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How to navigate this guidance
This guidance is designed for employers of all sizes and at all stages of their wellbeing journey.
Please refer to page 8 which illustrates what you should be thinking about before you put
together your wellbeing plan.

To provide background in relation to each of
the pillars, there is an introductory summary,
recommendations, case studies and space for
you to reflect on where your organisation is
and what steps you need to consider taking.
To make the guidance easier to navigate, the
recommendations are colour coded under each
of the three pillars (culture, education/training
and support) so that you can consider where
your organisation should be and what it should be
aiming for depending on its size.

At the end of the guidance you will find further
resources and reading that is available to
support employers and provide further ideas
and guidance.
The guidance includes a page of behaviours and
changes to look out for in employees which may
flag to you that they are not coping and that
they may need your support. There are also two
cartoons, the first of which illustrates how to
approach a conversation with an employee you
think may need your support. It can be difficult
to strike up a conversation with someone in the
office and respect professional boundaries. It is
important to remember that we are all human
and that being compassionate to others in the
workplace is essential to build successful working
relations so we should not be afraid to check
in on our colleagues when we are concerned
about them.

Key
Recommendations for
all sizes of firms

Recommendations for
medium size firms
(50 to 500 employees)

Recommendations for
large size firms
(500+ employees)
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Introduction
Background

The Law Society’s work

In recent times the legal profession has been
making the headlines in the national press for all
of the wrong reasons. In May 2019, The Times
reported that there is a looming mental health
crisis facing the profession, highlighting that all
is not well. A common theme emerging from
many of the reports is the high levels of negative
stress and poor wellbeing being experienced by
lawyers at all levels across the profession.

For the last three years the Junior Lawyers
Division of The Law Society of England and Wales
has been undertaking research into the levels of
stress and mental ill-health experienced by junior
lawyers. On Time to Talk Day in February 2018,
the first version of this guidance was launched to
provide best practice to employers on supporting
resilience and wellbeing in the workplace.

Working in the legal profession can be
challenging. In the recent survey undertaken
by Lexis Nexis (The Bellwether Report 2019:
Stress in the Legal Profession — Problematic
or Inevitable), the report asks “is stress just
an inevitable part of being a solicitor” and
“has stress become so normalised in the legal
profession that the lines are blurred between
what is normal and what requires help to
address?”. The survey found that almost 66%
of solicitors currently experience high levels of
stress with three-quarters stating that stress and
mental wellbeing is a major issue for the legal
profession.
As solicitors, we all know the demands of the job
and most of us are likely to say that we work well
under pressure and that we need some form of
pressure to perform at our best. Unfortunately,
when that pressure develops into negative stress,
it can begin to adversely affect our performance
and efficiency. Experiencing prolonged periods
of stress can have a negative impact not only on
our mental health but also our physical health.

It is good to see how far the legal profession has
come and how the wellbeing conversations have
developed since the Junior Lawyers Division’s
first resilience and wellbeing survey in 2017.
Many employers are now taking active steps
to support their employees’ wellbeing and are
treating the wellbeing of their people as a key
asset of their business. Whilst it is great to see
such momentum for supporting employees’
wellbeing in the workplace, we need to ensure
that it does not become a tick-box exercise and
that there is genuine commitment from the top
of the organisation to get behind it.
It is great to have received feedback that many
law firms and organisations employing lawyers
have been using this guidance as a basis for
developing their wellbeing strategies.
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Research (specifically regarding
junior lawyers)

organisation’s culture and creates an environment
where employees are prepared to speak up about
their mental health.

In the 2019 survey, just over 1,800 junior
lawyers responded to the survey. Over 93% of
junior lawyers reported experiencing stress at
work with almost a quarter of those reporting
severe or extreme levels of stress. The main
causes of work-related stress were cited as being
high workload, client demands and expectations,
lack of support and ineffective management – all
of these factors are in an employer’s control to
change. The main impact caused by work-related
stress was disrupted sleep, a negative impact on
mental health and experiencing problems with
family life or relationships. Alarmingly, one in
15 junior lawyers reported experiencing suicidal
thoughts as a result of stress at work.

Disappointingly, a large proportion of junior
lawyers reported that their employers were either
doing nothing, or despite discussion and good
intentions, very little was being done in terms of
making the practical changes necessary to help.
Many commented on the need for employers to
address the root cause of work-related stress in
relation to workloads, unrealistic and unnecessary
client deadlines and staff shortages (qualified feeearners and support staff). We included a new
question in the 2019 survey to ascertain junior
lawyers’ views on what more their employer could
be doing to support their mental health and the
levels of stress they were experiencing in the
workplace.

In relation to mental ill-health, 48% of junior
lawyers reported experiencing mental ill-health in
the month leading up to taking the survey (this
is a significant increase from the 38% reported
in 2018 and 26% reported in 2017). Only one
in five of those experiencing mental ill-health
had told their employer. Almost 60% considered
taking time off work as a result, however, under
20% actually took time off work as a result.
Three quarters of junior lawyers said their
employer could do more to support both stress
at work and mental health.

Many junior lawyers commented that their
employer said publicly that they were committed
to supporting wellbeing but that they were
unaware of what their organisation was doing in
this regard and that they did not know where to
find information on what was available. Junior
lawyers were clear that for a wellbeing strategy
to be successful, it had to be embraced from
the top down to ensure engagement across
the organisation. There were repetitive themes
around culture and organisations needing to
change to create an open door culture where
employees felt comfortable to raise issues
internally and talk openly without the fear of
reprisal. Many junior lawyers complained of the
work-life imbalance and the lack of support and
resources provided to them in their roles.

It was pleasing to see responses from some
junior lawyers that their employer was developing
or implementing a wellbeing strategy at their
organisation. Many respondents advised that the
organisation had set up a wellbeing taskforce
or committee and that their organisation had
implemented wellbeing champions or trained
Mental Health First Aiders. These are all brilliant
steps to create a mentally healthy workplace
and provide employees with different channels
to seek support and be signposted to relevant
organisations. It goes to the root of an

There were a number of responses from junior
lawyers about taking time off work for mental
health related reasons. There was a specific
complaint about employers having a cap on
the number of sick days an employee could
take before it triggered the organisation’s
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performance management processes. There
were a number of comments from junior lawyers
who felt they could not be honest with their
employers about absences due to their mental illhealth. Instead of informing their employer they
were unwell with mental health related issues,
they had made up other reasons as they did not
feel comfortable disclosing the truth about their
visit to their GP or counselling session. There
was a suggestion that employers could consider
having specific absence days for mental health.
Many junior lawyers noted the importance of
talking, citing helplines and counselling services
as being very valuable (in circumstances where
counselling services could be obtained as they
were so over-subscribed). There were also a
number of mentions of the support provided by
LawCare and, in particular, its confidential advice
line. LawCare is also now piloting a new web-chat
service which gives those working in the legal
profession and their families another avenue to
seek confidential support.

an organisation of 300 people, that equates to
more than £450,000 per year.
If implemented correctly, wellbeing interventions
can lead to substantial returns on investment.
For example, a professional services firm of circa
1,000 employees that invested £40,000 in
mental health training saw a return on investment
of £387,222 within one year (London’s Business
Case for Wellbeing).
Employees that have good mental health can
significantly improve an employer’s ability to
attract and retain talent and boost workplace
morale and productivity (which has the potential
to increase realisation rates). There is therefore
real value in investing time and resource to
improve employees’ mental health. Recognising
and supporting mental health in the workplace
can help to reduce absences, reduce the risk
of mistakes, and create a positive, open and
sustainable workforce.
It is encouraging to see many organisations
setting employee wellbeing on board agendas and
allocating budget to such initiatives.

Business case
The Thriving at Work: The Stevenson/Farmer
review of mental health and employers was
commissioned by former Prime Minister, Theresa
May, in January 2017. The review’s report,
released in October 2017, stated that ‘the UK
faces a significant mental health challenge at
work’. The report also called for professional
bodies, such as The Law Society, to help with
the implementation of mental health care and
enhanced standards for organisations, which will
help reduce the increasing cost to the economy
and businesses of the worsening state of mental
ill-health in the workplace. Work conducted by
Deloitte estimates that businesses are losing in
excess of £1,500 per employee per year due to
the costs associated with poor mental health. For

Guidance
To assist organisations in meeting some of these
challenges, The Law Society has developed the
following guidance aimed at reducing stigma and
fostering good mental health. The guidance has
been designed to help organisations maximise
their talent and it is not intended to become an
additional burden. The Law Society understands
that not all of the recommendations made in
this guidance are suitable for all organisations
and that each organisation will need to consider,
depending on its size and resources, which
recommendations they are able to focus on and
implement.
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This document aims to provide employers with
helpful guidance on best practice to support the
wellbeing of its employees. Whilst this guidance
has been prepared with the legal profession in
mind, many of the recommendations can be
adopted by employers in other professions.

Thanks
Thank you very much to everyone who has
provided me with ideas and feedback on the
recommendations which form the basis of this
guidance document. I am very grateful for
your help and support. Thank you also to the
Law Society’s Diversity and Inclusion team for
supporting the production of this guidance, in
particular, Sarah Alonge (Diversity & Inclusion
Adviser).
A special thanks to Nick Bloy (Founder, Wellbeing
Republic) for his ongoing invaluable support in
relation to all of the initiatives he has assisted
with for the benefit of the legal profession
including his contributions to this guidance
document. Nick has penned the introduction to
each of the sections on Culture, Education and
Training, and Support to provide greater context
and share some of the science and research that
underpins their importance.

Kayleigh Leonie
Solicitor
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What you need to think about before
developing your wellbeing strategy
Have you got buy in
from the top?

Is wellbeing on your
agenda at board level?

Have you got
senior leaders
willing to speak
openly about
mental health?

Is there a genuine
commitment from
managers to
support wellbeing
at work?

Have you asked
your employees
what support and
training they would
like to see available?

Do your employees
know what support
and training is
currently available
to them?

Are your
employees
engaged?

