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[bookmark: _Toc6321748]EXECUTIVE SUMMARY
This report discusses an employment relations issue within the Schools section of the Education Directorate of Neath Port Talbot County Borough Council. 
Initially the report sets out the approach taken in S when dealing with employee relations, the report goes on to elaborate on what is meant by employee relations while higlighting conceptual factors that affect such management. 
For the purposes of this report, the employee relations issue being discussed is that of Engagement. This is done by critical analysis of what ‘Engagement’ generally means from an employment perspective with reference to more recent opinion linking Engagement to Wellbeing. 
Findings from secondary research found in the majority that engagement from employees has many organisational and indvidual advantages but is not sustainable in the long term unless employee wellbeing is captured within it. With research demonstrating that disengagement results in higher absence levels, and with S experiencing high teacher absence levels relating to stress and mental health concerns, this is the focus of the report. 
The report discusses current and historic literature showing that stress and mental health concerns are and always have been a cause for concern within the Education profession. Synthesising sources, linking absence levels to wellbeing and wellbeing to engagement the report confirms the position that S is experiencing employee engagement issues which are evidenced through stress/mental health related absence levels. 
With consideration given to the barriers to engagement, established through PESTLE analysis and Dundon’s Conceptual factors, this report aims to provide viable recommendations to improve employee engagement through implementation of meaningful wellbeing measures with the aim of reducing stress/mental health related absences.
[bookmark: _Toc6321749]1.0 INTRODUCTION
[bookmark: _Toc6321750]1.1 Background to Organisation
Neath Port Talbot County Borough Council (NPTCBC) is a Local Authority situated in South Wales employing approximately 5,700 individuals providing a vast range of public services. NPTCBC is made up of five directorates, these being; Chief Executives, Education, Finance and Corporate Services, Environment, and Social Services and Housing. 
Given the wide range of professions and departments across NPTCBC and with consideration given to time restrictions and word count, this report does not allow for consideration of the Authority as a whole. The focus of this report will be the Education directorate of NPTCBC. The report will not focus on the Education directorate as a single service provider as services within central education are also too vast. This report focuses on the schools section of the Education Directorate, referred to as ‘S’, which comprises 41% of NPTCBC’s workforce, 23% of the total workforce are teaching staff.

[bookmark: _Toc6321751]1.2 Operating Environment
NPTCBC has a long-standing history of Labour party dominance and is still currently led by a Labour cabinet. Historically the Council have operated in a ‘placid’ environment (Kew & Stredwick, 2008) with the assumption that the future will reflect the past, characterised by rigidity (Clegg, et al., 2008).

Changes in the external environment (Appendix 1) such as technological advancements, social attitudes, new behaviours and political leadership created times of austerity, and have shaped a business environment of Volatility, Uncertainty, Complexity and Ambiguity (VUCA) (Bennett & G. James Lemoine, 2014). Reflection on custom and practice actions to inform future decision making is no longer enough to survive – let alone thrive – in today’s modern world (Stacey, 2004). 
As a result of these changes, the UK Government have continuously made cuts to public spending, NPTCBC has seen a significant reduction of £77 million to their budget since 2010 (Neath Port Talbot County Borough Council , 2017), this reduction is also mirrored within the Welsh Government’s Education budget. 

The Association of School and College Leaders  (ASCL) comments that schools in Wales are ‘struggling to make ends meet’ with budgets being ‘stretched to breaking point’ ASCL have calculated that the Welsh Government Education budget shows an overall reduction of £35million , leaving just £170million between 1547 schools (Wightwick, 2017 ). Tim Pratt, ASCL Cymru Director advises that this could potentially allocate £32,000 to each school, depending on funding formula, which he describes as being a ‘drop in the ocean’. 

When looking at the expenditure of a school the majority think of general maintenance, education and improvement costs, however these are not the only financial aspect that a school has to consider. A major concern within S is the cost of sickness absence - sickness absence costs alone reached a staggering £1million in 2016 (Wales Online, 2018). Although certain elements of this cost are covered by insurance, these are costs that S simply cannot afford. 

[bookmark: _Toc6321752]1.3 The link between Engagement and Wellbeing
A comprehensive amount of research evidences that employee engagement is critical to sustainable organisational performance which in turn is linked to increased performance and productivity (Baldoni, 2013) (Dukes, 2018) (Sorenson, 2013) (CIPD, 2017) (CIPD, 2012) (CIPD, 2018). With a mounting body of evidence strongly linking wellbeing to engagement (MacLeod & Clarke, 2009) (Gray, 2014) it only follows that research is indicating a growing recognition of a positive link between employee well-being and long term organisational health (CIPD, 2016).  Figure 1 below illustrates the link between employee wellbeing and engagement.

[image: https://i2.wp.com/engageforsuccess.org/wp-content/uploads/2015/09/wellbeing-and-engagement-04June2014-Finalb.jpg]
[bookmark: _Toc6321753]Figure 1 – Wellbeing and Engagement Source: (MacLeod & Clarke, 2009)
Further evidence can be found in the recent CIPD report (CIPD, 2018), along with the creation of the Wellbeing Pyramid which the CIPD believe reflects the current position (Figure 2 below).
[image: https://www.cipd.co.uk/Images/well-being-pyramid_670x_tcm18-19141.gif]
[bookmark: _Toc6321754]Figure 2 – CIPD Employee Wellbeing Pyramid 2016

[bookmark: _Toc6321755]1.4 Sickness History within SS
As highlighted. in the past sickness absence levels within S and associated costs have been causing concern -it was estimated that over £1million was spent on school sickness absence costs in financial year 16/17 (Wales Online, 2018). 
Stress and mental health conditions have accounted for the highest reasons given for sickness absence in NPTCBC since 2016 (Neath Port Talbot County Borough Council , 2017) (Moore, 2018) with 66% of all sickness absence relating to long term absence from work (absence longer than 28 continuous days) (Neath Port Talbot County Borough Council , 2017).   

