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the strategy
Introduction to 

Introduction and background
As a leading provider, influencer and educator of 
end of life care locally, nationally and internationally, 
St Christopher’s is committed to keeping its workforce 
healthy, well and in work, so that the organisation can 
continue to provide good quality care services, invest in 
hospice-led innovation related to death, dying and loss 
and increase both public and professional confidence 
and knowledge around end of life care. 

This strategy has been derived through lots of feedback 
from our staff via staff surveys (completed in 2019 
and 2020), focus groups, Staff Forum, Workforce 
Development Committee (WDC), Wider Leadership 
Group (WLG) and Executive Team (ET). This strategy has 
been created in an attempt to respond to and bring 
together the various themes that emerged throughout 
those engagement processes. 

Given the current context of the recent challenges the 
organisation has faced in coping with the impact and 
effects of the COVID-19 pandemic, we believe that now 
more than ever there is a significant need to support 
our workforce ‘to thrive, not just survive’ so that we 
may continue to provide outstanding end of life care 
services to those who most need it, both now and for 
the future. 

The ET and the Board of Trustees are fully committed to 
improving the health and wellbeing of St Christopher’s 
workforce. We believe that when people are 
experiencing good levels of health and wellbeing, this 
generally translates to staff being able to develop their 
potential, work productively, innovatively with good 
levels of quality, motivation and morale, build positive 
relationships with others, cope well with the normal 
stresses of life and also make meaningful contributions 
both at work and within their communities. We believe 
that it also increases talent retention and reduces 
absence and presenteeism rates across the organisation. 

This strategy is underpinned by the standards of the 
Workplace Wellbeing Charter and demonstrates our 
commitment to a sustained programme, to embed 
health and wellbeing initiatives and principles which 
improves the health and wellbeing of our entire 
workforce, keeping them healthy, well and in work. This 
strategy aims to bring together a number of initiatives 
that are already in place and some that are currently 

being worked through, as well as those that we may 
wish to consider to implement moving forward. This 
strategy forms part of the wider People and Workforce 
Development Strategy 2021-2024 (coming soon) which 
will incorporate healthy, sustainable, skilled/agile, 
inclusive workforce strategies which will include the 
organisation’s commitment to equality, diversity and 
inclusion, supported and monitored by the Fairness, 
Respect, Equality, Diversity, Inclusion and Engagement 
(FREDIE) Group. 

What staff can expect from 
this strategy 
Building upon our ‘Six Petals of Wellbeing’ theme, we 
are now keen to introduce and implement our new 
‘Six Pillars of Wellness’ which recognises that a person’s 
‘whole-self’ comes to work. Our aim through this 
strategy is to promote and provide a diverse range of 
accessible support, training, information and signposting, 
which will form the basis of this strategy and action 
plan.

Further information about the health and wellbeing 
activities and initiatives identified in this strategy can 
be found in our three-year delivery plan at the end of 
this strategy document.

Mandy Piper-Killick 
Director of People & Organisational Development 



A compelling case for action 
• A UK Reward Management Survey carried out in 

autumn 2020 highlighted that 80% of employers 
had offered flexible working options to support 
employees juggling home-life and remote working 
and that 94% of employers had offered working from 
home in response to the pandemic. A survey of 2,000 
randomly selected workers conducted by The Times 
in early 2021 found that 49% of the respondents had 
confirmed their intention to change jobs after the 
pandemic if they could not work in their preferred 
location. In addition, two thirds of the respondents 
highlighted a preference to have a combination 
of home and office working, when it is safe to do 
so. Many cited the time saved on commuting and 
the need for an improved work-life balance. The 
results of St Christopher’s summer 2020 pulse survey 
highlighted that over a third of our staff wanted 
us to do more about our current flexible working 
arrangements

• It is recognised in the NHS that overstretched staffing 
pressures can cause stress and burnout. Its report We 
are the NHS: People Plan 2020/21 – action for us all 
identifies the need for care organisations to be better 
places to work and for people to be able to work in 
an environment where they are not bullied, harassed 
or abused and where workloads are well managed and 
job satisfaction is high 

• The mental health charity, MIND, recommends 
that organisations aim to create a culture that 
supports staff to be open about their mental health 
through encouraging people to talk about their 
mental health and train their managers to manage 
employees’ time off and return to work following 
a mental health absence: ‘The cost of poor mental 
health to employers is between £33-44 billion 
per year. This include costs arising from sickness 
absence and turnover as well as presenteeism, 
where individuals are at work, but are significantly 
less productive’ 

