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Introduction 
[bookmark: _Hlk95916155]This is a new training course for 2022. It has partly been adapted from a one-day mental health awareness classroom course delivered until 2020. It is to be delivered in six hours over two three-hour sessions 
[bookmark: _Hlk96610481]The course will enable participants to explore the different mental health conditions that may affect colleagues in the workplace and bargain for better provision to reduce risk and support members’ mental health. It will consider the law – both the framework it provides for reducing risk and how it can support colleagues with mental health conditions. The course will consider what currently happens in the workplace around mental health, focusing in particular on workplace policies, and look at how employers can reduce the risk that people experience stress or mental health problems related to work. Participants will explore ways of collectively addressing risk factors for work-related stress. Participants will explore opportunities to raise awareness of mental health and stress in the workplace.
How these notes work
There are three core resources associated with the course:
1. The PowerPoint presentation, which includes visual aids, but also maintains the structure/order of the course
2. The participants’ workbook, which covers logistics, background information and activities
3. These tutor’s notes which explain the activities, suggest discussion-prompts, give (loose) timings, and ‘index’ the other resources, tying the whole thing together.

Class one

	Time
	Slide no
	Notes
	Resources

	<10 mins
	1
	Title page for course. Introduce self. Run through Zoom controls – particularly highlight breakrooms function – and encourage participants to use camera to facilitate better communication. 
	

	
	2
	Course aims and learning outcomes. More information on p2 of workbook
	

	
	3
	Course structure – these are the topic covered. Each class is three hours, including a 10 minute break. There is homework to be completed in between sessions, which should take around one hour to complete.  
	

	
	4
	A few ground rules – ensure the class is respectful and empathetic as some of the subject matter could be difficult for some people. Also worth referring to equality and diversity statement on p3 of the workbook. Highlight that during this session there will be discussion of mental health problems which some people could find distressing. There isn’t any planned discussion of other distressing subjects. Highlight that if anyone has any concerns – or anticipates any concerns – they can message tutor directly and privately using chat function 
	

	15 mins
	5
	Activity: paired introductions
This is an activity to introduce others to group. Explain that they will be divided into pairs and they are to interview one another to find out the information on the slide. Once complete and back in the main room, they will introduce their colleague to the group. Create sufficient breakout rooms for task to be carried out in pairs and assign participants to room. If there is an uneven number of participants, there will have to be three in one group. 
	More info, including learning outcomes, on p6 of workbook. 

	30 mins
	6
	What is mental health? 
This MH definition from WHO is underpinned by definition of health as “a state of complete physical, mental and social well-being and not merely the absence of disease or infirmity”
Note connection to society
Also other definitions: “Mental health is “the capacity of each and all of us to feel, think, and act in ways that enhance our ability to enjoy life and deal with the challenges we face. It is a positive sense of emotional and spiritual wellbeing that respects the importance of culture, equity, social justice, interconnections and personal dignity” - the Public Health Agency of Canada
What are mental health conditions?
Mental health conditions, also sometimes called mental illnesses, disorders or problems, are patterns of thinking, feeling, behaviour or mood that correlate with a diagnostic criteria.
Don’t go into individual conditions/disorders as this will be addressed in an activity shortly.
The absence of mental disorder does not necessarily mean the presence of good mental health. Looked at in another way, people living with mental disorder can also achieve good levels of wellbeing – living a satisfying, meaningful, contributing life within the constraints of painful, distressing, or debilitating symptoms.
Mental health conditions can result from stressful experiences, but also occur in the absence of such experiences; stressful experiences do not always lead to mental disorders. Many people experience sub-threshold mental disorders, which means poor mental health that does not reach the threshold for diagnosis as a mental disorder. Mental disorders and sub-threshold mental disorders affect a large proportion of populations.
	P7 of workbook

