
Creating a Wellbeing plan with your employees – guidance for line managers 

This guide was designed based on Mind’s ‘Guide for line managers: Wellness action plan’ and HSE’s  ‘Preventing 

work related stress’ toolkit and adjusted to the unique situation created by working remotely due to Covid-19 

outbreak. 

Why is it good to use a wellbeing plan? 

• A wellbeing action plan is a tool that aims to improve the conversations around wellbeing and mental 

health in the workplace. 

• It can help line managers address wellbeing and mental health issues. 

• It can help line managers to be aware of wellbeing concerns and mental health problems their employees 

might be experiencing.  

• It can help line managers to plan the support and adjustments their employees need to take better care 

of their wellbeing. 

• It can help employees to better manage their wellbeing at work.  

• It can help employees with mental health problems to have a conversation about their experiences and 

ways to support them. 

Creating a wellbeing plan can be particularly useful during these stressful times when we are all working remotely 

and experiencing dramatic changes: 

• Working from home means that there are changes in our usual working patterns and the boundaries 

between work and home lives are blurred. 

• Many people might experience anxiety and worry as a natural response to the Covid – 19 outbreak. 

• People who have pre-existing mental health problems might be more affected by the stressful situation 

and the dramatic changes. 

• Those who have care responsibilities need to juggle multiple work and family commitments which can 

lead to stress and fatigue.  

• Self – isolating for a prolonged time might have a negative impact on mental wellbeing. 

Useful definitions 

What’s wellbeing? 

WHO (World Health Organisation) defines health as 'a state of complete physical, mental and social wellbeing and 

not merely the absence of disease’. Mental wellbeing is the ability to cope with daily stressors of life as well as 

finding a healthy and positive balance between various areas of life (for example, being able to work productively, 

interact with others and achieve own full potential). 

Poor mental health 

Poor mental health is a state of low mental wellbeing where you are unable to realise your own potential, cope 

with the day-to-day pressures of life, work productively or contribute to a community. This is something we all 

might struggle with from time to time and particularly during stressful situations. 

 

https://savethechildrenfund.sharepoint.com/sites/UKP/SiteAssets/SitePages/Managing-Mental-Illness-at-Work/Mind%20-%20Guide%20for%20Line%20Managers.pdf#search=mental%20health
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf


Mental health problems 

When difficult experiences or feelings go on for a long time and affect our ability to enjoy and live our lives in the 

way we want to, it could be a sign of a mental health problem. A person might receive a specific diagnosis from 

their doctor, or just feel more generally that they are experiencing poor mental health. To learn more about 

mental health problems look into this Mind guide. Remember that people experience these problems in different 

ways so always make sure you understand the individual experience and don’t make assumptions (for example, 

you can ask – You’ve mentioned that you are anxious. Can you explain what it feels like for you to help me 

understand?). 

Work related stress 

The Health and Safety Executive (HSE) defines stress as ‘the adverse reaction people have to excessive pressures 

or other types of demands placed on them.” 

Work related stress occurs when the presented demands and pressures are not matched to employee’s available 

resources. This challenges the ability to cope with requirements and expectations, particularly when employees 

don’t have control over what’s going on. While some degree of pressure that is perceived to be challenging and 

acceptable can be motivating for employees, too much pressure (especially without enough support and 

resources) can lead to unmanageable stress.  

Workload appears to be one of the major sources of work-related stress. Other factors can be lack of social 

support, poor work life balance, experiences of bullying and harassment, job insecurity, lack of autonomy and 

control, management style and more.  

Demands outside of the workplace can have an impact as well since it is often the accumulating effect of daily 

hassles, disturbing thoughts and unpleasant events that leads to feelings of stress. It’s important to remember 

this in light of the current situation when people might be dealing with multiple demands at work (increased 

workload) and at home (more care demands and family responsibilities) as well as experience unpleasant thought 

and feelings.   

How to use this guide? 

This guide aims to help you plan and have a conversation with your employees about their wellbeing and mental 

health during the Covid – 19 outbreak. Use this guide to ask your employees specific questions and then together 

create an individualised wellbeing plan that would serve as an agreement between the two of you around 

required adjustments and support.  

