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Foreword

published The Line Managers' Resource
as an increasingly valuable tool for line

such issues; the good news is that
powerful role in fostering wellbeing and
sustaining good mental health.
absence. The resource also provides
signposts to relevant employment

The way they manage and interact
mental health of those teams – the old

and employee is under the spotlight as
never before: the requirement to 'do
made over the past ten years in the
mental health by both employers and
of being out of control. The way they
between mental health and physical

order to sustain both their performance

with mental ill health. And it is largely
doing this by encouraging people to
symptoms of mental ill health feel able
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Foreword cont.

Awareness of mental health issues

resilience training – to help promote
wellbeing. Mental ill health is typically

fuelled fear and misunderstanding
around mental ill health and prevented
help. The Line Managers' Resource is
based on the understanding that mental

has a line manager who is comfortable
what support to provide or signpost
ill health and providing appropriate
People who have or have had a mental

them ideally placed to create a climate
that is conducive to the wellbeing of their
team and to spot changes in behaviour
or performance that could indicate an
underlying mental health issue. Much of
this comes down to good management
in how to manage the mental and
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concise guidelines in The Line Managers'
more people who have a mental health

MHFA England is a community interest
increase the mental health literacy of
to train one in ten adults in England.

MHFA Line Managers' Resource

MHFA England

proud to take on the responsibility
for The Line Managers' Resource and
under the greatest pressure. They have

them to maintain their own wellbeing
and mental health as well as that of
their teams.

Poppy Jaman

The resource complements the work
we do to train people in Mental Health
First Aid. Thanks to our work there
are thousands of Mental Health First
Aiders in England who are skilled in
about their ability to point them
towards further sources of help and to

of enlightened self-interest: it is part

of mental ill health to UK business is

– people who come to work but are
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physical health helps to prevent mental ill health and addresses

are ideally placed to spot changes in behaviour that could indicate
an underlying or incipient mental health problem.

52

7

and wellbeing
people with mental health issues in

even if they were the best candidate for
are lost every year because of mental ill

purposeful high achievers can be the

mental health issues.
honest about this being the reason for

for more than a year and one in ten felt
managers surveyed felt 'constantly
worried' and four in ten had

8

understand that the way to do this is not

healthy or happy."

about how to create and maintain the

health and wellbeing. There is a Maori

signs of ill health and provide
appropriate support.
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mental health as: "A state of wellbeing in
which every individual realises his or her

diagnosis and treatment of mental health
about their problems because they fear

Mental ill health is usually caused
underlying issues being addressed.
longer or more intense hours may be

The MHFA England Line Managers'

undermine the health and wellbeing

it is to create a climate where people
trust their employer to do the right
thing by them.
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mental health and wellbeing cont.
Mental ill health covers a variety of
related disorders to schizophrenia and
Management of Health and Safety

- Demonstrable corporate
social responsibility.

- Reduced sickness absence.
- Reduced presenteeism.

A certain level of pressure in a business
environment is desirable. Pressure helps

- A healthier workplace.
pressure someone is under becomes too
people can also feel stressed when too
few demands are made on them – when
undervalued. Stress is not technically a
research shows that prolonged stress is
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manageable. The line manager's

and performance.
How an individual copes with pressure

MHFA training is one way to educate
signs of mental ill health and give them
colleagues in distress.

including support systems at home and
much pressure for one person at one
to prevent and manage stress
line managers prevent and deal with
People have also developed a stress
management 'competency indicator'
on their mental health. Management

line managers have learnt good people
develop healthier ways of coping with
The result is higher levels of wellbeing
more serious mental health issues.

to assess whether they currently

mental health and wellbeing cont.

why and how people become mentally

- Temporary –

Anyone can develop mental ill health at
–

can a physical illness. Mental ill health
range of things – including ostensibly
being promoted.

–
of the following:

with new colleagues.

line manager or boss.
–

sleeplessness or thought disturbance.
–

service or Employee Assistance Scheme

Other things may cause mental ill health.