	
	7
	What is stress? 
HSE defines stress as “The adverse reaction people have to excessive pressures or other types of demand placed on them”
This distinguishes between “pressure”, which can be good, and “stress” which is always damaging and can cause or make mental health problems worse. 
A bucket is often used as an analogy when thinking about stress. Imagine there’s a bucket you carry with you which slowly fills up when you experience different types of pressure. When it overflows – that’s stress. Some things help to turn on the tap and let some of the pressure out.  
Various factors affect our ability to cope with prolonged, intense pressures (i.e the tap) or effect the size of our bucket.
Social support from colleagues, family and friends
Skills and experience
Health
Disability
Stress is linked to physical health problems too – stress is a physical response – fight or flight – which floods our bodies with adrenaline and cortisol ready to deal with the stressor. 
If we are continually exposed to stressors and our bodies cannot process and rid itself of these hormones, which affect various systems within the body, such as cardio-vascular, inflammation and immune dysfunction, digestive etc. 
	P 7 of workbook
Useful background on chronic stress and fight or flight response https://www.health.harvard.edu/staying-healthy/understanding-the-stress-response 

	
	8
	Mental injury
Reframes notion of stress to remove emphasis on individual susceptibility 
	

	
	9
	Determinants of mental health
Graphic shows layers on influence/interaction on an individual’s mental health 
· Health is determined by a complex interaction between individual characteristics, lifestyle and the physical, social and economic environment
· Certain population subgroups are at a higher risk of mental health problems because of greater exposure and vulnerability to unfavourable social, economic, and environmental circumstances, which intersect with factors including gender, ethnicity and disability. 
World Health Organisation - “Determinants of mental health and mental disorders include not only individual attributes such as the ability to manage one's thoughts, emotions, behaviours and interactions with others, but also social, cultural, economic, political and environmental factors such as national policies, social protection, standards of living, working conditions, and community support. Stress, genetics, nutrition, perinatal infections and exposure to environmental hazards are also contributing factors to mental disorders.”
Who report on social determinants of mental health: “Certain population subgroups are at higher risk of mental disorders because of greater exposure and vulnerability to unfavourable social, economic, and environmental circumstances, interrelated with gender. 
“Disadvantage starts before birth and accumulates throughout life. A significant body of work now exists that emphasizes the need for a life course approach to understanding and tackling mental and physical health inequalities. This approach takes into account the differential experience and impact of social determinants throughout life. A life course approach proposes actions to improve the conditions in which people are born, grow, live, work, and age. 
	P7 of workbook
Some background reading: https://theconversation.com/how-a-difficult-childhood-makes-it-more-likely-youll-have-mental-and-physical-health-problems-as-an-adult-153154 
Institute for Health Equity report Social Determinants of Mental Health https://www.instituteofhealthequity.org/resources-reports/social-determinants-of-mental-health 
WHO: https://www.who.int/news-room/fact-sheets/detail/mental-disorders 
WHO report on social determinants of mental health 

	
	10
	Hierarchy of needs
Abraham Maslow's hierarchy of needs is a theory that our actions are motivated by certain physiological needs. There are five tiers, often depicted as levels within a pyramid. Needs lower down the hierarchy must be satisfied before individuals can attend to needs higher up.
Maslow said that when basic needs necessary for survival were met (e.g., food, water, shelter), higher-level needs (e.g., social needs) would begin to motivate behaviour. 
Every person is capable and has the desire to move up the hierarchy, but progress can be disrupted by a failure to meet lower level needs. 
	https://www.simplypsychology.org/maslow.html 

	
	11
	Rate of work-related stress, depression and anxiety
These figures are taken from the Office for National Statistics’ Labour Force Survey. Presented as a rate – i.e. number of cases per 100,000 workers. They show the rate of work-related stress, depression and anxiety as an overall proportion of all work-related ill health. Note significance of increase in work-related stress, depression and anxiety in recent years. 
	

	
	12
	Stress-related sickness absence
Also taken from the Office for National Statistics’ Labour Force Survey – shows proportion of sickness absence caused by stress as a proportion of all work-related ill health sickness absence. Graph on right compares days lost due to stress with days lot due to workplace injuries and days lost of industrial action. 
	

	30 mins
	13 
	Activity: mental health conditions
More info, including learning outcomes, on p10 of workbook. 
Break class into two groups and assign to breakout rooms. Bring back into main room to discuss. Highlight any conditions they may have missed 
	P7 of workbook for information on conditions
I had a black dog, his name was depression - YouTube


	5/10 mins
	
	Aim to take a break around here
	

	20 mins
	14
	The law
· While there are no health and safety laws that specifically address work-related stress and the health conditions it can cause, stress falls under the general provisions of the HSWA and the MHSWR. 
· The equality act will be covered in the next class – this class will discuss how H&S law relates to stress and what employers need to do to meet their legal duties 
	

