals and 

water support a balanced mood and feelings of wellbeing. Mental health 

problems, from depression to schizophrenia, have been linked with low 

levels of healthy foods (fresh fruit and veg, meals made from scratch) and 

high levels of unhealthy goods (chips and crisps, chocolate, ready meals and 

takeaways). If we eat well, it can help us to feel well and live our lives better.

2. Mindfulness and meditation

Anxiety and stress mean a heightened state of worry. Activities which distract 

us, and require focus elsewhere, reduce the stress response through giving 

us mental rest and relaxation. Massage has been shown to reduce cortisol 

- one of the chemicals in the body widely responsible for stress – by 53%. It 

is also reported to help dopamine and serotonin levels, promoting a positive 

wellbeing, and countering the deficit often seen in anxiety and depression.

3. Exercise

It’s no secret that exercise is good for health. It can keep you physically fit 

and reduce risk of disease.  But it promotes all kinds of changes in the brain, 

including neural growth, reduced inflammation, and patterns that promote 

feelings of calm and wellbeing. It also releases endorphins that energise you 

and make you feel good. It’s great for self-esteem, a good distraction, and it 

helps counter the common problems of poor diet and obesity. 

Where it all starts
There’s a range of tools out there to help with wellbeing.  
But before you dive into the solution, you need to  
consider the problem.

Physical
Physical ailments can be caused by 

all manner of factors, like lifestyle, 

accidents, disease and more. 

However, the five leading global 

causes of mortality are high blood 

pressure, tobacco use, high blood 

glucose, physical inactivity, and 

obesity (World Health Organisation). 

All areas that could be combatted 

through lifestyle choices. 

Psychological
About 12.5 million days were 

lost because of mental health 

problems like stress, depression 

and anxiety in 2016 (HSE). 

Now, not all stress is caused 

by work, but there are several 

activities that help combat 

these symptoms and maintain 

positive mental health, both in 

and out of work. 

Financial 
Around 1 in 4 families have less 

than £95 in savings (StepChange) - 

resulting in no contingency for any 

change in economic conditions. 

We cannot increase everyone’s 

pay – and there is perhaps an 

argument that would not solve 

the problem regardless – but we 

can empower employees to make 

better decisions.

12 13

Healthy 
considerations
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The employee
Ownership of behaviour
All of these health considerations are great. But they’re all dependent 

on the employee attitude towards them. In 1954, Julian Rotter came up 

with the idea of the ‘locus of control’. Simply stated, this is the extent to 

which someone feels in control of their life. An internal locus of control 

would suggest you believe the outcomes of your life are in your hands. An 

external locus of control would mean you feel that your future is driven by 

the world around you. On the topic of health, people with the internal view 

have been found to exhibit more positive health behaviours. Simply put:

People will be on a sliding scale across these extremes. However, it’s 

necessary to see the importance of attitude on the success of a wellbeing 

strategy. If employees do not believe they are in control of their wellbeing, 

then all the benefits in the world may not change their behaviour. A study 

conducted by Department of Health, 2010, found that 62% of people do 

not display healthy lifestyle behaviours, like eating well and exercising.  

This was due to:

• A short-term view: “It takes effort and I’m enjoying what I’m doing now”

• Ignorance: “I don’t feel like it applies to me”

•  Apathy: “It’s not really in my control and would be difficult to  

achieve anyway”

The central challenge in a wellbeing strategy is not just choosing the right 

tools, it is a case of changing employee behaviour. Employees need to 

make an active decision for real change to occur.

Internal view: 

“I am responsible 
for my health”

External view: 

“My health is 
the result of 
factors outside 
of my control”

Creating 
your wellness 
strategy 
To achieve a genuine improvement in wellbeing, 
your strategy needs to be founded in changing 
employee behaviour. Try to balance your time 
and effort across these three elements:

We can break the whole process 
into four actions, which we will 
discuss over the coming pages:

1. Diagnose your problem areas

2. Design your strategy

a. Education

b. Prevention

c. Support

3. Roll out to the workforce

4. Measure and evolve
80% in 
education 

5% in 
supportive 
tools 

15% in 
preventative 
tools
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Diagnose your 
problem areas 
Let’s put it simply. Beanbags are not the 
answer. If employees are stressed about 
financial pressures, a soft furnishing  
won’t cut the mustard.

