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Welcome
As I make the finishing touches to this revised version of The Wellbeing
Toolkit for 2020 we are in the middle of the Coronavirus Pandemic and
there is not a person in this country who will not have been affected by the
impact of this life changing situation. It is a worrying and uncertain time for
us all, especially for our Early Years Workforce who have faced
unprecedented challenges at this time. 
 
We are going to learn many different things from this situation and one of
the biggest things we will remember is where we were, who we were with
and how we were treated. So many will remember how they were treated
by their employers at this stressful and challenging time and how well they
were supported and guided through this time.
 
I believe there is nothing more important in this world than our health and
this circumstance will teach many just how precious our health is and how
much better we can protect and take care of it. 
 
It is long overdue that we address the workload pressures that challenge
the Early Years sector, even following the introduction of Staff Wellbeing in
the Ofsted Education Inspection Framework (EIF) 2019, many view
Wellbeing at work as a one off gesture to tick off.  Wellbeing relates to your
everyday actions and practice - this toolkit will support you to think of it in
that way and develop you ethos with Wellbeing at the heart of all you do. 
 
After all going to work should boost our self-esteem, it should leave us
feeling fulfilled and accomplished and have a positive impact on our health.
If workload and daily pressures are getting in the way, I promise we can do
something about them. The reality of prioritising Wellbeing will improve
the quality of your provision and the HEALTH & HAPPINESS for all staff,
children and families.
 Kate X 



The all important question is:
 

 how happy, healthy 
and comfortable are 

you at work? 

 

Definition;
 

" the state of being
comfortable,

healthy and happy"

Wellbeing

Work plays a strong role in our mental health and wellbeing. There is a Maori
proverb that 'work brings health' and the Royal College of Psychiatrists claims
that work is central to many people's happiness. Not only does work give us the
money we need to live, but it also provides social contacts and support, keeps us
physically and mentally active, allows us to develop and use skills, provides
social status, a sense of identity and personal achievement, and provides a way
for us to structure and occupy our time.
 
However, work can also make us unwell. Mental ill health is usually caused by a
combination of work- and non work-related factors: for example, the pressure of
ongoing change at work and longer or more intense hours may be exacerbated by
financial pressures at home, relationship problems and, given the ageing
population, greater caring responsibilities. If the workplace is not supportive, it
can trigger or exacerbate mental ill health, with anxiety, depression and stress-
related disorders being the most common issues. Poor work environments,
typically characterised by high demands, low levels of individual autonomy and
poor support, can undermine the health and wellbeing benefits that 'good' work
brings. In some cases the effct is toxic.  

(MHFA England, 2019)



How everyday practice makes
a difference to staff wellbeng.

 

Look around you, 
are staff and children 
all happy, healthy and

comfortable here?

Wellbeing 
at the heart

Develop a work culture where everyone is treated with respect and bullying
and harassment are not tolerated
Develop a culture where open and honest communication is encouraged.
Support and mutual respect should be the norm
If possible, give employees more control over their work and how they do it
Ensure employees have the correct level of skills for the job they are required
to do
 Ensure that the team has a manageable workload
Where possible, create flexible working hours to try and support a work-life
harmony
Audit the work environment for physical stressors and try to eliminate them
e.g. poor lighting
Check out Health and Safety Executive (HSE) Management Standards risk
assessment process documents, to help identify the extent and causes of an
employees work related stress HSE,
As a manager or supervisor, support your setting by being aware of mental
health issues and attending appropriate training for the current individual 
 specific requirements of your staff team
Complete Mental Health First Aid (MHFA) England training to become highly
skilled mental Health First Aiders, Mental Health Champions or Mental Health
Aware,  Line Managers Resource MHFA England 2020.  

 

https://www.hse.gov.uk/stress/standards/
https://mhfaengland.org/


Wellbeing is not just something that
can be done, finished or completed. 
 
Do not think of wellbeing as though it
is something to be done, like a to-do
list or a tick box to finish! 
 
Taking care of your wellbeing is part
of everyday life. 
 
Wellbeing at work is less about one
off acts of kindness, and more about
those everyday actions that develop
a culture of compassion , trust,
respect and dignity.



Dear Early Years Manager,

dear weary, exhausted, stressed, fed up and feeling overwhelmed

manager - I see you. I see you trying so hard, working so hard, giving so

much and feeling like it's never good enough. I see you looking after

everyone else except yourself, going above and beyond, jumping through

hoops to lead your team, fulfill your job role, provide the highest quality

care, for children and families. I see your never ending to do list and

notice that there never ever enough hours in the day to satisfy everyone

that commands your attention. I see you not realising that you are

working yourself into the ground to prove yourself - prove you're a good

manager, prove your setting offers the best experiences for children and

families, prove you have what it takes. 

