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This presentation provides an overview of an LHWA webinar which took place on 29th 

October 2020. These slides provide a summary of the talks from the three guest speakers. 

We have included the presentations (where provided) alongside extracts from the talks.

The full webinar is available to watch at: https://vimeo.com/473951902

OVERVIEW

Supporting Employee Wellbeing in the COVID-19 Era

https://vimeo.com/473951902


AGENDA

17:00 – 18:00 Short presentations, panel debate and Q&A

▪ Matt Creamer   Senior Policy Officer | GLA

▪ Alistair Duns   Training Consultant | Movember Ambassador 

▪ Dr Janet Hassard Assistant Professor of Occupational Health | University of Nottingham

▪ Lisa Greenwood   Training Consultant | former OD Director at McCarthy & Stone

▪ Emily Hawkins-Longley   Group People Director at M&C Saatchi

18:00 – 18:10 Break

18:10 – 18:45 Group Discussions and Networking
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Alistair talked about the Movember Foundation (https://uk.movember.com/), an organisation 

that raises money and develops new interventions to support men’s health. 

“As many of you know, November becomes the spotlights on men's health. Throughout the year Movember’s plan 

is to, not just talk about one month where everyone like myself and several others grow silly moustaches, but it's 

very much trying to spotlight the three main areas of men's health, mental health and suicide prevention, with 75% 

of worldwide suicides being committed by men; testicular cancer which is my particular area, because at the age 

of 27, I was diagnosed with testicular cancer and then again at 28 and all the while I was working as a professional 

yachtsman. And then prostate cancer, which is the biggest killer of older men. 

And certainly this year with COVID they've very much been looking at the mental health side, and trying to 

concentrate on that. I think all the discussions we've been having have been about not forgetting about the 

physical health as well as the mental because in several years time that's going to be a big issue. And, and we've 

got lots of resources that as ambassadors where we're a resource to the hilt so if anyone is interested in any of 

this stuff I can.” 

Alistair Duns

SUMMARY OF TALKS

Alistair Duns – Movember Campaign

https://uk.movember.com/


5MAYOR OF LONDON     

Juliet presented preliminary results from the Wellbeing of the Workforce (WoW) study, 

involving ~500 workers across a range of occupational sectors and ages in the UK, 

between Apr and Jun 2020. The study aims to evaluate the impact of COVID on wellbeing 

and work status.

SUMMARY OF TALK

Dr Juliet Hassard and the WoW Study

“This was a study that we conducted in the height of lockdown. We collected data between April and June and 

primarily we looked at Mental Health, Quality of Life, but also work status, working conditions; challenges and 

demands in the home environment; and resilience or mitigating factors in that.

The plan is that we will continue to follow this cohort over time … we're just getting ready to do a second 

measurements next month [November] as the current furlough scheme is wrapping up and we're moving into the 

next stage of those support systems. And then about another three or four months later. So our hope and aim is 

that we will see what the trajectory is from a mental health perspective over time.” 

Juliet Hassard
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To set the scene, Juliet talked about the high cost of poor mental health in the workplace, 

which was evident well before the COVID pandemic.

PRESENTATION

Dr Juliet Hassard 

“I want to start by looking at the cost of 

mental health to employers … you can see 

some of the estimates from the Centre of 

Mental Health which suggests that 

sickness absence costs employers about 

£10.6 billion per annum, presenteeism 

costs £21.2 billion and staff turner costs an 

estimated £7.9 billion … presenteeism is 

still coming to work, but not working 

optimally due to mental health and ill 

health. These figures are derived from 

2015/16 … I anticipate we'll see 

presenteeism increasing significantly over 

the COVID period”
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PRESENTATION

Dr Juliet Hassard

“[this slide shows] what the average score 

was for our measure of psychological 

wellbeing. The column presented in blue is 

normative data; that is the equivalent score 

from a working population across the EU 28 

… the data is showing a much lower score in 

terms of self-reported psychological 

wellbeing. And we found about one in 50 of 

our employees was at risk of clinical 

depression, and three in 100 furloughed 

workers.” 

People in the WOW study reported 

much lower levels of psychological 

wellbeing compared to pre-COVID 

data from a normative sample.
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“… one in four of our employees that were still 

working were at risk of an anxiety disorder, 

and three in 10 of our furloughed workers, so 

that's really quite a significant proportion, a 

quarter to a third of the population are in that 

‘at risk’ category.” 

PRESENTATION

Dr Juliet Hassard

1 in 4 employees (who were still 

working) were at risk of an anxiety 

disorder.
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Furloughed workers reported 

significantly lower levels of life 

satisfaction than those employed 

and still working.