Are your employees
happy to support
wellbeing initiatives?
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What should your organisation be doing?
We have a collective responsibility to safeguard and promote the wellbeing of employees in
the workplace. To support employers with creating mentally healthy workplaces, this guidance
focuses on three key areas: Culture, Education and Training, and Support.

Culture
The stigma surrounding mental ill-health in the legal profession is still rife.
To tackle this effectively, there needs to be a culture change across the
profession. The guidance is therefore focused on tangible measures that employers
can adopt to effect meaningful positive change within their organisations.
Defining the culture of an organisation is difficult and orchestrating change in culture is a
real challenge. In order to create a positive working culture there must be buy-in from those
at the top of the organisation. It is essential that all employees feel that their organisation’s
culture enables them to openly talk about issues concerning them, including their wellbeing
and mental health, if they wish to do so. This is also a crucial step to tackle the stigma of
discussing mental ill-health across the legal profession.

Education and Training
To empower employees to thrive in the workplace, employers need to invest
in the right training for their employees and managers. The guidance sets out
best practice for educating and training across all levels of seniority.
It is important for managers to understand the link between wellbeing and performance.
If managers are trained with the necessary skills, they will be better placed to effectively
support their employees and, in turn, their wellbeing. If managers are able to spot warning
signs at an early stage that an employee is in difficulty, they will be able to offer support
earlier and take proactive steps to avoid the situation escalating.
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Support
It is good that many employers already have some form of support in
place such as a dedicated human resources team or access to an employee
assistance programme through the organisation’s insurance policy. The guidance outlines
many different areas in which employers can provide to its employees. The guidance also
contains a list of organisations which provide support, guidance and advice for employees
(see pages 44-48) and a list of organisations which provide support and guidance for
employers (see pages 49-51).
Employers need to think holistically about the support they provide to employees to enable
them to effectively perform their roles. Many lawyers have reported feeling unsupported in
their roles with high workloads and ineffective management being two of the contributing
factors. Employers also need to consider the external support they put in place for their
employees to access in the form of employee benefits.

We are conscious that different sized
organisations will have different resources
available to them. Many organisations will
have already implemented several of the
recommendations detailed in this guidance, while
others will be starting to create their wellbeing
strategy from a blank piece of paper. The
information contained in this guidance should
provide you with some useful ideas on where to
start and how to develop your strategy.

Support

Education
and Training

Culture
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Culture
Introduction
Culture can be hard to define and even harder to
pin-down. Organisational culture encompasses
both the values and the behaviours that exist and
persist, irrespective of any policies or procedures
that may be in place. It is these values and
behaviours which contribute to the unique social
and psychological environment of an organisation.
For wellbeing to be successfully embedded
within an organisation, senior leaders need to
be bought-in. Without senior leader buy-in, the
culture will likely be at odds with any initiatives
put in place and those initiatives will most likely
fail or fall far short of their full potential.
For example, having a policy that recommends
people get sufficient sleep and time off will be
meaningless unless working practices empower
people to set appropriate boundaries for
themselves. If there exists an email policy which
states that employees do not need to check
emails while on holiday or at weekends, yet senior
leaders make it quite clear (whether overtly or
otherwise) that they expect staff to check-in
regularly, the policy will fail. Similarly, if there
is a culture of working long hours, encouraging
people to leave at a reasonable hour will have
little effect unless senior leaders demonstrate
the behaviours themselves and encourage it more
widely. From research conducted at medium to
large sized organisations in London, the majority
of junior lawyers do not feel empowered to
leave on time. They associate leaving on time
with feelings of shame or guilt, which is a direct
consequence of the culture that exists in legal
organisations currently.
Similarly, offering training on the benefits of
adopting specific behaviours, such as going for
a 15-minute walk at lunch, will have little effect

if employees do not feel confident in stepping
away from their desk at lunch for fear of it having
negative career implications. Much of the time
it will be the micro expressions of senior leaders
or peers, such as a raised eyebrow or a frown,
that will signify whether a behaviour is deemed
acceptable. Over time, a culture is formed with
its own specific rules and sub-rules, which dictate
the behaviours deemed acceptable within a
specific team or the broader organisation.
Another aspect of culture which is crucial
for organisations to embrace if they wish to
successfully embed wellbeing is psychological
safety. People’s willingness to take interpersonal risks (such as suggesting an idea,
raising a concern, admitting to a mistake or
showing vulnerability) without fear of negative
repercussions has been shown to significantly
impact the performance and wellbeing of teams.
When people feel safe, research has shown that
they are more likely to speak up and offer ideas,
fostering greater innovation and collaboration.
Cultivating a psychologically safe culture also
helps foster a greater sense of inclusion,
where people feel safe to speak up if they are
experiencing a problem such as mental ill-health
or discrimination. It is also more likely to drive
better ethical decision making, as people are
more likely to speak up if they make a mistake.
Creating a psychologically safe environment
requires leaders to lead by example and readily
promote behaviours and values, such as respect,
humility, vulnerability, courage and compassion.
Finally, a growing number of studies on lawyer
wellbeing from across the world have identified
that lawyer wellbeing is bolstered significantly
when they feel competent, have autonomy and
find their work meaningful. Organisations would
likely benefit significantly by finding ways to
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bolster these three key drivers of wellbeing.
Some examples include providing more frequent
positive feedback and placing a greater emphasis
on development, as well as providing lawyers with
greater flexibility in their roles. It is likely that
lawyers would also appreciate having a better
understanding of the context of the work they
undertake and have an appreciation of how the
work that they do contributes to something
meaningful.

Recommendations
Organisation commitment statement
and values
It is important for an organisation to
make clear in its commitment statement and
values that it is committed to supporting
its employees’ wellbeing. This commitment
should extend much further than the
organisation just complying with its legal
obligations on health and safety and other
applicable legislation.
Not everyone is motivated by money
and many job applicants are now looking
closely at an organisation’s culture which
they can assess through its commitment
statement and values. What an organisation
is doing to create a good work-life balance
can therefore impact whether a candidate
chooses to apply for a role. An organisation’s
commitment statement and values therefore
plays a key part in a candidate’s research
into an organisation. By having a culture
where employee’s wellbeing is key, it does
not just help to attract talent but it also
helps to retain it.

An organisation needs to ensure that the
commitments and pledges it makes in
its values are embedded throughout its
organisation. Those commitments should
be advocated by senior leaders in the
organisation and, where possible, form part
of the motivating factors for employees
across the business.

An organisation may wish to sign up
to a charter to show its commitment to
supporting its employees’ wellbeing. There
are a number of charters listed on page 51,
including the Mindful Business Charter which
has been specifically created for the legal
community to remove unnecessary sources
of workplace stress and promote better
mental health and wellbeing. Simply signing
up to a charter is not enough, organisations
must ensure that they are adhering to
principles of the charter.

Leadership
It is key for an organisation’s
commitments and values to be shared
from the top down. An organisation’s
leadership must fully support and embody
the organisation’s values in order for them
to be successfully embraced across the
organisation.
For an organisation to really get behind its
wellbeing strategy, there must be genuine
commitment to support it. This commitment
extends to challenging members of the
leadership team who are not adhering to the
organisation’s values.
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Fostering a positive culture
There is not always a one size fits all
approach so it may be necessary to tailor
the strategy depending on the profile of the
work being done by each team/department.
Leaders sharing personal stories is very
valuable and employees are encouraged to
open up about themselves when they can
see their leaders doing the same. Leaders
must lead by example and there is very
much a consensus of ‘what the boss does,
prevails’. For example, if senior leaders leave
early to pick up their children or come in late
when it is their child’s first day of school,
employees will be much more likely to feel
empowered to ask to do the same.
Leaders should try to facilitate a culture
whereby employees are not penalised for
not being able to take on more work and
they should feel that it is okay to say no
without reprisal. Leaders should celebrate
good behaviours and organisations could
consider implementing a recognition system
to reward/celebrate employees who have
looked out for each other.

Leaders could introduce “wellbeing
moments” at the beginnings of team
meetings so that they get into a habit of
checking in with people. It could be as simple
as going round the table asking everyone on
a scale of 1-5 how they are feeling today.
Leaders should also look to regularly monitor
ways of working to minimise stress and
ensure it is not negatively impacting people’s
performance and wellbeing. They could use
short simple surveys to ‘pulse-check’ their
teams anonymously, particularly if the team/
department is very busy or partway through
a long project/transaction.

For an organisation to tackle the stigma
associated with mental ill-health, stress
and disability, it should encourage staff
empowerment, diversity and inclusion.
All employees should receive training on
diversity and inclusion including unconscious
bias training.

Culture Code
In order to ensure an organisation’s
values are being embraced, it may be helpful
to create a “Culture Code” for employees
to abide by. The culture code is essentially
a list of key principles which are necessary
in order to uphold the organisation’s culture
and promote respectful behaviour. By having
a written culture code that can be referred
to, it can be easier to challenge undesirable
behaviours.

An organisation could also introduce
“Culture Code Advocates” from across the
organisation at all levels who are tasked with
ensuring that the code is adhered to and
challenge bad practice where necessary.
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Joined up approach
It is important to ensure that your
organisation has a joined-up approach to
its wellbeing strategy which is understood
and embedded across all levels of the
organisation. Communication is key to
ensuring that the wellbeing strategy
is understood across the organisation.
Depending on the individuals/department
leading on the organisation’s wellbeing
work, it is easy for other individuals and
departments to overlook what is being
developed. It is therefore essential for all
managers across the organisation to be clear
on its strategy and any future developments
and be able to communicate this effectively
to employees.
Employee wellbeing should be considered
by all departments in an organisation and, in
particular, by its human resources function.
Employees should be treated consistently
and fairly and, should the organisation
need to consult with employees about
organisational changes, it should do so in a
compassionate and collaborative way at the
earliest opportunity.