Due to the high levels of sickness absence within S and associated costs, a sickness taskforce was set up in 2016 with a dedicated HR Officer focusing on long term sickness absence, briefing managers within S on long term absence management with early intervention being vital. Since the introduction of this taskforce, long term sickness absence costs within primary schools has reduced by £200,000 in 2017/2018 financial year, with secondary schools spending approximately £80,000 less on long term and short-term absences (Wales Online, 2018). Education Director, Aled Evans, comments that although this decrease is positive, there is ‘more work to be done’ (Wales Online, 2018).

Some of the most common reported reasons for absence in NPTCBC are stress and mental health. Tom Owen, HR Manager for Education at NPTCBC was spoken to for the purposes of this report and confirmed that a Mental Health Strategy team had been set up with a view to ‘combating the cause of such absence along with developing a culture for employee’s to feel able to speak openly about mental health and equipping our managers to manage situations competently and effectively’. 
Figure 9 at point 2.5.1 in the main body of this report reflects the current position in relation to absence reasons within NPTCBC and supports the statement that stress remains the highest reported reason for absence, this is also true for the position within S. 
Among the highest reported reasons for absence lie other mental health related absences such as depression, bereavement, work-related stress etc. These statistics show that it is crucial that consideration is given to employee wellbeing in an attempt to reduce these absence levels and increase the engagement of the workforce.

[bookmark: _Toc6321756]1.4 Aim of Report
This report aims to critically analyse engagement levels of the teaching staff within S. Engagement levels will be considered and determined through analysis of teacher stress/mental health related absence levels. The report will make partial reference to resource and talent management topics resulting from engagement issues (such as exit rates/retention) and will aim to provide viable recommendations to improve engagement through implementation of meaningful wellbeing measures with the aim of reducing stress/mental health related absence levels within S.

[bookmark: _Toc6321757]1.5 Objectives of Report
The objectives of this report are to:
(i) Provide an overview of the importance of Engagement within an Organisation 
(ii) Discuss the current position in relation to Employee Engagement and Employee Wellbeing while analysing whether there is a Wellbeing issue within S 
(iii) Make viable recommendations to increase employee engagement by implementing positive wellbeing measures to reduce stress/mental health related absence levels.
















[bookmark: _Toc6321758]2.0 LITERATURE REVIEW
[bookmark: _Toc6321759]2.1 Employee Relations
Replacing the term ‘industrial relations’, employee relations relates to individual and collective workplace relationships. The interpretation is now much wider, reflecting the introduction of various individual workplace rights, together with the decrease in trade union impact (CIPD, 2018). The employment relationship is about more than ‘work for pay’. Employee Engagement has become a key part of the employment relationship and with research indicating that the UK on the whole has an employee engagement deficit, being ranked 9th amongst the world’s twelfth largest economies as ranked by GDP (Business Wire, 2012), it is essential that employers understand their approach to engagement, what engagement is and what the benefits are.
[bookmark: _Toc6321760]2.1.1 Theoretical Understanding and Perspectives
When considering perspectives on employee relations there are three general terms of reference that can be considered, specifically, Pluralist, Radical and Unitary. NPTCBC and S adopt a Pluralist approach to managing employment relations through partnership working and agreed policies/procedures. Pluralists see the employment relationship as the coalition of different players – there is understanding and acknowledgment of conflict in the face of different interests, favouring implementation of policies and practices to avoid such conflict (Bres & Raufflet, 2013). Any conflict is to be managed through discussion and partnership working by way of recognised Trade Union Institutions. Henry Ford once commented ‘Coming together is a beginning, keeping together is progress and working together is success’ (Anderson, 2013), this nicely summarises the Pluralist approach and NPTCBC’s position in relation to MER. 

Historically within S, traditional hierarchical structures have been favoured with a command and control type of leadership, running risk of a Unitary approach to MER, this approach does not acknowledge employee voice and runs on the basis of shared values and common objectives stemmed from the employer. It is argued that this approach is outdated and better suited to 19th Century organisations (Gennard, et al., 2016). Given the strong presence of Trade Unions within S, current employee voice mechanisms and collaboration being a key leadership attribute for the future world of work, it could be deemed that the Pluralist approach is the correct approach for S.

[bookmark: _Toc6321761]2.2 Conceptual Factors affecting Employee Relations
[bookmark: _Toc6321762]2.2.1 External Factors affecting Employee Relations 
Based on Appendix 1, as outlined in the introduction, significant changes in Political Leadership, Technological advancements, Legislation, Economic Climate, Social Attitudes and Corporate Social Responsibility have reformed the way employment relations are dealt with in the UK. 
The State has major influence in shaping the way employment relations are conducted, firstly through a legislative framework providing rights to both employer and employee, and secondly through the running of enforcement channels of such rights (Gennard, et al., 2016, p. 15). As a result, decisions made by the Government will filter down to local level and impact the way S manages employment relations. 
Since the Thatcher Government and introduction of various employment legislations it could be argued that the balance of power has shifted to the employer through a neo-liberal approach based on denationalisation and marketisation (Gennard, et al., 2016), essentially limiting Trade Union influence, and demonstrated through various instances, one being the Miners Strike of 1984-85.

