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Dear Reader,

Our latest special edition focuses on the innovations, trends and challenges facing 
human resources and occupational health practitioners in implementing wellbeing 
initiatives and programmes in organisations in 2015. 

Whilst there is now a common understanding within HR of the value that wellness 
programmes can add in relation to employee engagement, employer brand and 
productivity, the challenge of demonstrating return on investment and obtaining 
that buy-in at board or senior decison maker level remains. Furthermore, 
organisations across the UK and globally continue to find new ways of supporting 
their employees mental and physical health. 

This edition contains the current thinking from a range of experts and experienced 
practitioners as we deliver the wellness agenda for 2015. As always, we hope you 
enjoy.
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We live in ever-
changing times. 
Whether we 

look at the world of 
politics, technology 
or business, change 
appears to be both 
inevitable and relentless. 
Yet, despite this 
unavoidable trend, 
we remain reluctant 
and almost fearful of 
uncertainty; in particular 
when it’s a product of 
external circumstances 
and not through 
personal choice.

We can spot our own 
reactive tendencies by 
looking at the simple 
decisions in life. As an 
example, when you were 
last forced to deviate 
from your expected 
plan, perhaps defaulting 
to a friend’s favourite 
restaurant over your 
own, how did you react?

Can you honestly 
say you embraced the 
thought with whole-
hearted optimism and 
excitement? Or did you 
hold onto a residual 
feeling of grumpiness or 
reluctance?

 
The agile myth

Applying these 
inclinations to the 
business world makes 
things even more 
interesting. Despite the 
accelerated ‘culture 
of continuous change’ 
employees are becoming 
increasingly exhausted 
and fatigued by the 
prospect of doing things 
differently.

There remains an 
inherent contradiction 
whereby employees 
are trained in dynamic 
ways of working and 
agile methodologies, yet 
their in-built emotional 
and mental responses 
to such circumstances 
remains limited. They 
appear frozen and 
unenthusiastic, in 
the same vein as our 
restaurant example. 
As employee wellbeing 
organisation Robertson 
Cooper (2015) describes, 
people’s emotional 
response demonstrates 
a susceptibility for 
falling into a ‘valley 

of despair’ that can 
either be followed by a 
long, difficult period of 
integration or a complete 
‘opt out’ mentality. Such 
tendencies are costly 
and not only extend the 
period of turbulence 
or transition, but also 
increase the probability 
of attrition figures during 
this flux. 

 
Harbouring an energy 
for change 

What can be done to 
shift such ingrained 
mindsets that repel 
uncertainty and protect 
over-cautious cultures 
that can’t be challenged?

As Socrates said, “the 
secret of change is to 
focus all of your energy, 
not on fighting the old 
but on building the new.” 
This is supported by 
research from social 
researcher Dr. Brené 
Brown, who states we 
need to start cultivating 
mindsets of courage 
rather than comfort.

Fortunately, in both 

As humans we get quite set in our ways. Could breaking away 
from our regular patterns and using wellbeing to embrace these 
changes benefit both our businesses and personal lives? Rachel 
Arkle investigates.

Rachel Arkle is director 
of Yoke Consultancy, 
a leading wellbeing 
analytics company 
based in London and 
Bristol. As an expert 
in the wellbeing field, 
Rachel works with 
UK companies to help 
them understand and 
improve organisational 
wellbeing, in order to 
drive workforce and 
cultural effectiveness.

Rachel has worked 
with a range of 
companies from 
global consultancies 
to social enterprises 
in the UK and the 
US, and with over ten 
years’ management 
experience, she 
ensures that her insight 
always adds value to a 
business’s bottom line. 
She is completing a 
pioneering Wellbeing 
Masters Programme 
at Bath University, to 
deepen her expertise 
in organisational 
wellbeing.

Rachel Arkle 

Wellbeing: the tool for 
turbulent times
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the HR industry and the research 
sphere, there is an increasing 
movement that talks of a new way 
of managing change. One that 
harbours employee positivity and 
energy by placing wellbeing at 
the heart. This is something that 
Harvard Business Review (2000) 
reiterates by confirming that 
understanding and motivating 
people in the context of being well 
is the key to cracking the modern 
code of change.

Pioneering companies are 
beginning to experiment with 
wellbeing as a tool to accelerate 
change. By authentically and 
proactively building people’s 
mental and emotional journey into 
wellbeing  strategies, businesses 
are discovering that the initial 
negative period of anxiety is 
minimised and that the optimal 
positive end-state of change 
is reached faster, according to 
Robertson Cooper.

 
A new skillset for change 

So, how do we get there and 
what does it mean to put 
wellbeing first? Innovative 
leaders, such as the technology 
entrepreneur Sanjiv Sidhu, are 
calling for a new era of people, 
skills and development; one 
that moves away from external 
knowledge alone towards 
encompassing inner awareness 
and understanding. Sidhu’s 
philosophy advocates the idea 
that we should be focusing on 

cultivating mindsets whereby we 
can remain ‘empowered despite 
circumstance.’

Our work at Yoke Consultancy 
also promotes this theory 
and we are delighted to be 
witnessing a growth in businesses 
wanting to proactively, rather 
than reactively, support the 
development of wellbeing skills 
for their employees. In particular, 
we are supporting a new wave 
of transformative change 
programmes that:

•	 Embed a process of wellbeing 
into new ways of working

•	 Establish credible and 
flexible wellbeing training 
programmes

•	 Instil a language of resilience, 
awareness and wellbeing in 
cross hierarchy conversations

•	 Measure and value 
organisational wellbeing

As Robertson Cooper helpfully 
concludes, “when people 
are energised, feel good 
psychologically and resilience 
levels are high, their response to 
change improves significantly.” 
The result is that, if you want 
to stay ahead of the game and 
create a culture that attracts 
employees that embrace change 
as an opportunity, it’s time to be 
proactive and use wellbeing as 
the tool for turbulent times.
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My own 
experience as a 
super-achiever 

who went into burnout 
at age 23 led me to 
question what it means 
to be successful; what it 
takes to “get there” and 
how we can achieve our 
goals without crashing 
and burning in the 
process.  

For a company, 
it is crucial to be 
aware not only of the 
performance level of 
the staff but also of the 
physical, mental and 
emotional state of the 
individuals in the team. 

A team of half-asleep 
zombies pretending 
to be productive but 
really just adding up 
long hours will take 
a company nowhere.   
Today, new solutions 
for the workplace 
and the individual are 
needed to achieve clear 
minds in alert bodies 
for ultimately stronger 
results.

It is essential for 
HR practitioners to 
be aware of the state 
of the individuals in 
the team, to know 
how to recognise the 
first signs of wear and 
tear and how to help. 
Consistently reaching 
high achievements over 
several years requires 
more than willpower or 
a “keep going” attitude.  
To be at the top of 
your game, you need 
strategies, techniques 
and knowledge of how 
you function at your best.