 

 

 

 

 

https://www.mind.org.uk/information-support/a-z-mental-health/
https://www.hse.gov.uk/stress/


How to have a conversation about wellbeing? 

Make time: A conversation about wellbeing should be conducted in a 1:1 chat in a time that would be most 

comfortable for you and the employee. Make sure to find time when both of you can focus on the conversation 

without disturbance and interruptions. This can be more challenging these days when everyone is working from 

home, but it will help you have a better conversation as well as ensure your employee that you are there for them 

and you are listening.  

Ensure confidentiality: Whatever you discuss and agree on should be confidential between you and your 

employee and this should be made clear in the beginning of your conversation. In some cases, it might be helpful 

to involve others from the organisation (for example the HR or the Wellbeing team) but this should only be done 

after receiving consent from the employee. Your employee might want to share their plan with other team 

members or with health or mental health professionals that are involved, which should be encouraged.  

Provide psychological safety to develop trust: Psychological safety in the workplace can be achieved when 

employees feel that they can speak up about ideas and concerns, share mistakes or lack of knowledge and ask for 

help and support without being judged.  

Topics to cover and suggested questions to ask 

Start the conversation by explaining why it’s important to have a chat about wellbeing in these days. Use the 

following questions to learn more about how your employees are dealing with the current situation, listen to their 

responses and ask for clarification if needed. Try to understand the unique experience and perspective of your 

employee even if this perspective is different than yours. You can watch this video to learn why it’s important to 

show empathy in conversations to improve connection and communication.  

Remember that work related stress appears when people are faced with too much pressure and demands while 

having insufficient resources. The following questions will help find out more about the demands your employees 

are dealing with at work and at home as well as the support that is available to them. Other questions will focus 

on further factors that impact workplace wellbeing: sense of control, role clarity, relationships in the workplace 

and how they are dealing with changes. 

Demands 

Job demands are physical, psychological, social or organisational aspects of a job that require continuous physical 

and/or psychological (cognitive, emotional) effort. Since the current situation requires everyone to work from 

home, it’s important to include questions about home demands as well since ’home life’ is likely to have an 

impact on ‘work life’ and vice versa.  

Work related demands: 

• Has there been a change in your work demands since the Covid-19 outbreak?  

• Does your workload feel achievable these days?  

• Have your working hours changed since you started working remotely? Do you work longer hours / 

weekends? If so – what is the reason? (there could be various reasons for this, for example  the employee 

has difficulty to stop working / disconnect from work, they have difficulty concentrating and need more 

https://www.youtube.com/watch?v=1Evwgu369Jw


time to finish their tasks, or perhaps they need to work unusual hours to keep up with their workload due 

to care demands) 

• Are there any tasks that take more time now that you’re working remotely?  

• Are there any IT related issues that should be addressed? 

• Do you feel the deadlines you’ve been given are realistic under these circumstances?  

• Are you able to take breaks? Do you have time for social catch ups with your colleagues?  

Home related demands: 

• Do you have additional non work – related demands (e.g. care responsibilities)? If yes, how are you 

managing these demands? Is there anything that can help you?  

• Do you have a space in your home to work comfortably, focus and get privacy if needed? Is there 

anything that can help you? (for example, it might be useful to get the employee a set of headphones). 

Support 

Receiving support is one of the most valuable resources an individual can receive. It’s important that employees 

receive support that is tailored to their individual needs and that they are aware of the resources available to 

them in their team and at Save the Children. Most importantly, employees need to feel psychologically safe to 

reach out and ask for support. 

• Do you feel that you’re receiving enough support when doing your work? If not, what kind of support 

would be helpful for you? (consider for example training, support from colleagues, workplace 

adjustments, referral to the Wellbeing service in case emotional support is needed) 

• Do you know where to go if you need support?  

• Do you feel comfortable to ask for support? If not, what would help you feel comfortable to reach out for 

support when needed? 