Story-telling
Story-telling is a great way to break down
any stigmas associated with mental health
and build trust across an organisation. By
encouraging employees to share personal
stories, in particular senior employees, other
employees are encouraged to be more open
about their own mental health and wellbeing.
You could choose to share such stories in
a number of different ways. For example, a
number of firms have produced successful
This is Me campaigns in recent years (you
can find a link to the This is Me campaign
website on page 50).

Reward
Some organisations are now incorporating
wellbeing into employees’ performance
reviews which is a positive step to ingraining
wellbeing in the organisation. When looking
at employee reward and promotion, it is
important to consider your organisation’s
values and whether the employee in question
is ‘walking the walk’. Employees should be
treated in a fair and consistent manner
and organisations should think carefully
before rewarding undesirable behaviours
and practices which undermines the
organisation’s values.
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Supporting self-care
As well as an employer creating a
supportive working environment, employees
should also take active responsibility for
their own health and wellbeing by adopting
good behaviours (for example in relation
to diet, alcohol consumption, drugs and
smoking). Many employees reported
disturbed sleep, a negative effect on mental
health and problems with family life or
relationships were a result of work-related
stress. Employees cited using strategies
and mechanisms such as exercise and
meditation/mindfulness in order to cope with
these pressures.
Organisations should ensure that they are
doing enough to encourage and support
good behaviours, for example, if your
organisation has a canteen, does it subsidise
healthy nutritious food? Although often
cited as a “quick-fix”, providing employees
with free fruit and access to mindfulness
and yoga practices can be very beneficial
for employee morale. Thinking about alcohol
consumption, historically firms have been
keen to run employee events where alcohol
has been freely available, which research
suggests may be pressuring people to drink
– does your organisation run events where
the focus is not on drinking alcohol?

Working hours and breaks
The legal profession is renowned for
its long working hours culture. Client
deadlines and demands and the nature of
transactional or litigious based work means
that resourcing is one of the most difficult
things for an organisation to manage.
Employees need breaks throughout the day
to ensure they are not overwhelmed and
are performing at their best when they are
working.
In order for employees to perform at
their best they require sufficient breaks
away from their work. It is important for
employees to be encouraged to take their
lunch break and to take it away from their
desks to avoid being distracted by work.
There needs to be a clear message from the
top down that taking a lunch break is normal
practice.
In respect of the long hours culture, senior
leaders should consider what safeguards
they can put in place to ensure their
employees are not working far in excess of
their working hours. They should also be
leading by example and ensure that they
are monitoring workloads to allocate work in
an appropriate way, taking into account the
workload already allocated to individuals.

A number of organisations have
introduced the role of resourcing manager to
allocate work and safeguard the wellbeing of
team members, by ensuring employees are
getting sufficient rest between deals.
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Annual leave/disconnecting from work
It is important that employees, managers
and human resources understand the
importance of down time and switching
off from work to maintain good mental
and physical health. Organisations should
ensure that their employees are able (and
encouraged) to switch-off from work when
on annual leave. Human resources and/
or managers should play an important role
in checking that employees are using their
annual leave entitlement.
Employees need to maintain boundaries
between their personal and working lives
to ensure that they have proper down time
away from work to rest and maximise their
personal relationships and interests which
are vital to their wellbeing. Organisations
should therefore develop and implement
rules and guidelines around annual leave and
disconnecting from work.
Some organisations have adopted policies
which allow their employees to take
paid time off at their discretion on the
understanding that their client work doesn’t
suffer and can be covered. As a result of not
having a set number of annual leave days,
organisations have reported a reduction in
days taken by reason of sickness absence
and an increase in performance.

Digital wellbeing
Employees should be informed about the
impact a 24/7 connected culture can have
on their mental health and the importance of
having screen free time away from not just
work but also social media.
Digital devices are extremely distracting and
affect employees’ ability to do their best
work. Employees need to be able to focus
and concentrate whilst working on particular
tasks and they should be supported to have
time offline throughout the day. Employees
are likely to be much more productive and
much less distracted if they turn off email
pop up notifications whilst they are working
on tasks that require deep thought.

Effective communication
Effective communication is essential to
create a positive working culture. Managers
should make clear what their expectations
are of their employees. Often, things are
left unsaid, so employees interpret what
they think is being said, making things
more burdensome than they need to be.
In particular, at the more junior end of the
profession, junior lawyers tend to overdeliver because they are worried about
asking too many questions, particularly
around deadlines, or appearing like they are
not keen to do the work. Maintaining clear
lines of communication helps to create a
culture where people feel that they can
openly ask questions.
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Presenteeism and leaveism
If an organisation is committed to
creating a healthy and resilient workplace,
it should be prepared to challenge
presenteeism (where people insist on
working when they are physically or mentally
unwell) and leaveism (where people continue
to work whilst on holiday) to ensure that
its employees do not feel obliged to work
in circumstances when they are unwell or
on holiday. To maintain a healthy and happy
workforce, managers should be prepared
to tackle unhealthy working practices and
encourage employees to take time off work
when they are unwell or they are on holiday.
In more general terms, managers should also
encourage employees to leave the office
when they have finished their work and
should not tolerate a culture whereby junior
employees feel that they are unable to leave
the office before their superiors.

Deadlines
Much of the pressure of being a lawyer
comes from having to work to very tight
deadlines. Whether this be court deadlines,
deadlines set by the client or deadlines
set through transactional based work. In
circumstances where client or transactional
deadlines are not realistic and the amount
of work required in order to deliver on a
deadline is unachievable, senior leaders
should be prepared to challenge clients.
Senior leaders should feel confident to
educate clients in respect of their working
culture and explain that the deadline they
are imposing is not realistic and that the
organisation is not prepared to put such a
burden on its employees.

Corporate social responsibility/
Charity of the year
As part of corporate social responsibility
programmes, many firms offer employees
the ability to take time away from the
normal working days to volunteer with a
relevant organisation. As well as providing
essential support to the relevant charity,
it also helps to create a positive working
culture and motivate employees which can,
in turn, improve their performance.
Organisations can also consider fundraising
for a charity of the year. This can give
employees the opportunity to work together
to undertake fundraising initiatives which
can help with team-building across the
organisation.
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Billable hour targets
For those working in private practice,
billable hours targets are common in most
organisations. The pressure of working in a
target driven industry can be difficult with
many lawyers citing billable hours targets
as a contributing factor of their stress
at work. Many firms have moved away
from formal individual billable hour targets
and have instead switched to a team or
department based approach which does,
to a certain extent, help to take some of
the pressure off individuals. At the time of
writing, a handful of firms have removed
the requirement for billable hours altogether
and rely on fixed-fee and other pricing
arrangements instead.
In circumstances where billable hours targets
cannot be removed, organisations should
ensure that their billable hours targets are
realistic, reviewed regularly and that their
employees are sufficiently supported in
achieving their targets. It may also be helpful
for firms to publicise their billable hours
targets so that individuals looking to join
the firm know at the outset what would be
expected of them. Bonuses should not be
awarded for unrealistic targets and bonuses
should not be based solely on billable hours.
To encourage employees not to work in
excess of their hours, organisations may
wish to consider penalising employees for
recording too many billable hours.

Agile working
Many organisations are now incorporating
formal agile working policies which
encourage employees to work from home.
By trusting employees to do this it helps
create a positive working culture and enables
employees to be more productive as a result
of being able to work uninterrupted.
Home-working can also help employees with
a particularly long commute to avoid wasting
time during their working day or those
with care commitments. Whilst it can be
empowering for employees to have freedom
over where they choose to work from,
organisations need to ensure that employees
are educated and supported to ensure that
they maintain a positive work-life balance.
Without these boundaries around work and
personal life, increased stress is a common
occurrence resulting in people not being able
to do their work effectively.
In terms of formal flexible working requests,
enabling employees to work more flexibly,
where possible, can also help to create
a positive working culture and improve
employee morale and motivation.
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Peer support
It is important, particularly for those
working in smaller organisations, for
employees to have valuable peer support.
Many larger organisations encourage their
lawyers to network and socialise with their
peers at similar stages in their careers. It is
important that any such events hosted by
organisations steer away from alcohol based
networking. Alcohol is used as a coping
mechanism by many people when they are
struggling with their mental health and by
including alcohol in networking events it
can also ostracise those that do not drink
alcohol.
For lawyers working in smaller firms,
organisations should encourage their
employees to become members of their local
Junior Lawyers Division group or local Law
Society. You can find out more information
about local Junior Lawyers Division groups
and local Law Societies here.
It is key for organisations to encourage peer
support as looking out for each other at
work can avoid behaviour that may cause
stress to others. For example, employees
should be encouraged to minimise reply-all
emails where they are not necessary. If your
employees actively show an interest in each
other and listen with empathy, they can help
look out for changes in behaviour which may
signal that there is a problem.

LawCare runs a peer supporters programme
offering one-to-one support. LawCare has
around 100 peer supporters, all volunteers
who have first-hand experience of working in
the law and may have been through difficult
times themselves. They offer support,
encouragement and mentoring on a range
of different issues such as alcohol addiction,
stress and anxiety. You can find information
about the peer support programme on
LawCare’s website, LawCare’s details are on
page 46.

Making mistakes
Research has shown that lawyers are
much more likely to make a mistake or
almost make a mistake in circumstances
where they are experiencing high levels
of stress.
Organisations should encourage reporting
of errors by cultivating a solutions based
positive learning culture. Fear and guilt
are less effective and organisations should
recognise the importance of intrinsic values
and motivation. An organisation may also
wish to consider setting up an anonymous
whistle-blowing helpline as a tool for
employees to report any concerns they
may have.
It can be helpful for organisations to be
more transparent with their employees
about what happens when mistakes are
made. Organisations should ensure that
their employees understand when they are
protected by its insurance policy and how
the organisation manages such a process.
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Dress for your day
In recent years many organisations have
adopted a more relaxed dress code with a
number of firms implementing a “dress for
your day” policy. By giving your employees
the ability to choose what they wear to
work, this can help create a more positive
working culture and allow your employees to
feel more comfortable.