– including learning
mindfulness techniques and improving
– such as

advice or counselling.

diagnosis doesn't dictate what an
be appropriate language for clinicians
may be less helpful for employers or
'mental ill health' or ‘mental health issue’
to describe the distress someone

person.
Everyone should have the opportunity
Mental ill health is common and most

problems' deliberately: we don't want
to suggest to employers and others that
is necessarily a problem to themselves
or to anyone else. Someone may have a

touches us all and should not be a barrier
understanding.
The most helpful approach for a manager
is to try to understand the mental

rather than what they can’t do – which is
this point we refer to them as 'unwell'.

of the symptoms and the impact they
have on everyday life.

would adopt for any employee.
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Terminology is important when

mental health and wellbeing cont.

- Health and Safety at Work Act

- Management of Health and Safety

riers to people with mental health

The Equality Act 2010 consolidates

-

means they are disabled it has a number

the individual is not disadvantaged

for redundancy purely because they
are disabled.

strategy designed to improve mental
health outcomes for people of all ages.

is impossible to disentangle the impact
in employers' interests to support their
employees whatever the original cause or

signs of distress

The resource provides the
following things:
to promote and sustain the mental
wellbeing of employees

episodes of mental ill health

mental ill health.
responsibility to safeguard employees'

support themselves as well as others.
mental ill health.

arguably the most vulnerable when

modules so that you can go directly

are squeezed from above and below.
more resilient because team members

together to do the following:

MHFA Line Managers' Resource

guidance by the Mental Health

wellbeing of employees through
in itself begins to address some of the

involve the following.

mentoring and coaching.
to the needs of others.
Much of this comes down to good

and development of managers

help employers to promote wellbeing

them with the training and
support they need to develop their

they advise employers to
do the following.

can help to promote the mental
their stress to a minimum.

equality and fairness that is based on
symptoms of mental health issues.
when it is necessary to refer an
employee mental wellbeing

to the Line Managers' Resource.
should strengthen the role of line

services or other sources of
help and support.

management development

pressure that creates the stress
associated with mental ill health.
they are invariably seen as the cause of

and dignity and issues such as
bullying and harassment are
not tolerated.
wellbeing and where to access
services and support.
towards improving the mental health

encouraged and support and
mutual respect are the norm.
Encouraging an ethos whereby
about mental health and that it is
safe to disclose their experiences
stereotypes associated with it. It

mental health in the same way that it
does their physical health.

them do their job.

Lack of autonomy is a major
cause of stress.
wellbeing are reinforced throughout

- Ensure that the employee has the

management – all show a genuine
manageable workload.
that employees can balance the
demands of home life with work.
you should do as a manager to promote
and safeguard the wellbeing of your
pressure to 'achieve more with less' no
provide the help and support they might
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Everyone feels under pressure at some

world around us and what we are feeling
is at the heart of what has come to be
relevant to line managers themselves as
they are to their teams.
Evidence shows that

to our wellbeing. NEF advises people to

or role or doing some training. At home

to set ourselves challenges that we will
that will support and enrich
people on a daily basis.
Happiness research has found
increase in wellbeing. And many of us will
and that are appropriate to our mobility

that comes from doing a fundraising event

our daily lives.

someone or smiling at them is a form
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The chart below presents some ideas
The chart recognises that each
that the support provided operates at
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We gratefully acknowledge the work of Heron and Teasdale which has informed this diagram.

and appropriate processes in place to
or mental ill health as it should arise.

is encompass mental wellbeing within
rather than focusing on it as 'out of

managers observe what is happening

and their immediate manager and
colleagues or team.

can support their employees

guidance to managers on how to manage
someone who has or has had a mental
whether the candidate is the best person
they must fairly assess the capability of
a person with mental ill health to do the

someone experiencing mental ill
health won't be able to cope at
predict their ability to succeed in a

can work successfully.
Some people are prepared to openly
between the performance of

it is classed as a 'disability'.
as part of the recruitment process.

