
Practical tools: example staff wellbeing statement 
St Peter’s School in Huntingdon, Cambridgeshire has over 1,000 students. Through a focus group, they have created an effective staff wellbeing statement to support their employees.
	Background from Rachel Boyall, HR Manager 
Staff wellbeing is crucial for us. The staff wellbeing statement outlined below was developed with our wellbeing focus group, which offers support to staff, seeks feedback on how staff are feeling and sends out resources and links to available as well as looking at ways to boost morale. The focus group used to meet every quarter, but during the pandemic the members of the group contacted staff individually to see how they were. This has been highly effective during the recent months. We also measure wellbeing through monitoring staff absence, support staff through difficult personal times with our employee assistance programme, and offer flexibility where possible to support case by case situations.



Using this example
Schools can, if they wish, tailor or adopt this example when reviewing their own policies and practice although there is no requirement to do so.

Our wellbeing principles
These principles are the cornerstone of our approach to wellbeing at St Peter’s:
· Because we care
· Because everyone matters
· Together we can make a difference
· This is worth it. 
· We are worth it. 
· You are worth it. 

Staff wellbeing statement
St Peter’s recognises its responsibility for the health, safety and welfare of its employees, and understands that wellbeing and performance are linked. We are committed to fostering a culture of co-operation, trust and mutual respect, where all individuals are treated with dignity, and can work at their optimum level.  
We recognise that work-related stress has a negative impact on employees’ wellbeing and that it can take many forms, so it needs to be carefully monitored and addressed at an organisational level. 

At St Peter’s we:
· Carefully plan and agree work-life balance solutions including flexible working practices where possible and appropriate.
· Ensure that the right people are recruited to the right jobs and that a good match is obtained between individuals recruited and job descriptions/specifications.
· Manage pressures which may affect employees, including the impact of workload, and anticipate likely problems, taking action to reduce the effects of these pressures where possible.
· Pay attention to any indication of changes in performance or behaviour in employees and promote sympathetic alertness to employees who show signs of being under stress.  
· Create opportunities for employees to discuss concerns and enable employees to do so in a supportive environment, through one-to-one meetings and feedback sessions.
· Provide an Employment Assistant Programme (EAP), which offers a free 24-hour counselling service.
· Put in place procedures for line managers to address concerns or absence due to work related stress. 
· Provide Occupational Health support to employees where appropriate  
· Carry out a risk assessment, where necessary, and especially when concerns have been raised, as soon as possible.  
· Ensure that when staff are absent, proportionate, and supportive contact is maintained with them, at a mutually agreed frequency.
· Establish a return-to-work policy that is supportive of employees. 

We ask employees to:  
· Inform the organisation if they believe work or the work environment poses a risk to their health.
· Seek support or help when they think they are experiencing a problem at the earliest opportunity to ensure effective strategies can be implemented. 
· Act in a manner that respects the health and safety needs of themselves and others whilst in the workplace.
· Assist in the development of good practice and aim to not, through their actions or omissions, create unnecessary work for themselves or colleagues. 
· Treat colleagues and all other persons whom they interact with during the course of their work with consideration, respect and dignity
· Treat in confidence any health-related information disclosed by an employee during discussions with managers or the occupational health service. 
· Take responsibility for managing their own health and wellbeing outside of work.







Outcomes

We have a united approach that creates:

· a sense of belonging. Supporting staff leave of absence requests in order to maintain high levels of attendance.
· a culture that is based upon our core wellbeing principles. 
· an environment that recognises skills and encourages personal development.
· an environment whereby employees feel they are listened to.


Impact

‘I feel the impact of our ‘wellbeing statement’ informs our community of our identity and what we represent – Everyone Matters!
‘Our forum brings care, guidance and support to those in need. It allows open and honest discussions to take place enabling us all to reflect and decide the best direction of travel to reach out and make a difference.’



For further details, please contact: reception@stpetershuntingdon.org 
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