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Wellbeing Annual Report Summary 2012-13

1. Summary
This paper provides a summary of the work undertaken by the Wellbeing Steering Group during the 2012-13 academical year. It also examines the stress and wellbeing related information collected by the University and provides an overview of the services available to staff and institutions to enhance wellbeing and reduce the risk of stress at work.

Section 6 of this paper summarises actions being taken forward for the coming year.  
2. Background

The University of Cambridge recognises that it has a legal obligation to look after the physical and mental wellbeing of its employees.  The University’s Wellbeing Strategy defines wellbeing as creating an environment that promotes a state of contentment which allows an employee to flourish and achieve their full potential for the benefit of themselves and their organisation (CIPD 2007). It recognises that through the integration of wellbeing in all work activities and practices, a positive environment can be created that is compatible with promoting staff engagement, performance and achievement.  The University is committed to providing a healthy working environment and improving the quality of working lives for all staff. 
Over a quarter of UK organisations now have a wellbeing strategy. The University’s Wellbeing Strategy Statement and Action Plan are based around the CIPD’s five domains of wellbeing, namely: physical, values, personal development, emotional and work organisation.
In 2006 the University published a comprehensive stress at work policy with guidance for staff and managers.  This policy, which has now been updated to include reference to wellbeing, sets out the University’s commitment to providing a safe and healthy working environment for its staff whilst recognising the importance of fostering psychological as well as physical wellbeing and is available on the HR Division website.
3. Wellbeing Steering Group

The Wellbeing Steering Group was established in 2011.  It was agreed at the meeting that the Group would produce an annual report, which would be presented to the HR Committee, Health and Safety Executive Committee and the Trade Unions.  A summary of the work undertaken last year by the five sub-groups set up by the Steering Group to take forward specific pieces of work is as follows:

3.1  Data collection and analysis
This group met to discuss the collection of data and its presentation in the annual report. This group will continue to review these matters, meeting at least annually.
3.2  Development of a Wellbeing Strategy statement and updating the Stress at Work Policy. 

This group completed the drafting of a new Wellbeing Strategy statement and updated stress policy, renamed ‘Managing Stress and Promoting Wellbeing’.  These documents were approved, after consultation with departments, unions and equality and diversity groups.  The strategy document will be displayed on the Wellbeing portal on the University website as the umbrella for setting out wellbeing resources that can be accessed across the University.  This group has completed its work and will not continue next year.  
3.3 Collation of wellbeing related resources into a single web resource.
The group agreed the outline scope of the website to provide a Wellbeing portal.  This work will be taken forward during the coming year.
3.4  Review and planning People Matter Week events
People Matter Week (PMW) 2012-13 was held between 26 and 30 November 2012.  The programme of activities included talks, a singing event, stress and relaxation workshops.  Attendance at some events was lower than in earlier years and feedback suggested that the timing of the week might be a factor.  
It was subsequently agreed that a new PMW Planning Group would be set up and that the event would be moved to the summer, with the next event taking place the week commencing 23 June 2014.  This sub-group will therefore discontinue now that the PMW Planning Group has been set up.
3.5  Virtue ethics
An additional sub-group was set up during 2012/13.  Working with a group of participants from different disciplines who have the 'wellbeing' goal in common, the Chaplain is preparing a narrative of practice under the headings of prudence, justice, temperance and fortitude (Aristotle), and reflecting on the extent to which these narratives are informed and interpreted through faith, hope and love (Aquinas). Findings will be collated by the end of 2014. 
4. Review of Wellbeing Data
A number of the University’s staff support services already record stress-related data and include this in their annual reports to HR Committee; a summary of this data for the last academic year in comparison to previous years is provided below.   This data can be used to illustrate and support the focus of this annual report on wellbeing.   Data collected by the support services is set out below:

4.1
Occupational Health Service 
Improving sickness absence management and keeping people at work is very much in line with the government agenda in protecting an individual’s longer term health and wellbeing.  This includes both mental and physical health.  