Organisations may find it helpful to
assess the wellbeing of their employees
in a way which means they can compare
it against other professions. To do this an
organisation could consider using a wellbeing
scale such as The Warwick-Edinburgh Mental
Wellbeing Scale (see page 50 for a link to
the website for this resource).

Monitoring/measuring success
In order to ascertain the impact of your
wellbeing strategy, it is important to monitor
employees’ wellbeing to support the ongoing
business case for investing in wellbeing.
Organisations should consider measuring
employees’ wellbeing through surveys,
absence reports, staff turnover, exit
interviews and feedback from 1-2-1 catchups. Many organisations run annual employee
engagement surveys which would include
specific questions about employee wellbeing.
An organisation may wish to measure the
success of a specific wellbeing intervention
or measure progress of the workforce’s
wellbeing over time.

?
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Case Study: Pinsent Masons LLP
Pinsent Masons is committed to making business work better for people. Doing business
responsibly and making a positive contribution to the lives of our people, clients and the
communities in which we work is a core element of that. If business is to work better it has to
work to enable others. Professional advisers are often in a position of privilege, so it is easy to
underestimate or overlook the impact of the work they do on their wellbeing. Mental Health
issues impact people at all levels and in all sectors. Changing working practices have increased
those pressures significantly. It is not good enough to just accept that as the price we have to
pay. We have a responsibility to make changes.
We are committed to ending the stigma around mental health, demonstrating to all our staff
that we are committed to supporting anyone who is living and working with a mental health
condition, or supporting others to do so. Our Mental Health 2020 strategy has connected all
of our efforts, achieving a strategic, joined-up approach and allowing us to be bold in focusing
upon areas where work is most needed; developing a Minds Matter portal, launching Mental
Health Champions across our office network and adopting agile working.
In collaboration with Barclays and Addleshaw Goddard, we have developed The Mindful Business
Charter (MBC), a set of principles aimed at promoting better mental health and wellbeing
amongst lawyers and their clients. The MBC focuses upon working smarter and eliminating
unnecessary sources of stress in order to create a better workplace for all.
We recognise that improving mental health and wellbeing will not happen overnight – it is a
programme that will take sustained effort over a number of years. However, our initiatives have
already helped teams to accept we can do things differently and, when we do, service quality
and delivery will improve.
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Case Study: Thrive Law
Culture
The culture at Thrive is very different to most law firms. We don’t have billable hours targets,
we have a huge focus on mental health and wellbeing where every employee talks openly about
their wellbeing and mental health. Jodie Hill, Managing Director at Thrive is a firm believer in
practising what you preach and leading the way when it comes to workplace wellbeing adopting
a refreshing approach. All employees are empowered to share ideas and be creative too when it
comes to their Thrive Women and Thriving Minds events.

Working Smart
At Thrive everyone works smart, meaning hours and place of work are decided by the team. We
work flexibly and at the times when we are the most productive. We don’t have billable hours
targets and work on a retained or project basis which removes the need to work long hours
each day.

Welcome to the Four-Day Week
We are always trying to be as innovative as possible and have recently begun trialling a four-day
working week.
Advocates of a four-day week highlight how it can improve the wellbeing and productivity of
employees. Moreover, it is argued that an extra day off increases leisure time and helps to
create a more sustainable work life balance, which benefits employees and prevents burnout.
So, using what we call the “condensed hours” model, all our staff have been taking one day a
week, every week, to do their own thing. We plan on sharing our thoughts throughout the trial
on our social media channels, and we will be concluding with a video where we discuss what we
have learned and how both the business and the employees have benefited.
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Reflecting

Wellbeing strategy – the organisation’s culture currently

Wellbeing strategy – what the organisation wants its culture to be

Wellbeing strategy – what needs to be done to achieve this positive change
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Education and Training
Introduction
The concept of employee wellbeing has evolved
significantly in recent years. A growing number
of organisations now appreciate that wellbeing
constitutes much more than a weekly yoga class,
the occasional health check and a suite of health
benefits that rarely kick-in until something has
actually gone wrong or someone has been signed
off sick. In fact, some of the most impactful
wellbeing interventions that organisations have
implemented are closely tied to the proactive
development of employees and senior leaders,
either in developing specific skills to bolster
wellbeing or in tackling any stigma associated
with mental ill-health.
Until the 1980s psychology was primarily
concerned with ill-being and how to make people
better. Only ‘better’ rarely meant thriving, it
simply meant free from ill-health. According to
one of the leading researchers on happiness,
Professor Sonja Lyubomirsky in the US, wellbeing
is much more than simply the absence of
disease or ill-health, it is the experience of joy,
contentment, or positive wellbeing, combined
with a sense that one’s life is good, meaningful,
and worthwhile. It is thanks to the development
of positive psychology in the past few decades
that we now have a much better understanding
of what leads to human flourishing and optimal
performance.
One of the biggest breakthroughs has been
in understanding the link between wellbeing
and performance. A large body of research
demonstrates that we have access to
significantly greater cognitive resources and are
more productive in a positive mental state than a
neutral, negative or stressed state. This is largely
due to the way that our mental state reflects

the biochemistry of our brain and how our brain’s
biochemistry affects the way our neurons work
as well as how different regions of the brain
communicate with one another. Our brain’s
biochemistry is something that we can influence,
which is why training and education can reap
significant results.
There is now a much greater appreciation of
how the behaviours we adopt, such as getting
sufficient sleep (both in quantity and quality),
can positively influence our brain’s biochemistry
and overall function. Research has identified that
when we don’t get at least seven hours of sleep,
we negatively affect the expression of more than
700 genes. For example, genes that regulate the
amount of stress hormones and inflammation
that are produced are up-regulated, while genes
responsible for growth and the production of
natural killer cells that fight cancer are downregulated. Getting four hours of sleep one night
was associated with a decrease of 70% in natural
killer cell activity the next day.
Education and training can help leaders and
employees understand the importance of
prioritising self-care and good habits to maximise
wellbeing and performance. Those habits may
include good quality sleep, regular physical
movement throughout each day, wholesome
nutrition, meditation, making time for selfdevelopment, ensuring quality time with friends
and family, managing finances or creating healthy
digital boundaries. Education and training can also
help employees to form a healthier relationship
with stress and reframe the way they approach
setbacks. It can also help people to become more
self-aware, so that they can recognise warning
signs in themselves much earlier, enabling them
to take pro-active steps to head off a potential
crisis.
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Another crucial aspect of education and training
is to ensure that leaders are upskilled to
understand how to cultivate happier and more
successful teams. The Junior Lawyers Division’s
resilience and wellbeing survey results cite poor
line-management as a large source of stress
for junior lawyers. Up-skilling leaders to better
understand themselves and how to bring out the
best in others (as well as how to better support
them) should be a top priority for firms if they
wish to ensure the profession is a mentally
healthy one. Leaders also have a significant role
in shaping the conversation around wellbeing in
their firms to reduce any stigma associated with
mental ill-health and firms should therefore think
about how to upskill leaders to fully embrace this
responsibility.

Recommendations
Managers
It is important for managers to regularly
discuss with employees their individual
training needs to ensure they have the
necessary skills to do their job. This could be
facilitated through an appraisal process or
through 1-2-1 catch-ups.
As an organisation, you should clearly
outline the responsibilities of managers
when it comes to managing the wellbeing
of themselves and their teams. Managers
should be provided with regular training
and encouraged to check-in regularly with
their team members (see below in relation
to feedback, supervision and catch-ups and
appraisals), rather than only once a year at
appraisal time.

Managers should ensure that the right people
are recruited for the right jobs, that they
are approachable and that they delegate
work fairly amongst their team. Wellbeing
can be a tricky subject for a manager to
bring up with an employee if they think they
are not coping (see the cartoon at page
54 in respect of how to have a wellbeing
conversation). Managers should receive
appropriate training to empower them to
have effective conversations with their
employees about wellbeing issues.

For organisations which have
resourcing managers in place, there should
be regular audits on allocating work by its
resourcing managers. If your organisation
does not have a resourcing manager, then
managers should be clear on how work is
allocated and ensure that it is regularly
audited.

Feedback
Receiving feedback is key to enabling
an employee to develop their skills and
be successful in their role. In order for
managers to effectively provide feedback to
employees, they should receive training in
how to appropriately deliver feedback (both
positive and negative).
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Supervision
Many lawyers reported a lack of
supervision as one of the contributing
factors to experiencing stress in their role.
It is essential that employees across the
organisation feel adequately supervised (but
not micro-managed) in their work.

Catch-ups and appraisals
It is key for all managers to understand
the link between maximising performance
and wellbeing. It is important for managers
to regularly check in with their team
members and not just do so as part of
an annual appraisal process. Appraisals
can be stressful for both the managers
and the employee being appraised. Many
organisations are now moving away from an
annual appraisal process to instead introduce
regular more informal career conversations.
For regular informal catch-ups, it may be
helpful to create a wellbeing checklist
for managers to use as a basis for the
discussion with employees. Managers should
spend sufficient time with their employees
to build and maintain good working relations.
This will help to create a more positive
working culture which will, in turn, remove
the fear of owning up to making mistakes.
In relation to the more formal review process
or annual appraisals, organisations should
consider introducing a wellbeing matrix into
their performance reviews. Organisations
should also consider assessing managers on
how well they have supported and managed

the wellbeing of their team. It may be helpful
to provide employees with one wellbeing
objective to strive towards each year, as
part of their wider objectives.
Using 360 feedback can be a very good way
for organisations to gain insights into how its
leaders are embracing its wellbeing strategy
and living by its values.

Human resources
It is essential that all employees
working in human resources have received
appropriate training on how to best support
staff at all levels of the organisation.

Strategy, policies and procedures
An organisation’s wellbeing strategy
should, where relevant, feed into all of its
policies and procedures. The strategy could
be supported by a wellbeing policy which
should be advertised internally so that all
employees know where to find it. You should
aim to keep it separate and avoid it being
buried in a large office manual or employee
handbook. If you have an intranet that staff
can access, the wellbeing policy should be
published in an easy to locate place on the
intranet so that employees do not have
to request a copy. You should also ensure
that all new joiners, including trainees, are
informed of its existence on joining and
provided with a copy.
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Seminars and workshops
Policies and procedures should not be
seen as a tick box exercise. They should
be reviewed regularly to consider whether
they are still relevant and necessary. It
is important to remember that we are all
human and there may be circumstances in
which following a policy or procedure strictly
is not appropriate.