Economic changes in the aftermath of the global financial crisis (The Economist, 2018) resulted in the aforementioned budgetary cuts (point 1.2), impacting S as the workforce was reduced and redundancies were made, effectively increasing the workload, adding to teacher pressures-resulting in stress. In addition to this, changes in social attitudes have impacted engagement within S, as society’s behaviours have changed, public expectations have increased – despite a decreasing budget, a smaller workforce and a higher workload, teachers are expected to deliver the same, if not higher results.
[bookmark: _Toc6321763]2.2.2 Internal factors affecting Employee Relations
Due to the external factors mentioned above, NPTCBC have had to consider measures for implementation in order to survive times of austerity, these measures have filtered to S. Restrictions have been made on the ability to externally advertise and grant voluntary redundancies, with an active focus on redeployment through the signing up of a Safeguarding Pledge as well as introduction of sickness taskforce teams to drive down absence costs. 

[bookmark: _Toc6321764]2.3 Employment Relations – Engagement
[bookmark: _Toc6321765]2.3.1 What is Engagement?
There are numerous definitions of employee engagement (Kahn, Utrecht, Kruse etc) - What is agreed is that employee engagement is not about using a mechanistic approach to extract discretionary effort from employees by manipulating emotions and commitment (MacLeod & Clarke, 2009). Engagement is the emotional commitment an employee has to an organisation and its goals (Kruse, 2012). Kahn believes it is about how people interact with their work roles and ‘express themselves physically, cognitively and emotionally’ (CIPD, 2018). 

The concept of engagement builds upon motivational theories as well as other concepts such as job satisfaction, shared purpose and Katz’s organisational citizenship behaviour (CIPD, 2018). There has been criticism with this concept of employee engagement with critics’ focus on its separability from previously studied concepts (Rayton, 2012). 

While the majority of research highlights the positive impact engagement can have for an organisation, it is important to note that there are opposing views to engagement. References to ‘the dark side’ of engagement have increased as technology has advanced in the workplace. Research has shown that being too engaged leaves employees with little to no opportunity to ‘switch off’ from work, resulting in higher stress levels (Harvard Business Review, 2016) (Forbes, 2014) (CMI, 2016), the same argument has been put forward for teachers (Education Support Partnership, 2018). Due to restrictions on time and word count, this report does not allow for further discussion on this.

[bookmark: _Toc6321766]2.3.1 Engagement Enablers
Due to various factors -such as generational differences and organisational culture, there is no ‘one size fits all’ approach for engagement. Four common themes were found following extensive government research- Referred to as the ‘four enablers’ they capture many of the key elements believed to be crucial for the presence of employee engagement (MacLeod & Clarke, 2009) (Figure3). 
[image: http://image.slidesharecdn.com/leedsslidesv2-120725032410-phpapp01/95/leeds-slides-v2-13-728.jpg?cb=1343186730]
[bookmark: _Toc6321767]Figure 3 – Four Enablers of Employee Engagement	

[bookmark: _Toc6321768]2.4 Benefits of Engagement: How to identify if the workforce is engaged
Critics of employee engagement have argued that there are successful traditional 19th century organisations operating on a command and control basis (MacLeod & Clarke, 2009, p. 34). While this is true, it could be argued that this is due to a loose labour market with low competition/high supply and demand cultures for a particular product. Telefoncia O2 argues that an organisation that does not pay focus on employee engagement is not maximising its long-term value. 

Extensive amounts of research have shown that organisations with high levels of employee engagement have higher operating income, productivity, profitability and safety standards (CIPD, 2012, p. 2)(Baldoni, 2013) (Dukes, 2018) (Sorenson, 2013) (CIPD, 2017) (CIPD, 2012) (CIPD, 2018). At an individual level, research shows that engaged employees are less likely to leave the organisation, have lower absence rates and higher job (and life) satisfaction (CIPD, 2012). It is important to note that the sheer volume of research and evidence for the above correlations is so large that this report does not allow for detailed discussion, please see Table 1 below for further sources.
	Study
	Finding

	The Corporate Leadership Council (Coporate Exexcutive Board , 2008)
	Reported that engaged organisations grew profits three times faster than their competitors. Arguing that highly engaged organisations were able to reduce staff turnover by 87% and improve performance by 20%.


	Chartered Management Institute 
‘Quality of Working Life’
 (Worrall & Cooper, 2007)

	Found a significant association between employee engagement and innovation.


	Gallup (Harter, et al., 2006)
	Found that engagement levels can be predictors of sickness absence, with more highly engaged employees taking an average of 2.7 days per year, compared with disengaged employees taking an average of 6.2 days per year




[bookmark: _Toc6321769]Table 1 – Examples research linking employee engagement to organisational benefits

From the above research it follows that an organisation should be able to identify if their workforce is engaged through careful analysis of the organisation’s performance, productivity, innovation and absence levels. As outlined in the introduction, when considering engagement levels within S, the focus of the report will be on stress/mental health related absence levels from teaching staff. 

The next section of the report will provide an overview on the link between employee engagement and wellbeing, which in turn impacts absence levels.

[bookmark: _Toc6321770]2.5 The link between Engagement and Wellbeing 
Academic research supports the links between employee engagement and wellbeing, absence and resilience (Gray, 2014) (MacLeod & Clarke, 2014). Work is the primary activity carried out by individuals during their waking hours (MacLeod & Clarke, 2014), comprising over one third of total awake time (ONS, 2011), taking this into consideration, it is not surprising to see a correlation between engagement, wellbeing and absence levels (Rayton, 2012).