PRESENTATION

Dr Juliet Hassard
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PRESENTATION

Dr Juliet Hassard

People who were able to 

psychologically detach from work 

were more likely, on average, to 

report better life satisfaction, 

better mental health, and better 

general self-reported health.
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PRESENTATION

Dr Juliet Hassard

High levels of job insecurity were 

correlated with increased risks of 

anxiety and poor levels of life 

satisfaction and pride. 

Furloughed Workers reported 

significantly higher levels of job 

insecurity than those still working. 
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PRESENTATION

Dr Juliet Hassard

Those that reported higher levels 

of financial insecurity, were 3 x 

more likely to report clinical levels 

of anxiety and 4.6 x greater risk of 

depression.
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PRESENTATION

Dr Juliet Hassard

Those individuals that felt 

supported by their organisation 

in terms of their family life and 

family context we're at much 

lower levels of risk and so 

healthier from a psychological 

perspective.
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PRESENTATION

Dr Juliet Hassard

“Interventions that employers can provide run 

on a spectrum from reactive and remedial; 

where we’re focused on identifying and 

dealing with negative health outcomes. But as 

we move, if you will, upstream we're taking 

much more proactive orientated approaches 

… So there we might focus on self-care, 

resilience, and coping-based approaches. 

When we move on further upstream, we start 

to think about prevention focused approaches, 

so looking much more critically at work 

design, organisation and management. In an 

ideal world we would have a future-orientated 

and health-enhancing approach.” 

So what can employers do? They can implement a range of activities to support employees from 

reactive, remedial approaches to more upstream, preventative strategies.
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PRESENTATION

Dr Juliet Hassard

“… if we think about mental health and 

performance from a continuum or spectrum 

perspective, where we have, depression and 

anxiety and poor performers at one end of the 

spectrum, what's the antithesis? And I would 

argue that's talking about resiliency, it's 

thriving, it's flourishing in the workplace.” 

We can also think about mental health and performance very much from a continuum or 

spectrum perspective.
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PRESENTATION

A comprehensive, holistic approach to employee wellbeing looks like this.
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PRESENTATION

Dr Juliet Hassard

“… there's a lot of talk appropriately about 

what a COVID secure or COVID safe work 

environment looks like, and often the focus, 

rightfully so, is on physical or biological risks. 

What I think I'd like to see is what does a 

COVID secure work environment look like 

from a mental health perspective? So how 

Should we, could we, integrate some of those 

parameters around protecting people’s mental 

health and also physical health?” 

What I think I'd like to see is what 

does a COVID secure work 

environment look like from a mental 

health perspective?
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PRESENTATION

Dr Juliet Hassard
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Lisa talked about how McCarthy & Stone responded to the COVD pandemic. She focused 

on changes to working practices and how the organisation supported employee wellbeing.

“McCarthy and Stone are a leading developer and manager of retirement communities. What that means is they 

buy land, develop the land, build apartment blocks and bungalows, and the sales team come in and sell them. And 

then we move people into a retirement community; they are not a care home, but they do provide independent 

living, and care and support to a degree, for the people who want to have their own homes within those 

developments. 

I was organisational development director for them. And I'm going to start the story a little before COVID because 

interestingly, I'd put interventions in place around wellbeing and resilience before any of us knew that COVID was 

a thing. Back in 2018, I started developing a senior leadership programme for the 12 key directors within the 

organisation. And that was a multi workshop programme, run over 18 months. And one of the first workshops that 

we did was on resilience. It was to help those 12 directors to develop their own personal resilience.”

Lisa Greenwood

SUMMARY OF TALK

Lisa Greenwood – McCarthy & Stone
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Wellbeing support strategies were designed around the unique needs of three different 

groups of workers, as identified by the Learning and Development (L&D) department.

“At the time [that the pandemic started] I was running the L&D department and we had to rethink how we were 

doing things because we could foresee we wouldn't be in front of people for some while [due to social distancing 

measures]. So we started to develop something called i-Perform, which was an online performance management 

tool. And then three weeks later, everything stopped. People were working from home. People in our organisation 

were reassigned, because we had to close the construction sites and the sales office because of the lockdown. 

We had largely three groups of people who suddenly the world changed for within our organisation who needed 

support from us to ensure their wellbeing. 

1. Firstly, we had a group of directors and managers who were very used to lead in managing, motivating, but not 

doing that virtually. 

2. We had two groups of people who were now doing a really difficult front line job, a job that they loved, but they 

were dealing with all sorts of issues around PPE and keeping homeowners at safe distances 

3. Then we had the group of people who were on furlough. 

SUMMARY OF TALK

Lisa Greenwood



21MAYOR OF LONDON     

The organisation was able to rapidly deploy a suite of online learning tools, originally 

developed for the director’s resilience programme in 2018. Resources were targeted in 

priority order.