Let me tell you, you do have what it takes - but you will never believe it,

until you slow down, stop, pause, breathe and take a minute. One of two

things will happen if you continue in this way: you will begin to resent

everyone and everything or you will work yourself into a state of

burnout, stress, anxiety and maybe even depression. That is because

nobody  - not one single person is designed to cope with such enduring

stress and eventually  it will take its toll. There is nothing, not one thing

on this earth more important than your health. Take care of it, take care

of you first - so that you are able to take care of others. 

Start by taking a lunch break - out of your office. You need a breather,

from the phone constantly ringing, the door buzzing, parents and

children arriving, staff knocking,  never ending cycle of the day. Set your

own professional boundaries , reset, refuel and let staff know its your

lunch break, take the time to socialise with them, talk to them, spend

time with them. You will have more energy and patience with yourself

and for them.  I just wanted you to know you are doing a wonderful job -

nobody in the world has a job like an Early Years Manager - it requires so

many skills, strengths and talents and you juggle and multi task them all

so well. Remember to be kind to yourself for doing the best you could at

the time, there will be days where you make mistakes and that is okay.

You are only human - you cannot do all of the things all of the time, for all

of the people. Be kinder to yourself and feel proud of all you have done.  

"let's not forget that it is line managers themselves who are often under the greatest pressure.
They have to do their own jobs, help their team to do their jobs, and have a responsibility to

look after the mental health and wellbeing of the people who work for them." 
Poppy Jarman, MHFA England. 

 

Kate x



In order to take care of others we must learn to take care of ourselves first. The very best

thing you can do for your team is to show them how you take care of your health and

wellbeing seriously. In Early Years the self-evaluation cycle can be brutal as there is

never a respite, our job will never be done or complete so the role can be emotionally

and physically exhausting, we give and give and give and it still is not enough.That

means all of the little things add up, having breaks away from the office, eating well, not

taking work home, not sending emails outside of working hours. There is nothing more

important than your health and showing your team how important that is to you will

also show them how you will protect and take seriously their health too. 

 

It is important to reflect on our individual skills and strengths as a leader and are and

reflect on our personal areas for development I have created some reflection questions

on the following pages for your consideration. 

 

We will all have our own individual leadership style and our life experience so far will

have shaped our own unique window of the world, have you ever considered what has

shaped your beliefs and values? Think about your personal characteristics and how this

has formed how you manage and lead people. 

 
 
 
  
 
 
 

Leadership & Management  

‘Caring for myself is not self indulgence, 
it is self-preservation’.  

Audre Lorde

"Good staff development is not something that is undertaken
every now and then, reflecting only on the words of someone else.
Instead, it is a vital and daily aspect of our work, of our personal

and professional identities. Staff development is seen above all as
an indispensable vehicle by which to make stronger the quality of

our interaction with children and among ourselves. " 
Carlina Rinaldi



 Leadership Reflections 

Name:                                                         Job Role:                  

What training and professional development  have you completed recently?

What are your strengths, skills and talents as a manager?

How would your team describe you?

Specifically list  Leadership & management training you have completed.



 Leadership Reflections 

Name:                                                         Job Role:                  

What are you areas of development as a manager?

What is the one thing you would change about your role?

What is your biggest cause of stress at work?

What would you like to improve or get better at? What do you find difficult?



Before you start

Take time to think about how you are going to introduce the strategies
from the toolkit for you and your staff team. Plan a   team meeting to
discuss how and why you will be using the toolkit and how the benefits of
completing a staff questionnaire will encourage a new way of thinking and
enable open, honest and respectful discussions that values all staff
thoughts and feelings. 
 
A well thought out and organised introduction will demonstrate your care
and commitment to handling sensitive issues and will encourage
participation and engagement from your team. 

The Wellbeing Toolkit is organised into three stages;
 • Stage 1, Check - measure staff health & wellbeing through wellbeing
questionnaires and management team reflections  
• Stage 2, Plan - using the analysis from your wellbeing surveys and
management self-evaluation stage 1 to action and identify priorities and
aims for The Wellbeing Strategy and the Wellbeing Plan  
• Stage 3, Deliver – The Wellbeing Strategy and Wellbeing Plan into
practice.



Stage1



Demands – e.g. workload and working hours 
Control – by the staff in how they do their work 
Support – formal and informal help/assistance from leaders and
colleagues
Relationships – positive working practices, avoiding conflict, dealing
with unacceptable behaviour 
Role – understanding and clarity of job role 
Change – how change is managed and communicated

Stage 1, Check, is all about where are we now? 
What are our current levels of wellbeing, how happy and healthy we are in
our roles. To do this, we seek the views of all staff to complete a wellbeing
questionnaire and submit their responses anonymously.
 