	
	15
	The Health and Safety at Work Act
HSWA requires employers to take ‘reasonably practical’ measures to ensure that their workers are not harmed. That means removing or reducing the hazards that can put people at risk. 
The HSWA is written in very general terms. It places broad duties on different groups or people in the workplace, including employers, the self-employed, controllers of premises, designers, manufacturers, suppliers and importers and employees. HSWA is designed to cover all hazards, all workplaces and all people at risk. It therefore implicitly covers stress. 
The HSWA does not specify how this should be achieved. There are additional regulations, codes of practice and guidance which build upon and provide more detail about these general duties and how to meet them in a variety of situations. 
Also worth saying – while working from home, employers’ obligations to ensure you are, as far as possible, not exposed to work-related factors that will cause stress and mental health problems remains. 
Duties on employers under the Health and Safety at Work Act 1974 and many regulations are qualified by the phrase "so far as is reasonably practicable". 
	P11-12 of workbook

	
	16
	Reasonably practicable 
**Could ask participants – what do you think this means? Have a discussion around group
In essence, making sure a risk has been reduced “in so far as is reasonably practicable” is about weighing the risk against the sacrifice needed to further reduce it.
The sacrifice under consideration here is that which would be incurred by the employer as a consequence of their taking measures to avert or reduce risks. 
Sacrifice is characterised as time, money or trouble. 
For any particular measure, these might include the cost of installation, operation, and maintenance, and the costs due to any consequent productivity losses resulting directly from the introduction of the measure (for example, a new guard may cause a machine to operate less efficiently).
The decision is weighted in favour of health and safety because the presumption is that the employer should implement the risk reduction measure. To avoid having to make this sacrifice, the employer must be able to show that it would be “grossly disproportionate” to the benefits of risk reduction that would be achieved. Thus, the process is not one of balancing the costs and benefits of measures but, rather, of adopting measures except where they are ruled out because they involve grossly disproportionate sacrifices. 
What is gross disproportion is a judgement, but it gives the union a framework within which to negotiate better control measures (i.e. the union thinks there are better control measures available to control the risk; that more time, money or trouble is needed).  
Individual duty-holders' ability to afford a control measure or the financial viability of a particular project is not a legitimate factor in the assessment of its costs. 
	P11-12 of workbook
HSE guidance on reasonable practicability and risk 

	30 mins
	17
	Activity: what is reasonably practicable?
A “think-pair-share” activity. Break group into pairs (or pairs and a group of three if uneven) and assign to breakout rooms. Read through case study and evaluate whether employer has done enough all that is reasonably practicable. Once time has elapsed pairs report back to group their thoughts. 
	P13 of workbook

	30 mins
	18
	Risk assessment 
The Management of Health and Safety at Work Regulations 1999 (MHSWR) require employers to carry out a “suitable and sufficient” assessment of the health and safety risks faced by workers. Like the HSWA, this does not explicitly reference stress or mental ill health, but it covered under the general provisions to protect workers’ health.  
For physical injury risks, there are established methods for carrying out a risk assessment. The process for stress is similar. 
This must be done at the organisational – not individual – level. A series of individual stress risk assessments will not meet the requirements of the law. 
Employers must consult staff on this process. 
	P12 of workbook

	
	19
	Five steps to risk assessment
This is the process – five steps to risk assessment, and each stage has is corollary in the stress risk assessment process. 
Will now run through the process for stress. 
	P12 of workbook