 
Peak performance

So, how does it work?  
Why is over-working not 
a good idea and when 

do we reach negative 
performance results?  
Many studies show that 
working more than 40 
hours a week actually 
decreases productivity 
and that if you keep 
doing it for more than 
three or four weeks, your 
productivity then turns 
negative. Not to mention 
extreme exhaustion and 
potential burnout. The 
most recent research 
places the optimum 
somewhere between 30 
and 60 hours of work 
per week, so quantity of 
work is a factor. 
Quality, however, is 
where it counts. The 
widely-accepted Yerkes-
Dodson law (named 
after the two scientists 
who created it in 1908) 
says that the optimal 
level of stimulation for 
highest performance 
is moderate. At low 
levels of stimulation, the 
person is so disengaged 
and uninspired that 
performance flat-
lines; as stimulation 
picks up, performance 
strengthens, rising 
steadily to peak 
performance and 

Florence Parot 

The limits of overworking: 
understanding peak 
performance
As our lives get busier, the risk of employees overworking 
themselves is on the rise. Florence Parot explains the 
consequences of fatigue and how to best  utilise time for greater 
productivity in the workplace.

Florence is an 
international expert 
in stress and sleep 
management, a 
performance coach and 
sophrology practitioner.

She works with executives 
who need to perform 
at a high level and face 
pressures and challenges 
on an everyday basis. She 
teaches them practical 
tools and strategies to be 
at their best when they 
need it most, know how 
to “switch off” and “on” 
at will, remain in control, 
have energy, focus, a 
clear head and build 
resilience. With methods 
similar to those used by 
Olympians, she helps her 
clients develop the brain 
power of a corporate 
athlete: their mind at its 
best.
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as stimulation continues to 
intensify, performance drops off, 
descending rapidly. At its most 
intense, the person is paralysed 
with stress: performance dies 
again. This shows that we 
need to be challenged, but not 
overwhelmed. At the top of 
performance, we are in a state 
of flow. In a nutshell, if there is 
too much going on (whether in 
quantity or quality) for too long 
we are likely to make the wrong 
decision, give up or crash.

 
Causes of fatigue

Other factors found inside and 
outside the organisation can 
also affect performance at work. 
These days, our attention tends 
to be more and more fragmented; 
not just because of the range of 
tasks we are trying to perform 
at once (multi-tasking is a myth, 
the brain cannot do it) but also 
because of our reliance on 
technology.  While writing this, 
I have to nudge myself to close 
my email box and put my phone 
on silent. Eliminating digital 
distractions is easier said than 
done, but may be essential for 
increased productivity. I know 
that my ability to focus and have 
a clear mind will be reinforced by 
these actions and hopefully help 
me produce a better article for 
you to read.  

Disrupted sleep is also another 
unhelpful contributor to mental 
fatigue. Working without having 
slept enough is like working 
under the influence of alcohol; 
not something you would be likely 

to recommend to your team. Of 
course, stress and overworking 
can lead to difficulties sleeping 
and decreased productivity 
which in turn may generate more 
stress.

 
 

Breaking the cycle

A good start to breaking the cycle 
would be tracking performance. 
By measuring not only time but 
also perceived levels of stress, 
tension and wellbeing, levels of 
memory, attention span and best-
performing times of the day we 
would get an interesting picture 
of the whole and unearth the 
individual’s main problem areas.

The practical elements can 
then be introduced from there. 
I currently work with a mind-
body training technique for 
performance and wellbeing called 
Sophrology.  Widely used on the 
continent, it is gaining strength 
in the UK. Related to the better-

known mindfulness, it could be 
described as super-charged, 
super-fast mind-body meditation. 
The following techniques provide a 
simple introduction to Sophrology 
and its impact on productivity in 
the workplace.

•	 Switch off for a few minutes 
every two hours: close your 
eyes, unclench your jaw, let 
your shoulders drop and 
breathe out loudly

•	 Take a break before you 
become physically or mentally 
tired for a faster recovery

•	 Slow down. Speed does not 
always mean efficiency but can 
lead to major mistakes

Remember, “inspiration cannot be 
found sitting in front of a desk 100 
hours a week. The most successful 
people have come so far exactly 
because they possess the skill of 
being relaxed in the midst of hectic 
activity.“  (Winning without Losing, 
Martin Bjergegaard & Jordan 
Milne)
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Nigel Purse 

Why workplace stress 
needs a conversation

A new study from 
the British Heart 
Foundation reveals 

that one in five people 
in the UK feels ‘very’ 
or ‘extremely’ stressed 
by their work, with 40 
percent saying their 
job has had a negative 
impact on their health in 
the last five years.

Research into the 
stress hormone cortisol 
and the chemical 
oxytocin (which is 
linked to love, trust and 
attachment) shows that 
exposure to the voice 
of a ‘trusted’ person 
reduces cortisol and 
increases oxytocin – 
resulting in less stress. 
Despite this, a survey 
by The Oxford Group 
has found that only 40 
percent of us have a 
trusting relationship 
with our manager, with 
one in four saying we 
feel ‘despondent’ if there 
is no trust at work.

Following 30 
years of research 
into engagement and 
performance at work, 
we concluded that it 
is possible to reduce 
workplace stress 
through a programme 

of five simple 
conversations.

 
The programme 

The 5 Conversations 
programme examines 
how the brain responds 
to difficult situations, 
and how stress could 
be exacerbated by an 
absence of trust and 
understanding at work. 
Stress happens when 
the brain can’t cope 
with being put under 
pressure and triggers a 
physiological response 
known as the ‘fight 
or flight’ response, a 
hard-wired reaction in 
the brain that perceives 
a threat to survival. The 
more frequently we 
come into contact with 
these stress triggers, 
the more overactive our 
fight or flight response 
becomes.

Unconsciously we are 
constantly monitoring 
how we feel about the 
people around us – 
asking ourselves ‘Can I 
trust this person?’ and 
looking for changes 
in language, tone or 
facial expression. If 

someone demonstrates 
behaviour that our 
primitive brains perceive 
as a threat, we become 
closed, defensive and 
suspicious. To get a 
better response, we 
need to appeal to 
people’s responsive, 
rational brains. This can 
only happen through a 
two-wayconversation 
because we are so good 
at detecting insincerity. 
This means having to put 
our own egos aside and 
genuinely relate to the 
other person.

 
The conversations

We start by establishing 
a trusting relationship. 
This could be getting to 
know a new colleague, 
or rebuilding and 
strengthening an 
existing relationship. The 
better the conversation, 
the more trust will 
develop. We then go 
on to agree mutual 
expectations, so that 
each person knows what 
part they need to play 
in the success of the 
project or task.
Thirdly, we need 

Nigel has grown The 
Oxford Group from a 
one-man business 
to a global Learning 
& Development firm 
working for many of the 
world’s most respected 
organizations, with 250 
employees worldwide. 
Nigel heads The 
Oxford Group’s work in 
designing and delivering 
global Leadership 
and Management 
Development 
programmes.

With overwork comes stress. Nigel Purse explains how five 
simple conversations can be the key to managing and diminishing 
employee stress within an organisation.
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to demonstrate genuine 
appreciation. Stress can be 
exacerbated when we feel that we 
are working hard and yet no one 
values our efforts. This brings 
us on to challenging unhelpful 
behaviour – possibly the hardest 
conversation of all.

The UK Health and Safety 
Executive identifies that work 
relationships can be one of 
the biggest sources of stress, 
especially where there are 
problems like bullying and 
harassment. Most of us shy away 
from facing conflict at work, 
for fear that we could make the 
situation worse. This conversation 
is about challenging negative 
behaviour in the right way and 
reaching a positive outcome for 
all concerned.