The first stage in creating your strategy is understanding the  

challenges of your workforce. Yes, we want a well-rounded initiative 

but every population is different. Ensure you are focussing time and 

effort in the areas which will have the biggest impact. What is causing 

your employees the most worry? What are their attitudes to looking 

after their own wellbeing?

You must gather feedback from your employees and data from the 

business to unearth and understand the current employee status.  

You will want to consider a range of methods. And, as with any  

research, you will need to find a balance of scale and detail. 

Here are four areas we would encourage you to consider:

Surveys

Surveys provide a quick and easy means 

of gathering information on a large scale. 

They are anonymous, cheap and, providing 

they are set up right, the output is easy to 

process. However, the depth of the data is 

limited as you can’t ask too many questions. 

Consider a set of questions you can use 

again post-implementation, in order to 

measure a change in response.

Observation

Whilst asking employee opinion is important, 

self-reflection is prone to error. It can be 

dependent on mood and it relies heavily on 

the honesty of the respondent. Observation 

on the other hand, is more reliable. You 

cannot observe your entire workforce but 

you can work closely with your managers 

– who will each have a view of employee 

behaviour in their area. What are people 

saying, feeling and doing?

Existing data

As an organisation, you will likely hold a wealth of data already about your 

employees. If you have an Employee Assistance Programme this will give  

you trends and topics from employee contact. Exit interviews and long-

term sick records may help further still. Pool the data you can, and see 

what story it tells.

Face-to-face

Deeper conversations with employees will yield valuable results. Focus 

groups can be useful to discuss and understand challenges and worries. It’s 

an open channel for rich discussion and follow-up questions, giving you the 

ability to get in-depth insights. The nature of the topic demands a real need 

to set expectations before the session, and ensure an open and honest 

environment. The highest value will come from one-on-one conversations 

in which any peer pressure or worries can be reduced. 

Example questions 
Who is responsible for  
your wellbeing?

• Me

• My employer

• Me and my employer

• Other (please state)

If you had worries or 
concerns over your 
wellbeing, who would  
you speak to?

• My manager

• A colleague

• The HR or People team

• Friend or family

• None of the above

Which of these  
apply to you?

•  I regularly worry about 

money pressures

• I often feel down

•  My work stress regularly 

impacts my life at home

• I feel trapped by debt

•  Health issues sometimes 

make my job difficult

•  I regularly struggle to  

sleep due to worry

Case study – mental health at BT Group 

“We know how important mental health is to our 

employees and their families, and we’ve worked hard to 

create a work environment that provides strong support. 

So many people in and out of work have mental health 

considerations, and I’ve found it’s especially prevalent in 

call centres – where people do not often recognise it in 

themselves. Here they may suffer increased strain without 

recognising the anxiety they are going through. 

For me, it’s been about pinpointing the root causes, and 

helping to address them. Financial pressure was one 

area where we felt we could make a real difference, so 

we’ve invested in better quality support through financial 

education.The BT Group (including EE and Plusnet) also 

provide a really good Employee Assistance Programme, 

covering families as well as employees. Some of 

our people now recognise mental health challenges 

at interview stage, so we are providing weeks of 

counselling, free of charge, to help prepare an employee 

in the build-up to starting their new role. We’ve also 

sent employees away on courses to help peer-to-peer 

support, and we’ve seen people come back determined 

to be a champion for good.

My advice for others is to give employees the confidence 

to talk to you. Fostering an environment where 

employees feel comfortable to talk about their challenges 

has been central to our wellbeing strategy.”