 

"The most basic of all human
needs is the need to
understand and be

understood.” And “The best
way to understand people is

to listen to them”. 
Dr. Ralph Nichols

Check



What is it like to be a member of
staff in this setting? 

Do you feel all staff are happy and safe here? 
Are staff valued, supported and listened to? 
How are skills, talents and strengths identified and shared with others? 
Are they supported to gain further skills to develop their practice even
further?
How are staff able to progress professionally and have aspirations for
their future development and possible career progression? 

Have you stopped to ask yourself why you work where you do? What made
you want to work for this setting? 
 

 
These reflection questions are in the helpful resources section for you to explore this further. 

 

Ofsted ask us to consider what it is like to be a child in this setting? Let us
consider instead, what it is like to be a member of staff in this setting?
That question applies to managers too. Use some of the questions below
to reflect on why it is also important to consider this from a staff
perspective.



It is important that all staff are encouraged to complete their
questionnaires confidentially and honestly so that the results give an
accurate account of information. All staff are to be considered and
involved at every stage as it is important that staff feel that this is a
new way of working and thinking for their wellbeing and that of the
team.
 
The leadership team will review the responses from the questionnaire
and identify any common themes or issues in order to organise the
results   before they are shared with staff and then allow the whole
team to come together to reflect and self-evaluate. 
 
Prioritising what contributes to our overall health, happiness and job
satisfaction is a new way of thinking, a new way of doing things and a
new way of wellbeing for you and your team. It is more than
professional development, this is an opportunity for you to develop a
healthy way of working that promotes individual reflection and a
community of team work
 
 

Wellbeing Questionnaire

"Add the questionnaires  (copy & paste) to google forms
and collect staff responses online. It will analyse your

results for you and it is free! "

The all-important question is, does your workplace
culture help or hinder employee wellbeing?

Tip



How long have you worked for this company?
 

I have been given all the training and support I need to complete my job
role to the best of my ability?
 

I enjoy and feel fulfilled in my job role?
 

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



I feel valued as a part of the settings community.
 

I am happy with the training and professional development opportunities
available to me and they enable me to reflect upon and improve my
practice.
 

My skills and strengths have been recognised by my manager and I am
encouraged to learn and share practice with my colleagues.
 

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



 
All staff treat all children fairly and with respect.

Staff work well to understand and support children’s behaviour.
 

All staff treat each other fairly and with respect.
 

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



 
I am happy with the way performance management is organised, I feel
comfortable to share my thoughts and feelings with my line manager  and
find supervisions and appraisals are effective and worthwhile.

I am actively involved in the self-evaluation of the setting and have the
opportunity to identify areas of priority.
 

The settings ethos/vision/ mission statement underpins my role and
daily responsibilities.
 

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



Staff and parents treat each other fairly and with respect.

 
Staff communicate effectively with each other.

If I am worried or upset about something that has happened at work I feel
comfortable that I can talk to my line manager about it.

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



I am happy with the way in which changes are communicated to me and
have a say in most significant changes.

 
When changes are made, I am clear on how they will work out in practice.

I am able to make choices of when I have breaks/lunch.

Wellbeing Questionnaires 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



The staff room is a suitable space and environment to enjoy my lunch and
have a restful break.

 
I am given sufficient notice of staff meetings or training that I am expected
to attend after work.

How physically healthy would you say you are?

Wellbeing Questionnaires 

1 BEING THE LEAST HEALTH AND 5 BEING THE MOST
1
2
3
4
5

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 

Strongly agree
Agree

Neutral
Disagree

Strongly disagree. 



How mentally healthy would you say you are?

 
In a typical week how often do you feel stressed at work?

What causes you stress at work?

Wellbeing Questionnaires 

Daily
Occasionally

Rarely
Almost never

Never. 

1 BEING THE LEAST HEALTH AND 5 BEING THE MOST
1
2
3
4
5



If you could change anything at work what would it be?

 
What do you enjoy the least about your role and responsibilities?

Any final comments, thoughts or feelings?

Wellbeing Questionnaires 



Staff Responses
The results from the staff questionnaires, will indicate your areas for
development and will form part of Stage 2, Plan.  As a whole team you will
discuss what the results are telling you, what the key issues are and how
they are impacting on staff wellbeing.   It is crucial that staff have the
opportunity to share their ideas and contribute as they will form your
aims, actions and impact as part of your Wellbeing Strategy Plan. See the
question below as an example of how the results indicate areas for
development;
 
 
 
 

Early Years staff work long shift patterns and often only have one break
during the day. Having the opportunity to enjoy a restful break away
from the children in a comfortable space will have a positive impact on
staff wellbeing. Whilst building a whole new staff room maybe out of the
question, organising and refurnishing  the staff room can easily be done.
Staff may also enjoy having their say in contributing ideas and carrying
out the adaptations themselves.