Finally, building for the 
future – once you’ve made the 

effort to build loyalty and trust 
among staff, it’s essential that 
they know you are thinking about 
their career progression within 
the company. This could identify 
changes that a person wants to 
make to their role, for example 
decreasing their workload 
to achieve a better work/life 
balance. It could also help to 
alleviate any anxiety they may 
have over job security or salary 
expectations. Many leaders have 
told us that this is the least held 
and yet most needed conversation 
in their organisation. Having 
trusting personal relationships 
around us is a deep human need. 
Transforming trust, engagement 
and performance at work can be 
the key to enhancing quality of life 
and a sense of fulfilment for all 
staff, both at work and beyond.
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Let’s imagine 
it’s your first 
foreign holiday in 

two years and you’ve 
broken the bank to 
take your partner to a 
Caribbean resort. As 
the sea laps against 
your toes, the sun dips 
below the horizon, the 
air is filled with a soft 
buzz and chirping. You 
look into each other’s 
eyes and maybe chink 
your glasses as all your 
worries begin to melt 
away.  Unfortunately, 
however, you slowly 
realise the buzzing and 
chirping is not from the 
local wildlife, but your 
mobile phone, and it’s 
your boss on the line. 
The deal you’ve been 
working on is about to 
close and he expects 
your close attention.

Research published 
this year by the 
University of Surrey has 
examined the effect 
modern technology has 
on work outside of office 
hours. A key finding 
was that many workers 
now believe there is a 
strong expectation for 

them to be available at 
all times, including rest 
periods and holidays. 
The study emphasised 
the additional flexibility 
afforded by modern 
technology is often at 
the cost of longer work 
hours, increased stress 
and problems in striking 
a balance between home 
and work life. 

 
The 24 hour day

Under the Working 
Time Regulations, an 
adult worker is entitled 
to paid holidays and a 
rest period of not less 
than eleven consecutive 
hours in each 24-hour 
period. For the majority 
of workers who have 
not opted out of the 
Regulations, average 
working time must not 
exceed 48 hours per 
week. Employers must 
take all reasonable 
steps to ensure this 
limit is complied with. 
The regulations define 
“working time” as any 
period during which an 
employee is working, 

at their employer’s 
disposal and carrying 
out their activity or 
duties.

A number of activities 
will not count towards 
working time, including 
voluntary overtime 
and time spent on call 
but away from the 
workplace. However, 
in some industries, 
the increasing use of 
portable devices like 
smartphones, laptops 
and tablets as essential 
tools has led to a 
culture of workers who 
are “logged-in” and 
available at all times. 
This leads to a blurring 
of whether answering 
an important business 
e-mail at midnight is 
voluntary or, in reality, 
an employee is at their 
employer’s disposal, 
not just at work but also 
during rest and holiday 
periods.

It is much like 
the “hours culture” 
expected in many 
city companies. The 
contract of employment 
may stipulate that an 
employee is expected to 

Michael Sissons 

More connected, more 
work, more stress
Much of the stress British employees are facing comes from the 
opportunities provided by constantly evolving technology. Michael 
Sissons examines how being constantly switched on can have an 
adverse affect on productivity.

Michael qualified as a 
solicitor in 2001. After 
training in London, 
he specialised in 
Employment Law in 
West End and City firms. 
Michael joined Cubism 
Law as a Consultant in 
January 2012.

Michael’s practice 
includes all aspects 
of employment law, 
contentious and non-
contentious. He acts for 
employers and employees 
in courts and employment 
tribunals, negotiates exit 
packages for employers 
and senior executives 
and drafts personnel 
policy documents and 
employment contracts 
and consultancy 
agreements.

He can also advise 
employers on HR issues, 
including the day-to-
day management of 
employees, disciplinary 
issues and procedures, 
redundancies, and the 
employment aspects of 
business transfers.
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work normal office hours, but the 
unwritten reality is that keeping 
to those hours would ensure a 
rapid exit and a P45 through the 
letterbox.

 
Outdated policies

The Working Time Directive came 
into effect in 1998 and many now 
argue it is out of date as it cannot 
realistically prevent the gradual 
encroachment of “always on” 
working. But, as the study by the 
University of Surrey points out, 
such new cultures at work are 
not without cost – or potential 
liability. Under the Health and 
Safety at Work Act 1974, and 
its associated regulations, 
employers must ensure the 
health, safety and welfare of 
their employees while they are 
working. This includes duties to 
provide a safe system of work, 
undertake risk assessments 
and manage activities to reduce 
employee stress. These duties 
clearly extend to ensuring that 

employees do not overwork or 
even burn out.

Employers who expect their 
employees to be available out of 
hours are well advised to look 
carefully at the issue and think in 
terms of adopting clear policies 
that strike the right work/life 
balance. This might be backed 
by appropriate monitoring and 
training.

However, some employers 
have already taken an altogether 
more radical tack. In 2011, an 
agreement between Volkswagen 
and the company’s work council 
meant that its Blackberry servers 
would no longer send out of hours 
emails to some employees. Other 
companies have followed suit 
and, in April 2014, employers’ 
federations and unions in the 
technology and consultancy 
sectors entered into a legally 
binding labour agreement 
requiring employers to ensure 
their employees do not access 
professional e-mail accounts 
outside of working hours. 

Is this a portent of things 

to come? It is difficult to see 
how it will be welcomed by 
employers. Many compete in 
a global marketplace where 
business never rests and office 
hours are increasingly irrelevant. 
And it is not just employers 
who might express concern; 
employees increasingly wish to 
be able to work flexibly and not 
be tied rigidly to office hours. It 
is difficult to envisage how an 
effective legislative regime might 
be arrived at, so the experience 
of the French technology and 
consultancy sectors may well 
have a significant influence on 
the development of the law in this 
area.
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Peter O’Donnell 

Wellbeing and 
technology: keeping pace 
with change

Our ‘Future 
Workplace’ 
report defines a 

“mindful workplace” 
as one in which mental 
health is nurtured, and 
workers are encouraged 
to recharge mentally to 
achieve balance in their 
busy hyper-connected, 
digital lifestyles. The 
notion of switching off 
and taking a break from 
an “always on” culture 
is generally accepted as 
beneficial to employer 
and employee alike. 
However, the pace at 
which our connectivity 
is increasing is far 
outpacing the steps 
made to cushion its 
impact on wellbeing.

While it’s true that 
some companies have 
taken action to ensure 
employees have the 
support in place to 
step away and regroup, 
our Future Workplace 
report found that nearly 
three quarters (73%) of 
British workers today 
feel they are expected to 
always be available for 

work. This significantly 
increases their stress 
levels and the likelihood 
of them leaving their job.

Every minute 
worldwide, 200 million 
emails are sent, along 
with 277,000 tweets 
and 2.46 million 
Facebook posts. So 
with technology and 
connectivity speeding 
ahead, what can HR 
professionals do to 
ensure wellbeing 
strategies keep pace?

 
Going tech free 

Unplugging can be the 
quickest and easiest 
way to make employees 
really think about the 
time they spend using 
technology, and help 
them identify the point 
at which its prominence 
in their working lives 
becomes unproductive. 
Introducing “tech-free 
timeouts” is something 
companies of all size 
and function can do.

This could be as 

simple as making 
space in the office for 
employees to work and 
meet without technology, 
or taking the whole team 
off-site for technology-
free away days. In the 
future, this could extend 
to “daydream days”, with 
employees encouraged 
to take time away from 
work to free their mind 
from their day-to-day 
targets and tasks. 
Within the office itself, 
our report showed that 
zoned-off office spaces 
for relaxing meditation 

Taking the discussion about technology and stress one step 
further, Peter O’Donnell explains his techniques for escaping the 
web of connectivity and finding creativity by bringing the focus 
back to the needs of the individual employee.