	
	20
	The Management Standards
Workplace stressors are nearly always a consequence of how organisations are run or work is designed, so employers must address these organisational factors in the risk assessment in order to tackle them.
A useful way of thinking through the how work-related stress affects us is the HSE’s management standards, which is basically a list of factors at work that can cause stress at work and helps get to the root causes.
Earlier we mentioned that guidance can indicate how an employer must discharge its duty under the HSWA. The Management Standards provides guidance and a methodology on how to do this in relation to stress. Following the Management Standards is not a legal requirement, but if employers do not follow it they must find another suitable way to meet the requirement. 
The HSE rounded up research into what causes stress and broke those factors into categories. It is a model that simplifies and rationalises how we become stressed and how stress works in organisations, and therefore what you should target when you are seeking to tackle it. This makes the process of hazard identification easier.
The HSE turned these into six standards concerning the design of work which have the potential to impact on groups and large numbers of employees. Each point comes with guidance on what should be happening to address stress 
If these factors are not properly managed, they are associated with poor health, lower productivity and increased accident and sickness absence rates. 
Employers need to be on top of these issues and ensure they are being managed accordingly – and the management standards are a useful framework for your bargaining agenda on stress or anything else that may cause stress. We can use the management standards as a way to structure our thinking about the way that our workplaces are causing people stress. We can use it as a framework to negotiate improvements to the way work is organised and managed. 
But employers must consult staff on the risk assessment process, so if they embark on the management standards, they must involve the union. Setting up a steering group is one way to ensure that all levels of staff are represented and involved. The aim of the steering group is to drive forward and manage the process. It may not be necessary to set up a new group if an existing working group can take on some or all of the responsibilities. It is essential that the union is involved at every stage.
You could also use the standards to think about how you or your colleagues might be feeling stressed – points you to some factors. 
They also be used to provide individuals with an insight into what might be causing them to feel stress as their employer responds to these difficult times. 
But the main purpose of the Management Standards is for carrying out an organisational stress risk assessment.  
	P14 of the workbook
HSE guidance https://www.hse.gov.uk/stress/standards/ 
Members' guide to preventing work-related stress https://library.prospect.org.uk/download/2020/00393 
Prospect toolkit: How good is my employer’s stress risk assessment? https://library.prospect.org.uk/download/2019/00631 
(This toolkit will help representatives to assess their organisation’s performance in managing the causes of work-related stress; evaluate their employer’s stress risk assessment, and  have a clear focus on implementing interventions to prevent or minimise the causes of work-related stress.)

	
	21
	Demands
Each standard comes with a “state to be achieved” which gives an indication of what should be happening in practice to meet the standard. 
What should be happening/states to be achieved:
the organisation provides employees with adequate and achievable demands in relation to the agreed hours of work
people’s skills and abilities are matched to the job demands
jobs are designed to be within the capabilities of employees
employees’ concerns about their work environment are addressed
	P13 and 14 in the workbook

	
	22
	Control
What should be happening/states to be achieved: 
where possible, employees have control over their pace of work
employees are encouraged to use their skills and initiative to do their work
where possible, employees are encouraged to develop new skills to help them undertake new and challenging pieces of work
the organisation encourages employees to develop their skills
employees have a say over when breaks can be taken
employees are consulted over their work patterns
	P13 and 14 in the workbook

	
	23
	Support
What should be happening/states to be achieved: 
the organisation has policies and procedures to adequately support employees
systems are in place to enable and encourage managers to support their staff
systems are in place to enable and encourage employees to support their colleagues
employees know what support is available and how and when to access it
employees know how to access the required resources to do their job
employees receive regular and constructive feedback. 
	P13 and 14 in the workbook

	
	24
	Relationships
What should be happening/states to be achieved: 
organisation promotes positive behaviours at work to avoid conflict and ensure fairness
employees share information relevant to their work
organisation has agreed policies and procedures to prevent or resolve unacceptable behaviour
systems are in place to enable and encourage managers to deal with unacceptable behaviour
systems are in place to enable and encourage employees to report unacceptable behaviour
	P13 and 14 in the workbook

	
	25
	Role
What should be happening/states to be achieved: 
the organisation ensures that, as far as possible, the different requirements it places upon employees are compatible; 
the organisation provides information to enable employees to understand their role and responsibilities; 
the organisation ensures that, as far as possible, the requirements it places upon employees are clear; and 
systems are in place to enable employees to raise concerns about any uncertainties or conflicts they have in their role and responsibilities.
	P13 and 14 in the workbook

	
	26
	Change
Possible ways to achieve the standard: 
ensure staff are aware of why change is happening – agree a system for this 
define and explain the key steps of the change 
ensure employee consultation and support is a key element of the programme and consult at an early stage 
establish a system to communicate developments
ensure staff are aware of impact of change on jobs 
enable staff to comment and ask questions before, during and after change 

