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The business case…

• 1 in 6 workers are affected by stress, depression or 
anxiety.

• And the cost to businesses can be huge; around £1,205 
and £1,560 per employee, per year. This cost is for each 
employee, not just those who are ill. 

• And the longer someone stays off work, the less likely 
they are to return. 



The business case…
Business in the Community Report 2018
• 61% of employees have experienced a mental health 

issue due to work or where work was a contributing 
factor

• Just 16% of employees felt able to disclose a mental 
health issue to their manager

• Disconnection between vision and reality: 85% of 
managers now acknowledge that employee wellbeing is 
their responsibility BUT only 30% of line managers have 
taken part in mental health training



Dealing with 
sickness 

absence…

• While someone is off, it usually means 
that others in the business take on more 
work. Getting your employee back to 
working well is key for you, for the 
employee and your team. 

• And how an employee is treated during 
their absence and initial return can have 
a major impact on their likelihood of 
returning to work…



Common questions 
& concerns 

managers have…

• So how can I help to support an 
employee when returning to work 
following mental ill health? 

• What is the best way to talk to your 
colleague about mental ill health?

• “I feel out of my depth, I don’t want to 
make things worse” or “I don’t know 
where to start, it is all too complicated.”





https://www.youtube.com/watch?v=gTYhGvkBhIE





Step 1: Start communication early on while the 
employee is off work

• Start talking early and keep 
communication consistent throughout 
absence. 

• Make sure that early communication is 
focused on the employee and their 
health- not about when they are 
coming back to work. 

• Poor line manager- employee 
relationship? Ask a colleague to check 
in with them instead. 



Step 2: Develop knowledge and skills

• Consider whether you (or their 
manager) have the skills to support 
a returning employee. See CIPD 
manager competencies. 

• Is the absence work-related? How 
does this affect the rest of the 
team?

• Is there a need to think about how 
work is designed and managed. See 
HSE management standards. 



Step 3: Maintain communication while the employee is off

• Agree up front how often (e.g. once 
every month) and how (e.g. email/ 
phone) communication will happen.

• Maintaining contact with an absent 
employee can improve the 
employees’ likelihood of returning to 
work

• Helps relieve the anxiety of returning 
to work for the employee and makes 
them feel connected to work. 



Step 4: Preparing for their return to work

• Think through how the employee’s 
role could be adjusted (if needed) in 
the short term to make the first few 
days/weeks easier. 

• How long can the business sustain 
any potential adjustments?

• Start to think ahead to the return to 
work conversation – do you (or their 
manager) know what to say and 
how to say it? 



Step 5: Return to work conversation-
when they are back

• Set aside some time for a return to 
work conversation (Develop a plan, 
schedule a time & date, find a 
suitable quiet space)

• Does the employee know when and 
where it will take place and what to 
expect? 

• Toolkit conversation guide



Step 6: Keeping healthy and productive at work
• Important to maintain an open 

dialogue and agree a plan for 
regular check-ins. See Mind’s 
Wellness Action Plans. 

• Watch out of signs and triggers. 
• Look out for changes in 

behavior, attitudes and mood. If 
you notice uncharacteristic 
behaviours it is time to check in 
and see if they are ok. 



Next Steps for 
the toolkit…

• The trial period is ending soon! Visit 
the toolkit at 
www.returntoworkMH.co.uk

• We are collecting feedback from 
those reviewing/using the toolkit-
have your say by completing our 
online survey or get in touch.

• All feedback will become part of our 
evaluation report to decide what to 
do next with the toolkit 



Thank-you!
E: r.peters@Kingston.ac.uk

T: 0208 417 4269