Stage2



Stage 2, Plan.  
 

As part of the plan, a clear and coordinated approach on how feedback is
shared and organised with staff will encourage maximum levels of
participation and effectiveness.  All staff are to be considered and
involved at every stage as it is important that staff feel that this is a new
way of working and thinking for their wellbeing and that of the team. The
results from the audit may identify it is beneficial to update some of your
processes and paperwork such as policies and procedures.  
 
• Performance management; supervisions and peer observations 
• Improvement Plans/Self-evaluation  
• A yearly overview/calendar    
• Health questionnaires 
• Wellbeing Policy

 

Plan
"Leadership is about
empathy. It is about
having the ability to relate
to and connect with
people for the purpose of
inspiring and empowering
their lives." Oprah Winfrey



The Wellbeing Strategy Plan is designed to ensure that wellbeing is part
of your everyday culture and:
 
• provides clear leadership and management in relation to wellbeing  
• there is engagement from all staff to develop effective partnerships 
• actions lead to long-term, sustainable improvements in the health and
wellbeing of all staff
 
Areas for development will be identified and organised into four
sections to begin Stage 2, Plan.  They are;
 
Leadership & Management - how you develop a clear ethos and vision
that is at the heart of your setting and creates a mentally healthy work
place
 
Health & Wellbeing - develop a workplace community that prioritises
health and wellbeing and promotes work life balance 
 
Social Wellbeing - embed a clear community philosophy that promotes
a culture of respect & dignity
 
Happiness & Wellbeing - identify and prioritise their own self-care,
health and wellbeing to be in the best possible position to support and
promote children's wellbeing.

Leadership & Management  



engaging with staff to promote and enhance employee health
and wellbeing 
risk assessing work stress and implementing necessary control
measures to prevent harmful stress and consider the necessary
support mechanisms at work 
effective recruitment, staff development and training
 supporting staff through a changing and challenging
circumstances developing a more flexible work environment 
recognising work stress amongst staff and offering necessary
support/control measures 
creating a culture that where problems arise they are quickly
identified and solution considered against an individual’s needs 
implementing and monitoring workload in relation to health and
work
implementing effective return to work policies following staff
illness/absence from work 

engaging with management to work together to enhance
employee wellbeing 
reporting stress and ill health to management as early as
possible
responding to training and development opportunities 
complying with the control measures and contacting support
agencies where their wellbeing is threatened

Managers are responsible for: 

 
Staff are responsible for: 

Example Wellbeing Strategy 



 Wellbeing Plan  

Leadership & Management 

Intent - what is your  aim?

Impact - intended outcome?

Implementation - actions, when, and by whom? 

Evidence 



 Wellbeing Plan  

Health & Wellbeing 

Intent - what is your aim?

Impact - intended outcome?

Implementation - actions, when, and by whom? 

Evidence 



 Wellbeing Plan  

Social Wellbeing 

Intent - what is your aim?

Impact - intended outcome?

Implementation - actions, when, and by whom? 

Evidence 



 Wellbeing Plan  

Happiness and Wellbeing 

Intent - what is your aim?

Impact - intended outcome?

Implementation - actions, when, and by whom? 

Evidence 



Leaders ensure that they and practitioners receive focused and
highly effective professional development. Practitioners’ subject,
pedagogical content and knowledge consistently builds and
develops over time, and this consistently translates into
improvements in the teaching of the curriculum

Outstanding (1) The provider meets all the criteria for good leadership and
management securely and consistently. Leadership and management in this
provision is exceptional. In addition, the following apply.

Notes

The Early Years Handbook

Leaders ensure that highly effective and meaningful engagement
takes place with staff at all levels and that any issues are identified.
When issues are identified – in particular about workload – they are
consistently dealt with appropriately and quickly.

Staff consistently report high levels of support for well-being
issues.



Leaders have a clear and ambitious vision for providing high-
quality, inclusive care and education to all. This is realised through
strong shared values, policies and practice.

Good (2) In order for the effectiveness of leadership and management to be
judged good, it must meet all of the following criteria.

The Early Years Handbook

Leaders focus on improving practitioners’ knowledge of the areas
of learning and understanding of how children learn to enhance the
teaching of the curriculum and appropriate use of assessment. The
practice and subject knowledge of practitioners build and improve
over time. Leaders have effective systems in place for the
supervision and support of staff.

Leaders act with integrity to ensure that all children, particularly
those with SEND, have full access to their entitlement to early
education.

Notes



Good (2) In order for the effectiveness of leadership and management to be
judged good, it must meet all of the following criteria.