Induction
Many employees commented in research
that they did not know what support was
available to them to support their wellbeing
at work. It should therefore be made clear
to all new employees during their induction
where they can find the organisation’s
policies and procedures, what support is
available to them and who they should speak
to if they have any wellbeing concerns.
Organisations should also incorporate
wellbeing into any training given by the firm.
For example, as part of your IT training as a
new starter you should be shown how to use
the delayed send function on your emails, so
that you can send an email to be delivered
at an appropriate time even if you have sent
it out of hours.
It may also be helpful to incorporate some
form of email etiquette training or guidance
as messages commonly get misconstrued
over email and such confusion could be
avoided with organisation wide guidance on
best practice.

Organisations should facilitate regular
seminars and workshops for employees on
wellbeing related topics. Research has shown
that many employees in the legal profession
use exercise, meditation and mindfulness
to cope with stress. Running seminars and
workshops on these topics, or any of the
topics included in the recommendations in
this guidance, would be very beneficial for
employees. This could include, for example,
seminars on digital switch off or giving and
receiving feedback.
The Law Society now supports a Mindfulness
in Law Group which meets at the Law
Society on Chancery Lane on the first
Tuesday of every month. The group hopes
to soon be able to live-stream the sessions
online or to record them so that they can
be viewed/listened to after the event.
It is a great way for those that have not
practised mindfulness before to come
along to a free session to learn more
about it and ask questions. The sessions
include an introduction to the topic of
mindfulness and work-life balance, guided
mindfulness practice, and time to reflect
on these together as a group. You can
follow the group’s update on Twitter
(@LawMindfulness), on Instagram
(@mindfulnessinlaw) or on LinkedIn
by searching for the group named
‘Mindfulness In Law Group’.

If an organisation has sufficient
resources, it should consider running a
wellbeing programme for its employees.
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Guest speakers
For training sessions to be delivered
effectively, it can be helpful to invite guest
speakers to share their own experiences.
Employees should be encouraged to attend
sessions on wellbeing and given time away
from their desks and emails to do so. It can
be beneficial for employees to have sessions
delivered by external speakers so that they
feel more able to ask questions and speak
openly. It can be helpful to hold seminars
offsite.

Organisations should assess their current
working practices in order to ascertain if
improvements could be made to reduce
feelings of being overwhelmed and ensure
systems are set up in such a way to
support people to do their best work.
There is an increasing issue where multiple
communications systems are being used
by firms, for example, email, Facebook
Workplace, Whatsapp, Wii Chat, Skype for
Business, Slack, etc. It is therefore important
to assess how these platforms are used
to ascertain whether they are helping
employees or adding to their workload,
overwhelm and stress.

Digital switch-off
It is important for an organisation to
consider the work-related causes of stress
and anxiety and possible improvements
that could be made. In relation to the digital
world, the causes of stress and anxiety
include feelings of being overwhelmed, the
obligation of being tethered to your phone
and inbox, the inability to switch off during
the day for breaks and also when not at
work. Much of this stress and anxiety can be
avoided if an organisation provides guidance
or guidelines on how employees should
manage their relationship with their inbox
and phone.

Organisations should consider putting
in place training for employees on how best
to manage their relationship with digital
technology.

Financial wellbeing
Some organisations arrange for third
parties to come into the office to speak to
employees about their pension arrangements
or mortgages. A number of organisations
are going further by providing wellbeing
coaching and workshops on financial planning
with specialist financial advisers coming into
the office. Many employees worry about
their finances so arranging for specialists to
come in to share their advice can be very
helpful for employees.
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Case Study: Macfarlanes LLP
Macfarlanes recognises the benefits for both the firm and employees in providing support and
training in health and wellbeing. Society is changing with far more discussion around mental ill
health and the impact this can have on individuals, their families and work. Developing skills to
support mental good health is not something that always comes naturally – most of us were not
taught this at school.
Recognising the importance of this topic in the unique environment within which we work, we
offer seminars to all staff covering topics such as ‘performance under pressure’, ‘reducing
stress and enhancing resilience’ and ‘surviving to thriving’.
The providers we work with deliver informative seminars full of practical tools that staff can
use every day. These sessions have been widely welcomed and consistently receive excellent
feedback (“One of the best skills courses I’ve attended”) and we will continue to run them as
part of our wellbeing programme in the future.
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Case Study: Freeths LLP
Since 2015 we have invested significant time, resources and finances to increase our Mental
Health and Wellbeing Programme and flexible working options. The Programme has resulted in
a number of significant new initiatives, such as the launch of our Wellbeing Committee, Mental
Health First Aid training and Parents and Carers Network, along with many other initiatives such
as a subsidised subscription to Headspace. Headspace now has 125 users across the firm with
an average of 4.2 meditation sessions per week, far exceeding corporate benchmarks. Staff
feedback is that Headspace has improved sleep quality, working relationships and ability to
manage stress.
The firm adopts a holistic approach to wellbeing which is reflected in our Wellbeing Committee,
which comprises 49 members of staff at all levels across the business, with sub committees
focused on Physical, Mental, Social and Financial wellbeing initiatives. Wellbeing committee
members consult their offices before meeting to agree our strategy, events programme and
initiatives. To increase the committee’s visibility, during Mental Health Awareness Week we
displayed posters with committee members detailing why Mental Health was important to them.
This helped to reiterate the significance of our work and alongside regular events, our quarterly
mental health bulletins help maintain engagement and momentum while increasing awareness.
Rather than restricting the number/grade of delegates for the Mental Health First Aid Training
we opened it to everyone within the firm. We had staff from every office and grade within
the firm sign up and we ran off-site training in the Midlands with good motorway access and
provided hotel and expenses to enable all staff to attend. By the end of September 2019, the
firm will have 67 trained Mental Health First Aiders across all offices, showing our commitment
to training staff and keeping mental health at the top of our agenda.
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Reflecting

Wellbeing strategy – what training and education the organisation
already provides

Wellbeing strategy – what the organisation wants to deliver in respect of
education and training

Wellbeing strategy – what needs to be done to achieve this positive change
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Support
Introduction
The support that an organisation provides its
employees can be instrumental in times of
crisis. Historically, larger sized organisations
have provided employees with benefits such
as private medical insurance, life assurance,
income protection, access to an employee
assistance programme, pension contributions,
access to financial advice, maternity and
paternity leave, gym subsidy, as well as special
types of leave such as compassionate leave.
Employees may also have access to occupational
health and the support of designated human
resources personnel, albeit few human resources
professionals have been trained to deal with
mental ill-health issues. It is important to ensure
that any benefits are fit for purpose. For example,
an employee assistance programme service that
provides for three counselling sessions may
not be sufficient if the average person needs at
least six.
Organisations have generally been good at
creating sports and social clubs, which employees
are free to sign-up to. In recent years larger
organisations have also supported the creation
of networking groups to better support specific
demographics such as women, race and sexual
orientation. They have also created mentoring
schemes and reverse-mentoring schemes. The
aim of these networks and schemes has been
to create a more inclusive culture that supports
those who may otherwise be at a disadvantage.
While it is important to celebrate people’s unique
qualities, it is also important to celebrate those
things which people share in common, to avoid
creating unhelpful divisions.
Recently, larger sized organisations have begun
to think more holistically about the support
they provide to employees. In a growing number

of organisations this has involved training key
personnel to become mental health first aiders
or wellbeing champions, in addition to the first
aiders they already had in place. Even some
smaller organisations have invested in training
one or two members of key personnel to create
mental health or wellbeing champions. The Law
Society has run a number of free Mental Health
First Aid training courses in the past 18 months.
From research, organisations have historically
struggled to provide sufficient support to those
who are struggling with stress in their roles,
including those in leadership positions. Anecdotal
evidence suggests that managers have been
poorly trained (or not trained at all) to recognise
the signs of someone struggling with mental
ill-health in their teams. Yet, early intervention is
important to help minimise any further distress
or drop in wellbeing and performance. Ideally,
those with management responsibility should
be meeting regularly on a 1-2-1 basis with each
other/their teams to understand and support
the wellbeing of those in their teams. Managers
should also ensure they have sufficient support in
place for themselves.
A number of larger organisations are now hiring
psychotherapists or psychologists to work on-site
a couple of days per month or sometimes even a
couple of days per week, to help better support
the psychological health of their employees.
While this may not be appropriate for smaller
organisations, ensuring there is an employee
assistance programme or private medical
insurance that provides access to similar benefits
is worth considering. Coaching is also being
employed to help support more senior employees
at various junctures in their careers. Coaches
can be especially valuable for senior leaders who
often find themselves without a sounding board.
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With this additional support in place, it
is imperative that organisations regularly
communicate the support that is available to
employees. Evidence suggests that one of the
biggest barriers to accessing support is not
knowing that it exists or how to access it. Simply
including details on the wellbeing hub of an
intranet will likely not be sufficient. Organisations
should think about how to promote the support
available through regular emails, newsletters,
desk-drops, posters, pamphlets and events. For
new joiners, this might include a specific session
on wellbeing support together with a detailed
summary handout of what support is available
and how to access it.

Recommendations
Champions/Guardians
Introducing a champions or guardians
programme in an organisation can be a
helpful way for employees to feel they have
someone to talk to for neutral support. The
role of a champion/guardian is to listen and,
where appropriate, signpost an employee to
support that is available – whether that is
through an internal process or by referring
them to an advice line or other support
service. You can find our guidance on active
listening on page 56 and you can find further
information on support, guidance and advice
available for employees on pages 44-48.

As with many of the recommendations in
this guidance, the champions/guardians
should include senior management to
show the organisation’s commitment to
the programme. All champions/guardians
should be clearly signposted through the
organisation and all employees should
be encouraged to speak to champions/
guardians if they want to.