Andrea Kilgour, People Director, EE
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Designing your strategy
A good strategy will work hard to address the underlying 
challenges in employee behaviour, as well as provide preventative 
and supportive tools. The results of your research will help you 
hone in on specific objectives. What are you hoping to achieve? 
How does this connect to your values and business direction? 

Regardless of approach, we would encourage you to consider the following points:

Found your strategy in education
Every single wellbeing strategy is dependent on one 

thing – the employees. Their participation is key to its 

success on numerous levels. The strategy must be built 

around driving positive changes in employee behaviour. 

And this is no small feat.

A comedian once said “Give a man a fish and he will 

eat for a day. Give a man a fishing rod and he’ll break it 

up for firewood or swap it for a fish”. It’s a light-hearted 

look at a serious issue, but the sentiment is sound. If 

that man is not educated in the process of fishing, then 

that rod holds little value. Tools are only good if we are 

motivated and educated to use them.

We must educate employees on the importance of 

physical, psychological and financial wellbeing with 

strategies they can use to keep on top.

Thousands of heads are better than one
As an individual, you may have learnt to recognise when 

you are anxious, what you can do to help remedy it, 

and why it’s important that you do. But it can be hard to 

recognise it when you’re wrapped up in the pressures of 

your life. Sometimes you need someone to point out when 

you’re not being yourself, or to ask the right questions to 

help you deal with it. Without this self-reflection or peer 

support it’s hard to take steps forward.

You can’t look out for everyone. But what if everyone 

looked out for each other? What if all employees looked 

out for signs of worry and took time to listen or help? What 

if, actually, we were the tools? Sounds idealistic doesn’t it? 

But empowering your business to look after each other 

could be a game changer. 

A large chunk of your strategy should be dedicated to 

educating employees on positive behaviours, self-reflection 

and supporting others. 

Consider these ideas:
All existing employees should receive basic training on wellbeing.

If all of your employees have a basic awareness of what to look out 

for in themselves, and others, then they can help to regulate a healthy 

workforce. A combined understanding and knowledge of coping strategies 

will have more far-reaching results than you can achieve centrally.

It should form a vital part of your induction. It’s great to educate the 

workforce of today, but do not forget about the workforce of tomorrow. 

Educate every new starter to ensure the knowledge base grows by 

including wellbeing education in your induction.

It should span a multitude of channels. The most successful training is 

hands-on. You should aim for face-to-face workshops which are based 

in interaction – working through examples, role play, discussing personal 

stories. E-learning modules will complement this, along with access to 

online material and an appropriate communication campaign.

Use champions. Champions will help promote and monitor your initiatives. 

Certain personality types will have more altruistic and caring tendencies. 

Ask for volunteers to champion wellbeing, and they are likely to come 

forward. Use a ‘train the trainer’ approach to rolling out workshops, as well 

as much-needed pulse checks from around the organisation.

Use relevant and bite-size targeting. Education can also be delivered 

in small doses. The lift doors are the perfect place for a communication 

showing the calories you can burn when walking a flight of stairs. Use the 

canteen to promote the health benefits of certain foods on offer.  

Remind and refresh. Ensure your education is not a one-off exercise 

through annual refreshers, tests, quizzes, story sharing and e-learning.  

The essential element: it must be interactive or gamified.

Did you know 
gratitude can 
increase energy and 
lower depression? 
There have been numerous 

psychological studies of 

gratitude – some requiring 

participants to complete 

a journal, some looking 

at correlations with sleep 

patterns. But there is a 

growing body of evidence to 

show that gratitude has far-

reaching benefits.

A study from the National 

Institute of Health showed 

the connection between the 

feeling of gratitude and the 

area of the brain linked with 

sleeping and stress levels. 

Research has shown that 

increased gratitude results in 

lower levels of depression and 

increased levels of sleep. It 

also promotes more exercise 

and fewer aches and pains.