The Early Years Handbook

Leaders engage effectively with children, their parents and others
in their community, including schools and other local services.

Leaders engage with their staff and are aware of the main pressures
on them. They are realistic and constructive in the way they
manage staff, including their workload.

Those with oversight or governance understand their role and
carry this out effectively. They have a clear vision and strategy and
hold senior leaders to account for the quality of care and
education. They ensure that resources are managed sustainably,
effectively and efficiently

Notes



Good (2) In order for the effectiveness of leadership and management to be
judged good, it must meet all of the following criteria.

The Early Years Handbook

The provider fulfils its statutory duties, for example under the
Equality Act 2010, and other duties, for example in relation to the
‘Prevent’ strategy and safeguarding.

Leaders protect staff from harassment, bullying and
discrimination.

The provider has a culture of safeguarding that facilitates effective
arrangements to: identify children who may need early help or are
at risk of neglect, abuse, grooming or exploitation; help children to
reduce their risk of harm by securing the support they need, or
referring in a timely way to those who have the expertise to help;
and manage safe recruitment and allegations about adults who
may be a risk to children.

Notes



Stage3



The key message here is working towards a mentally healthy
workplace culture where staff feel comfortable and confident to
speak to their line managers if they are experiencing difficulties.
Managers strive to demonstrate work life balance - achieve more do
less and ensure they safeguard staff and themselves  from
unnecessary pressures and workload. At the heart of your philosophy
is your intent - how well can staff articulate how they care for
children so that they are able to thrive and flourish? Ask yourself how
this applies to staff? Are you thriving or surviving?
 

 

"let's not forget that it is
line managers themselves
who are often under the

greatest pressure. They have
to do their own jobs, help

their team to do their jobs,
and have a responsibility to
look after the mental health
and wellbeing of the people

who work for them. 
Poppy Jarman"

Deliver



A sense of belonging   
An environment and culture based on shared values and trust  
An environment where staff wellbeing is integrated into everyday
practice  
An environment that recognises skills and encourages personal
development   

Stage 3, Deliver.  
 
How are you making certain that your Wellbeing Plan is effective? Below
find examples how stage 3, deliver really does what it says!
 
Key area: Leadership & Management.  
Intent: To develop clear leadership and management in relation to
wellbeing that promotes; 

 

Intent: Health & Wellbeing  
Priority: To develop a workplace community that prioritises health and
wellbeing and promotes work life balance. 
 

Intent: Social Wellbeing 
Priority: To embed a clear community philosophy that promotes a
culture of respect & dignity. 
 

Intent: Happiness and Wellbeing 
Priority: To ensure that all staff are supported to identify and prioritise
their own selfcare, health and wellbeing to put themselves in the best
possible position to support and promote children's wellbeing.

Leadership & Management  



 The Wellbeing Audit 

completed by the line manager and the staff team and reviewed as when
issues arise and  is appropriate and or revisited termly
will support you to meet requirements of the Early Years Statutory
Framework 2017 and the Ofsted Education Inspection Framework 2019
will help you to assess the quality of your everyday practice, policies and
procedures and the impact this has on staff wellbeing 
will help to ensure that areas for development are identified and prompt
action is taken to address these areas
can be included as evidence for Ofsted as part of your self-evaluation and
improvement plans

This audit should be used to monitor, review and evaluate staff health and
wellbeing within the workplace and:
 

 
Going to work should have a positive impact on our health, if you find your
working environment is not supportive or mentally healthy , it can trigger or
exacerbate mental health  issues such as stress, anxiety, depression. 
 
Work environments will require improvement when they expect high
demands from staff, with little or no level of support, in the form of training,
professional development either during induction and through ongoing
supervision and appraisal. A lack of clear leadership vision and pedagogy that
should underpin all daily practice will lead to inconsistent, low quality
practice and this can undermine all of the the health and wellbeing benefits
that going to work can bring. 

https://www.gov.uk/government/publications/early-years-foundation-stage-framework--2
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/801429/Education_inspection_framework.pdf


Wellbeing Audit 

Are there clear policies and procedures around staff wellbeing and are the
same processes and expectations applicable to all staff? 
 
Is there clarity and fairness around implementing policies and processes? 
 