is that it is unlawful for an employer to
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3. Recruitment

to enable a disabled person to
the recruitment process.

relate to health or disability and must

recruitment process does not form any
employment for disabled people.
for the person to be disabled.

on disability and health that has been
recruitment process separate from

Equality Act 2010: What
do I need to know? A quick start guide to

about whether any reasonable

disability during recruitment.
The full guidance can be found at:
denied the opportunity to prove their
is designed to prevent this happening.
and previous absences are not reliable

the chance that employers inadvertently
miss out on talent through discriminatory
22

this assessment should problems develop
or other health professionals.
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health advisers should not do
either of the following.

mental ill health will be more
than any other employee.
won't tell you about their mental ill
mental ill health are too frightened of
A clinical diagnosis doesn't necessarily
might need will vary from
person to person.

to communicate their individual needs
talented individuals won't be able to

with the new employee may provide the
opportunity to discuss both reasonable
mental ill health.

employee directly if they require any

the recruitment process is fair.

should not be a barrier.

further professional guidance.
mental ill health or a disability who is
turned down.
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at an early stage

who are healthy and performing
well because they are managing

ideally placed to spot the early warning
signs that someone is mentally unwell.
someone whom you manage is behaving
out of character or seems unhappy.
are changes in an employee’s usual

unwell.

A normally punctual employee might
they might start coming in much earlier
impaired. This group is at the highest
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Here's a list of behaviours and warning
signs to watch out for.

or socialising with colleagues.
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than usual.

Physical signs might include the following.

minor illnesses.

while on holiday.
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One of the most important things
your people – that way it's easier to

problem persists for more than a few

Presenteeism is a term used to describe
someone at work who is not working to
their full capacity because of ill health.
Why do employees come to
work when ill? found that the reasons for
presenteeism include the following.

herself may not even recognise what's

- Stress.
them and provide appropriate support.
- A sense of responsibility for their work
and to their team – factors that are
their workload in their absence.

health-related problems.

and that the cost to employers is already
much higher than that of absenteeism.
Taking no sickness absence has

managers need to look at the reasons for
it and talk to people who are coming
presenteeism could be early warning
signs of mental ill health.

everyday management processes that

behaviours or performance with

of broaching it.

prepared for them to be evasive or
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rush or are perceived to be in a hurry.

underpin your concern and move the
so it is inappropriate and unhelpful to
about them'.
been arriving late recently and wondered
how you are?" That gives the employee
in their own way.

feel more able to open up and be honest

them. They will tell you when they are

how you can help.

because it includes them.
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The listener uses verbal and

the tone of voice and observe
the body language.

what's being said.

temporarily
lost for words.
accept them as they are.

or the rapport between you.

accept the person and their values

in the other person's shoes and
demonstrate to them that you hear and
understand what they are saying and

less threatening.

what is being said.
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they give no reason – they may have an

private – perhaps in a place of their

need to discuss with them.
friend or family member – to support
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similar problems being discriminated

at least someone who is not their line
would choose.

clearly with OH to ensure that

to get an employee to open up the
the dialogue.
will treat anything they tell you in
issues that pose a health and safety

and who will be told what.

legal duty to ensure that employees
are not bullied or harassed on account

is always open.

open with you?
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the impact of the stress or mental ill
what the problem is.

an ongoing issue or something that an

to their distress. Listen without passing
their concerns seriously.

be helpful?

established coping strategies and how

problems if they appear reluctant.
communicate this. An inappropriate

they are aware of any support that

and provide employees with a copy
to ensure you both agree that it is
an accurate record. This protects the
allows you to monitor progress

is a hindrance for another.
midst of a crisis they may not be able

under pressure may vary according to
people can cope with short bursts of

pace that suits them.
The employer has a legal duty to ensure

alleviate them could leave you open to
now considerable case law in this area.
and what's important.

address any issues that emerge together
and safety or HR.
tool overleaf.
The term ‘stress’ is not always helpful
support themselves and each other pays

can spur one person to perform at a
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higher level and another person to

even go home.
can happen for any number of reasons
and can be connected to something at

they might feel embarrassed at

about how they will react to your
provide an important space for both
you and the employee to gain insight
to help resolve it.