Peter joined Unum in 
June 2010 as CFO and 
was appointed CEO of 
Unum UK in September 
2012. He is responsible 
for shaping and 
influencing the future 
development of the 
company and ensuring 
that it delivers on its 
strategic objectives.
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and even naps could become 
mainstream in the future, with 
employees encouraged to take 
time out for contemplation.

Perhaps counter-intuitively, 
technology itself will be 
increasingly used to ensure 
workers have a chance to switch 
off, for example by stopping 
emails being sent and received 
outside working hours. Taking 
this one step further, employers 
could configure workers’ devices 
so they cannot spend excessive 
periods on them. 

 
Intuitive systems

Another key finding in our 
report was that workers feel 
overwhelmed by the sheer 
number of tasks and the volume 
of communication they are 
expected to deal with throughout 
the day. In the future, employees 
will be helped by simpler, more 
intuitive and more intelligent 
work systems that use employee 
data to provide a bespoke offering 
dependent on that individual’s 
needs and working habits. This 
could also extend to companies 
using this data to create a 
working environment and benefits 
package which best meets staff 
members’ individual needs.

The benefits of creating a 
“mindful workplace” include 
increased productivity and 
increased face-to-face 
communication. In many 
industries, such as the advertising 
sector where creativity is key, it 
also helps foster creative ideas by 
carving out thinking space for new 
and innovative concepts.

From a financial point of view, 
the economic analysis in our 
Future Workplace report showed 
that failing to adapt to a “mindful 
workplace” could cost British 
businesses up to £101bn over the 
next 10 to 15 years in recruitment 
fees and lost productivity due to 
dissatisfied employees leaving. 
For a 100-strong company, this 
would mean up to £2.2m being 

put at risk.
The CBI’s 2013 Health and 

Workplace Health Survey revealed 
that mental health conditions 
are the most widespread cause 
of long-term absence among 
UK workers. In the future, HR 
professionals will need to take 
greater steps to protect their 
employees’ mental health, in 
order to reduce staff absence 
and improve productivity. This 
will mean finding more ways to 
provide peace of mind, which 
will include providing a benefits 
package that contains as much 
reassurance as possible. Benefits 
like Income Protection, which 

gives employees a back-up plan if 
they can’t work due to unexpected 
illnesses or accidents, will be 
particularly effective.

The workplace is changing 
and becoming increasingly 
people-centric, so organisations 
competing for talent will need 
to be more supportive of their 
staff than ever before. Employers 
need to start taking action now to 
adapt effectively to this evolution. 
Our report showed that by taking 
advantage of the opportunities a 
“mindful workplace” can bring, 
HR professionals can increase 
communication and creativity in 
the workplace and improve staff 
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November 26, 2015 @ Hilton Hotel, Canary Wharf, London

Media Partner:

Conference Preview

Workplace Wellbeing 
& Stress Forum 2015
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Welcome to Workplace Wellbeing & Stress 2015

The Symposium Workplace Wellbeing and Stress Forum is our tenth major HR conference 
event of 2015. The day offers individuals within the industry the chance to uncover both the 
strategic and practical elements of implementing wellness programmes, build resilience and 
tackle stress amongst their employees, as well as discuss the business case for wellbeing and 
getting buy-in from their senior leadership.

The business case for caring for your workforce is irrefutable. Being seen as a caring 
orgainsation will build your business as an employer of choice, driving engagement, retention 
and productivity.

We look forward to welcoming you to the Hilton Hotel in London’s iconic Canary Wharf in November.

Hayley Griffin
Head of Conference Production, Symposium Events

09:00 Coffee and registration

09:30 Chair’s opening remarks

Neil Shah, chief executive, Stress Management 
Society

09:45 Improving the quality of working life

•	 Key findings and insights from the latest 
research 

•	 The impact of organisational change
•	 The pivotal role of line management
•	 Is new technology helping or hindering 

wellbeing?

Patrick Woodman, head of external affairs, 
Chartered Management Institute

10:10 Healthy workforce, healthy organisation: 
why wellbeing is business critical

•	 The wellbeing challenges that should be top of 
your action list.

•	 What are the organisations that hit their 
absence targest actually doing?

•	 What does the changing nature of the UK 
workforce mean for wellbeing approaches?

•	 How Simplyhealth and CIPD have put their 
research insights into practice in their 

organisations

Meesha Birch, employer marketing manager, 
Simplyhealth, and Jill Miller, research advisor, CIPD

10:35 Questions and discussion with speakers
10:45 Refreshments and networking

11:05 Practical implications of introducing a 
wellbeing culture within an organisation

•	 Looking at the why and how
•	 Making sure it’s sustainable
•	 Chamging the organisational culture
•	 Measuring the results

Evan Davidge, head of reward, UK wellbeing project 
leader, ARUP

11:30 The benefits of early intervention

•	 Benefits for employers and employees of taking 
a proactive position

Tim Jackson, head of marketing strategy, Unum

11:55 Questions and discussion with speakers
12:05 Lunch and networking
13:00 Let’s get active; yoga refresh

Conference programme

Workplace Wellbeing & Stress 2015 Preview
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Pippa Richardson, yoga instructor, Yogamatters

13:15 Knowledge share networking session

Round table discussions with your peers to share 
solutions to your key wellbeing challenges

Breakout session 1
13:55 Manager training; Common mental health 
conditions

•	 Awareness and strategies to tackle mental 
health difficulties

•	 Enabling managers to build resilience and look 
after their own stress

•	 Ensuring engagement at board level
•	 Changing culture across the whole organisation
•	 Helping get people iback to work faster

Alison McGregor, occupational health advisor, Eon 
UK

14:25 Building the business case for offering 
more proactive support to employees

•	 Getting top level engagement and building 
traction outside of HR

•	 Sparking a company-wide conversation on 
mental health

•	 Embedding practical support, identifying what 
works well and where the gaps are

•	 Providing mental health first aid training

14:55 Questions and discussion with speakers

Breakout session 2

13:55 Why invest in wellbeing?

•	 Integrating and maximising wellbeing
•	 Prevention, early intervention and treatment
•	 Creating wellbeing champions and ensuring 

longevity in wellbeing programmes

Michelle Haste, employee wellbeing manager, 
Gentoo Group

14:25 Development and implementation of a 
successful wellbeing programme

•	 Building the HR and wellbeing strategy
•	 Engaging colleagues and the business
•	 Wearables, new technology and the impact on 

wellbeing
•	 Outcomes, measures and ROI

Lee Crowley, head of health and wellbeing, personal 
and corporate banking, Barclays

14:55 Questions and discussion with speakers

15:25 Embedding mindfulness

15:50 Employers views on the Fit for Work Service

16:15 Questions and discussion with speakers

16:30  Chair’s closing remarks and end of 
conference

Profile of the Chair
 

Conference chairman, Neil Shah, is a leadin interbational expert on stress 
management and wellbeing issues. 

A highly engaging and inspiring motivational peaker and facilitator and an award-
winning serial entrepreneur, Neil has travelled the world to deliver his programmes 
and solutions.