“The thing that seemed obvious to tackle first was, ‘how do we help directors and managers who are now leading 

virtually?’ So we quickly put in place videos, e-learning, and webinars to help them to do that. 

The next important group to us seemed to be the people who were working from home … not only working from 

home, but probably working in an environment where there were other people in the household working from 

home, and there wasn't enough room. Plus, we had a number of people who had partners who were also working 

and had young children at home. So we looked at what we could do from a wellbeing perspective

Because we've started to do this resilience piece of work 2018 2019, we’d already created quite a lot of videos, 

articles, e-learning and recordings of webinars. And one of my team who is a hypnotherapist had also recorded 

some mindfulness sessions, and guided relaxation. So we bundled it all that together. And we put it into a part of 

our learning management system. In fact, we put it on the front page. We were really, really fortunate that we 

already had it … because the senior leaders in the organisation had already gone through this resilience and 

wellbeing programme. at an earlier time, they really understood how important this was.” 

SUMMARY OF TALK

Lisa Greenwood
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The CEO sent a strong message to workers to prioritise their families: “your loved ones are 

more important than anything.”

“The other thing at the same time, that was really very, very important was the CEO, John Tompkins … started 

making some video broadcasts about how the business was going, because we recognised that people needed to 

have a lot of communication, a lot of reassurance. And in second video, he made the point that it was easy to 

always be on, it was easy to still be answering emails at eight 9-10 o'clock at night. And he said, I don't want you to 

do that. Because whatever is happening, your family and your loved ones are more important than anything. We 

need to have work life balance, just because you're working at home, you need to have some boundaries around 

that. You need to take lunch, you need to spend time with your loved ones … I think that message from him, no 

matter what, family comes first, really, really made a difference.” 

SUMMARY OF TALK

Lisa Greenwood
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Furloughed workers were offered access to online wellbeing resources and virtual coffee 

breaks with co-workers, to help them maintain a sense of community and connection with 

the workplace.

“The next group of people that we looked at were the people on furlough … As you all know, furlough rules mean 

that you can't ask people to do any work. We hadn't sent people home with laptops because they weren't 

supposed to be working. They didn't have access to any of our systems. So my training manager built an 

extension to our learning management platform so that people could access all this wellbeing stuff without going 

through the company channels … So if they were suffering stress and needed to reach out, there was something 

there. 

Another thing that cropped up fairly early on with people on furlough was that some of them felt they had lost a bit 

of their identity, and they lost a sense of purpose. Because their work role and their colleagues were very 

important to them. So we made sure that we had regular coffee breaks for people who wanted to join them, people 

who were on furlough. They were not team meetings, because they couldn't be team meetings, but they work 

social catch-ups to keep people connected. And it was completely voluntary. And most people chose to do it.”

SUMMARY OF TALK

Lisa Greenwood
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Furloughed workers were also given access to the full suite of online learning resources, 

entirely independently from any work obligations, as people wanted to ‘keep their brains 

active”. 

“One of my team was on furlough. And in speaking to him, he said “I really feel that I'm not keeping my brain active 

and I'm starting to feel quite down and depressed because I'm not”. So I thought well, that's interesting. There's 

probably other people who are feeling that as well. We couldn’t offer formal training but we could say, ‘if there is 

something you want to do, if there's a new skill you want to learn, if there's something you want to go and look at 

in our learning suite, we will open it up to all of you. It doesn't need to be part of your development programme or 

your succession planning or your career plan. If you're sitting at home and you decide, actually, you'd quite like to 

learn how to do pivot tables in Excel, you can go and do that’. So we opened our entire e-learning suite to 

everybody.”

SUMMARY OF TALK

Lisa Greenwood



25MAYOR OF LONDON     

Frontline care workers also benefited from a peer-to-peer coaching programme set-up 

before the pandemic hit.

“Then there was this this third group of people, the care support people, the estate's staff, a lot of them frontline, 

some of the managing the apartment complexes, and a whole group of people in the office who were now working 

from home and supporting the frontline people. 

And again, if I wind back a little bit before we knew anything about COVID. One of the directors on that side of the 

business had asked if we could set-up some peer-to-peer coaching and training. People who could step forward 

who wanted to be part of that, for example coach their peers through something challenging that had happened in 

the workplace, which could all be done offline. So people who were in that caring support environment, they could 

reach out to somebody they knew in the business who was trained to coach them through a difficult time. So that 

was that was something that was in place that we didn't expect to be used for the reason it was, but it was 

important.”

SUMMARY OF TALK

Lisa Greenwood
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Emily talked about what M&C Saatchi put in place to support the wellbeing of staff during 

the pandemic.

“Founded in 1995, we are an independent global network of best-in-class brand and marketing specialists 

dedicated to helping brands and businesses turn change into advantage.” From: https://mcsaatchi.com/about/. 