As noted, employee engagement has been associated with higher levels of psychological wellbeing (Dulagil, 2012) (Wright, et al., 2007) While some argue that work engagement is negatively correlated with burnout (Schaufeli, et al., 2002) (Forbes, 2014) (Harvard Business Review, 2016) others have found that “meaningful work leads to lower levels of absence because people are engaged with their work” and that “the association between meaningfulness and engagement is strengthened by wellbeing” (Soane, et al., 2013).

Referring back to the various definitions of employee engagement, the definitions generally focus on employee commitment and organisational goals, however more attention is being given to employee wellbeing playing an integral part in employee engagement as it is argued that engagement created without the consideration of employee wellbeing will not be sustainable in the long term (CIPD, 2012) (MacLeod & Clarke, 2014) (CIPD, 2018) (Rayton, 2012). Below notes an updated definition of Engagement encompassing employee wellbeing.

“A workplace approach designed to ensure that employees are committed to their organisation’s goals and values, motivated to contribute to organisational success, and are able at the same time able to enhance their own sense of wellbeing’ (MacLeod & Clarke, 2014).
As previously highlighted (Figures 3,4, and 5), S experiences high absence levels from the teaching staff, indicating an engagement issue within S. Should this be the case, research would argue that S will experience higher absence levels, lower innovation, lower performance/productivity and higher turnover.

[bookmark: _Toc6321771]2.5.1 Current Position on Wellbeing in the Education Sector
Stress within the teaching profession has been a topical subject for years, current thinking of the National Foundation for Educational Research states that teachers endure greater work-related stress than other professions, arguing 1 in 5 teachers feeling tense about their job most or all of the time, compared to just 13% in similar occupations (Busby, 2019). 

The Education Support Partnership conducted extensive research which found that 76% of surveyed teachers experienced work related behavioural, psychological or physical symptoms due to stress with 57% considering leaving the profession. It has been said that there is a ‘stress epidemic’ with increases in mental health issues being seen across the entire UK Education sector (Education Support Partnership, 2018).

Claimed to be the most comprehensive report into the wellbeing of educational professionals, the findings of the report highlight the crisis being faced within today’s education sector. 
· 65% did not feel confident to disclose a mental health concern
· 47% were off with a mental health issue for a month or more over the academic year
· 31% report an experience with a mental health issue over the last year
· 36% feel there is no mental health support
· 74% advising they could not switch off from work, work load being a major contributing factor in a negative work life balance. According to the National Education Union’s joint general secretary Dr Mary Bousted, it is believed that teachers often work in excess of 50 hours per week, with primary teachers new to the profession working nearly 19 hours per week outside of normal school hours (Webber, 2019).
Detailed below are some statistics taken from (Education Support Partnership, 2018) illustrating the extent of the issue across the Education sector. 
[image: Teacher Wellbeing Index Education Support Partnership]
[bookmark: _Toc6321772]Figure 4 – Level of Stress Chart, Source:  (Education Support Partnership, 2018)

[image: Teacher Wellbeing Index Education Support Partnership]
[bookmark: _Toc6321773]Figure 5 – Symptoms experienced by Education Professionals, Source: (Education Support Partnership, 2018)

[image: Teacher Wellbeing Index Education Support Partnership]
[bookmark: _Toc6321774]Figure 6 – Examples of Mental Health Conditions and Diagnosis Figures

[bookmark: _Toc6321775]2.5.2 The Impact of Employee Wellbeing
Stress from workload is not just impacting teacher absence levels- Recent research from the University College London found that 40-50% of teachers had already left, or were considering leaving the profession within the first 10 years of starting their teacher training (Brown, 2019). Although poor retention rates are further evidence of disengagement, due to report restrictions the focus will solely be on stress/mental health related absence levels.
 
The modern-day teacher must work within a target-driven culture, delivering results capable of satisfying changing social attitudes and increased expectations. Running in tandem to these pressures are financial pressures and budget cuts, decreasing staff numbers, changes to the teacher role as they are expected to do more, increasing class sizes with increasing reports of pupil behaviour becoming worse over the last decade as social climates change (Roberts, 2018) (Evans, 2014) (BBC News, 2010). With these factors it is no surprise that teacher absence due to stress/mental health is on the rise.

An annual survey of teaching days shows that the number of days lost to stress in 2016 has remained at around 50,000 since 2012 costing around £8m a year, according to the National Education Union Cymru (NEU) (Evans, 2014)(Sheldrick, 2015)(Wightwick, 2018). With only 6 Welsh Council’s losing less than 1,000 teacher days due to stress (Evans, 2016) and with the longest individual teacher absence in 2016 being 683 days (Wightwick, 2018), it is clear work needs to be done around wellbeing in an attempt to improve absence rates and employee engagement.

[bookmark: _Toc6321776]2.5.3 Wellbeing within S
Figure 7 below evidences the absence issues within S, showing that S has the highest number of FTE days lost for employees with 3 or more instances of sickness, with long term absences (over 28 days) being one of the highest across NPTCBC (Figure 8).

It can be seen that the ‘stress epidemic’ and rise in mental health related absences is not contained to education. Stress also accounts for the number one reason for absence across NPTCBC. Figure 9 attempts to categorise different mental health concerns and tries to separate personal stress from work related stress. As can be seen by the chart, the figures representing generalised stress and work-related stress vary enormously. 