Neil is the author of NLP: A Practical Guide (Icon Books) and The 10-Step Stress 
Solution (Random House), and is regularly featured in the media as a BBC stress 
expert or in newspapers and magazines such as The Daily Mail, The Telegraph, Men’s 
Health and Top Sante

www.symposium-events.co.uk
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Our expert speakers include:

Evan Davidge, head of reward, UK wellbeing project leader, ARUP

Evan is a seasoned reward professional with a breadth of experience largely gained in 
the armed forces, financial services, central government and professional services. 
Evan is currently a retained consultant for Arup, acting in the capacity of head of 
reward, UKMEA, and he is also the specialist thought leader globally. Evan has an MBA 
in Business Education Management and he is a Chartered Member of the CIPD.

Workplace Wellbeing & Stress 2015 Preview

Lee Crowley, head of health and wellbeing, Barclays

Jon is part of the global ER team within Barclays PLC and responsible for the 
development and implementation of the personal and corporate bank’s health and 
wellbeing programme – delivering across a colleague population of over 28,000 in 
the UK. Jon is also currently developing a global wellbeing portal and supporting the 
development of a global wellbeing team and agenda.

Patrick Woodman, head of external affairs, Chartered 
Management Institute

As head of external affairs, Patrick is responsible for CMI’s thought leadership 
research, providing topical insights into the latest management practice and developing 
practical recommendations to help managers tackle the challenges they face. Patrick 
has been the author or co-author of over a dozen CMI reports and regularly discusses 
CMI’s research findings and policy recommendations with the media.

Tim Jackson, head of marketing strategy, Unum

Tim is the head of marketing Strategy for Income Protection specialist, Unum. He is 
running Unum’s current campaign to raise awareness of income protection amongst 
the UK’s employees and employers. Before joining Unum in February 2011, Tim was a 
senior planner for integrated agency, Chemistry Communications, and has also worked 
for Diageo in both marketing and finance roles. 
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www.symposium-events.co.uk

Beth Ryder, employee wellbeing manager, Marks & Spencer

With a background in employee relations, engagement and implementing key people 
initiatives within M&S, Beth currently leads M&S’ award winning wellbeing strategy 
including its mental wellbeing programme. Beth also manages M&S EAP and 
contracted health services.

Dr. Jill Miller, research advisor, CIPD

Jill joined the CIPD in 2008. Her role is a combination of rigorous research and active 
engagement with academics and practitioners to inform projects and shape thinking.  
She frequently presents on key people management issues, leads discussions and 
workshops, and is invited to write for trade press as well as offer comment to national 
journalists, on radio and TV. She specialises in absence management, employee well-
being and the importance of promoting good mental health as well as physical health.

Michelle Haste, employee wellbeing manager, Gentoo Group 

Michelle is responsible for employee wellbeing at Gentoo and has been leading on this 
agenda for the last 3 years to raise awareness, educate, demonstrate and signpost staff 
to a number of health services and programmes to enable individuals to be happier, 
healthier and more engaged in life at both work and home. Their wellbeing programme 
has been recognised nationally as the 2014 Winner of Business in the Community 
Wellbeing and Engagement award. She is a member of both local and national steering 
groups: Sunderland Health Alliance and Public Health, Responsibility Deal; Health at 
Work.

Pippa Richardson, yoga instructor, Yogamatters

Pippa is the marketing manager at Yogamatters and a BWY trained yoga teacher. Her 
clear, focused approach on alignment honours the need for different approaches for 
individual structures. Her sessions aim to build strength and flexibility in both body and 
mind, encouraging the body to return to its natural state of ease and freedom. Pippa is 
based in London and teaches weekly hatha yoga classes, private 1-2-1’s and corporate 
classes.
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In today’s always 
switched-on and 
stressful working 

environment, it is rather 
easy to get caught up on 
the endless to-do lists 
and not take that step 
back to re-organise your 
thoughts and focus on 
individual wellbeing. 
Employees are the most 
valuable asset that any 
business has and it is 
imperative that they feel 
supported and engaged 
in their job functions if 
they, and the business, 
are to succeed.

Research conducted 
at the end of 2014 by 
MetLife Employee 
Benefits revealed that 57 
percent of respondents 
found their job stressful 
on a day-to-day basis, 
with 48 percent seeing 
their stress levels 
increasing within a year. 
As a result almost two-
fifths had considered 
quitting their jobs.

At the end of June 
the National Institute 
of Health and Care 
Excellence (NICE) made 
recommendations and 
published guidance, 
which has been backed 

by the NHS, to support 
employers in creating 
healthy workplaces that 
will boost productivity. 
The guidelines place 
a substantial onus on 
senior management to 
maintain a positive and 
healthy workplace and to 
lead by example.

So what measures 
and initiatives could 
organisations implement 
in order to support staff 
and have a positive 
effect on their individual 
wellbeing? And what 
benefits will businesses 
gain from these 
initiatives?

 
Supporting employees 
with internal wellbeing 
schemes 

The importance of 
nurturing staff and 
retaining talent has led 
to an increased focus 
on the need to balance 
work vs. wellness. 
Wellbeing includes but is 
not limited to providing 
employees with a health 
benefits package. 
Employee wellness 
must incorporate three 

elements: physical, 
mental and emotional 
support.

This could manifest 
in the form of a fitness 
centre, internal classes 
of restorative activities 
such as yoga or 
meditation and providing 
healthy food options, 
through to ensuring 
there is enough natural 
light in the office and 
someone on hand with 
whom to discuss any 
issues or concerns.

But as is the case with 
any new scheme within 
an organisation, they can 
be met with scepticism 
by employees and not 
receive an immediately 
high take-up. It is 
for this reason that 
employers must take the 
lead and be responsible 
for their staff’s 
wellbeing. Employers 
have a responsibility to 
ensure the wellbeing 
of their staff and, as 
indicated by NICE, 
managers and directors 
must be seen to be 
leading these initiatives 
from the top down. They 
need to be integrated 
right into the heart of 

JP Sahu 

How employers can 
contribute to staff 
wellbeing
As HR practitioners, we are responsible for the wellbeing of each 
person employed by our organisation. JP Sahu details the extent 
of this responsibility and offers advice for helping staff look after 
both their minds and bodies.

JP Sahu heads HR for the 
Europe region for Tech 
Mahindra,  a USD 3.7 
billion Global IT Services 
Company.

JP has 18 years 
of experience in 
various leadership 
roles in consulting, 
business development, 
marketing  and HR in 
different multinational 
organisations. He loves to 
drive initiatives to bring 
in positive changes and is 
a proponent of everyday 
innovation.

JP is an alumnus of IIM 
Bangalore, India. Outside 
of work JP like to teach 
and mentor youngsters.
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the organisation’s structure so 
that support across the business 
– from management, to IT, to HR 
– can be seen. By helping staff 
in embracing these schemes, 
they have been proven to lead to 
greater success rates across the 
globe – as we have seen first-
hand.

At Tech Mahindra we take 
the wellness of our employees, 
stakeholders and customers 
very seriously and believe that 
wellness comes before business. 
As a global organisation it could 
have been difficult to set up a 
wellness scheme that reached all 
employees and met their needs. 
After all, the schemes need to be 
accessible for it to be successful. 
However, throughout the years 
we have developed a ‘Wealth of 
Wellness’ (WoW) scheme and 
portal.

We have transitioned from 
providing health offerings on a 
needs basis to offering a wide 
array of wellness programmes 
with leadership buy-in and 
messaging, infrastructure and 
wellness policies and practices 
converging to fulfil our goals. 
For example, at some of our 
large office sites we have gyms 
and indoor games facilities with 
instructors and an online portal 
which contains not only tools 
such as a BMI calculator but also 
articles and videos on nutrition, 
possible syndromes, benefits of 
various practices such as Yoga.

