1 MINDFUL EMPLOYER is run by WorkWAYS, a service of Devon Partnership NHS Trust.

Let us open Pandora’s Box  !!

A little potted history ~ national and Kent
It provides easier access to information and local support for employers in recruiting and retaining staff who experience harmful levels of stress, anxiety, depression or other mental health problems.

It began as a local initiative in Exeter in October 2004 and has since spread across the UK and is in touch with over 800 employers and a large number of supporting organisations.

It’s completely voluntary with a distinct emphasis on supporting employers. It is not, nor should it be promoted as a target or policy. 

Six months after Richard started ME I heard about it, called him up and asked if we could emulate the initiative here in Kent.  At that time, very early days, Richard said yes, as long as we name-checked Workways.

In 2005 I had a go at running a local Mindful Employer Conference, in Canterbury:  Business Link Kent, KCC and the Primary Care Trust helped with promotions; Canterbury Christchurch College gave us a huge space, free; Pfizers paid for all hospitality.  We managed to get about 60 businesses to ‘virtually’ start a network, but all they wanted was to be part of an email group that I would send information to.
I did that for about six months and only had a reply, once, from on business.  There was no feedback or two-way process.  Clearly, mental health was a taboo subject and not many people really wanted to engage.
I have persevered over the years and with the help of Business Link Kent I have contributed to their  “Hot Topics” Business Monitor, attending some training sessions with a speaking slot at the end, slowly introducing the language of ‘mental wellbeing’ into business communities.

I realised pretty soon that words like ‘mental health’ were not helpful.  But mental wellbeing was slightly more acceptable ~ especially when used in sentences like “sickness absence due to stress”.
Because of the Health Work and Wellbeing initiatives the subject is more easily digestible.  Those initiatives are driven by Business, and now championed by Government with Dame Carol Black’s review of the working age population where the common language of mental wellbeing is well and truly embedded.
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There are 4 key principles underlying the Mindful Employer ethos: 

By Employers For Employers

MINDFUL EMPLOYER is about increasing people’s awareness of mental health

Helping you deliver your business, providing support networks and information, and making it healthier to talk about mental health or mental wellbeing
Good Practices not Great Promises

MINDFUL EMPLOYER is concerned with helping you in recruiting and retaining valued and talented members of staff. 
It is completely voluntary and will support you as an employer to work towards putting certain principles in to practice in ways which are sensible, achievable and realistic.
Adapted and Adopted
You are the expert on your business. MINDFUL EMPLOYER will support you in adapting its principles within your own policies, structure and culture, adopting them for the longer-term benefit of your staff. 

Safe People not Scary Places
There are lots of stats out there ~ “52% of people with a psychiatric history have concealed this fact from their employer for fear of losing their job; 92 per cent of the British public believes that admitting to having a mental illness would damage someone's career (YouGov.plc); only 16% of SE SME’s would be confident in recruiting someone whose work history included absence due to work-related stress.

Mental ill health remains an area of fear and stigma for many. By being a MINDFUL EMPLOYER you will demonstrate that you are willing to enable disclosure of mental ill health to take place without fear of rejection or prejudice. 

This will take time. Changing attitudes and cultural expectations does not happen quickly and the principles of the initiative are ones which we hope employers will work towards and implement within the normal policies and practices of their company.

I can give two examples of change in attitude:  
· I was delivering some Mindful Employer training, off the back of a Business Link training session.  A Manager from a manufacturing company came up to me and said “I know I shouldn’t say this, but if a bloke disclosed mental health issues on his application form, it would go in the bin”. I just looked at him and asked “have you thought that this man might have had a double bereavement, and is only now just getting his life back on track, or attempting to.  And you are stopping him from living his life again”  His demeanour changed, he became thoughtful, something had resonated with him, and he said “I won’t promise anything, but I’ll take your information” …..
· Second, this is not my story, not from Kent but a Mindful Employer associate in Swindon.  It was from a lady who spoke at his conference.    She had occasion to phone in sick.  She couldn’t come in today.  Her manager called her, aggravated, and asked why?  She said “I just can’t”.  He pressed her.  She told him “because my goldfish has died”.      ~      The manager was extremely perplexed  “why can’t you bury it in the garden, flush it down the loo, like anyone else?” and she told him:  “Because it was the last thing I bought my son before he died” ~ the manager completely folded.  What could he do?
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So what can MINDFUL EMPLOYER actually do? 
Lists can (unintentionally) be quite limiting but here are some examples of what MINDFUL EMPLOYER provides.