We’re on a mission to get people 
saying “thank you” more
Here at Benefex, we’ve been working hard on a 

recognition app which lets you thank a colleague 

quickly and easily. You can record a short video, 

write a few words, even create a meme. Then 

link it to your values, pick a person and send. The 

whole process takes seconds. We’re hoping this 

personal peer-to-peer recognition will encourage 

more gratitude, better connections, and will 

positively influence the important areas of culture 

and wellbeing. Watch this space.
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Invest in preventative measures
It is much more effective to prevent wellbeing problems than it 

is to remedy them, both morally and financially. Preventing poor 

financial, mental and physical wellbeing means promoting the 

right behaviours. This can be through employer funding, through 

giving ease of access, or even through your workplace policies. 

The tools and initiatives you bring in will need to be reviewed 

pragmatically – do these increase the likelihood of the positive 

behaviours we want? Will employees use them?

Consider a selection of the following: 

Support positive  
lifestyle activities. 

Regular exercise has hugely 

positive effects, so it’s important 

to encourage this. The approach 

you take may be driven by  

your budget. 

Consider: 

•  Running local sports and  

social clubs

•  Providing discounted benefits 

like gym membership and a 

Cycle to Work initiative

•  Promoting friendly walking 

competitions (through 

wearables and league tables)

•  Offering part-funded lifestyle 

accounts to contribute towards 

sports equipment, clubs  

and events. 

Encourage regular  
health checks. 

Regularly checking on physical health 

will help detect any risk areas – 

which may mean addressing them 

before they turn into something 

serious. You can achieve this through 

health screens or even by helping 

fund employee check-ups through 

something like a healthcare cash plan.

Support healthy eating. 

Start by looking at what you provide 

in your canteen. Do you offer 

healthy nutritious options? Beyond 

that, you can organise fruit deliveries 

and encourage desk pods to source 

and decorate their own bowl.

Foster a supportive 
environment.  

In order to have deep conversations 

with employees, which may be 

necessary to understand their 

financial woes, people need to feel 

comfortable to share. You must work 

with all managers to be supportive, 

understanding, and show that you 

want to listen and help.

Provide access to financial 
planning tools. 

Employees will be at various stages of 

their life – some looking for mortgages, 

others retirement, and some repaying 

student loans. Try to provide resources  

to support them all, but try to 

personalise the service where you 

can, access to too much information  

is sometimes as bad as nothing at all.

Encourage personal reflection 
and meditation. 

Consider providing access to 

mindfulness and meditation apps. 

These can help employees learn to 

take time to relax and deal with their 

emotions when the going gets tough.

Reward good work. 

When employees have been through 

a peak period, add value to the work 

they have done through a reward. 

Something like a spa day will promote 

a positive feeling of recognition, and 

also provide a relaxing experience.

Offer flexibility. 

Workplace diversity means employees 

will have all manner of backgrounds 

and personal requirements/

commitments. It’s important to offer 

flexibility to employees to help them 

join their life and work together, with 

minimum stress. It’s also important to 

ensure your work space fits for all 

personality types – with quiet reflective 

spaces for those who need it. 

The stress we create 
for ourselves
A lot of stress and anxiety is 

a result of the pressures we 

put on ourselves. We set high 

targets and burden ourselves 

with grand expectations. 

An understanding of how 

to recognise and combat 

this pressure will help self-

management.

•  Set realistic expectations. 

Break down your to-do 

list and take a pragmatic 

approach. What is priority? 

What is not? What can 

you achieve quickly to 

give yourself a feeling of 

progression?

•  Avoid constant pressure. 

Everyone can deal with 

stress in small doses, but we 

need to avoid long periods 

of consistent pressure. Take 

breaks, do exercise, keep 

a journal. Learn to find 

activities that help you switch 

off and unwind.

•  Understand your capabilities. 

Over time, you should learn 

to recognise how much 

pressure you can deal 

with. Use this to keep work 

expectations manageable, 

initiate your coping activities 

and celebrate the times you 

overcome tough periods of 

stress.