Mentoring
Mentoring schemes are a great way
to create a good working culture across an
organisation by creating a two way trustful
relationship between mentor and mentee.
Creating a network of mentors at all levels,
particularly including those holding senior
roles, helps to build a variety of trusted
routes to seek support and advice.
In terms of managing a mentoring
relationship, it may be worthwhile setting
objectives for the mentoring scheme to
ensure both the mentor and mentee both
understand the nature of the relationship.
If there is a difference in seniority such that
there may be a perception that the mentor
has ‘power’ over the mentee, the mentor
should explicitly discuss this and disabuse
these concerns. The mentor should therefore
actively seek to discover how the mentee
feels about their situation.
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The mentor should also provide positive
feedback to enable the mentee to build a
picture of their expertise and skills so as to
provide a growing sense of effectiveness and
confidence in the mentee. The mentor will
need to discuss supervision arrangements
with the mentee to assist the mentee in
reflecting upon the right level of autonomy
and support.
Reverse mentoring, which involves the more
junior employee playing the role of mentor,
is another great way to foster better
communication across the organisation. It
can help senior leaders get greater insight
into the needs of more junior employees in
its organisation to ensure a positive working
culture. As mentioned above, it is likely to
be helpful to set out clear objectives at the
start of the mentoring relationship to ensure
both mentor and mentee understand and
set appropriate boundaries. It can also be
valuable for mentor and mentee to be from
different teams/departments.

Mental Health First Aiders
Much like physical first aiders in the
workplace, organisations should consider
introducing Mental Health First Aiders.
Mental Health First Aiders are able to spot
the signs of others experiencing mental
ill-health, listen in a non-judgmental way
and signpost to support. Mental Health First
Aider training is run across the country.

Works council/Employee engagement
group
To maintain a positive working culture,
organisations should involve employees in
how issues are managed and provide them
with a voice to help them interact with
managers regarding any issues directly
affecting them. It may be appropriate to
consider holding only part of the meeting
with managers present or appointing a
designated spokesperson to encourage
openness so that employees feel able to
raise concerns.

Private medical insurance/
Employee assistance programmes
For organisations that have an employee
assistance programme available to
employees, they should ensure that their
employees are fully aware of the services
it provides. This can be done by placing
posters around the office and/or advertising
it on the organisation’s intranet (if
applicable). It is important for organisations
to ensure that employees understand that
the employee assistance programme is a
confidential service and that nothing (other
than usage statistics) is reported back to
the organisation. Organisations should be
signposting what the employee assistance
programme can be used for and/or inviting
the employee assistance programme
provider into the workplace to raise
awareness of their services to employees.
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Wellbeing committee
Where organisations are offering their
employees the ability to receive private
medical insurance as an employee benefit,
or providing an employee assistance
programme which enables employees to be
referred directly for counselling, they should
ensure that the provider gives employees
sufficient support during periods of mental
ill-health. For example, does the insurance
provider cap the number of counselling
sessions provided to employees?

Many larger organisations have set up
a committee specifically to focus on taking
positive action to run wellbeing initiatives
across the organisation. For example,
by setting up mentoring programmes,
appointing wellbeing champions or arranging
for guest speakers to attend in the
workplace to deliver talks to employees.
In order for a wellbeing committee to
be effective it can be important to have
involvement from the senior leaders of the
organisation.

Counselling services
Many large organisations are now
offering 1-2-1 counselling sessions with
counselling specialists for their employees.
This can either be done by hosting the
sessions in the workplace or by arranging
for employees to visit a specialist counsellor
offsite at their offices. If an organisation
is planning on introducing counselling
sessions internally, consideration should be
given to whether the sessions can be held
confidentially in the workplace.

Human resources
For organisations that have a human
resources department, it is key for them
to be an approachable resource for the
organisation. It is important for employees
to understand the role of an organisation’s
human resources function and for employees
to feel that they are able to speak openly
with their human resources colleagues.
Organisations should ensure that there
is sufficient investment in their human
resources functions. Employees in human
resources should have the skills necessary
to deal effectively with employee wellbeing
issues and should receive appropriate
training.

For larger organisations, it may be
appropriate for employees to know their
designated human resources contact.
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Key dates
There are numerous national and global
days/weeks throughout the year which
organisations can support by running events
in the office. As well as running mental
health focused events for World Mental
Health Day in October and Mental Health
Awareness Week in May, organisations can,
for example, encourage healthy eating in
the workplace during the British Nutrition
Foundation’s National Healthy Eating Week
or supporting alcohol-free periods such
as Dry January. You can find details of the
awareness days in the UK here.

Health and Safety Executive (HSE)
guidance/stress risk assessment
Organisations should regularly review the
roles and responsibilities of their employees,
to ensure that they have the resources and
the autonomy to do their job to the best of
their ability.
HSE guidance states that organisations
should, where appropriate, conduct stress
risk assessments for employees that
experience stress in their roles. Managers
should also look out for subtle shifts in
performance and behaviours to ensure that
employees are not suffering in silence. These
might include errors creeping into the work
of someone who is usually meticulous, a shift
in mood (becoming angrier, more withdrawn
or fatigued) or perhaps someone has started
coming in late where they are usually very
punctual (see pages 52-53 for further types
of behavioural shifts that may cause alarm).

Employee-led groups
Encouraging employees to socialise
together outside of their work is a great
way to build relationships and help create
a positive working culture. Organisations
should encourage employees to establish
and then actively promote sports clubs,
book clubs etc. If an organisation has the
resources, it should consider offering yoga/
meditation/mindfulness workshops to
employees.

Health promotion initiatives
Organisations should consider running
health promotion initiatives to raise
awareness of health and lifestyle initiatives
such as stress management and disability
awareness. It is important for an organisation
to consider employees’ health and wellbeing
across its business, for example, if it has a
canteen in the workplace, are the healthy
options more expensive? If you use caterers,
do they charge more for non-alcoholic
drinks than an alcohol free package? If an
organisation has the space in the workplace,
it should consider creating a breakout space
for employees to utilise when they are taking
time away from their desks.
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Sickness absence
Many lawyers have reported feeling
under pressure to attend the office when
they are physically and/or mentally unwell.
It is important to remember that we are all
human and to treat employees as individuals.
Organisations should ensure that they are
supporting their employees during any period
of absence and during their return to work.
It can be very beneficial to both employer
and employee to have an open conversation
about keeping in touch during periods of
sickness absence, in the same way as you
would for parental leave.
A number of lawyers have commented to
feeling unable to take time off work due to
sickness in circumstances where it relates
to their mental health. Some stated that
they had instead told their organisation
they were physically unwell. Organisations
should consider very carefully any trigger
points they have in place for commencing
performance management procedures. It is
important to consider absences on a caseby-case basis and consider each employee’s
individual circumstances.

Handover
Organisations should ensure there are
clear guidelines in place for dealing with
covering work when an employee is away
from the office on annual leave. It is very
important that the employee taking annual
leave is able to enjoy their break and
genuinely use it as a rest period from their
work.
It may be helpful to consider introducing
a policy to redirect emails/limit access
during annual leave for employees who find
it difficult to switch-off to limit their ability
to do work whilst on leave. This may not be
appropriate in all circumstances and many
employees may wish to continue keeping on
top of their emails during leave to avoid the
email build up on their return. It is certainly
essential for an organisation to discuss this
with all employees so that they understand
what is expected of them before and during
their annual leave.
Organisations may wish to introduce a buddy
system between employees in the same
team so that they can check each other’s
inboxes and action matters when they are on
annual leave.

Occupational health
Peer coaching
In some circumstances it may be
necessary to refer an employee experiencing
physical or mental ill-health to see an
occupational health specialist so that an
assessment can be made. Organisations
should ensure that when they are referring
employees to see an occupational health
specialist they are asking the right
questions.

Peer coaching can be a very powerful
tool whereby two or more colleagues can
work together to, amongst other things,
increase collaboration, share ideas and
reflect on current practices. It can help
colleagues build relationships and network at
their own level.
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Raising concerns
Employees should feel that they are
able to raise any concerns they may have
with their employer. Organisations should
consider the methods available to employees
to raise concerns confidentially.

External support, charities and advice
lines
Organisations should inform their
employees about LawCare and other
charities that provide support, guidance and
assistance. For more information, there is a
list of organisations that provide guidance,
support and advice on pages 44-48.

Internal systems and processes
Many employees have reported a lack
of support in their roles as a contributing
factor to their high levels of stress in the
workplace. By ensuring that all systems
and processes are as efficient as possible,
organisations can help to ensure that their
employees are able to do the best job they
can without unnecessary obstacles through
inefficiencies.