Research from Aon Hewitt 
showed that 25 percent of US 
companies have now launched 
stress reduction initiatives – and 
one recent study on a company 
initiative found that stress levels 
in employees were reduced by a 
third after just one hour of yoga 
a week. The benefits of yoga 
in particular are invaluable to 
organisations as they look for 
ways to support their staff and 
find the balance between work 
and wellbeing. The resulting 
positive impact of these 
initiatives, among others, includes 
greater employee productivity, 

engagement and decision 
making.

On 21st June it was the 
International Day of Yoga and 
as part of this celebration there 
was a day of yoga activities and 
classes held at the South Bank 
in London. In supporting this 
initiative, we organised a series of 
yoga sessions for all employees 
and are continuing to offer special 
sessions at our customer sites 
to globally promote the message 
stating the importance of a 
healthy body and mind.

 
Reaping the business benefits 

While, on the surface, wellness 
programmes may seem to 
primarily benefit the employee, 
the business could also reap a 
multitude of benefits. Fit and 
healthy employees not only 
handle stress more effectively 
but also have higher levels 
of productivity and can work 
through the decision making 
process more efficiently. This 
leads to increased sales and 
customer satisfaction, all while 
the employee is feeling motivated 
and engaged in their job function 
and within the 
organisation. 
This then reduces 
the risk of the employee 
leaving the business, 
resulting in higher 
talent retention and 
potentially less 
recruitment 
costs. Also a 
healthy body and a conditioned 
mind enables better 
concentration and therefore 
relevant outcomes.

By having a healthy and 
engaged workforce, organisations 
could expect to see a reduction 
in absenteeism and healthcare 
costs – a 2014 Harvard Business 
Review study found that out of 
20 companies analysed, the 
average annual health care 
cost increased by just one or 
two percent for companies with 

wellness programmes, compared 
to the national average of seven 
percent. There are demonstrable 
improvements in positivity, 
productivity and loyalty to the 
company. The Principal Financial 
Well-Being Index survey states 
that 26 percent miss fewer days of 
work and 40 percent of employees 
say they want to work harder 
and perform better following 
the participation in wellness 
initiatives and programmes. 
There would also be a decrease in 
associated healthcare costs.

Ultimately, all businesses – 
whether they are an SME or a 
multinational – should look at 
the measures they currently 
have in place to support 
employee wellness. Employers 
have a responsibility to provide 
employees with support, guidance 
and the ability to relieve some 
of the stress they feel from their 
jobs. Employees are at the heart 
of any organisation and keep the 
cogs turning on a day-to-day 
basis. By demonstrating that 
you care about their individual 
wellbeing they will perform 
better in their job roles. After 
all, a happy employee equals a 
productive employee.



22

Laura Morrissey 

Improve the cohesion of 
your team with your state 
of mind

“You can be miserable 
in paradise or happy in 
adversity.”

So claims the so 
called happiest 
man in the world 

Matthieu Ricard. 
Ricard; a Frenchman, a 
scientist and Buddhist 
monk resides in a 
Nepal monastery 
has written several 
books on the topics of 
happiness, altruism and 
enlightenment. Most of 
his advice we can relate 
to the working world 
and learning to be happy 
and successful in our 
careers and day-to-day 
lives without the need 
to go entirely lama-la 
tenpa (dedication to the 
Guru).

Instead, take simple 
steps to retrain the mind 
to feel calmer and regain 
some real focus through 
mindfulness. It may be 
somewhat of a buzzword 
lately, but mindfulness 
is more than something 
you should view 
as another phase. 
Mindfulness leads to 
compassion, and to have 
compassion for others 
is an important part of 

finding inner happiness.
In the workplace, 

particularly for those 
leading a team or trying 
to advance their career, 
taking small steps to 
take care of your own 
wellbeing and those 
in your team around 
you, will help you to 
be more effective in 
your work. A leader 
that is not mindful 
is more likely to be 
impatient, bad tempered 
and demotivating. A 
person that is trying to 
accomplish a stressful 
task will become 
much more stressed 
if they don’t practice 
mindfulness. Practicing 
mindfulness better 
equips a person for 
stress and for working 
with others in a team 
environment.

A common myth about 
mindfulness is that it is 
time consuming. In fact, 
it is more about altering 
habits and thinking 
practices than a specific 
activity. Taking time out 
can be a part of it, but 
it is not all about that. 
Becoming mindful will 
mean the mindfulness 
is constantly there 

with you, not just when 
you are alone. Here 
are some of the ways 
that you can start to 
introduce self-care into 
your daily routine.

 
You don’t have to be 
forever flexible

Working hours are more 
flexible and fluid than 
before and technology 
means we can be 
contacted more or less 
whenever. This means 
we are often trying to 
multi-task instead of 
allowing ourselves time 
to think and get focused. 
This is particularly 
true first thing in the 
morning, which ties into 
how waking up half an 
hour earlier, having a 
slow breakfast, reading 
the paper, listening to 
music etc. can put you 
in a better place; ready 
to start the day and 
whatever it demands of 
you.

 
Actually breathe

Most of us only use the 
top third of our lung 

Mindfulness is all the rage this year but the process can 
sometimes seem intimidating and unclear. Laura Morrissey 
reveals the secrets and benefits of mindful thinking.

Laura Morrissey is a 
writer for Everything Disc. 
She shares tips for both 
employers and employees 
in working to the best 
of their ability together. 
Her specialist areas are 
motivation and team 
building.
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capacity often taking quick and 
shallow breaths. Most oxygen 
however is actually inhabiting 
the bottom third of our lungs. 
Slow breathing down at certain 
points of the day as to gain more 
awareness of everything that is 
around.

 
In the know

Particularly if you are in a position 
of authority, there can be endless 
things going on in the workplace 
that you could be involved in on 
any single day. Although this is 
interesting and, depending on 
your character, you may love 
being busy; but this can mean 
your thinking becomes erratic. 
Ask yourself every day ‘What 
exactly is on the agenda?’ to 

focus your attentions. If you don’t 
know this then you aren’t in a 
calm state, mindful of what your 
responsibilities are.

If you are leading a team you 
also have others to think of. For 
team cohesion purposes, make 
sure you know and they know 
what they need to be doing. Plus 
you are more likely to be able to 
offer sound guidance and advice 
if you are in a focused frame of 
mind.

 
At the end of the day

When it comes down to it, your 
state of mind is largely down to 
you and you alone. Yes, the idiotic 
or irritating behavior can have its 
effects, especially if working in 
a team of people. Look at it the 

other way, if you are a leader then 
you too have an impact on the 
days of others. Look for ways to 
improve team building and team 
cohesion and you will engage 
others. If you are in the mind 
frame to do good work, you can 
help them to be as well.
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While mental conditions such as depression will affect one in four 
of us across a lifetime, there is still a stigma attached to them 
that often acts as a barrier to healthy conversation. Dave Clemens 
offers advice on how to talk to employees who may be suffering.

Dave Clemens is a senior 
writer for Rapid Learning 
Institute and writes The 
HR Café Blog. His work 
has appeared in The 
Associated Press, World 
Press Review, and in 
several human resources, 
employment law, and 
business newsletters. You 
can connect with Dave via 
Twitter @TheHRCafe.