What works for you? 
For your employees? 
Giving people an outlet to 
discuss and share ideas 
and experiences can be 
a valuable way to build 
supportive networks.

Some of the best things in life are free

One consideration of your wellbeing 

strategy will undoubtedly be budget. 

Well, good news! There are some 

simple positive activities that are low 

or no cost. Here’s our top two:

Walking in nature

Numerous studies show the positive 

effects of walking amongst nature.  

In fact, even just 15 minutes 

of walking through a natural 

environment has been shown to:

•  Decrease the stress  

hormone, cortisol

• Lower blood pressure

• Lower heart rate

Think about where the nice  

lunchtime walks are near your office 

and how you can promote them. 

Art therapy

Colouring books have quite become 

the adult fad. They are no longer 

just for kids, but have been widely 

adopted for their stress-relieving 

properties. In fact, they are being 

used by therapists and psychiatrists 

as a means of reducing anxiety. 

You can find a variety of colouring-
in templates online. All you need is 
a printer and coloured pencils.

Our Chief People Officer is a huge  
advocate of flexible working
“Not everyone performs at their best between the hours of 9am 

and 5pm. More to the point, not everyone is able to work between 

9am and 5pm. More and more, we are seeing people seek to flex 

their working patterns. And not simply to a four-day week, or to 

work school hours. We need to find ways to show our employees 

that we trust them to manage their own working patterns. We do 

so by judging success on output, not visibility in the office. If we have 

an employee who is delivering stand-out results for our business 

every single time, then it shouldn’t matter one iota where and when 

that employee is working. It’s all about the delivery.”

Kathryn Kendall, Chief People Officer at Benefex
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Offer supportive tools
Relationships are often built through hard times. Support your employees through their 

physical, mental and financial needs and you will likely breed loyalty and support in return.

Consider a selection of the following:

Encourage mindfulness and 
relaxation. 

Mindfulness has been around for a long 

time. More recently, it has been receiving 

scientific backing as a means of reducing 

anxiety and dealing with stress. It is now 

becoming more accessible through 

digital apps and online courses. But it 

is not the only means of relaxation. A 

peaceful space and on-site massages 

can also have positive effects. 

Provide access to counselling 
and advice. 

An Employee Assistance Programme 

will typically connect employees with 

a support service and helpline. The 

support offered will range from legal 

advice to face-to-face counselling, 

and ensures there is someone 

independent employees can turn to 

in a time of need. It is quite common 

to see an Employee Assistance 

Programme provided as part of a 

private medical insurance benefit.

Give support with  
medical costs. 

Medical insurance and 

healthcare cash plans will pay 

out for certain medical bills. In 

some cases, these can greatly 

reduce the financial pressures 

of treatment and can provide 

access to fast and effective care.

Offer effective ways of 
paying off debt. 

Debts can be a spiralling problem, 

especially with payday loan 

companies offering huge interest for 

short-term support. There are now 

companies that will take money 

straight from your pay, to help 

alleviate the problem. Employees 

can consolidate loans, with a 

competitive interest rate,  

and have the money taken before 

the temptation to spend it.

Back to work plan. 

When an employee is off long-term, 

it’s important to look at how you 

can support them. You may need 

to make some adjustments to the 

environment and work on a phased 

return to ease the employee back in. 

Regular reviews and a wellness plan 

will help promote progress.

Financial education tools. 

The internet has access to all manner 

of advice – but it can be hard to find 

the genuine and credible sources. You 

can now get a number of options 

which put a variety of financial tools 

in employees’ hands – from targeted 

push notifications delivered by Nudge, 

to the suite of material in Moneyworks 

that Benefex developed with Barclays.

Flexibility. 

When work or home life gets too 

much, the flexibility to balance them 

can be really important. For some 

organisations, that means mental 

health days, for others, flexi-time. 