someone to be with them.
appropriate space where they can
themselves in privacy.
that you both leave the building for a
collect themselves. They may choose
to accompany them – or have
someone else of their choosing to
very distressed.
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a problem and it’s important to recognise

something about a problem doesn’t

a reasonable amount of pressure to
one person could be overwhelming to
way someone tells you they feel
and treat any issues as real and

open and agreeing a way forward is the
in place early to deal with any issues
and having a larger impact on both the
individual and the team.

balance etc.
with the employee as required.
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Signed by line manager

unreasonable delay.

Name of Line Manager
Name of Employee

employee at work?

issues?

the discussion and agree to complete

How are the

What does the employee

Date

Date

Signed by employee

behaviour while unwell.

Someone does not have to be

some instances an employee is simply
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mental ill health could have on the rest of
the team. They may respond to:

that are made.
result of the person not being
case you could tell them that you want

advisable to do the following:

without an OH or HR department you
can encourage people to see their own

them where necessary.
air their concerns openly. This helps
prevent gossip about and resentment
associated with episodes of ‘highs’. Such
episodes may present as:

smelling things that aren’t there.
wellbeing of the whole team is
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for all employees.

do occur it is not usually completely ‘out
of the blue’. This is why it is so important
to be alert to changes in behaviour and
mental ill health.

Some people who have mental ill health

mental health team if appropriate.

accompany them to the surgery if they
feel that would help.

need immediate medical help.

from your OH provider if you have

to be treated if they become unwell

are becoming unwell
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when they become unwell.
prepare an advance statement on the
following grounds:

statement.

and free NHS services can provide
emerging problems before they
become acute.

that psychological therapies can help

and others' mental health.

programme. The programme focuses
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the individual so as to create clarity
less able to return. Most people who
appropriate contact is not only
people can overwhelm them.

them to return early – a fact endorsed
by companies that have pioneered

the start of their absence an
appropriate level of contact.

who is absent because of mental ill
health in much the same way you

not they would welcome visitors.
improves they might welcome more
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misunderstanding and barriers can
that they are not missed or valued

of them as one of the team.

will call them. At the end of each

important resource for employers to
tap into. Members of the family can
act as valuable intermediaries and
need to respect the employee's
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unwell and helping them to recover.

they wouldn't want you to engage
to do that.

employee might appreciate hospital

treatment they are having and the
ship with their primary contact is poor
or if that person contributed to their

never put pressure on the person
to divulge personal or medical
whether or not they reveal it.

advisable to refer them to OH
early on.

someone else – a family member

they may have no idea how long it

direct contact as soon as the
employee is well enough.
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to recover.
to be contacted. Don't accept this at
face value and sever all contact with

policy of regular ‘light touch’ contact

the evidence shows that this hinders
recovery and greatly reduces the chances
may request no contact because they

way of engaging with people.

about the way that they feel and are
help to overcome that.
contact because they see you as part

comes to managing someone during

an employee and they refuse to stay

for recovery and health. They are helped

employees to OH with their consent to
obtain advice on the type of support
required and to ensure a successful

what people can do rather than what

would be sensible to refer the employee

facilitate that.

responsibility of OH to share with

any factors that might have a bearing

The advantage of involving OH at this

support the employee based on this

you must respect it.

about the employee based on the

MHFA Line Managers' Resource

treatment and help people recognise

of distress or mental ill health recover

helpful to have a 'halfway house'

individual and the line manager will
individual during the early stages of their
return. This is good news for both sides.

become healthier.

contributed to their absence.
change and what you can’t. Some
someone's mental health and

to support and monitor them during the
what’s been happening – social life as

before their formal return.

absence. Even though this might be
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agility of both mind and body. So it's
doing so not only unnecessarily prolongs
their future employability.

individual in the discussion to ensure that

comfortable as possible. This will help
up to speed.

with the Equality Act 2010.
the following criteria.