The Occupational Health Service provides an annual report to the HR Committee and the Health and Safety Executive Committee which includes the number of psychological ill health referrals seen in the previous calendar year. 
In 2012/13, there was a 17% decrease in the number of psychological ill health problems referred to the Occupational Health Service.  
The data also shows that psychological conditions accounted for 23% of new referrals and that of 
the 164 cases 47% (77) were presented as work being a contributory factor, whilst 53% (87) were due to a combination of reasons that impacted on an individual’s ability to work including personal as well as work factors such as perceived poor work relationships (38%), lack of role clarity (14%), unmanageable work load (28%) and a seeming lack of support or control (20%).  These figures are similar to the previous two years.
4.2  The Staff Counselling Service
The University Staff Counselling Service reports annually to the HR Committee on its work, including data on the cases seen. Staff usually come to the Staff Counselling Service with an immediate concern.  However, underlying this there are usually other issues and these are very likely to affect the staff member’s personal and work life.  
In 2012/13, there was an increase of 13.5% in clients compared with the previous year. 
This increase may be due to several factors, including because the service is increasingly known so HR/Occupational Health refer employees to them, GPs now direct their staff patients to the Service, and due to increased pressures experienced by staff.
The data showed that for 49% of clients work-related problems were included in the reason for their referral to this service and relationships were one of the reasons for 30% of clients, the top two reasons for referral.  Other reasons within the five most common reasons were loss (23% of clients), anxiety (24%) and depression (20%).  (It should be noted that clients will present with more than one reason for referral.) 

4.5  Sickness Absence Data (CHRIS)

Since 2010 departments have been able to input sickness absence data directly into CHRIS, allowing clearer and more timely absence records to be kept.  Therefore, the rate and trends of sickness absence across the University can be monitored on an annual basis.

Mental health/stress is one of the listed ‘reasons for sickness’ on CHRIS.  However, it should be noted that ‘work related stress’ is not distinguished as a separate category and staff may use the ‘other’ category when recording absence, if they do not wish to disclose the reason for their absence.   Prolonged exposure to stress symptoms can also result in other disorders including musculo-skeletal problems, depression, headache/migraine, gastro-intestinal or circulation/heart problems, and these could be recorded as the reason for absence. It is anticipated that with the implementation of the sickness absence policy and associated guidance (see para 5.2 below) including encouraging the use of return-to-work interviews following sickness absence, stress-related problems associated with absenteeism will be identified.
During 2012/13 the average sickness absence per employee in the University was 4.1 working days (total: 39,614 days sick leave) of which 0.4 days’ absence was due to stress or mental health.  
This is a slight increase from 3.8 working days and 0.6 days the previous year (total: 5,439 days sick leave taken by 159 staff due to stress/mental health).  This is in line with the findings of a recent national survey that on average absence had increased compared with last year by nearly one day per employee.  Also, the slight increase in number of employees taking sickness absence during 2012-13 is more likely to be due to better recording of absence rather than more staff being on sick leave (also see the comments in the paragraph below).
These figures compare favourably with national figures of an average of 8.6 days across industry, and 10.2 days in Higher Education (CIPD survey) and 4.3 days in Russell Group universities.
However, it is likely that there is under-reporting and recording of sickness absence, resulting in lower average figures across the University than is actually the case.  With the introduction of the sickness absence policy (see para 5.2 below) and tightening up of regulatory requirements it is likely that there will be more comprehensive recording of sickness absence and the figures will rise year-on-year for the next few years.
The proportions of sick leave taken during 2012-13 due to mental health/stress makes up 11% of all sick leave, just below the cold or flu rate, which indicates the importance of taking forward initiatives which provide support in preventing and managing these issues.   

4.6  Staff Turnover

Data taken from the CHRIS system show a current turnover rate of 16.0%, about the same as the average across all industries in the UK in 2012 (17%).  For resignations only, the rate (8%) is less than the rate in ‘not for profit’ employers (12.3%).
5.  Other Initiatives to improve well-being in the workplace (including monitoring data)
5.1 Capability policy 
A Capability Policy was implemented from July 2013 to provide a clear process for resolving underperformance concerns in a fair and supportive manner.  The capability policy applies to all assistant, unestablished academic-related and research employees and is supplemented by detailed guidance to assist staff and managers in implementing the policy.  The policy provides a more supportive approach for managing underperformance.
5.2  Sickness Absence policy
This policy and associated guidance was implemented from 1 April 2014, with departmental briefings to staff being provided over Easter Term.

The policy applies to all staff, giving guidance to departments and individuals on sickness absence issues.  It aims to maximise employee attendance while recognising that there are occasions when employees may be unable to attend work due to their own ill-health.  The purpose of this policy and associated procedures and guidance is to provide a clear framework for reporting and recording sickness absence, outlining the fair and consistent management of short and long-term sickness absence across the University.  It also ensures that employees have the support they need from their managers, as well as access to support services provided by the University.
Together it is hoped that these policies will create a clear structure for managing ill health, attendance and underperformance in a supportive and constructive manner.  
5.3  Other relevant policies