Easily accessible info and resources: go to the Mindful Employer or KentMindfulEmployer website for up to date information, 
· for example we link items like the HSE Management Competencies Framework which give expectations of employers around stress in the workplace

· legal issues around definition of disability, reasonable adjustments

· various downloadable guides

· training information

· conferences that may be relevant to Health Work and Wellbeing

· personal stories and details of news and events
Signposting to supporting agencies: you will find national and local businesses that provide 
· support services around motivation and retention of staff

· health and safety guidance

· legal processes
· JobCentrePlus  information ~ The support they offer can vary from financial help; training recruits who do not have necessary experience;  practical advice on making reasonable workplace adjustments and help to retain staff who become disabled. 
These are some of the things you can access:
· £1000 cash back on your new recruit – payable by Jobcentre Plus to your business, whenever you recruit someone who has been claiming Jobseekers Allowance for six months or more. 
· Work trials – offer employers a risk-free way to try out a potential employee for up to 30 days at no cost to the business
· Access to Work – offers support for employers and individuals to help them return to, or stay in work. 
· The Job Introduction Scheme – offers a weekly grant to employers to help with employment cost for the first few weeks of employing a disabled person.     

· Train to Gain – offers employers in England the opportunity to develop the skills of their workforce with help from the Learning and Skills Council. 
Links to other employers:  once networks are established you have access to people who have already been through some issues, whether that is a training issue, recruitment or retention problem

Training in mental health awareness:  there are many providers, public, private and third sector.  We can signpost you to a provider and if you join up with other employers and share the cost, it will be negligible compared to going it alone; 

Access to job retention services:  again, there will be Vocational Advisor roles within a number of private, third sector and public sector bodies.

The issue might entail drawing up a wellness in work plan, which is employee-centred:  written with their needs in mind and, if those needs are reasonable, with your and their actions agreed.  This need not be onerous to the employer: being mindful of mental health means reciprocity:  of the employee and employer.  Allow the employee to recognise their responsibilities whilst you recognise yours.

Local Employer Networks:  here is the crux, this is my big ask for today.   Networks will offer up the opportunity to share best practice, training and awareness opportunities.  All meetings are driven by the businesses needs: 

· you will decide the agenda, the topic most pressing for you ~ it could be absenteeism, which is very different from sickness/absence:  ok, we know a person is not ‘sick’ but they just don’t turn up, what to do? It might be alcoholism/substance misuse, a debt problem, a teenage child stealing from their purse to pay for a ‘habit’, domestic abuse ~ is it or isn’t it?  We have to ask the question. discuss topics for future.  A lot of time should be given over to people exploring what they would like to cover in the coming meetings:  eg training, Access to Work and other JobCentrePlus initiatives; Depression; Stress management, debt management,  the Disability Discrimination Act and what it means to you ~ do you want to invite a speaker etc etc
· Set a date, time and venue at each meeting:  we only need a cup of tea !!  Each meeting to be about 1½ - 2 hours long, about every three months.  Again, you decide.  It might be more frequently if there are considerable issues to share and discuss
Practical Hands on support:  I am here, in Kent to offer information advice and guidance and look forward to working with you while you explore your own needs:  
This takes courage on your part.   Some of your issues may be particularly difficult to face up to 
· eg if continued high absence is not due to personal issues, might it point towards systemic dysfunction in your workplace

· or,  it might be difficult for you, personally, to deal with the very real emotional issues of your staff. 

· Real pain is experienced when it starts to hit your bottom line, losing experienced staff, real people, who are walking out the door.  Representing not just a recruitment and training cost, but loss of vital local knowledge and expertise in your field.    Why?
To actually start a dialogue, to speak about it, helps.  It is a strong and courageous start.
4 One element of the initiative is the Charter for Employers who are Positive About Mental Health. 
The Charter contains a set of aspirations about employing people, or retaining people, with mental health issues – it’s different from Investors in People, Disability Symbol, Chartermark which are awarded when you can show everything’s in place. 
It recognises that employers won’t necessarily have things right – yes there’ll be some good practice but there’ll be areas for improvement. Signing up to the Charter shows that an employer is aspiring to work towards the standards and principles.
By signing the Charter, employers are able to use the Mindful Employer logo on job adverts, letterheads, and make links on the website 
An employer can be involved in MINDFUL EMPLOYER without signing the Charter ~ again, working towards is equally if not more important.  We see the Charter as just the icing on the cake.

Nationally, there are currently 535 employer signatories ~ representing over 830,000 employees.

There is an administration fee for signing the Charter.

Each signatory is reviewed after two years and then every 3 years – the review is supportive and provides employers with an opportunity to review their progress and provide evidence. There is an administration fee payable for each review

There are also occasional training events and work has been done to increase understanding between GPs and employers.

MINDFUL EMPLOYER is also influencing and involved in national employer engagement and support issues and developing broader policies.  
.
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So just to recap…

Mindful Employer is voluntary 
Open to any employer in the UK: small, medium or large, public, private or voluntary sector. 
When delivering the Mindful message, I have heard other people say, when giving the business case:  “it’s not just about ‘being nice’, it makes good business sensse”  ~  but, you know, they are missing the point.

It’s all about ‘being nice’ ~ it is a human given to give and receive kindness.  We respond to kindness, we react to unkindness.  Wellbeing = productivity = profitability.

It’s also heralding a revolution:  the great British public, represented by SME’s who employ over 90% of Britains workforce, needs to evolve.

If we become Mindful ~  our communities will recognise your ‘business dream’ as something they can contribute to and benefit from.