De-briefing
Depending on the nature of the work
being undertaken by employees, it may be
valuable to incorporate a de-briefing exercise
with employees in respect of their work. This
may be appropriate to give feedback after a
complicated transaction or in circumstances
where employees are advising vulnerable
clients in difficult circumstances.
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Case Study: Farrer & Co LLP
This year we published our first internal Wellbeing Report within which we make a series of
recommendations that we suggest will continue to build on the positive culture of wellbeing
at the firm. At the same time, we launched the Farrer & Co Wellbeing Charter. The charter
represents a collective commitment to a culture of wellbeing and sets out a series of guiding
principles in relation to areas such as individual responsibility, manager support, culture, holiday
and technology. It encourages individuals to continue to develop their tools for resilience and
endorses the five ways to wellbeing. It also suggests individuals should establish personal
boundaries that will assist them in balancing work and life, and to share those boundaries with
their colleagues. It underlines the role managers play in terms of supervision and support for
wellbeing and promotes regular one-to-ones – which should be used to discuss not only work in
progress, but workloads, personal development and wellbeing. The charter reminds individuals of
the firm’s policy in relation to holiday and encourages every member of the firm to use all their
holiday each year. The final section is intended to help individuals to manage their relationship
with technology in a manner that will support their wellbeing. The response to the charter has
been very positive and we are currently working with teams to discuss how they wish to adopt
it within their individual areas of practice.
One of the recommendations within the report is to pilot onsite wellness checks, available to all
eligible members of the firm. By making the appointments available at the office – as opposed
to at a medical centre offsite – it has made it easier for members of the firm to take advantage
of the biennial health review, and as such we have seen an increase in take up. We are now
considering the feasibility of offering checks onsite on a permanent basis.
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Case Study: Giles Wilson LLP
As a medium sized regional firm of approximately 45 employees, we have worked hard to create
and maintain a culture of wellbeing and support akin to a family environment. We have a set
of Core Values that were created some years ago by collaboration of employee and partner
suggestions, and we live by this Code of Conduct in our relationships with each other and with
our clients. Respect, Professionalism, Communication, Transparency and Teamwork are our
principles, and by using these as our tools in difficult conversations, we have found that we can
best support those that are struggling as well as those that need guidance in how to better
support others.
Perhaps the most important of our Core Values in terms of supporting colleagues is
Communication. We have found this to be key in enabling open conversations and our cycle of
Communication, here are two examples of initiatives we have in place:
1:1 Personal Time: Every fee earner from trainee to Associate has monthly time with a
supervisor to discuss their development plan, targets and anything of concern. The feedback
from fee earners is that this is valuable, and reassuring to know that this time is dedicated to
them and an opportunity to plan ahead particularly in terms of personal development.
Employee Engagement Groups: Our Core Value Champions Group, and Trainee Peer Support
Group meet monthly. A Partner is a guest at these meetings that are employee led. These
groups encourage employee suggestions and have led to successful initiatives such as a weekly
Yoga class held in the office, Free Dress policy, adjustment to holiday allowance and social
events.
All our Associates and Core Value champions are trained in wellbeing and mental health
awareness, and encourage safe space conversations. We have an arrangement with a local
counselling clinic who provide private and individual but confidential counselling to any of
our employees. The feedback from this arrangement is that we have had two trainees in the
last three years who have struggled with stress and their mental health who through this
programme have qualified successfully, and gone on to become solicitors with us. Both of them
have said that they would have been unable to qualify had it not been for this level of support.
We are proud that this programme has been recognised by us being shortlisted in the Learning
& Development category of the Law Society Excellence Awards 2019.
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Reflecting

Wellbeing strategy – the support the organisation provides currently

Wellbeing strategy – what the organisation wants to provide

Wellbeing strategy – what needs to be done to achieve this positive change
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Resources and further reading
Legal

Resource

Outline

Website

The Law Society of England and
Wales

Information on partner
organisations providing support
services

www.lawsociety.org.uk/supportservices/help-for-solicitors/othersupport-services

Junior Lawyers Division of The Law
Society of England and Wales

This resilience and wellbeing page
contains links to blogs, webinars
and other resources

communities.lawsociety.org.uk/
junior-lawyers/advice-and-features/
resilience-and-wellbeing

Legally Disabled

Career experiences of disabled
people in the legal profession

legallydisabled.com

The Law Society’s Professional
Development Centre

Legal learning resources

www.lawsociety.org.uk/cqs-training/

The Solicitors Regulation Authority

Your health, your career

www.sra.org.uk/solicitors/resources/
your-health-your-career/

The Solicitors Regulation Authority

Disability in the workplace

www.sra.org.uk/disability

Wellbeing at the Bar

Resources aimed at barristers
and clerks

www.wellbeingatthebar.org.uk
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Further reading

Resource

Website

Thriving at Work: A review of
mental health and employers

www.gov.uk/government/publications/thriving-at-work-a-review-of-mentalhealth-and-employers

Deloitte – Mental health and
employers: The case for
investment

www2.deloitte.com/content/dam/Deloitte/uk/Documents/public-sector/
deloitte-uk-mental-health-employers-monitor-deloitte-oct-2017.pdf

Unum and Mental Health Foundation: www.mentalhealth.org.uk/publications/added-value-mental-healthworkplace-asset
Added value:
Mental health as a workplace asset

The Bellwether Report 2019:
Stress in the Legal Profession –
Problematic or Inevitable?

www.lexisnexis.co.uk/research-and-reports/stress-in-the-legal-professionproblematic-or-inevitable.html

Wellbeing Republic – wellbeing
business case

www.wellbeingrepublic.com/strategy
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Support, guidance and advice for employees
Resource

Outline

Website

Phone number

Action for Happiness

Action for Happiness is a
movement of people committed
to building a happier and more
caring society

www.actionforhappiness.org

N/A

Addaction

Addaction is one of the UK’s
leading drug, alcohol and mental
health charities

www.addaction.org.uk

Addaction
offers a webchat
service

Al-Anon

www.al-anonuk.org.uk
Al-Anon Family Groups provide
support to anyone whose life is,
or has been, affected by someone
else’s drinking, regardless of
whether that person is still
drinking or not

0800 0086 811

Anxiety UK

Anxiety UK works to relieve and
support those living with anxiety
and anxiety-based depression
by providing information,
support and understanding via
an extensive range of services,
including 1:1 therapy

www.anxietyuk.org.uk

03444 775 774
Text service:
07537 416 905

CALM

The Campaign Against Living
Miserably (CALM) is leading a
movement against male suicide,
the single biggest killer of men
under 45 in the UK. It runs a
free, confidential helpline and
webchat

www.thecalmzone.net

0808 802 58 58

Carers UK

Carers UK is there to listen
giving expert information and
tailored advice to your situation,
to champion your rights and
support you in finding new ways
to manage at home, at work, or
wherever you are

www.carersuk.org

0808 808 7777

continued opposite
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Resource

Outline

Website

Phone number

Citizens Advice Bureau

Discrimination at work advice

www.citizensadvice.org.uk/
work/discrimination-at-work

Helpline England:
03444 111 444
Helpline Wales:
03444 77 20 20

Claiming Space

Community Interest Company
providing in-person and
consultancy for lawyers working
with trauma

www.claiming.space

N/A

Cruse Bereavement Care

Cruse offer support, advice
and information to children,
young people and adults when
someone dies

www.cruse.org.uk

0808 808 1677

Depression alliance

Information and support on
depression

www.depressionalliance.org

N/A

Down your drink

Advice on alcohol consumption

www.downyourdrink.org.uk

N/A

Galop (LGBT+)

Galop is the LGBT+ anti-violence
charity which provides support
if you’ve experienced hate
crime, sexual violence or
domestic abuse

www.galop.org.uk

0207 704 2040
or
0800 999 5428

GamCare

GamCare is the leading national
provider of free information,
advice and support for anyone
affected by problem gambling

www.gamcare.org.uk

N/A

Greater Good Magazine

Science-based insights for a
meaningful life

greatergood.berkeley.edu

N/A

continued overleaf
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Resource

Outline

Website

Phone number

Happiful Magazine

happiful.com/
Happiful is on a mission to
create a healthier, happier, more
sustainable society. The magazine
provides informative, inspiring
and topical stories about mental
health and wellbeing

Harvard Medical School

Health information and advice
from Harvard Medical School

www.health.harvard.edu

N/A

Hestia – Bright Sky
mobile app

A free to download mobile app
providing information to anyone
who may be in an abusive
relationship or those concerned
about someone they know

Available to download on
the App Store and
Google Play

N/A

Institute of Alcohol
Studies

Education charity providing
advice on alcohol consumption

www.ias.org.uk

N/A

LawCare

A charity that supports and
promotes good mental health
and wellbeing in the legal
community, provides resources
and a free confidential helpline

www.lawcare.org.uk

0800 279 6888
LawCare is
currently piloting
a webchat
service

Matt Janes’ resources

Matt Janes’ free video based
online stress course

www.mattjanes.com

N/A

Men’s Advice Line

Men’s Advice Line provides a
confidential helpline for men
experiencing domestic violence
from a partner or ex-partner (or
from family members)

www.mensadviceline.org.uk

0808 801 0327

Mind

Mind is a mental health charity
which provides advice and
support to empower anyone
experiencing a mental health
problem

www.mind.org.uk

0300 123 3393

N/A

continued opposite
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Resource

Outline

Website

Phone number

National Bullying
Helpline

The National Bullying Helpline is
the one anti-bullying organisation
providing operational, practical
support on a day to day basis
across the UK

www.nationalbullyinghelpline. 0845 22 55 787
co.uk

National Debtline

The National Debtline is an
independent charity which
provides free, confidential
specialist advice on managing
financial debt

www.nationaldebtline.org

0845 22 55 787

National Domestic
Violence Helpline

The Freephone 24 hour National
Domestic Violence Helpline, run
in partnership with Women’s Aid
Refuge, is a national service for
women experiencing domestic
violence, their family, friends,
colleagues and others calling on
their behalf

www.nationaldomestic
violencehelpline.org.uk

0808 2000 247

NHS

A resource for counselling
services you can receive through
the NHS

www.nhs.uk/conditions/
counselling

111

Rape Crisis

Rape Crisis offers support and
information if you have been
through child sexual abuse, rape
or any kind of sexual violence at
any time

rapecrisis.org.uk

0808 802 9999

Reach Out

ReachOut.com is an online youth
mental health service helping
young people (aimed at ages
15-25) through tough times

ie.reachout.com

N/A

Relate

Relate services include
relationship counselling for
individuals and couples, family
counselling, counselling for
children and young people

www.relate.org.uk

0300 003 0396

continued overleaf
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Resource

Outline

Website

Phone number

Samaritans

Helpline to provide support
for depressed individuals, in
particular those considering
suicide

www.samaritans.org/

116 123

Samaritans – Wellbeing
in the workplace

Online learning materials

www.samaritans.org/howwe-can-help/workplace/
wellbeing-workplace/

N/A

SBA: The Solicitors’
Charity

www.sba.org.uk
A charity that helps solicitors in
serious financial need as a result
of illness, accident, redundancy or
other adversity