Whatever the approach, ensure 

employees have the flexibility to 

work in a way they can thrive, 

because if you don’t offer them  

that, another employer will. 

Empower employees to  
plan with insurances. 

Enabling employees to take care 

of themselves is a low-cost strategy 

to the business. Many flexible benefit 

plans will give the employee access 

to things like:

•  Personal accident insurance – which 

will pay out for physical accidents 

that result in serious physical injury.

•  Income protection – which will 

support employees with regular 

income when they are unable to 

work for a prolonged period.

•  Critical illness insurance – which  

can provide a lump sum to help 

cover the financial strain that  

may come with adjusting to, and 

treating, a serious illness.

An office dog
Having a full-time office dog may not be feasible in your 

organisation. It’s popular in upcoming tech environments, but may 

not work for a busy call centre. But you can organise animal visits 

during stressful times. 

It’s thought that animals – or, more specifically, dogs – offer 

non-judgemental support. They have a non-discriminatory, 

unconditional love and they are used to great effect with 

children with learning difficulties, in care homes, and all 

manner of supportive roles. They’ve been shown to promote 

chemical release in the brain that make us feel good, improve 

communication, motor skills and all sorts of other benefits. 

There are a number of organisations who will bring animals out 

as pet therapy. Or, you can do what we did, and ask a charity 

like Hearing Dogs for the Deaf. They can also share some inspiring 

stories of hardship, and raise money for a good cause.
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Digital opportunities
“Digitalisation” is a common word among workplace strategies 

with a growing array of digital tools available. Most employers 

offer a digital platform to access their flexible benefits – 

covering perks like critical illness insurance and extra holiday. 

Add to this things like Digital GP, Headspace and DNAfit, and 

employees have useful wellbeing tools wherever they are.

Digital GP

With sometimes lengthy waiting times to see your GP in person, 

it’s no surprise that this new benefit is proving popular. It gives 

employees 24/7 access to a GP via a video call, providing 

faster access to care and advice when it’s needed.

Headspace 

Mindfulness is centred around experiencing the moment. A lot 

of anxiety breeds from worrying about the future or the past. 

Focussing on the now helps to break that cycle. Headspace is a 

mobile app, helping you achieve that whenever and wherever 

you are. 

DNAfit

Health checks typically evolve around a series of physical 

tests, conducted at work or in the office, depending on the 

arrangement. With all of the developments in technology, it is 

now possible to look at someone’s predetermined dispositions 

through their DNA. Just send off a swab of saliva and you 

will be emailed comprehensive reports of your personalised 

dietary and exercise requirements.

The power of good 
– little things can 
make a difference 
Our very own Gethin Nadin 

wrote a book on examples 

of good cultures from 

around the world. And it 

gives us many lessons we 

can learn from.

In Sweden, the tradition 

of taking coffee breaks at 

work is so strong they even 

have a special word for 

it - fika. The process offers 

the chance for employees 

to relax and recharge, but 

it also promotes bonding 

between cross-sections of 

the workforce.

In Japan, they believe that 

doing something you love 

brings satisfaction to your 

life. It may not be possible 

for everyone to work in 

their area of passion, but by 

bringing together elements 

of their role and things they 

enjoy and believe in, both 

employees and employers 

can thrive.

For more lessons from 
around the world, you can 
pick up Gethin’s book, A 
World of Good, on Amazon.



Roll it out to the 
workforce
The delivery of your strategy will  
need to build and maintain employees’ 
knowledge over time. Remember,  
your aim is to change their behaviour  
– and that takes some doing.
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Think of yourself as a teacher, not a communicator. A teacher’s 

objective is for their audience to learn new knowledge and skills, to 

benefit them throughout life and equip them for the challenges that 

lie ahead. So, your favourite teacher, did they send a few emails 

and give you a leaflet? Or did they inspire you with interactive and 

creative lessons? Workshops give you an opportunity to bring this to 

life, employee inductions get new starters onboard, and champions 

can be the life blood of the strategy.