Does the setting have the following policies and procedures?  
in place? (√ tick if yes X if no)
 
[  ]  Wellbeing 
[  ]  Stress 
[  ]  Mental Health 
[  ]  Sickness & absence
[  ]  Performance management 
[  ]  New employees & induction   
[  ]  Resilience 
[  ]  Safeguarding 
[  ]  Confidentiality
[  ]  Equality 
[  ]  Behaviour
[  ]  Lone working policy 
[  ]  Staff code of conduct 
[  ]  Clear protocol for dealing with concerns/disclosures
[ ] Clear protocol for dealing with allegations against a member of staff,
    volunteer, manager and/or proprietor



Wellbeing Audit 

Is there an induction handbook for new employees. Do all staff understand
and know what is expected of them and have had all the relevant, training
and support needed to fulfil their job description.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Do all staff work towards the same pedagogy, philosophy, vison or ethos and
does it underpin everything you do.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Is there a staff code of conduct that exemplifies staff practice and a
professional working culture that promotes dignity and respect.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Are there named Wellbeing Champions or Health and Wellbeing Teams
within the workplace.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Are  audits of the working environment for physical stressors such as flickering
lights, low temperature carried out. Are stress surveys or risk assessments
completed.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Staff views, thoughts and feelings are valued and regularly sought to measure
levels job satisfaction, performance and wellbeing to identify elements of
practice, policy or culture that may be detrimental to a healthy work-life
balance. (staff questionnaires, wellbeing surveys, any methods that encourage
staff to share their views)

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Do appraisals and supervisions develop open and honest communication
that encourages staff participation so that they feel safe and secure to share
their thoughts, feeling and ideas. Procedures for performance  management
are well organised and embedded and significantly drive improvement.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Through performance management staff are able to identify and attend
training and professional development opportunities. Staff training makes
an impact on their practice and improves outcomes for children.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

How does the management team and the ethos of the setting encourage staff
to develop and maintain a healthy lifestyle and be a positive role model. For
example; model good working practices and self-care to encourage an
appropriate work-life balance. Encouraging staff to take breaks, for example,
finishing on time, having regular debriefs or supervision from colleagues or
line managers when dealing with difficult situations, review
paperwork/procedures/practice to simplify and reduce workload “achieve
more with less”. Physical activity facilities, healthy food and drink, “practice
what you preach ethos”.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

There is trained staff member who has completed physical First Aid for adults.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Line managers have completed training on mental health awareness? All staff
have had training on mental health awareness and know the early warning signs
of mental ill health. (Such as the MHFA England training course on, Mental
Health First Aid, Mental Health Champions, Mental Health Aware).

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

Staff have received professional development opportunities that relate to their
own wellbeing.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

There are a range of free resources that promote wellbeing in the
workplace. Books, magazines, leaflets/pamphlets, apps, wellbeing
display, details of local groups, charities, initiatives or organisations,
nurture baskets.

Yes -  record supporting evidence No - record action required

Notes



Wellbeing Audit 

 There is an Employee Assistance Programme (EAP) in place that staff can access
to support their emotional health and wellbeing.

Yes -  record supporting evidence No - record action required

Notes



Useful
resources



What is it like to be a member of staff here? 
Have you stopped to ask yourself
why you work where you do?

What made you want to work for this
setting?

Training I would like to complete

Reflection Questions 

What is it like to be a member of staff here? 



Do you feel all staff are happy and safe here?

Are staff valued, supported and listened to? How are skills, talents and strengths

identified and shared with others?

Are staff supported to gain further skills to develop their skills even further?

How are staff able to progress professionally and have aspirations for their future

development and possible career progression?

What is it like to be a member of staff here? 

Where do I see myself in 
five years?

Reflection Questions 



The Wellness Recovery Action Plan® or WRAP®, was developed by Dr Mary Ellen
Copeland and is a self-designed prevention and wellness process that anyone can
use to get well, stay well and make their life the way they want it to be. Originally
for people experiencing Mental Health Issues they are now used extensively by
people navigating all kinds of circumstances to support them reach their full
potential and support with physical, mental health and life issues  
 
 Creating your own wellness action plan maybe helpful - keep it as simple as
possible. We do not need the pressure of unnecessary paperwork but providing
staff with the tools and necessary information on how to complete one themselves
will be a helpful measure in maintaining and protecting wellbeing. The charity Mind
have also put together support and information on creating a Wellness Action Plan
there is one for line managers and employees.
 
Given the often high levels of stress in the workplace and the increased amount of
staff reporting mental health issues a wellness plan if implemented effectively will
support all staff to manage their mental health and wellbeing at work. The idea is
that staff develop a totally personalised practical tool that they can use to help
them stay well and address health issues as they arise.  It enables open, honest and
clear communication between line managers and their team,
 
Think carefully about how you introduce this to staff and decide on how and when
you will complete it and how often it will be reviewed. For further information on
supporting staff Mental Health and Wellbeing at work take at look at the MHFA Line
Managers Resource,

 

What is a Wellness Plan

https://mentalhealthrecovery.com/
https://www.mind.org.uk/workplace/mental-health-at-work/taking-care-of-your-staff/employer-resources/wellness-action-plan-download/
https://mhfastorage.blob.core.windows.net/mhfastoragecontainer/bbaee8ce4864ea11a811000d3ab82d69/Line%20Managers%20Resource%20Screen.pdf?sv=2015-07-08&sr=b&sig=dwtEDPU2v9vWDnq7iAiLmx11LFVtE1%2BN1Pf9fTLefMo%3D&se=2020-03-31T16%3A45%3A02Z&sp=r


 Wellness Plan  

Name:                                                         Job Role:                  

Do I have any pre-existing or diagnosed health conditions or any other health
issues?