Unfortunately it cannot be said that this is a true representation of absences arising from work related stress. This could potentially be due to incorrect/insufficient information taken at the time of reporting the absence, a fear of the employee to provide specifics or complete omission on the part of the recorder to ask any queries in relation to the source of stress altogether.
[image: ]Figure 7 – No. of FTE Days Lost for Employees with 3 or more instances Source: (Moore, 2018) NPT Sickness Data Q3
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[bookmark: _Toc6321777]Figure 8 – No. FTE Days Lost for Employees with Long Term Absence
[bookmark: _Toc6321778]Source: (Moore, 2018) NPT Sickness Data Q3
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[bookmark: _Toc6321779]Figure 9 – No. FTE Days Lost and Reasons for Absence
[bookmark: _Toc6321780]Source: (Moore, 2018) NPT Sickness Data Q3

In 2017, the government estimated the school population would increase 19 per cent over the next decade, meaning around half a million more students in secondary school by 2026 (BBC News, 2017). Combine this with the current teacher shortages, increasing workload and increase in social expectations and it could be argued that the teaching profession is in crisis, following from this, it may be argued that it is highly likely that teacher absence levels linked to stress and mental health will continue to rise.























[bookmark: _Toc6321781]CONCLUSION
While literature provides strong arguments in support of investment into employee engagement, it is evident that various factors can affect an organisations ability to actively engage their employees to extract discretionary effort to help the business reach its goal. Factors such as motivation (generational differences, application of motivational theories Maslow v Pink), leadership styles (Trait v Collective leadership) and L&D methods (Adult Learning Theory/Constructivist v classroom based) will have a significant impact on engagement (MacLeod & Clarke, 2009) but due to restrictions on time and word count this report has not allowed for discussion on these topics. What is also evident is the fact that mere engagement from an operational and targets driven perspective is not likely to be sustainable in the long term. This is where employee wellbeing intrinsically links in with employee engagement. The National Education Union believe that there are overarching principles to consider when looking at employee mental health:

· A Safe Workplace – including the necessary risk assessments
· Support from Colleagues, including management
· Fair and Equal Treatment
· Clear Procedures, Policies, Roles and Responsibilities
· Sufficient Personal and Social Time

In order to reap the benefits of employee engagement in the long run, organisations must ensure that employee’s wellbeing is as fundamental as the day to day operations of the business, this initial investment should make engagement sustainable in the long term. In turn, absence rates should decrease, recruitment and training costs should decrease, and productivity/performance should increase. In addition to this, organisations should see an increase in innovation which, on another note, will be crucial for the future world of work.

For the purposes of this report, what is questionable is how NPTCBC will target wellbeing to combat the high teacher stress absence levels with the view of increasing employee engagement. NPTCBC will have to consider the current workload, class sizes, available support and service delivery impact when considering any potential wellbeing measures.


















[bookmark: _Toc6321782]RECOMMENDATIONS
When deliberating on potential recommendations consideration has been given to the (Education Support Partnership, 2018) survey which highlights the different types of support available to Education Professionals (Figure 10), ways individuals can improve their symptoms (Figure 11) and how employers can assist (Figure 12) . As S are able to offer some of this support the recommendations will fall out of the remainder.
[image: Teacher Wellbeing Index Education Support Partnership]

[bookmark: _Toc6321783]Figure 10above – Available Support Source: (Education Support Partnership, 2018)
[image: Teacher Wellbeing Index Education Support Partnership]
[bookmark: _Toc6321784]Figure 11 – How Employee’s alleviated Mental Health concerns, Source: (Education Support Partnership, 2018)
[image: Teacher Wellbeing Index Education Support Partnership]
[bookmark: _Toc6321785]Figure 12 – How Employers could improve symptoms Source: (Education Support Partnership, 2018)
[bookmark: _Toc6321786]Recommendation 1 – Mental Health First Aid Training
Similar to the concept of a conflict resolution officer, it is recommended that S choose a well-respected individual to undertake a Mental Health First Aid Training Course. This individual would then act as the first point of contact for those experiencing Mental Health symptoms. Given the vast range of symptoms being experienced (Figure5 above), this course will aim to provide the first aider with the required tools to deal with different symptoms. In addition to this, it is recommended that the Headteacher/someone within a leadership position also attends to improve the potential of identifying symptoms as early intervention is key in most cases (Mental Health Foundation, 2016). Another aspect of this recommendation could be to draw up a prevention plan with individual’s known to suffer with symptoms. This plan will outline common symptoms for the individual, detail supportive measures such as temporary adjustments and what is to be done in extreme circumstances.
The training would be provided through ‘Training in Mind’ located in Blaenavon, at a cost of £120 per participant. There is potential for Instructor Trainer to be undertaken at a cost of £500 which would allow the participant to become a recognised trainer of the programme. However due tight delegated budgets and the ability of the first aider to run sessions based on their learning and experience, the instructor training session is not recommended. Another aspect of this recommendation would be to promote ‘Stress/Mental Health Awareness Months’.



[bookmark: _Toc6321787]Recommendation 2 – Designated S Mental Health Nurse/Educational Psychologist
It is recommended that Employment of a Mental Health Nurse for 1 day per week or alternatively, agreement with NPTCBC to arrange facility time for one of the professionals from the Occupational Health Department is considered. This arrangement would allow those with symptoms the opportunity to have 1:2:1 time with a healthcare professional, whether to discuss coping strategies, counselling, or other issues. This could potentially alleviate their symptoms, avoid absence and improve engagement.
Detailed investigation into productivity, absence costs and engagement would need to be carried out prior to implementation of this recommendation as it is a substantial investment with the salary of a 1 day per week mental health nurse being approximately £6,250. There is scope for negotiation regarding the OHU professional.
Tables2&3 below shows the statistics from the OHU department in NPTCBC, this includes the teaching staff in S. There was no time for a detailed breakdown of these figures to reflect the number of staff within S attending OHU, however as noted from the outset, S accounts for 53% of NPTCBC’s workforce.