Dave Clemens 

The best way to talk 
to employees with 
depression

Helpful things to say to someone suffering from depression

• “You matter.” A clinically depressed person will often harbor major 

doubts about his or her self-worth

• “I/we recognize this is a real problem.” Depression may make sufferers 

feel they’re “going crazy,” especially if they haven’t been medically 

diagnosed yet. That feeling just compounds the problem 

• “I/we will do my/our best to understand.” Note that you’re not saying, “I 

understand.” Someone who doesn’t suffer from depression may not in fact 

understand, and even if you do, your experience may be different from that 

of the employee. But the empathy inherent in “trying to understand” helps 

the person feel they’re being heard 

• “There is hope.” The depressed person desperately needs reassurance 

that he or she can survive the condition. They may not be able to summon 

up much optimism themselves, but a colleague or manager’s heartfelt 

statement of hope can make a big difference 

• “Let us help.” Unlike the examples above, this is something that 

should be said only by managers or HR. Any help offered by rank-and-file 

employees is likely to be amateurish and off-point. But as an organisation, 

you may have resources – an Employee Assistance Programme, psychiatric 

referrals, job accommodation – that will benefit the depressed person.
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Acompany with, say, 100 
employees, is statistically 
likely to have about seven 

who suffer from some kind of 
depressive disorder. If your 
organisation is like most, the 
majority of your employees – 
including managers – will have 
no clear idea of how to talk about 
mental health to colleagues who 
are clinically depressed or suffer 
high levels of anxiety.

Now, not every depressed 
person discloses his or her 
condition to employers or co-
workers. There’s still enough of a 
stigma around mental ill-health 
to deter a lot of people from self-
revelation. 
But if you are aware that an 
employee has this particular 
mental health problem, it helps to 
know some appropriate phrases 
you can use when talking to them.

 
Helpful things to say

 
The list overleaf of things 
that HR, line managers, and 
even co-workers, can say, 
will facilitate conversations 
with the person suffering 
with depression and 
avoid exacerbating their 
symptoms further. Using 
these formulations will also 
ease any discussions you 
may need to have about job 
accommodations under disability 
laws.

 
The no nos 

It’s also important to avoid saying 
certain things to employees 
with depression, such as these 
unhelpful phrases:

•	 Stop feeling sorry for yourself 

•	 Depression is only a state of 
mind 

•	 Try not to be so depressed 

•	 You need to want to get better 

•	 I know how you feel. I was 
pretty depressed myself when 
(insert some unpleasant 
experience) 

•	 It’s not always about you 

Telling people such things doesn’t 
do a thing to help them, and 
may make them sorry they ever 
disclosed their condition. 

 
Evaluating performance

To be sure, choosing sensitive 
ways to speak to employees with 

depression doesn’t mean you 
can’t critique their performance 
or behavior. If it looks as if 
depression is causing somebody 
to fail on the job – or their 
condition is affecting the morale 
of co-workers – the person’s 
manager needs to intervene.

Don’t start that conversation by 
referencing depression, however. 
Because depression may qualify 
as a disability under federal or 
state disability law, you can get 
into trouble by assuming an 
employee has the condition – or, 
if they’ve told you they do, by 

assuming it’s their depression 
that is causing the problems.

Instead, describe the 
behavioral or performance 
deficiencies that have become an 
issue, and ask what they think is 
going on. The manager’s side of 
that conversation might sound 
something like this: “You’ve 
had a good record of meeting 
project deadlines most of the 
time you’ve been with us. I’ve 
always appreciated that. But in 
the last six months, I’ve noticed 
that you missed due dates on four 
occasions. Is there something 
happening with you that is getting 
in the way of meeting deadlines?”

If they say depression is indeed 
affecting their work, it’s time to 
refer them to a mental health 
professional and/or to discuss 

possible work accommodations 
that might help them behave 

or perform better.
If, however, a person 

with depression continues 
to stuggle in their role, 
even after the appropriate 
managerial intervention(s), 
you’re entitled to put 
them on the same kind 
of performance plan – or 
impose the same level of 
discipline – that you would 

apply to a non-depressed 
employee with similar 

problems with performance.

 
A supportive envioronment

Depression isn’t like a broken 
arm or a case of the flu. It may 
take the person years to get 
better, and there’s not necessarily 
a “cure.” For some sufferers, 
managing their depression is the 
best they can hope for. 

As the employer of a person 
with such a condition, you can’t fix 
their depression. But you can help 
ensure that the organisational 
environment is as supportive of 
them as possible. Responding 
to them in a helpful way – and 
teaching their colleagues how to 
do so – is a big part of that.
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A recent study by  
relationship  
charity, Relate, 

has revealed that four 
in 10 people have no 
close friends at work at 
all, despite most work-
ers having much more 
contact with their boss 
and colleagues than 
with their own friends or 
close family. At the same 
time, workplace stress 
is rapidly increasing, 
with new research from 
Towers Watson revealing 
that 57 percent of  
employees experience 
high levels of stress 
at work. This begs the 
question; if people have 
no one to turn to in times 
of immense pressure, 
will loneliness become 
the next ticking time-
bomb in the workplace?

Relationships are key 
to getting people through 
tough times and, with 
stress being the main 
cause of absence from 
the workplace, it’s more 
important than ever that 
people feel supported by 
their employer.  
Organisations can play 
a big role in making 
the workplace a more 

productive, engaged and 
happy place to be. So 
what are the key points 
to consider when  
addressing the ever 
growing issue of  
loneliness in the  
workplace?

 
Respect the individual’s 
choice

In some cases, people 
withdraw at work be-
cause they are  
depressed, anxious or 
stressed and this needs 
to quickly be addressed 
by the employer. In many 
instances, however, 
people actually choose 
to be alone and aren’t 
necessarily unhappy, it’s 
simply in their  
personality type to be 
quiet and subdued. 
Therefore, it’s  
important for line  
managers and HR  
departments to  
understand what their 
workforce wants and 
identify whether an 
employee is pulling away 
from social activities 
willingly or going into an 
unhealthy zone of  

isolation whereby they 
would benefit from an 
intervention and extra 
support from the  
business. This applies to 
managers and peers in 
particular, who, because 
they work so closely with 
colleagues, should hold 
ultimate responsibility 
for recognising whether 
a staff member  
withdrawing from social 
activity is abnormal or 
out of character and 
draw on support from 
the HR department as 
and when it is needed.

 
Build a support network 

Organisations must 
ensure that they have a 
good support system in 
place that is easily  
accessible for  
employees when they 
may be feeling lonely 
and ‘out of sorts’. After 
all, in a busy working 
environment it can be 
difficult for voices to be 
heard and therefore hard 
for people to express to 
their colleagues when 
they’re feeling low and 
alone. Employee  

Jayne Carrington is 
managing director of 
Right Management 
Workplace Wellness. 
She has worked 
within the health and 
wellbeing industry in 
a number of diverse 
roles including general/
clinical management, 
sales and marketing 
and research and 
development and  
latterly executive 
positions.

Joining Right 
Management in 1996, 
Jayne has a personal 
commitment to 
ensuring that Right 
Management provides 
the highest standards 
of client and customer 
care.

We spend most of our adult lives at work but many people don’t 
make friends in the workplace. Jayne Carrington examines how 
social bonds can increase wellbeing and productivity.