M&C Saatchi achieved the London Healthy Workplace Award (Foundation Level) and the Oystercatchers Best 

Place to Work award (Large Agency) in 2019.

SUMMARY OF TALK

Emily Hawkins-Longley

https://mcsaatchi.com/about/
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Supporting employees in their 

homes

• Identifying what their needs are – using 

surveys

• Creating policy to assist

• Finding tech to support

Emily Hawkins-Longley

SUMMARY OF TALK
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Supporting employees in their 

homes

“One of the things that was really important was to identify 

what their [our employees] needs are; so we did that by using 

surveys. We use something called the happiness index to do a 

very brief survey every now and then. Whenever anything 

changed with regards to restrictions, we would send out 

another happiness survey to see what the temperature was of 

our employees at that time. And using the information we got 

from that, we create new policies.”

Emily Hawkins-Longley

SUMMARY OF TALK
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Working Parents Policy

• Split into two groups: those with children with a significant 
need and those with children who need support and 
guidance

• Recognising the pressures of parents juggling ‘home 
school’ and work

• Giving parents ‘permission’ to be with their children
• Advice on length of meetings
• It’s ok to close your laptop and be with your children when 

they need you

We are working in their homes!

SUMMARY OF TALK

Emily Hawkins-Longley
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Working Parents Policy

“One of the things we did was give advice on the length of meetings. We 

put a maximum of 45 minutes on meetings. One of my children loves to 

snack, and she would introduce herself to almost every Zoom meeting 

with a packet of crisps. So, if I knew that I was going to have a meeting, I 

could say to her look, I'm going to be on for 45 minutes and then I'll pop 

out and see if you're okay. Could you just leave me alone for a minute. 

And as long as she knew what was going on with me, she was okay.” 

SUMMARY OF TALK

Emily Hawkins-Longley
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Domestic abuse

• Using the Vault app for people wanting to report 

concerns securely

• Checking in on people

• Relying on employees colleagues to report 

concerns

SUMMARY OF TALK

Emily Hawkins-Longley
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Domestic abuse

“So we introduced an app at the start of lockdown, a  

whistleblowing app. The idea was that people could 

anonymously report things, and through that so any sort of 

concerns that they might have. And we adapted that to have 

the ability for people to report anonymous concerns, and it 

could be an employee raising a concern for another 

employee, or it could be the employee themselves using this 

app to report something, or you know cry for help even. The 

app had this extra layer of security it meant that a 

perpetrator wouldn't be able to access the app from the 

employees phone.”

SUMMARY OF TALK

Emily Hawkins-Longley
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SUMMARY OF TALK

Emily Hawkins-Longley

Using tech to support employees
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SUMMARY OF TALK

Emily Hawkins-Longley

Using tech to support employees

“We also ditched our employee assistance programme helpline. I found that picking up the phone is a bit of a 

barrier for people seeking support, particularly younger employees; they seem to find it easier to message 

someone on their phone or via email or through this thing called Qwell, which is an online counselling app. 

Because they could sit there and go like this [tapping on a phone] and didn't have to put aside an hour to have a 

counselling session over the phone, we found that we had more people accessing the online counselling in a 

week than we did accessing the Employee Assistance programme phone line in a whole year.”
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Social Wellbeing

• We used to get this from our friends and 

family or colleagues

• How do we maintain social wellbeing in 

this new world?

SUMMARY OF TALK

Emily Hawkins-Longley
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Things we need to consider

• Onboarding of employees ‘virtually’

• The development of junior employees

• Maintaining company culture

• Employees relocating

• Employing from different places

• Recruitment processes

• Continuing support even when things are 

back to ‘normal’

SUMMARY OF TALK

Emily Hawkins-Longley
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• Movember campaign – sign-up to support the campaign in 2020

https://uk.movember.com/get-involved/moustaches

• Wellbeing of the Workforce (WOW) study – Learn more about the study 

https://institutemh.org.uk/research/projects-and-studies/current-studies/wow-

study/wellbeing-of-the-workforce-wow-study

• London Healthy Workplace Award – Learn more and sign-up to the award. Once 

you’ve signed-up, we’ll introduce you to the Healthy Workplace Lead in your borough who 

can explain more and guide you through the application process 

https://www.london.gov.uk/what-we-do/health/london-healthy-workplace-award/about-

london-healthy-workplace-award

FURTHER INFORMATION

Links

https://uk.movember.com/get-involved/moustaches
https://institutemh.org.uk/research/projects-and-studies/current-studies/wow-study/wellbeing-of-the-workforce-wow-study
https://www.london.gov.uk/what-we-do/health/london-healthy-workplace-award/about-london-healthy-workplace-award