Do I take any medication?

What am I like when I’m well?

What helps me stay healthy?



Name:                                                         Job Role:                  

What do I wish my manager knew?

Are there any situations that may trigger poor mental health?

How can my work place support me right now?

What can I do to take care of the things that are worrying me?

 Wellness Plan  



Name:                                                         Job Role:                  

What do I wish my manager knew?

Are there any situations that may trigger poor mental health?

How can my work place support me right now?

What can I do to take care of the things that are worrying me?

 Wellness Plan  



Signature:                                                                                  Date:                                                                     

How do I want to feel as I navigate this situation and maintain my wellness?

How does work positively contribute to my overall wellness?

What do I need to do every day to stay well or keep on track with my goals?

Is there anything else you would like to share?

Signature:                                                                                  Date:                                                                     

 Wellness Plan  



 Wellness Plan - in stressful times 

Name:                                                         Job Role:                  

What new stress am I aware of?

How can my work place support me right now?

What existing stress may need my attention right now?

How can I support myself right now?



Our Wellbeing Champions will play a key role in developing and supporting a
culture that contributes to improved mental health and wellbeing.

The Role of your 
Wellbeing Champion

take an active part in promoting activities and events
encourage colleagues to access relevant health and wellbeing   
 opportunities
share best practice and stories of success
signpost colleagues and students to relevant resources and services
role model and promote a healthy culture within the community

To support our Health and Wellbeing action plan our Wellbeing Champions
will:
 

   
The key attribute that we want from our Wellbeing Champions is that they are
engaged, enthusiastic and willing to support staff members. This is a voluntary
role undertaken at the manager’s discretion.
 
Summary of role:
 
To support our Wellbeing Strategy, by promoting
activities in local areas, encouraging colleagues to access relevant health and
wellbeing opportunities, sharing best practice and stories of success.
 
 



The Role of your 
Wellbeing Champion

Promoting particular health campaigns through poster displays, emailing
colleagues, giving out leaflets and updating colleagues at meetings you
attend and your team meeting (e.g. World Mental Health Day, National No
Smoking Day).
Organising activities, e.g. a lunch time walk, book club or hobby
group.Signposting colleagues and students to relevant services.
Encouraging colleagues and students to participate in Wellbeing
initiatives/challenges.
Championing and promoting relevant health messages and events 
Providing information to colleagues and students about Wellbeing Policies,
Procedures and work place support such as Employee Assistant
Programmes (EAP)
Role modelling and promoting a healthy culture within the workplace.
Involvement in events and collaborative working with other champions 
Providing activity information to their line manager via a wellbeing survey
on a  yearly basis 

What will the role involve?
The purpose of the champion role is to help implement and support Wellbeing
through raising awareness of wellbeing activities, promoting healthy lifestyles
and positive mental health.
 
Champions will know their work areas and colleagues so will be best placed to
know what will work best in that environment and can pick out resources that
fit their local environments.
 
Examples of activities include:



The Role of your 
Wellbeing Champion

An enthusiasm for, and interest in wellbeing, improving the working
environment and supporting engagement. 
Being approachable and willing to help.
A basic understanding of healthy lifestyles and health promotion.
Keen to keep up to date with activities, attend the occasional training
event/meeting and collaborate with others.

Requirements for the role:
 

 
Ideas to get you started:
 
Hold a tea & talk session - an informal introduction where the Wellbeing
Champions can introduce their roles, what that means for the setting and
encourage feedback and discussion with staff sharing their ideas and
suggestions on health and wellbeing. 
 
Create a workplace wellbeing calendar for the academic year, with set dates
scheduled and organised such as team building events and wellbeing walks.
key dates like world Mental Health Day and Early Years Wellbeing Week
included. 
 
Create a wellbeing wall in the staff room with useful local information, contact
numbers, information on The Five Ways to Wellbeing, NHS Moodzone. 
 