	P13 and 14 in the workbook

	
	27
	What data can we gather? 
Now we know what the hazards are, we need to work out where in the organisation they are present. We need to look for its consequences, which mainly shows up in data about the organisation and its functions. 
In effect, this is a process of benchmarking the organisation against the standards. 
We could also gather data to gain an insight into whether the organisation has a problem with stress and make a case to the employer.
**Depending on time, this could be an opportunity to throw the question out to the class and write up answers on Zoom whiteboard
Pressing slide twice will bring up following sources of information 
· Sickness absence data – how much of this is stress related? Remember: other health issues, such as musculoskeletal disorders, often come hand in hand with stress. 
· Employee stress or wellbeing survey – many employers carry these out, but only report the headline information. Full datasets could give more clarity of which areas of the organisation are struggling with stress, and why. 
· Productivity data – lower than expected performance (when compared with previous years or between different parts of the organisation) may indicate a problem. 
· Staff turnover – a higher rate of staff turnover than expected in an organisation or team/department may indicate a problem. Exit interviews may capture whether stress was a reason in people deciding it was time to move on. 
· Accidents – stress can affect people’s ability to properly concentrate and symptoms of stress include difficulty in sleeping which can result in tiredness. Do any accident reports suggest that stress or fatigue were a factor? 
· Occupational health or employee assistance programme data – it should be possible to get statistics on the number of people with work-related stress issues, or who are diagnosed with such issues or associated conditions, who have been referred to occupational health or the employee assistance programme.
· HSE’s management standards “indicator tool” survey. There are 36 questions that are structured around each of the standards. Asks questions like “I know how to go about getting my job done”; “I am clear what my duties and responsibilities are”; and “Relationships at work are strained”. People are asked to what extent they agree with these statements on a scale of one to five. This can then be averaged out to produce the organisation’s score for each standard, between one and five. If you include demographic data, such as what team they work in, where they work, how old they are, their gender etc. you can get an average for each demographic
Remember – H&S reps have legal right to access any information and documentation necessary to fulfil their functions
	

	
	28
	Explore problems and develop solutions – focus groups
While this the data is really useful, it’s lacking in detail. Once the data has been analysed, it is essential to confirm the findings, explore what they mean and discuss possible solutions by engaging a representative sample of the workforce.
The aim is to establish locally agreed interventions that address the issues identified so far. This can be achieved by using focus groups or other discussion groups, eg team meetings.
Employee participation is essential for developing solutions as they are often closest to the issues identified. Their involvement can help to secure buy-in to the proposed intervention. It is important that all employees feel free to speak openly and honestly and receive feedback.
To gauge whether this stage is successful consider the points on the slide.
	

	
	29
	Translate solutions into action plan
All of the solutions identified by the focus groups should be assembled into an action plan – this is the written risk assessment. 
The steering group should be responsible for producing an action plan for the organisation, or part of the organisation, based on the organisational wide issues identified in step three. 
Individual directorates/departments should draw up specific action plans for their own areas. The steering group should hold the directorates/ departments responsible for implementing the action plan.
	

	
	30
	Monitor and review
The steering group should monitor the action plan/s to:
• ensure actions are being carried out
• evaluate the effectiveness of the solutions, and
• decide if any further action or data gathering is needed.
It is important to discuss what can be done to prevent the problems identified happening again and what actions can be put in place to deal with them in a proactive, rather than reactive, way.
It is vital that outcomes of actions are communicated to all employees, employee representatives and senior management as this will encourage commitment and highlight the importance of managing work-related stress.
The timescales for completed actions can vary. It is likely some will be aimed at quick-wins while others will be aimed at delivering long-term culture change.
Procedures should be in place to measure and evaluate the effectiveness of specific actions in the action plans.
Organisations should have plans in place to continually review the risk assessment process and update where necessary.
	

	
	31
	The aim… 
· Cannot eliminate all stress – must move the apex of the bell curve so the majority of employees are moved out of the risk areas into good working conditions
· As it must be done at organisational level and collective bargaining is key
	

	15 mins
	32
	Activity: homeworker stressors
This activity should help illustrate how real world stressors relate to the management standards, and get them thinking out some of the stress-related issues that homeworkers may experience. 
Throw question out to whole class and write answers up on the whiteboard. Once all stressors are identified or sufficient time has passed, go through the stressors and demonstrate how they relate to the management standards – i.e. which category/standard each one relates to
	

	
	33
	End of class – set homework
This activity will help to:
· Develop familiarity with the HSE’s Management Standards and organisational approaches to stress
· How to collectively raise and tackle stressors with employers
Remind them to get a copy of employers’ MH policy – this is for a separate exercise to be undertaken next class
	P18 in workbook