Your roll-out will depend largely on your workforce, 
your specific challenge, and your objectives. Here are 
some examples:

4.  Train your trainers. 

Give your champions the education you want them to relay. This may need an external coach, 

an extensive course, or it may be something you can fulfil in-house. Ensure they feel fully 

equipped to take the strategy forward into the workforce.

5.  Involve employees in interactive sessions. 

For your strategy to feel like something tangible, you may need to take people off the shop 

floor. Take them through what you are doing and why. This should be hands-on - using case 

studies or role play - and should leave employees walking away empowered. Ideally, there will 

be a series of these and they will go into some of the basics of spotting people in need, as well 

as the initiatives available.

6.  Follow-up communications. 

Repetition is key to reinforce information to memory, and employees won’t form the right 

habits without it. Run a campaign to recommunicate all aspects of your strategy over a 

reasonable period of time. Try to include physical elements that won’t get binned. Stress balls 

are the example most talked about, but anything permanent will do. What’s key is that they 

have something to build the association with. Every time they see one of these around the 

office, it will provide a cue to the memories formed in the roll-out.

7.  Maintain through regular sharing. 

The strategy is a long-term vision, so your roll-out must be too. This will mean regular sharing 

of employee stories, changes and updates to your initiatives, reminders of what they are and 

when to use them. Use your champions to help drive this and set up user-led content to self-

regulate through social media channels and forums.

Avoid 
recommendations 
on regulated 
products
Advising employees 

on the best ways to 

combat stress is good 

practice. Tips, research, 

recommendations; it’s all 

of value. When it comes 

to regulated products like 

critical illness insurance, 

pension and income 

protection – be a little 

cautious.

These benefits are 

protected by the Financial 

Conduct Authority, meaning 

there are regulations 

around how they can be 

presented. As a qualified 

financial adviser, you would 

be entitled to give advice. 

If you don’t hold these 

qualifications, you must 

ensure you present the 

facts but do not suggest 

that a benefit may be right 

for any individual.

The best approach is often 

to create a persona and 

show how and why this 

fictional character has the 

benefit. Employees can 

then associate and make 

up their own mind without 

your encouragement.  

Once it’s been around for  

a while, you can replace 

this with real employee 

stories to bring this to life.

1.  Give key stakeholders the inside track. 

These could be integral to your success, so you 

will want to set their expectations and field their 

questions early on.

2.  Get feedback from employees. 

Explain your reasoning for the research and ask  

for employee input - this will get employee  

buy-in and give you a clear picture of your specific 

challenge. You may want to include the option for 

employees to volunteer as wellbeing champions.

3.  Tell employees what you found. 

With any feedback, it’s important to share your 

results by way of appreciation. Let them know 

what you will doing as a result but be realistic 

about what you can achieve and do not over 

promise. Ensure you can follow up very quickly 

with evidence of change – then demonstrate your 

strategy with actions not words.

Communications are essential – a quirky study
On a regular Tuesday in Autumn, we put 48 cupcakes 

in one of our meeting rooms with a note on saying 

“please help yourself”. We didn’t tell anyone about them 

but left them there, plain to see. Secretly, we checked 

in every 15 minutes to measure how many were taken. 

A day later, we did the same. But this time we sent 

out a series of emails to tell people about the sweet 

treats. What we saw was 24x more engagement once 

we’d communicated our ‘initiative’. Even encouraging 

employees to walk ten yards to get a cake took 

multiple communications. If they need to do something 

emotionally or physically demanding, that will require 

exponentially more effort. Either way, we must work 

hard to build awareness and never assume people will 

automatically know.
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Measuring and evolving
As much as possible, the wellbeing strategy should be based in 
science and best practice – but it won’t be perfect from day one. 
Measure and evolve to improve your strategy and give you and your 
employees the best chance of a happy and productive workplace.
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Tie your measurement to your 

objectives. Use this as a starting 

point and gather as much data as 

you can. You may need to carefully 

consider the interpretation of some 

of your evidence. Does an increase 

in private medical insurance claims 

show a decline of people’s physical 

health or an improvement in the 

awareness and support? Do more 

calls to the EAP represent better 

recognition of wellness challenges 

or more employee issues occurring?

