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Background
Enfield is an outer London borough. The measurable sickness absence of the staff is lower than the average for London boroughs.  The main driver for well-being initiatives has been to improve service provision to the public, through developing good quality, motivated employees. Responsibility for health and well-being is held by a director within the council and the chief executive leads on health and safety issues. 
Initiatives were introduced as part of an authority-wide strategy to improve health and well-being across the council, which is an element of a wider three year improvement plan. A large part of this strategy has focussed on stress, as it is one of the dominant causes of sickness absence.  The authority has found the Health and Safety Executive’s standards and the Black report particularly helpful in developing stress policies and interventions. 

Description of initiatives 

The council has an authority-wide strategy to improve the health and well-being of the workforce.  The following initiatives were developed to be accessible to all staff: 
· stress awareness training, stress awareness guidance, and a manager’s guide to stress - there are also stress awareness risk assessments which follow the Health and Safety Executive’s guidance in this area.  The stress training not only helps staff to recognise and tackle stress, but also has a particular emphasis on considering stress when objective setting in appraisals 
· a 24/7 employee assistance programme which employees can contact by freephone and email - this service provides counselling and advice on a wide variety of issues including those outside of work. Employees’ families are also able to access this programme
· annual health fairs, where staff are able to have their blood sugar levels checked, and their weight and cholesterol checked. Pedometers are also given out to staff
· sports development work, including yoga, pilates and walking programmes

· an action group for staff with disabilities, which meets quarterly to discuss difficulties staff might have as a result of disabilities and generally to raise awareness of these issues 
· a health and well-being site on the staff intranet which contains information on all of the activities that are being undertaken, and elements such as the healthy living programme where the sports and development team have produced a four month programme of fitness activities.  This site also has details of where staff can go for health-related help, healthy eating and drinking advice, and topical health information
· a cycle to work scheme, where staff can get tax-free bicycles
· for the new year there is also a programme where staff can act on their new year’s resolutions, such as stopping smoking or exercising more often
· there is an on-site programme to help employees quit smoking
· a childcare scheme was also an initiative available to all staff
· linking with environmental issues, staff are encouraged to walk rather than take the car.  At Christmas there was a ’count the mince pies walking programme’ where staff could calculate how many mince pies they had earned by walking.  There have also been team and individual prizes for distances walked
· there is an online risk assessment toolkit that managers can work through with their staff.
The council are also looking at providing further health programmes and activities for borough residents; for example, Tottenham Hotspur have a sports programme for their residents.

Resources 
The initiatives related to stress (stress awareness training, stress awareness guidance, a manager’s guide to stress and stress awareness risk assessments) were not resourced through any particular funding stream, but just through the human resource of staff involved in their development.   However, Enfield feels this cost is likely to have been offset by the savings related to the reduction of stress-related absence from work.  For other initiatives, such as the health fairs, the Health and Safety budget was used.
The primary care trust is involved with the programme and has helped by issuing information to staff. They also provide a service where staff are able to contact health promotion staff in order to get personalised assistance, for example, with a weight loss programme.   

Challenges

There have been challenges with implementing some initiatives.  One example is the cycling to work initiative:

· any associated risks – for example, ensuring the insurance covers the event that an employee has an accident during working hours whilst cycling

· it was necessary, when introducing the cycling to work initiative, to have showers and additional facilities for parking bikes during the day. The corporate management team were enthusiastic about the scheme and approved the additional funding such facilities.
Factors for success
A key factor for success was having the senior management team behind the health and well-being interventions.  It started from an aim to develop the motivation of staff and to investigate how to improve services, leading to a review of absence levels and what could be done about this. A key message was that improving the health and well-being of staff would make the council a better employer and therefore more productive.  In order to gain support for the initiatives from the senior management team, it was essential that the director with responsibility for these issues could demonstrate and describe the positive effect of health and well-being initiatives on business and what the council achieves. In addition to the senior management team, it is also important to have the chief executive leading on health and safety issues. 
There has also been support from the trade union which has been involved in some of the initiatives. In particular, the trade union has helped shape policies and guidance and was involved in the selection panel for the childcare scheme.
Regular communication with staff was also an element that contributed to the success of the initiatives. The initiatives are promoted regularly through the intranet site and staff are sent a direct link to new activities or guidance. There is also promotion of the service through the bi-monthly staff magazine. 
Outcomes
A formal evaluation has not been conducted, however there has been a reduction in the level of sickness absence, and in particular absence due to stress.  There has been a good take-up of the stress awareness training, and staff taking the opportunity to read what has been put on the intranet.  There has also been an increased take-up of initiatives such as the employee assistance programme, which covers issues not directly related to work, as well as work problems. It was found that most stress was caused by factors outside the workplace. There has not yet been an opportunity to measure staff morale although this will be done in the future.


The council has been rated as a four star authority by the British Safety Council, for its work on health and safety, and was the only council to have achieved this at that time. 
Future plans

A key element of future developments in the health and well-being strategy is gaining more feedback from staff who have participated in the programmes, and this may be done through a survey of staff. There are a number of future initiatives that the council wishes to be involved with including: 
· giving staff access to reasonably priced dental insurance 
· a focus with the NHS on the prevention and early detection of cancer
· finding news ways to communicate to staff health and well-being advice and services, for example using posters, letters, websites, and the staff magazine.
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