	Financial Year
	Total Number of Referrals
	Of Which number referred for Stress/ Mental Health
	And number referred for Work Related Stress

	2014/15
	740
	49
	51

	2015/16
	698
	123
	64

	2016/17
	668
	133
	48

	2017/18
	683
	151
	35

	2018/19
	611
	131
	31



[bookmark: _Toc6321788]Table 2 – OHU referral statistics

	Financial Year
	Number of Employees Referred for Counselling
	Annual Cost of External Counselling 

	2014/15
	51
	£11815.00

	2015/16
	20
	£7180.00

	2016/17
	29
	£11852.50

	2017/18
	24
	£10945.00

	2018/19
	39
	£13995.00



[bookmark: _Toc6321789]Table 3 – OHU Statistics for Counselling

[bookmark: _Toc6321790]Recommendation 3 – More L&D opportunities
[bookmark: _Toc6321791]Emotional Intelligence Training 
Different generations are motivated and engaged by different things, wellbeing may be improved by a greater awareness of emotional intelligence. Allowing for increased L&D opportunities such as coaching or mentoring may increase wellbeing and result in higher engagement. 
[bookmark: _Toc6321792]Leadership Development Training
Although not specifically linked to a wellbeing measure, leadership development training could help to ensure that S’s leaders are equipped to deal with a multi-generational workforce who are engaged and motivated by different things (Forbes, 2017).
Collaboration, change management and building relationships are key leadership attributes (Centre of Creative Leadership, 2007, p. 13). As leadership and engaging managers are noted to be 2/4 enablers of engagement, which could indirectly improve employee wellbeing.
Thorough investigation into S’s needs and resources would need to be done before this could be considered, due to restrictions, it is not possible to discuss this.


[bookmark: _Toc6321793]Recommendation 4 – Recreational Activity Opportunities
In line with current thinking from medical practitioners, it is recommended that S arrange mindfulness and exercise classes for staff to take advantage of. Due to service delivery demands, these classes could be arranged to take place following the school day and could be run weekly. The classes could improve morale, boost wellbeing and subsequently improve engagement. It is recommended that staff are consulted to establish preference on class type and days. The cost of such class would be contained to the time of using school premises and facilities as well as the cost of the session which is estimated to be in the region of £60 per week.

[bookmark: _Toc6321794]Recommendation 5 – Regular employee satisfaction surveys to be sent out
It is recommended that engagement surveys are sent out on a regular basis to allow S the opportunity to capture relevant information on engagement and target area’s that need improvement.
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[bookmark: _Toc6321798]Appendix 1 – PESTLE Analysis on factors affecting Employee Relations MER
	Area
	Factors
	How it affects MER


	Political
	Privatisation, requiring schools to be self-financing and self-managing
	Both positive and negative results in terms of MER as it could allow greater autonomy with budget allocation however could increase costs general operating costs restricting school activities/resources.


	Economic 
	Government or Authority decisions affecting the budget













Restrictions on salary / protected salaries under teachers terms and conditions





Valued and experienced staff moving to up and coming schools

	Delegated budget where amount is influenced by factors such as pupil numbers (based on age), the number of statutory staff (with support staff generally not being funded). Could result in redundancies affecting relations within the school.





Reducing the budget of the school restricting activities potentially affecting engagement



Losing knowledge and experience, potentially impacting the performance, quality and capability of the workforce



	Social
	Population changes




Inability to attract the correct staff





Increase in Parental power 




Pupil Behaviour

	This could have an either way effect on pupil numbers and budgets, potentially affecting staff numbers

Reducing the knowledge and experience within the workforce, potentially reducing the quality and capability of the workforce

Adding pressure to the staff potentially affecting engagement.

Making it difficult to retain staff - Losing knowledge and experience, potentially impacting the performance, quality and capability of the workforce


	Technological
	Changes to the standard / equipment required









Out of date computer software




	No control over the size of the budget therefore little scope to invest in new equipment, potentially adding to stress if creating further difficulty in carrying out tasks/designing lessons



Potentially affecting the quality and standard of the ICT systems and teaching standards


	Legislation
	New legislation such as:
Health and Safety 
Child Protection



Changes to Welsh Government (WG) Guidance

	Potentially resulting in further administrative burdens, increasing costs and extra responsibility for staff 

Further costs for P, for example, WG pulled the funding for independent investigation into Child Protection cases, this results in the schools having to use the budget to cover these costs


	Environmental
	Deprived area’s

	May result in increase of children with behavioural issues, adding to stress, potentially reducing engagement.
























[bookmark: _Toc6321799]Appendix 2 – Action Plan
	Action
	How will this be done? What will be the outcome?
	How will we demonstrate progress?

	
	
	
	Cost

	18/19
	19/20
	20/21
	21/22

	
To liaise with NPTCBC regarding the potential of adopting their Employee Engagement Strategy
	
To implement and measure actions to improve employee engagement across services – starting with wellbeing measures listed below.