Class two

	
	34
	Title slide
	

	30 mins
	35
	Today’s class
Go over topics for discussion today
Start by discussing homework – go around the group asking them to run through their results – i.e. four stressors identified from the scenario and potential solutions
	

	40 mins
	36
	Activity: organisational stress risk assessment, part two
This activity builds upon the homework and helps participants build an idea of how to engage with management to secure the proposed solutions – and think through the ease or difficulty they will have in securing them. 
Break the class into two groups and place into breakout rooms. Give them a set amount of time (around 25/30 mins) to complete the task in their groups. Tell them to work on one measure from one person and, once complete, move on the a further solution from another person – get them to work through as many measures as possible in the allotted time, evaluating each as they go. 
They should nominate a spokesperson – once time is complete and they are all back in the main classroom, get the spokesperson to report back to rest of group. Ask questions to test reasoning and/or if any of the answers do not feel well enough thought through. 
	P20 in workbook

	5 mins
	37
	A holistic approach to mental health at work
When looking to address any health issue, either in national or local environments, there are three categories or “levels” of intervention.
For many health problems, a combination of interventions are needed to achieve a meaningful degree of prevention and protection. However, the further “upstream” an intervention is from a negative health outcome, the likelier it is that any intervention will be effective.
We can use a framework of primary, secondary and tertiary interventions to think through what this will look like. Need interventions from all three categories. 
Primary prevention aims to prevent disease or injury before it ever occurs. In context of work-related stress and mental health conditions, this is done by preventing exposures to hazards that cause disease or injury, for example workload, bullying, organisational support and so on. Targeted at the group level, rather than the individual employee.
Secondary prevention aims to reduce the impact of a disease or injury that has already occurred. This is done by detecting and treating disease or injury as soon as possible to halt or slow its progress, encouraging personal strategies to prevent reinjury or recurrence. In the workplace, this is likely to focus on training, possibly mental health first aiders. 
Finally, tertiary prevention aims to soften the impact of an ongoing illness or injury that has lasting effects. This is done by helping people manage long-term, often-complex health problems. In the workplace this may be achieved through reasonably adjustments, provision of counselling and so on.
	P21-22 of workbook

	5/10 mins
	
	Aim to take break around here
	

	20 mins
	38
	Equality Act 
For the purposes of the Act, a person is considered to be disabled if they:
· Have a physical or mental impairment. This includes the effects or symptoms of any illness and includes the side effects of any medication.
· The impairment is long-term – it has lasted or is likely to last for at least 12 months. This includes fluctuating or recurring conditions such as depression.
· The impairment has a substantial adverse effect on their ability to carry out normal day-to-day activities – “substantial” means more than small or minor.
	P15–16 in workbook
EHRC https://www.equalityhumanrights.com/en/advice-and-guidance/your-rights-under-equality-act-2010 
ACAS https://www.acas.org.uk/discrimination-and-the-law 
Prospect Members' guide to equality at work https://library.prospect.org.uk/download/2008/00092 
Disability resource pack for reps and members https://library.prospect.org.uk/download/2019/01862 


	
	39
	Reasonable adjustments
To ensure equality for people who are disabled, employers may be required to change the way employment is structured, remove physical barriers or provide individuals with extra support where a disabled worker would be at a substantial disadvantage without them. Under the Equality Act, these changes are known as “reasonable adjustments”. Those with mental health problems may be entitled to reasonable adjustments. 
The question an employer needs to ask themselves is whether:
· the way they do things
· any physical feature of their workplace
· the absence of an auxiliary aid or service
puts disabled workers or job applicants, at a substantial disadvantage compared with a person who is not disabled. Anything that is more than minor or trivial is a substantial disadvantage.
Most reasonable adjustments are not costly or complicated to introduce and implement. The required adjustments can be: 
· temporary e.g. changes to a person’s working hours during a phased return to work following a period of sickness absence due to their depression, or 
· permanent e.g. increasing ‘personal space’ in the office to reduce the impact of office noise and help a person with concentration problems. 
The duty to provide reasonable adjustments applies to
· any disabled person who works for the organisation
· applies for a job with the organisation 
· informs the organisation that they are thinking of applying for a job with the organisation. 
	P15–16 in workbook
ACAS https://www.acas.org.uk/reasonable-adjustments
EHRC https://www.equalityhumanrights.com/en/advice-and-guidance/what-are-reasonable-adjustments 
gov.uk https://www.gov.uk/reasonable-adjustments-for-disabled-workers 
Prospect disability resource pack for reps and members https://library.prospect.org.uk/download/2019/01862 


