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Talent exodus 
on the horizon?

• 41% of workers are 
considering quitting or 
changing progressions this 
year (Microsoft survey of 
over 30,000 global workers)

• The cost of additional staff 
turnover in the UK and 
Ireland over the next 12 
months could cost the 
economy an estimated 
£16.958 billion – equating to 
£10,076 per business

Reasons for resignations

Based on 500 HR decision makers and 2,002 workers in the UK and Republic of Ireland.



What employees value

• 52% of employees would choose a company that cared about their 
wellbeing over a company that pays 10% more  (Reward Gateway 
report, 2019)

• 86% of Millennials would take a pay cut to work for a company 
whose mission aligns with their own (Glassdoor, 2017)

• More than half (54%) of employees surveyed from around the world 
would consider leaving their job post-COVID-19 pandemic if they are 
not afforded some form of flexibility in where and when they work 
(EY 2021 Work Reimagined Employee Survey)



Current picture 
in relation to our 
mental health

• 41% of millennials 46% of 
Gen Zs shared that they feel 
stressed or anxious ‘most’ or 
‘all of the time’ and 48% 
report feeling more stressed 
since the start of the 
pandemic

• 47-49% of millennials and 
Gen Zs who have taken time 
off work for mental health 
reasons have given their 
employer a different reason 
for this absence 



Causes of 
mental ill health

• Main cause of work-related 
stress, depression or anxiety 
was workload, in particular 
tight deadlines, too much work 
or too much pressure or 
responsibility. 

• Working hours increased by 
12.5 hours per week over the 
last year

• 57% of mental ill health at 
work is caused by excessive 
work demands for those 
working from home, compared 
to 46% of those attending a 
workplace a normal amount

Analysis of mental ill-health cases reported to the GP network 
according to precipitating event



Health and well-
being in 
organizations
• An encouraging fall in the proportion 

who report their organization is 
‘much more reactive than proactive’ 
(27%, down from 41% last year) 

• A smaller increase in the proportion 
that have a formal wellbeing strategy 
(50%, up from 44% in 2020)

• Three-quarters (75%) of respondents 
believe that senior leaders have 
employee wellbeing on their agenda, 
up from 61% last year

• Two-thirds (67%) report that line 
managers are bought in to the 
importance of wellbeing, up from 
58% last year.



The case for 
well-being strategy

• Organisations with a 
standalone well-being 
strategy are more likely to 
take a holistic approach 
compared with those without 
one

• Largest returns focus on 
screening individuals to 
provide targeted, early-stage 
support to prevent their 
mental condition from 
worsening, and on providing 
training, both universally and 
to small groups.



Line management impact on wellbeing

• Line managers have four times the impact of any wellbeing intervention.

• They are one of the most critical aspects of supporting employee mental 
health

• ‘Employers want to do the right thing but line managers lack the training, 
skills or confidence required to effectively support others at a very basic 
level.’ Thriving at Work: Farmer/Stevenson report 2017

• 62% of line managers are not receiving enough help from their 
organisation to support the mental wellbeing of their staff

• Only 31% of respondents said they feel they have been sufficiently trained 
to recognise the signs of poor mental health in their direct reports



ISO 45003:
Guidelines for managing psychosocial risks

• First global standard giving practical guidance on managing 
psychological health in the workplace. 

• Links to ISO 45001 – Occupational Health and Safety Standard

• Systematic approach to managing psychosocial risk

• Psychosocial risk refers to intangible hazards in a workplace that 
have the potential to cause mental, emotional, or psychological 
harm



Mental health continuum

Optimum wellbeing

Minimum wellbeing

No clinical diagnosis /
Mentally well 

Mental Illness / 
Full diagnosis Promote thriving

Prevent further harm

Protect against risk
FLOURISHING

LANGUISHING

MANAGED WELLNESS

MENTAL DISORDER
Mitigate illness



Psychosocial Hazards



Risk assessment 
process

• 1. Identifying the 
psychological hazards and 
primary risk factors

• 2. Assessing the risks to 
determine what changes can 
be made

• 3. Mitigating and controlling 
the risks

• 4. Review control measures



Psychosocial risk assessment surveys

• Bespoke/modular risk assessment survey

• Involves hazard identification tailored to your business – taking into 
account previous interventions/initiatives

• Covers full range of psychosocial risks outlined in ISO 45003

• Assess organisational culture in relation to Psychological H&S

• Results fed back linked to mental health continuum

• Interventions targeted to organisational issues arising



PsychSafeTM –

Psychosocial 
Risk Assessment
• Job demands

• Roles and expectations

• Burnout

• Work environment

• Psychological health and 
safety culture 

• Diversity and inclusion



Tailored feedback

Optimum wellbeing

Minimum wellbeing

No clinical diagnosis /
Mentally well 

Mental Illness / 
Full diagnosis Promote thriving

Prevent further harm

Protect against risk

• Managed wellness plans
• Accommodating needs
• Psychosocial risk management 

– personal

• Work design
• Health promotion
• Resilience/mental fitness 

training
• Psychological Safety 

psychometric

• Increased stress management 
• Improve awareness/education
• Psychosocial risk management 

- organisation

• Mental health first aid
• Return to work process
• EAPs

FLOURISHING

LANGUISHING

MANAGED WELLNESS

MENTAL DISORDER
Mitigate illness



PsychSafeTM Survey

• How does your organisation measure up?

• How will you get honest answers from the team?

• A range of organisations currently piloting the PsychSafeTM

survey

• Provision of complimentary report detailing findings with 
interventions that map to the mental health continuum



Building a wellbeing strategy

• Reflect risk factors for your organisation 

• Build tailored interventions for each quadrant

• Map change over time

• Feedback on results
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Questions?