	
Delivery of an Employee Engagement Strategy
	
To be developed in 2019/2020
Cost unknown

	
To promote well-being through the workplace through appointment of mental health first aiders

	 
Appointed first point of contacts to support employees suffering with mental health symptoms. 

	
Delivery of a Mental Health First Aider
	
To be implemented by December 2019
Cost £120 per participant
Session time during working hours – to be calculated


	Employment of a Mental Health Nurse for 1 day per week

	First detailed analysis needs to be done.

Appointment will be to assist staff in time of need and to provide support and signposting to third party organisations.

	Appointment of Mental Health Nurse or agreement for designated facility time of an occupational health professional.
	September 2020
Cost - £6250 per year for Mental Health Nurse 1 day per week

	To arrange recreational wellbeing sessions to take place after school,
	Headteacher to contact various providers to enquire about costs. 

Survey to be sent out to staff to enquire about availability and preferences.

	
	
September 2019 – start of the new academic year
Cost – to be confirmed, estimated £60 + resources

	Emotional Intelligence awareness sessions

	Headteacher to contact various providers to enquire about costs. 

Staff to gain a greater understanding of emotional intelligence with the view to increasing their wellbeing.

	Sessions being run and absence levels reducing.
	June 2020
Cost to be confirmed following enquiries
Facility time – training to be run on inset days to save costs.

	
Raise awareness about the Menopause – this could assist with wellbeing as there are arguments that 
	Employees will have greater awareness of how women in the workplace may be affected by the Menopause and know how to refer people to support services.

	
Baseline and measures will be developed in 18/19.
	
January 2020 
Session costs – to be confirmed



image3.gif
Engagement

Well-being

People
Culture Leadership management





image4.jpeg
T Four Enablers of Engagement

ENGAGE
FOR
SUCCESS

gt

Visible, empawering leadership providing astrong strategic narrative about the
organisation, whereit scome from and where t's going.

Engaging managers iho
- Focusthei-people and give themscape
- Treattheir peogle asindiicuals
- Coachand stretchtheir pecple
Thera s employee voice throughout the organisatior, for reinforcing and
challengingviewis; betweenfunctions & extemaly; employessare seenas
centralto the solution.

There s orgenisational integrity ~the values on the wllare reflectedin dayto
daybenaviours. There isno "say-do” gap.

Copyright @Engage For Success 2012





image5.png
How education professionals describe their current level of
stress at work 2018

Senior Teachers Other Roles
Leaders 2018 2018
2018
B Stressed

Not stressed

2018 Base: All education professionals (n = 1,187); senior leaders
(n = 229), teachers (n = 723); other staff (n = 79)




image6.png
Symptoms experienced by education professionals in the last 1-2 years

Insomnia, difficulty sleeping
Iitability, mood swings
Tearfulness

Over-eating

Forgetfulness

Difficulty concentrating
Muscle tension

Recurring headaches/migraines
Dizziness

Changes to appetite

Panic attacks

None of these

Under-eating

High blood pressure

T ——————————— /1%
S — 56>
I ——————————— 3 ] %

T —————— 517
——————— 3 1%

e ——— ;>
———————————— 33 %o

I —————— /2%>
——————————— 2 ] %

I ————————— /1%
———— 7 %

I ——  /,0%>
—————— 28 %o
e ——— 6>
—— 2] %

I —— 6%
— 2%

———— 2%
—15%

e 2%
—21%
—— 2 1%
—— 0%

— 1%

— 9%

— 1%

—12%

— 1%

M In the last two years.
Ml In the last year

2018 Base: All education professionals,
in the last year (n = 1,085) in the last two
years (n = 836)

Note: A reflective question, asking
respondents in 2018 for their
perceptions relating to both 2018 and
2017 (in 2017 there was a large category
of respondents who refused to answer
the question)




image7.png
Symptoms experienced by education professionals linked to
possible signs of mental health issues

ety E— 3%
A — 0

Depression e 57

ion NE— 3 0%
SO e 3206

—27%
Acute stress e

Post-traumatic stress 6%
disorder (PTSD) W 4%
Obsessive compulsive mm 4%
disorder (OCD) 2%
3%
— 7%

-3%
2%

1%
2%

1%
2%

Schizophrenia/ 0%
psychosis 0%

Other
Eating disorder (in
anorexia, bulimi
binge eating)
Personality disorder &

Bipolar disorder

2018 [l 2017

2018 Base: All education professionals (n = 661)
2017 Base: All education professionals (n = 878)

Formal diagnosis by a General Practitioner (GP) following mental
health signs displayed

31
151
186 242
28; 2
3 26 79 124
Exhaustion Depression
157
268
135
396

Anxiety
M 2018 Total M 2018 Diagnosed
M 2017 Total Il 2017 Diagnosed

2018 Base: All education professionals (n = 661)
2017 Base: All education professionals (n = 878)




image8.png
Number of Full-time Equivalent Days Lost for Employees

with three or more instances of sickness
(1st April 2017 to 31st December 2017 and 1st April 2018 to 31st December 2018)

FTE 2018/19

W FTE 2017/18

1342

412
193
T

1414

1178

983

908 879

38

136 101 .
—

g6 138

156
0
T

100 109 11

46

“"peoy yun.iy
S9[BM Yinos

S2DINIBS
2182192115

uoljesauaday
g Asadoud

“11qnd
8 3uluue|d

Jodsued)
8 Sulaaulduy

8 YesH
EERINVENTTRIN

siaydesa]