The Equality Act 2010 requires

an employee or to help someone get a
purpose is to ensure that everyone has
assistance from schemes such as

open discussion between the manager
and the employee about what might
be helpful and what's possible. Every

can accommodate them.
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ing on equal terms. This government
funding could therefore be used to pay

The amount of funding provided
varies depending on need and is
reviewed every one to three years.

friend or mental health professional.

you could consider.

gym or have a run.

individual and their colleagues. This
over how they plan and manage their

management for everyone.
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another role. This is usually a last resort

Some mental ill health can be episodic
rather than introducing them all in a
Do...

Remember the following.

doesn’t have to face an impossible

people will want to prove themselves

informal chats with them to give you
both the opportunity to discuss their

Don't...

deal with it.
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not want to discuss with you.

temporary. They may also need the

colleagues and clients can be a source
of great distress. Many people who have

more vital to the employee's recovery

from fear and ignorance rather than ill
will. People are unsure what to say and

To encourage honest open

and boundaries.
they have discussed stopping it
with their doctor.

Some people are prepared to be more
open than others. Encourage the
pressurise them to do so.
due to mental ill health in the same
way as you would those returning

bullying promptly.
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fact way – it is common and should

in place to raise awareness of mental ill
Avoid:

Most people who have ongoing mental ill
with either minimal support or no
support at all.

might be their varying health needs.

illness is ongoing.
the process again to see if you could
their performance or behaviour that they
need help.
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Most individuals are encouraged to
develop coping strategies as part of their

when they have reached the stage of
‘business as usual’. Once they've reached
management processes to review their
may well prevent a more costly
period of illness.

for an employee to draw up an advance
wish to be treated if they become

have developed coping strategies are
pressure than employees who have never

mental ill health and to employers. These
in placing people in employment and in
only minimal support once they have
They are also useful points of contact.

employment adviser at your local
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Phone: 0300 123 1100
The Department of Health
published this advice on providing

Available from:

This resource created by the Food and
guide of tools and case studies on

a fairer society and more sustainable

to embed a wellbeing strategy into their

advice and support. Employers can refer
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developed a range of resources aimed at
current focus on mental health.

This includes the helpful guide ‘Managing

Mindful Employer

Email: info@mindfulemployer.net

Mindful Employer aims to increase
together to create an environment in the
discussed in the same way as physical

England and Mind.

health provides guidance to help
Employers’ Guide to Mentally Healthy
Workplaces

many aspects of dealing with mental

Shaw Trust

Richmond Fellowship
sector provider of employment services
for disabled and disadvantaged people.
The Richmond Fellowships is one of the
providing support for people with

through providing supported housing and
employment support services to help

This is Me

Lord Mayor’s 2016 Power of Diversity

awareness of wellbeing.

is currently developing some new
'Healthy workplaces:
improving employee mental and physical
health and wellbeing and lowering sickness
absence'
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Mental health charity Mind’s dedicated

MHFA training

supported by her counsellor and the

MHFA training courses give people
“The learnings from the Mental Health
First Aid course were useful when one of
depression a few months later. Knowing
one of my counselees was diagnosed by

Mental Health First Aid training was a

to access it meant that we got the

expected and wanted me to focus on
their personal needs rather than the

and what resources to point him to.
him that it does not stop his career from

things have improved for him. He is now

building again.”
“Having various close friends with

acknowledge the impact that it can
my counsellor and management team

impact it has on my life.”

help guide them to the correct source

“Someone called me deeply upset prior
especially useful to be given guidance
on how to discuss suicide with someone

to provide immediate support. Long

52

mental illness go through and how we

been able to help a colleague to seek the
support needed in respect of a family

The #smallthings campaign from Time to
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Appendix 2:
The small things

refusing help.”
course to help my sister who currently

my colleagues and friends in crisis or
own mental health and how to support
useful in my daily work life and personal

honestly and compassionately deal with
wellbeing.”
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Notes
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