Jayne Carrington 

Loneliness in the 
workplace: how can we 
address it?
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assistance programmes and 
strong occupational health  
departments can work really well, 
and even simply creating a caring 
culture of trust and confidentiality 
will help employees to feel  
comfortable talking to their  
manager about problems and  
ensure that they do not feel alone.

 
Create a culture

While it is important to remem-
ber that it is the workplace, not a 
social club, the BITC’s Workwell 
model highlights the need for 
collaboration. Employers have an 
important role to play in creating 
an environment where  
employees can make healthy 
lifestyle choices, but employees 
must take responsibility for their 
own health and wellbeing too. The 
current pace of work often means 
that there’s not a lot of time to 
socialise, however organisations 
do need to create a fun culture 
in order for employees to feel 
engaged and this can be done by 
making sure there is a good bal-
ance of social events and every 
day work.

 
Do we really need ‘friends’ in the 
workplace?

Having a friend in the workplace 
can help in times of stress when 
an employee may feel like they 

can’t turn to their manager for 
support. In some environments 
however, having a friend at 
work can be perceived as 
unprofessional, there-
fore it is not so easy 
to socialise. This can 
become increasingly 
the case for more 
senior individuals 
who may feel it inap-
propriate to have friends 
at work and so avoid social  
situations in order to 
maintain their profes-
sional image. In  
certain workplac- es, like call  
centres for example, social  
activity is encouraged so it’s 
easier to make friends. Ultimately 
it depends on the culture of the 
organisation as to how much an 
individual can forge friendships 
at work, but nevertheless, it is 
important to build relationships 
whereby colleagues can support 
each other.

 
The future working landscape 
and loneliness

The changing landscape at work 
means that the concept of a good 
work-life balance has altered. The 
growth of technology in particular 
gives us the opportunity to work 
differently, moving us away from 
the traditional 9-5 working hours 
and enabling us to work in  
different ways, such as on the 
go or at home. However, it also 
presents a new ‘work-life  
integration’ which can be  
challenging to individuals,  
particularly carers and parents, 

who have other responsibilities 
and therefore less time to put 

in extra hours. This means 
that businesses have to 

help people to find out how they 
work best to help keep them en-
gaged and  
productive. For example, while 
working from home can help 
some employees work more pro-
ductively, some people might find 
it a lonely experience and  
therefore feel detached from  
colleagues and workplace life.

At the same time, there is also 
a trend towards an increase in 
part-time employees, with the 
latest REC/KPMG Report on Jobs 
revealing that demand for both 
permanent and temporary  
employees rose strongly  
during August. When employees 
are part-time, or temporary, they 
are less likely to want to make 
friends in the workplace as their 
priority will be to get through 
their workload in the fixed hours 
that they work.

It is important that companies 
recognise that one size does not 
necessarilyfit all, so they need 
to help employees find the right 
balance that suits them, whilst 
ensuring it also meets the needs 
of the business. While some 
employees want to come to work 
to simply do their job, others may 
feel the need to have a strong 
group of peers in the workplace. 
Being respectful of individual 
needs will put employers in a 
good position to form a resil-
ient, productive, willing and able 
workforce that will help drive the 
business forward both now and in 
the future.
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Kenneth Freeman 

Help your workers beat 
the afternoon slump

Anyone who has 
worked in an 
office is very likely 

to have experienced 
that unwanted lull in 
the afternoon, where 
your eyes start to close 
slightly, emails take 
longer to read and you 
find yourself drifting off 
in meetings. Common 
ways to counteract these 
feelings may include 
eating something sweet 
for a sugar hit, taking a 
brief walk or even having 
a large cup of coffee (if 
you don’t mind being 
kept awake all night!). 
However, research has 
found that by introducing 
plants into the office, 
we can reverse these 
effects, without having to 
reach for the biscuit tin.

According to NHS 
research, the most 
common time for this 
‘afternoon slump’ is 
2.16pm, when workers 
will experience the 
greatest lack in 
concentration and drop 
in productivity. Some 
offices, like Red Bull, 
have set up installations 
such as ping pong 
tables that serve as a 

distraction at moments 
like this, breaking the 
potential monotony 
of being deskbound 
throughout the working 
day. After all, if the 
‘slump’ is sustained 
and significant, it will 
not only be detrimental 
to the employee’s own 
work output but have 
a direct impact on 
the business’ overall 
productivity, especially 
if it’s a small company 
relying on a small 
number of employees.

 
The science behind the 
slump 

The cause of these 
afternoon feelings is a 
rise in carbon dioxide 
(CO2) levels throughout 
the day in the office. The 
primary source of indoor 
CO2 is humans. Typical 
outdoor concentrations 
are around 380ppm 
(parts per million) 
but this can increase 
to several thousand 
indoors, over the course 
of one day. Whilst these 
levels of CO2 are not 
dangerous to health, 

they can have an impact 
on concentration, as 
demonstrated by a 
study conducted by 
the Berkeley National 
Laboratory showing a 
correlation between 
high CO2 levels and 
diminished decision 
making performance.

With the above in 
mind, it’s time to stop 
thinking of plants as 
simply being part of the 
decor in an office and 
only adding aesthetic 
value to a business. 
There’s growing 
recognition of the more 
tangible benefits of 
having green in your 
workplace, including the 
positive effect this can 
have on concentration 
and productivity. 
Indoor air can be as 
polluted, and in some 

Post-lunch fatigue can really damage workplace productivity. 
Kenneth Freeman, head of innovation at Ambius, discusses a very 
natural remedy to the unwanted office lull.
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case even more polluted than 
outdoor air, thanks to external 
pollutants diffusing into the office 
environment and combining 
with levels of exhalation and 
office dust – all of which work to 
increase CO2 in the air. Plants 
have been shown to absorb and 
degrade all types of urban air 
pollutants as well as replenish 
the levels of oxygen (O2) in the 
air through photosynthesis. The 
result is two complementary ways 
of refreshing the air – removing 
CO2 and boosting O2 levels. 
Some may argue that ventilation 
systems act in the same way 
but, while the advantage of 
these systems is to remove 
excess CO2, they don’t have the 
capability of actively increasing 
O2 levels. Using plants also has 
the added cost benefit of resulting 
in ventilation systems being 
used less, thus saving a certain 
amount of energy and reducing 
energy related greenhouse gas 
emissions.

 
Natural surroundings 

Research conducted in Sydney 
by Margaret Burchett backs up 
this theory, and shows that, in 
offices with plants, CO2 levels 
were reduced by 10 percent 
in air conditioned buildings 
and by 25 percent in non-air 
conditioned ones, compared to 
the equivalent offices without 
plants. By reducing CO2 levels 
in the building - especially in 
the afternoon when they are 
known to have naturally risen, 
concentration - creativity and 
performance levels are more 
likely to increase in workers, 
allowing them to be more 
productive in the office for longer 
periods of the day. This seems 
like a much more cost-effective 
solution for office managers - 
rather than installing a slide in 
the middle of the office - and a 
healthier solution for workers; no 
more rushes to the biscuit tin or 
coffee pot.

Working in the city does not 
mean we lose our innate need 
for links with nature. As humans, 
we have an instinctive affiliation 
with the natural world and if 
we are granted this, whether 
this means being located near a 
window with a landscape view, or 
having a pot plant on our desk, we 
tend to feel calmer and happier. 
Creating a healthy and nature-
connected working environment 
can pay huge dividends in terms 
of productivity, engagement and 
wellbeing.