Control 

Having a sense of control and the ability to make decisions over one’s work is considered to be an important 

predictor of workplace wellbeing. Involving employees in decision making might be more challenging when 

working remotely since people don’t share the same working space and might not communicate with each other 

as often as they would in the office.  

• Do you feel that you’ve been involved in decision making since switching to working remotely? 

• Do you feel listened to and trusted? 

• Do you feel that your skills are well used now? Is there any other way you might like to use your skills? 

Relationships 

It is clear that relationships in the workplace are important. Positive relationships can be a great source of 

support, however negative relationships can be a source of work-related stress. 

• Are you happy with the relationships you have with your teammates?  

• Are you able to communicate well with your teammates and you line manager since working remotely? Is 

there anything that could be improved? 



• Do you have social catch ups with your colleagues? If not, is it something you would like to arrange? 

• Do you feel safe to report any unacceptable behaviour? Do you know where this behaviour should be 

reported?  

 

Role clarity 

Role clarity is the degree to which employees have a clear understanding of their tasks, responsibilities and 

processes at work. It’s important to make sure employees are clear about their roles and responsibilities during 

this time of change. 

• Have there been any changes in your role due to Covid-19 outbreak and working remotely? If so, are 

these changes clear to you?  

• Do you have clear priorities? Are they achievable under the new circumstances?  

• Do you know how your role fits withing the wider organisational context and strategy?  

Dealing with changes 

Dealing with change can be stressful for many and the current situation is likely to raise worries and concerns 

around own health and safety as well as the health and safety of loved ones. This time can be particularly 

challenging for people who have pre-existing menta health problems and it is important to identify ways to 

support them as soon as possible. Remember that different people will have different reactions to this situation 

and it’s important to provide your employee a safe and non-judgemental space to discuss worries and concerns. 

• How are you feeling with everything that has been going on recently? 

• Are there any work-related triggers your team members should be aware of? What support can be put in 

place to minimise these triggers? 

• Are there any early warning signs that we might notice when you are starting to experience poor mental 

health? What would you like us to do if we notice these early warning signs? 

• Are there any work-related adjustments that can be helpful for you now? 

• What help do you need to maintain your wellbeing? What can your manager and teammates do to 

support your wellbeing?  

• What coping strategies have you used in the past to improve your wellbeing that were effective? Is there 

anything you have been doing recently that has been helpful for your wellbeing? 

• Is there anything else you would like to add? 

 

How to finish the conversation? 

A good way of finishing this conversation would be summarising the main points and making sure you understand 

your employee’s needs, for example: 

• Are there any areas of concern (for example excessive demands, insufficient resources, poor 

communication with teammates, difficulty in adjusting to recent changes, poor menta health etc.)?  

• What support is needed and how it can be provided?  

• Is there a need for any work-related adjustments?  



• Are there any triggers that others should be aware of? What can minimise these triggers? 

• Are there any early warning signs that might suggest you are struggling? 

• Is there a need to involve anyone else (for example a team member to provide guidance and support, the 

wellbeing service)? 

• Is there anything you find particularly helpful to maintain your wellbeing (coping strategies, way of 

working etc.) 

As a line manager you might not have all the answers and solutions and that’s ok, you are not expected to solve 

everything. Look at this as an opportunity for you to learn more about your employees and a chance for your 

employees to reflect on what can be done to improve or maintain their wellbeing. Make sure to have ongoing 

conversations to check what is working and what isn’t. Individual needs and work – related demands are likely to 

change so it’s important to adjust the plan accordingly. Some employees might not require support and 

adjustments now, but it is still important to have this conversation and reflect on these issues making sure they 

know that they can ask for support and adjustments if needed.  

It is also important for you take care of your own wellbeing. Consider making a wellbeing plan for yourself and 

think about what is helpful for you to stay mentally healthy. 

Remember that you can always reach out to the Wellbeing service if you have any questions or concerns or if you 

feel stressed and overwhelmed. We can provide support and guidance on a range of free and confidential services 

which may help to your or your employee’s wellbeing.  

For confidential advice and support please contact the Wellbeing team on wellbeing@savethechildren.org.uk 
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