	
	40 
	What is reasonable?
Any adjustment must remedy the disadvantage that the disabled person faces. Ultimately it is for employment tribunals to determine whether an adjustment is reasonable.
They would consider a range of factors, including the effectiveness of the adjustment; the extent to which it is practicable for the employer to make the change; any financial or other costs involved; and the employer’s financial and other resources. 
However, reasonable adjustments for mental health problems could include, for example: 
· Flexible working hours
· Work from home
· Reducing workload work volume
· Changes to the physical working environment
· Increased supervision
· Increase support from other members of staff
· Additional training
· A phased return to work
· Job redeployment
	P15–16 in workbook

	
	41 
	What sources of information for reasonable adjustments?
**Depending on time, could be an opportunity to thrown open to group
An individual does not have to be diagnosed with a mental health condition in order to have reasonable adjustments. The duty applies when the employer is aware or should reasonably be aware that an employee has an impairment.
In practice, employers unfortunately often want evidence that an individual is disabled – particularly when it comes to hidden disabilities, such as mental health problems. Reps may want to consider what sources of information are available to the employer for them to be reasonably aware of a member’s mental health condition, for example occupational health information.
	

	40 mins
	42
	Activity: Workplace policies and practices
This activity will help to:
· consider current workplace policies and practices in relation to mental health.
· identify improvements for policies and practices
· establish best practice for policies and practices.
Give groups around 20/25 minutes to discuss. When groups are feeding back, use it as an opportunity to discuss what a good policy should contain, using information of following slide or in notes below
	P22 of workbook

	
	43
	What should a mental health policy contain?
· Recruitment and selection - Encourages, supports and provides reasonable adjustments for applicants with mental health issues. 
· Mental ill health definition - Clear definition of mental health and mental health problems – not limited to stress or anxiety. 
· Links to other policies and procedures - e.g. flexible working, disability leave, career breaks, grievances, disciplinary procedures, capability, sickness absence, performance management, substance abuse and dependency, dignity at work (bullying and harassment), training and development. Identifies how the mental health policy relates to other policies and procedures in the workplace, identifying how the employer supports people with mental health problems through these linked policies/procedures. 
· Provision of some indicators of mental ill health 
· Signs that an individual may be having mental health problems,
e.g. changes in an employee’s usual behaviour. 
· Promotion of good mental health well-being 
· Identifies steps employer will take to support and promote mental health well-being. 
· Links to health and safety stress management policies 
· Identifies how the policy relates to health and safety policies and procedures on work- related stress, including reference to risk assessment and implementing control measures. 
· The role of line managers 
· Identifies the role of line managers in encouraging people to disclose mental health problems and their role in supporting people with mental health problems. 
· The role of human resources 
· Identifies the role of HR departments and staff, including monitoring the effectiveness of the policy and linked policies/procedures in developing a mentally healthy workplace; this could include services available through HR, such as occupational health or access to a confidential counselling service. 
· The role of union reps 
· Defines the roles of union reps, including shop stewards, safety reps, union learning reps and other reps such as equality reps; identifies the role reps have in the workplace to promote mental health, supporting members, representing members and monitoring the impact of workplace policies and procedures on mental health. 
· The roles and responsibilities of employees 
· Clarifies the responsibilities employees have towards each other on mental health issues; this could include roles for specific employees such as mental health first aiders. 
· Commitment to promote awareness 
· How the policy will be promoted as well as how awareness and understanding of the policy will be shared across the organisation. 
· A list of key contacts internal and external to the employer 
· Who employees can contact in the organisation should they need advice or support (for themselves or others in the workplace) as well as information about support and advice available in the local community. 
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	Activity: Raising the profile of mental health in the workplace
This activity will help to:
· Identify strategies for developing awareness of mental health in the workplace.
· Establish best practice for developing a positive approach for workplace mental health and wellbeing.
When the group is reporting back, test participants’ feedback, asking questions about any areas they have not covered – e.g. role of the branch and other reps; other unions; response of employer; policies etc. 
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