You will want to hone in on metrics 

which give clearer data. Have sick 

days increased or decreased?  

Has employee perception changed 

for the better or worse? Has  

there been a change to any 

productivity metrics?

Track take-up metrics. 

The majority of your tools and 

initiatives should provide statistics 

– the number of people to take a 

benefit, call the helpline etc. These 

will provide a good indication 

of employee awareness and 

engagement with the strategy. 

Gain insight from exit 
interviews. 

Some of the most valuable 

information can come from 

those who aren’t tied by loyalties. 

Employees leaving your business  

can help give an honest view of  

their experiences.

Learn and adjust. 

Review your offering, keep an eye  

on the market, and do what you can 

to keep it fresh and relevant.

Ask employees. 

Seek feedback from the people 

that matter the most – your 

employees. You can compare this 

against your initial research and 

see any movement. Feedback from 

employees may give you a better 

steer as to how to interpret other 

data. An increase in appreciation 

of the health benefits, alongside an 

increase in claims, would suggest a 

positive change.

Monitor sick days.

In an environment that supports 

employee wellness, you would 

expect a decrease in absence. Unless 

of course, part of your strategy is 

to take time off to encourage head 

space when you’re not feeling 

mentally 100%.

A central home for all your tools
Employees will need easy access to all of the tools 

you have sourced. Avoid dozens of login details to 

help improve their experience, and remove one 

more little worry. Look for a single point of access 

that is available on mobile and can be aligned to 

your employer brand. 

Speak to us about OneHub to find out  
how we can support this.

An award-winning 
approach
Getting recognition for the hard 

work that goes on in HR and Reward 

can make a huge difference. If the 

board is investing in a wellbeing 

strategy, marking it with an award 

can be a great way of maximising 

the investment. It will be a sign of 

credibility, internally and externally, 

and a marketing tool to future 

employees, partners and investors.

Most awards are set up 
around these principles:

•  Clear objectives. Have a concise 

view of what you want to achieve. 

Base this on research of your 

workforce and be realistic about 

what you can achieve.

•  Considered strategy. Link your 

approach to best practice and your 

specific objectives. Outline what you 

did but really hone in on the ‘Why?’

•  Real innovation. Think outside the 

box for the best solutions. Use tried 

and tested methods but don’t be 

afraid to explore new approaches

•  Conclusive results. Demonstrate 

the difference your strategy has 

made. The more metrics you can 

provide, the more you will create 

a compelling case. Link these back 

to the research you did prior to 

implementation, and connect these 

to your objectives to demonstrate 

the success.

Remember, you won’t be the only 
organisation to enter an award. If 
you come up against a company 
with a similar approach, what will 
set you apart? In award terms, 
something truly different will win 
over a basic strategy done well. 



The financial drain on UK businesses 
builds a strong case for a wellbeing 
strategy. As employers, we must all look 
to our workforces and see where we 
can make the biggest difference. 

We truly believe employees are the key to addressing these issues. 

Dealing with stress, maintaining a positive lifestyle, and looking after 

your finances should be compulsory areas of education. Let’s invest 

in repeatable training, regular tests and make it an essential aspect 

of employee development.

The solid training plan should be bolstered with tools for helping 

people stay well, and getting them back to a good place when 

they’re not. 

But if you take only one thing from this guide, make it an 

improvement to the employee attitude. Start your strategy there, 

and you can achieve great things. And if you create a new and 

different solution, come and speak to us, we’d love to hear about it.

Only by challenging these areas can we shape the 
future of the workplace. We believe employees should 
receive an exceptional experience every day. Keeping 
them happy and well is central to that goal.

Final 
thought
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