Helpful definitions   
How to support your mental health at work

Mental Health 
We all have mental health and in the same way we all have physical health, our
health is fluid and will change over time. The World Heath Organisation (WHO)
defines Mental Health as:
 
"a state of well-being in which the individual realizes his or her own abilities,
can cope with the normal stresses of life, can work productively and fruitfully,
and is able to make a contribution to his or her community”

Mental Illness 
Mental illness an also be described as mental health conditions or disorders
and is  described by the WHO, as:
 
"range of mental health conditions - disorders that affect your mood, thinking
and behaviour. Examples of mental illness include depression, anxiety
disorders, schizophrenia, eating disorders and addictive behaviours’.
 

Mental Health Issues
Nobody is immune from experiencing a mental health issue in their life time,
so the more we learn, the more we will know and the more knowledge and
information we will have to take care of ourselves and learn to understand and
look put for others. 
 Stress
Our bodies are not wired to cope and deal with stress over long periods of time
and if we do not address the stress it can, over time impact on our mental and
physical health. Yet how many of us would admit we experience stress regularly
within our daily lives?  Taking measures to address stress is essential for us to
maintain high levels of wellbeing and take care of our health. 



FIVE WAYS TO WELLBEING  
The following steps have been researched and
developed by the New Economics Foundation.

Connect
Be Active
Notice
Keep Learning
Give

Aim to make progress rather than perfection; simple actions you can
easily incorporate to your daily life that contribute to your health and
happiness.
 
The NEF, conducted an extensive review of what is most important for
positive mental wellbeing, and grouped it into 5 headings. Evidence
tells us that by engaging in any of these five ways to wellbeing will have
a positive impact on your mental wellbeing:

 

 
There is no one single stand alone initiative that is going to make a
quick fix to wellbeing, rather small, incremental changes in each of the
Five Ways to Wellbeing will have a cumulative impact when carried out
consistently over time.
 
Consider how you can incorporate and promote the Five Ways to
Wellbeing in your everyday life, at home and at work. 
 



Five Ways to Wellbeing  
The following steps have been researched and
developed by the New Economics Foundation.



Useful sources of Information 

 
MHFA England is the only provider of licensed Mental Health First Aid
Instructor Training in England.
 
https://mhfaengland.org/mhfa-centre/resources/for-workplaces/
 
Link to the downloadable pdf MHFA England Line Managers Resource
https://www.kcl.ac.uk/hr/diversity/guidance-and-
resources/toolkit/line-managers-resource-latest.pdf
 
Acas (Advisory, Conciliation and Arbitration Service) provides free and
impartial information and advice to employers and employees on all
aspects of workplace relations and employment law.
 
http://www.acas.org.uk/index.aspx?articleid=1361
 
The Health and Safety Executive (HSE) is a UK government agency
responsible for the encouragement, regulation and enforcement of
workplace health, safety and welfare, and for research into occupational
risks in Great Britain
http://www.hse.gov.uk/stress/resources.htm
NICE guidelines are evidence-based recommendations for health and
care in England. They set out the care and services suitable for most
people with a specific condition or need, and people in particular
circumstances or settings. Our guidelines help health and social care
professionals to: prevent ill health
 
https://www.nice.org.uk/guidance/lifestyle-and-wellbeing/mental-
health-and-wellbeing

Workplace Support



Useful sources of Information 

Crisis support
 
If you, or someone you know is mental health crisis and needs medical
help fast:
 
–          Ring 999 to contact emergency services
–          Go to your nearest A&E
 
If it is not a medical emergency but you still need urgent help:
 
–                   Ring 111 for professional advice 27/7 and 365 days a year and
guidance  on where to access appropriate health services
 
–          Make an appointment with a GP
 
Samaritans. We Support Anyone Who Needs Help. Whatever You’re
Going Through, Talk to Us Now. Call Us Free On 116 123. 24/7 Confidential
Support. You Talk, We Listen. Mental Health Charity.
 
https://www.samaritans.org/how-we-can-help-you/contact-us?
gclid=EAIaIQobChMIqMeI_OKk4AIVZrvtCh3ingtJEAAYASAAEgKiofD_BwE
 

Crisis



 
Mental Health support
 
Mind provide advice and support to empower anyone experiencing a
mental health problem. We campaign to improve services, raise
awareness and promote understanding.
 
https://www.mind.org.uk/workplace/workplace-wellbeing-index/
Childline. Get help and advice about a wide range of issues, call us on
0800 1111, talk to a counsellor online, send Childline an email or post
on the
message boards.
https://www.childline.org.uk/
Local and national charities and support groups
 
Mental Health Mates, find local walks in your area. A safe space for you
to walk and talk about your problems without fear of judgement.
 
https://mentalhealthmates.co.uk/
Hub of Hope. The Hub of Hope is a first of its kind, national mental
health database which brings together organisations and charities, large
and small, from across the country who offer mental health advice and
support, together in one place.
 
https://hubofhope.co.uk/

Mental Health Issues 