A new secondment policy and an updated version of the flexible working policy, both of which will enable monitoring of take-up next year, were implemented during 2012/13.
5.4  University Mediation Service 
Disputes and disagreements between staff can be a significant source of stress. The University has its own internal mediation service which is available to all staff. Mediation is a well-established tool for the quick and effective informal resolution of workplace disputes. The process is voluntary, completely confidential and the parties attending mediation offer and agree solutions. The mediator acts as an impartial third party facilitating the parties in dispute to find a mutually acceptable resolution. In addition, the Mediators receive on-going professional training in mediation skills and the Staff Counselling Service provides additional support via reflective practice at regular meetings.
Over the year there has been a continued interest in mediation in terms of the number of discussions and telephone conversations between the Institutions and the Mediation Co-Ordinators, indicating that awareness of the service is increasing across the University.  The take- up of this service, although still relatively small, has increased compared with last year.  The Mediation Service will continue to focus on increasing understanding of this service through attendance at staff events.  Also, HR will encourage use of this service to support informal resolution of interpersonal issues between staff at an early stage.
5.5   University Dignity at Work Service

The Dignity at Work Policy is currently under review following consultation with various groups, including Dignity at Work Contacts, HR Division representatives, Unions, Schools, and Institutions, as well as with various network groups in the University and the Equality and Diversity Section.  The updated version of the policy is being taken to the relevant central committees for approval, with a view to implementing the revised version in Michaelmas Term 2014, together with briefings to Departmental Administrators and supervisors.  

5.6  Use of Merton House Multi-Faith Chaplaincy Centre
The attendance statistics for this Centre show that in 2013 the total ‘footfall’ was 3,125, a 28% increase over last year.

5.7  Other work supporting wellbeing

Other initiatives supporting the wellbeing agenda include:

· Increasing use of the new University Sports Centre opened in October 2013 and taking forward the recommendations from the recent Review of the Governance and Management Arrangements for Sport within the University

· Wellbeing related benefits and discounts offered through the CAMbens scheme;
· Salary sacrifice schemes including childcare/nursery fees and travel season tickets;

· Equality and Diversity initiatives being taken forward, for example on gender equality.
6.  Wellbeing Plans for 2013/14 
6.1  Sub-Groups

The sub-group structure has been helpful in taking forward specific programmes of work.  Three sub-groups will continue this year, taking forward implementation arrangements developed in 2012/13.  
6.2  Developing Managers’ Skills

Further to last year’s report which confirmed that there would be general focus on developing managers’ skills in dealing with staff issues, including stress management and promoting wellbeing, with a member of staff from Personal and Professional Development joining the Wellbeing Steering Group to provide expert advice in this area, a new briefing session called ‘Essential Skills for Leaders and Managers’ was developed by PPD and the HR Schools Teams and is being piloted in a few institutions.  We aim to offer this briefing through the HR teams to all institutions from Michaelmas Term 2014.
6.3  Skills Development: Organisational Change

The Wellbeing Steering Group agreed that within the context of re-organisations and restructurings taking place across the University it would be helpful to provide HR guidance to managers on managing change and deliver an HR-led briefing to departmental administrators on organisational design.  This will be taken forward by the HR Division over the coming year.

6.4  Policy Developments

The Sickness Absence policy has been launched (as set out in para 5.2), together with management skills briefings, in Easter Term 2014.  The Dignity at Work policy review to provide for tighter timeframes and improved guidance will continue with approval of the updated version sought in Easter Term, for launch in Michaelmas Term.   The mediation service will continue to be publicised, with the overall aim of dealing more expeditiously with interpersonal issues and so reducing staff anxiety and stress.  
6.5  Data Analysis

Relevant data providing indicators of wellbeing, including sickness absence and referral to support services, will continue to be analysed on an annual basis, to supply information on trends.  
6.6  Annual Wellbeing Report

An annual wellbeing report and an updated action plan covering 2013/14 will be provided to the HR Committee in Lent Term 2015.  
These plans have been approved by the HR Committee and Health & Safety Executive Committee
7.  Conclusion:
Wellbeing is a broad subject and the diversity and complexity of institutions within the University provide an additional challenge in determining appropriate initiatives to include within the wellbeing agenda.  Therefore, the Steering Group have adopted the approach of taking action to bring together the range of wellbeing resources in one place (the wellbeing portal), to review annual data associated with stress or wellbeing and to propose a small number of initiatives each year.  It is heartening that the proposed ‘Management Essentials’ briefing has been very well-received by institutions and that the wellbeing strategy statement and plan were appreciated by a student group which are planning a parallel version for students.  It is also noted that the wellbeing initiatives from last year have been included in the HR Division’s Work Plan for this year and Priorities for the next three years.  
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