(sioyoea)
2x3) s|jooyas

uoljewojsuel]
- uoneosnp3

uoljedpiJied
- uoneosnp3

$92IAJDS |eSa

101

S2DINIBS
|eldueuly

EERIEEN]
uewnH

19 BAIINDDXI
19140 I8V

2000
1750
1500
1250

1000

750
500

250

0





image9.png
Number of Full time Equivalent Days lost for those employees who are consecutively sick for

28 Calendar Days or more
(1st April 2017 to 31st December 2017 and 1st April 2018 to 31st December 2018)

8000

959

mQuarter 32017/18
Quarter 3 2018/19
4933660

4768

@
3
o
2
=1
<
3
I
2
9999999
8888888
Roe® o=

suys/sheq Supiom

19
|

687 756
|

6556,
3724
2877677
800 :I 845
—_— _—

21632142
- — I

0

VYIMS

ECRIVEN
aleajPans

uoljesauaday
13 Apadoud

uoipa101d 2Agnd
13 Buluuelq

Modsues]
13 SuusauiBug

8uisnoH

8 YieaH
$92IA13S [B120S
Ajuo siayoea|

- sjooyds
siayoea]
Buipnpx3
- sjooyds

uoijewojsues |

- uonjeanp3

uonediyeq
- uoneanp3

ECRIVNEINTEEE |

1l

ECRIVEN
|epueuly

592.Un0s2Y
uewny

221035 [eyBIq
L EWGLEEE]
Ja1yD Issy





image10.png
FTE Days Lost

6000

5000

4000

3000

2000

1000

Comparison of Number of FTE Days Lost and Reasons for Absence
(Incuding Teachers)

(1st April 2017 to 31st December 2017 and 1st April 2018 to 31st December 2018)

4802 4819

W FTE Days 2017/18 FTE Days 2018/19

45,

1845 1934 1692 1883

. ' . . . . .

- 1609 1604 1601
14 1395

870 993

694 816

STRESS RELATED

=z =z ~=z =z I y >
] ] £9 =8 g8 ] g
= b7 = aE T [}
3 g £ 53 32 BE et
il < [reg} w = Q
& s S e I 5 02 =2
[S] = g 4 =z
= B =4
I c = = =)
w » =1
Q @ O 4

JOINT RELATED

COLD RELATED





image11.png
Different kinds of mental health support the education professionals report to be available to them

None of these
Union people we can talk to

Employee assistance counselling services

Encouragement to speak up
when we're struggling

HR staff we can talk to

Exercise classes, groups or programmes
Mindfulness classes or programmes

Training on common mental health conditions
Mentoring/co-worker support schemes
Health-related support staff we can talk to

Mental Health First Aid training

Resilience, energy or stress management
classes or programmes

Other

Massage or relaxation classes
or programmes

2018 Base: All education professionals (n =

I %>
I : ¢
[ 25%
I ;%
I 19%
I : o
I 21 %>
I 1o
1 8%
I 7
I o
_________HO
I %
I
I o
I
| EX
I
5%
I
[ B3
123

%
. 5
. 3%
24
M 2%
|30

2017 W 2018

,187)
2017 Base: All education professionals (n = 987)




image12.png
How education professionals alleviated/solved their mental health problems experienced at work in 2018 by job role

Physical exercise
Meditation/mindfulness I —————2 o
Therapy  ———2 6>

Alcohol  Em—— 2 4%

Self medication (e.g. over the 7% 1%
Counter drugs, vitamins, etc)  E—G0G

Ididn’t try to alleviate/ | Ee—————— 1;%13%

solve them S ——— 19/

o
Othe — 1 1%
“r 9%

Drugs

M Other staff [l Senior leaders [l Teachers

2018 Base: All education professionals (n = 883); senior leaders (n = 197), teachers (n = 514); other staff (n = 53)




image13.png
How educational institutions could improve the mental health and wellbeing of their workforce

Managers working with
their staff to reduce workload

Changes being better communicated
to staff by managers.

My employer having a well-implemented
pupiU/student behaviour policy

The leadership team being
more approachable

My employer implementing a structured staff
health and wellbeing programme (e.g. stress
management workshops, support groups, etc)

My employer allowing flexible working
hours to fit with other commitments

My employer having to meet high standards of
ealth and wellbeing provision for staff,
regulated by an independent body

My employer making us more aware of
the support available (e.g. Employee
Assistance Programme)

Colleagues being more understanding
and accommodating of each other’s
needs and feelings

- B
- p=*

| 31%
I 5o

—— %
9"

s 2%
I - 0 %

| 27%
I 2 5

— 5%
————————pa

| 30%
I 2 5

I 19%
I 21 %

| 2 4%
I 2 1 %

2017 2018

2018 Base: All education professionals (n = 1,187)
Note: Only sources with 21%+ of the responses have been shown




image1.emf

image2.jpeg
WELLBEING AND ENGAGEMENT e
imy contrinution to

() 7 ’“
,::fqu = )
2 s | Sk

HIGH PRODUCTIVITY BUT HIGH BURN OUT

MOST PRODUCTIVE AND HAPPY EMPLOYEES.

- NG MORE LIKELY 70 LEAVE
H
H
H e
8
s (i so comfortable 1 ~
T Rere,why pot n { Taomteare
g /
H s can' ace mere it Where e are
"l wortossy / Sk Ul gona
“amare” ~ 3 L
(weoiniz)
et - @
MORE LIKELY T0 STAY, THoUGH LESS
LEAST CONTRIBUTION FRoM EWPLOYEES T L 10 S T e
Low HIGH

WELLBEING
2014@detta?.com