The Solicitors’ Assistance The Solicitors’ Assistance Scheme www.thesas.org.uk
Scheme
offers free confidential help
and advice for all solicitors in
England and Wales, their families
and employees on any problem
troubling them, whether personal
or professional

020 8675 6440

N/A

Survivors UK (men)

Survivors help sexually abused
men as well as their friends and
family, no matter when the
abuse happened, and challenge
the silence and attitudes

www.thriveglobal.com

N/A

The New York Times –
Well

Information from The New York
Times specifically on wellness

www.nytimes.com/section/
well

N/A

Thrive Global

Thrive Global’s aim is to
sustainably change behaviour
by reaching people at home, at
work and through the technology
they already use

thriveglobal.com

N/A

Victim Support

An independent charity with
specially trained staff and
volunteers giving people the
emotional and practical help they
need to recover from the impact
of crime

www.victimsupport.org.uk

0808 1689 111
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Support, guidance and advice for employers
Resource

Outline

Website

Advisory, Conciliation and
Arbitration Services (ACAS)

ACAS provides guidance on
health and wellbeing including
health and the workplace, stress,
managing anxiety in the workplace
and wellbeing and workplace
performance

www.acas.org.uk

Centre for mental health

Aims to help create a society in
which people with mental health
problems enjoy equal chances in
life

www.centreformentalhealth.org.uk

The Employers’ Forum on Disability

The world’s leading employers’
organisation focused on disability
as it affects business

www.employers-forum.co.uk

Health & Safety Executive (HSE)

The HSE provides health and safety
guidance including guidelines for
managing stress at work

www.hse.gov.uk

Mind

The mental health charity Mind
provides advice and guidance on
mental health at work

www.mind.org.uk/workplace/
mental-health-at-work

Mental Health First Aid (MHFA)
England

MHFA England provides courses
which equip people with the skills
they need to support their own and
others’ wellbeing

mhfaengland.org

Mental Health Foundation

Mental health charity providing
helpful resources on a variety of
mental health issues

www.mentalhealth.org.uk

New Economics Foundation

Practical advice about wellbeing

www.neweconomics.org

The National Institute for Health
and Care (NICE)

NICE provides Guidance on mental
health and wellbeing

www.nice.org.uk/guidance/lifestyleand-wellbeing/mental-health-andwellbeing

Rethink Mental Illness

Rethink Mental Illness provides
information on de-stigmatising
mental illness

www.rethink.org

continued overleaf
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Resource

Outline

Website

St John Ambulance

Information on first aid courses
across the country

www.sja.org.uk/sja/training-courses/
first-aid-courses/search-for-trainingcourses.aspx

Time to Change

Time to Change is a growing
movement of people changing how
we all think and act about mental
health problems

www.time-to-change.org.uk

The Warwick-Edinburgh Mental
Wellbeing Scales (WEMWBS)

Information on the WEMWBS

warwick.ac.uk/fac/sci/med/research/
platform/wemwbs/

Zero Suicide Alliance

The alliance is ultimately
concerned with improving support
for people contemplating suicide
by raising awareness of and
promoting free suicide prevention
training which is accessible to all

www.zerosuicidealliance.com

Resource

Outline

Website

Business Healthy (City of London
Corporation)

Aims to bring together businesses
in the City to ignite a positive
change in the health & wellbeing of
their workforce

www.businesshealthy.org

The Lord Mayor’s Appeal –
This is Me

This is Me provides employers
with the tools to change cultures
around mental health

www.thelordmayorsappeal.org/
a-healthy-city/this-is-me

Thrive LDN

Thrive LDN is a citywide movement
to improve the mental health and
wellbeing of all Londoners. It is
supported by the Mayor of London
and led by the London Health
Board partners

www.thriveldn.co.uk/

London specific
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Charters

Charter

Outline

Website

Healthy Workplace Award
(London)

The London Healthy Workplace
Award can help you make your
workplace healthier, happier and
more productive

www.london.gov.uk/what-we-do/
health/london-healthy-workplaceaward/about-london-healthyworkplace-award

Mindful Business Charter

The charter is a collaboration
(initially) between leading banks
and law firms committed to driving
change in how we work. The
bilateral collaboration between
service providers and clients is
what makes the charter so
powerful

mindfulbusinesscharter.com

The Workplace Wellbeing Charter
(England)

The Workplace Wellbeing Charter is
an accreditation standard built on
best practice, the latest research
and business sense

www.wellbeingcharter.org.uk
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Recognising when a colleague is
under pressure
Being absent
from work

Having difficulty
making decisions

Sick N

?

Taking sick leave

Having memory
lapses

Watching the clock

Thinking illogically

Working much longer
hours than normal

Struggling to take
in information

Becoming
disorganised

Being irritable

Working more
slowly than usual

Being more sensitive
or becoming tearful

Making mistakes

Overreacting

!

Avoiding
delegating tasks

Being tired or
unmotivated

ZZ

ote

?
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!
Losing self-esteem

Bullying others

Drinking or smoking more
than usual and possibly
hiding this from others

Saying or
doing something
repeatedly

Losing sense
of humour

Becoming less
sociable than normal

Having a defeatist or
resigned attitude

Losing interest in
personal appearance

Becoming tense, restless
or over-excited

Low psychological
resilience

Acting in an
aggressive manner

Do not take
criticism/rejection well

Blaming others

@#%!

Becoming pessimistic,
sceptical and losing
trust in people
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How to approach a wellbeing conversation
You are a manager and are responsible for supervising your team. You notice that a lawyer in
your team, who has previously been extremely diligent and accurate in their work, has started
to arrive late to work and has repeatedly made a number of mistakes.
The below cartoon plays out in two ways, giving pointers on how not to approach the situation
and showing a more considerate and effective way to approach a conversation to best support the
lawyers in your team.

How to approach the employee…

How to set up a meeting with the employee…

Y
! M E…
N
DA F I C
OF W!
NO

PRIVATE
Hi Dan,
Could we have a chat?
Coffee at 3 okay?
ACCEPT

DECLINE
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How to conduct the meeting with the employee…

How to decide on next steps after the meeting…

ALL STAFF
Dan is having a few problems with
procedures. Keep an eye on him.
Laura

DAN; CASSIE

Hi Dan,
As discussed in our meeting, I’ve appointed
Cassie to act as your mentor. Don’t hesitate
to ask her for help or advice. If you need
to chat, my door is always open…
Laura :)
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How to be an active listener
You are a manager and are responsible for supervising your team. A member of your team,
who has previously been extremely diligent and accurate in their work, missed a deadline on
their last transaction.
The below cartoon plays out in two ways, giving pointers on how not to be an active listener and
giving tips on a more considerate and effective way to best support the lawyer in your team.

How to approach the employee...
I feel like you dropped the ball on the last transaction,
we almost missed a crucial deadline. You need to be
careful or we’ll need to have a different conversation…

I feel like you dropped the ball on the last transaction,
we almost missed a crucial deadline. Is everything okay?

How to be an active listener...
I’ve had a tough few weeks and
haven’t been sleeping because…
Haven’t we all? I don’t need
excuses, I just need to know
it won’t happen again.

I know, I’m really sorry. I’ve had a tough few
weeks as I haven’t been sleeping properly.
What’s been going
on for you?
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Tips
Be open, friendly and
approachable
Use open questions

Actively listen to the
employee’s answers
and reflect to ensure
your understanding

Leave plenty of time
for the employee to
speak freely

Maintain good eye
contact and face
towards them
Accept silences –
do not feel you need
to fill them

How to reassure the employee...

I’ll do my best…

That’s tough. What can I do to help
take some of the pressure off?

How to leave things with the employee...

Please take care and do let me know
if there is anything else I can do.
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Notes
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Supporting solicitors

Supporting solicitors

The Law Society, the Solicitors Regulation Authority (SRA), LawCare, SBA The Solicitors’
Charity, and the Solicitors’ Assistance Scheme (SAS) have launched a joint campaign
The Law Society, thetoSolicitors
Regulation
Authority
LawCare,
SBA Thecan
Solicitors’
#SupportingSolicitors
make sure
solicitors
in need(SRA),
of help
or assistance
easily identify
Charity, and the Solicitors’ Assistance Scheme (SAS) have launched a joint campaign

the support
available to them.
#SupportingSolicitors
to make sure solicitors in need of help or assistance can easily

identify the support available to them.
It is important that solicitors access the right support, help and guidance when they need it.
is important
that solicitors
access
theorganisation
right support,may
help be
andable
guidance
when
need it.
BelowItare
some examples
of where
each
to help
andthey
support.
This is not a
Belowchart
are some
examples
of whereany
eachoforganisation
may be able
to help
and matters
support. This
is not
definitive
and you
can contact
the organisations
for any
of the
below
andathey
definitive
chart
and
you
can
contact
any
of
the
organisations
for
any
of
the
matters
below
and
they
will be able to help or signpost.
will be able to help or signpost.

I need to talk to someone
about something…
Professional/work related

Employment
law issues

Possible
conduct
issue/SRA
investigation/
SDT
proceedings
and
interventions

Authorisation
process
(new or
existing),
COLP, COFA

Personal

Practice
issue and
Practice
viability

SAS

SRA

SRA

help@
thesas.org.uk

Ethics helpline
0370 606 2577

Sra.org.uk
0370 606 2555

Procedural,
practice
management,
anti-money
laundering

The Law Society
Practice Advice
Service
0207 320 5675

Mental health,
stress,
anxiety,
depression.

Bullying,
harassment,
discrimination
and other
workplace
issues

May be work
related or not

LawCare

SBA

lawcare.org.uk
0800 279 6888

sba.org.uk
020 8675 6440

You might need different types of support at different times as you
handle your personal or professional issue. We are all here to help.
You can see our contact details in the chart. Please get in touch.

#SupportingSolicitors Partnership

Financial
hardship and
crisis,
unemployment,
redundancy

www.lawsociety.org.uk

The Law Society
113 Chancery Lane, London WC2A 1PL
Tel: 020 7242 1222
Fax: 020 7831 0344
DX: DX 56 London/Chancery Lane
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