• The Chartered Institute of Personnel and 
Development (CIPD) reported that the top three 
causes of work-related stress in 2018, 2019 and 
2020 were related to workload/volume of work, 
management styles and relationships at work. The 

Office for National Statistics (ONS) estimated that 
141.4 million working days were lost due to sickness or 
injury in 2018 

• Health Education England (HEE) actively encourages 
employers to take a closer look at the systems 
they have in place for managing staff wellbeing, it 
challenges employers to give greater consideration to 
the impact workforce stress has on staff and to look 
at the role they can play in providing better support 
to staff who may need it

• The Centre for Ageing Better states that ‘by 2025 
there will be one million more people aged 50 and 
over in the workplace and no fewer than one in three 
of the working age population will be aged 50 and 
over’. It also warns employers, following its research 
survey, to be aware of the unique challenges that are 
faced by older employees which includes managing 
one or more physical or mental health conditions as 
well as experiencing anxieties linked to family health 
and financially, in relation to retirement. In addition, 
an aging workforce is likely to be more vulnerable to 
long-term conditions associated with aging, such as 
diabetes, arthritis, heart disease, side effects from 
menopause and declining cognitive function. At 
St Christopher’s, we have a number of staff aged 50 
and over 

• The Workplace Wellbeing Study conducted by 
Hastee Pay in 2019, and a further study carried out 
by the University of Manchester Business School 
in 2020, identified that financial stress impacts 
sleep, health and relationships and workplace 
performance. They identified that: one in four 
people in the UK struggle to concentrate at 
work when thinking about their finances; one in 
five people admitted to having ‘wasted working 
hours dealing with repayments and other debt 
management issues’; 75% of 18- to 34-year-olds 
had experienced mental health anxieties linked to 
money and 81% of people had turned down a job 
due to travel costs. More recently (2020), the scale 
of poverty within the UK has increased to dramatic 
levels with approximately 6.2m people living in the 
poverty zone – with money being the biggest cause 
of stress amongst people in the UK (40% of people 
saying they were more worried about money than 
their health, career or relationships) 
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• NHS Employers reported that poorly managed shift 
systems can impact negatively on the health, safety 
and wellbeing of staff and patients as patient care is 
provided 24/7 365 days a year, this means that the 
delivery of many NHS services require shift pattern 
working, including us! They also reported that 45% of 
women and 40% of men in shift work are suffering 
from long-standing ill-health conditions including 
fatigue, type 2 diabetes, digestive disorders and sleep 
deprivation. They quantified that the cost of fatigue-
related accidents at work in the UK for 2018 was 
between £115-240m 

• Deloitte Centre for Health Solutions identified that 
there are many societal costs associated with poor 
mental health including high levels unemployment, 
an increase in the need for incapacity benefits and an 
increased strain on the NHS: ‘In any one year, over 
one in four people within the general population and 
one in six workers is likely to suffer from a mental 
health condition. With over 31 million people in 
work in the UK, this is equivalent to over five million 
workers who could be suffering from a mental health 
condition each year’ 

• The Government commissioned an independent 
review of mental health, led by Lord Dennis 
Stevenson. Their report Thriving at work: The 
Stevenson/Farmer review of mental health and 
employers sets out six mental health core standards 
and four enhanced standards for employers, CCGs 
are beginning to ask NHS providers for evidence of 
compliance against the 10 standards 

• According to the Royal College of Nursing’s (RCN) 
‘Healthy Workplace, Healthy You’ campaign, care 
organisations that improve staff health and wellbeing 
benefit from improved patient outcomes. The 
campaign also encouraged nursing staff to take 
greater ownership of their own health and wellbeing 
(highlighting body, mind, heart, work, career, spirit and 
balance as key elements) and applying the same level 
of care to their own wellbeing as they would do to 
their patients 

• Hospice UK, in collaboration with others, identifies 
that the ‘majority of factors causing stress in the 
hospice workforce could be alleviated by good 
management practice’. They also identified that 

‘hospice staff and volunteers should be actively 
supported to reduce levels of stress, risk of burnout 
and compassion fatigue and to improve job 
satisfaction’

• The National Institute for Heath and Care Excellence 
(NICE) identified that the role of line managers is 
essential in ensuring the health and wellbeing of 
its workforce. They also recognise that everyone 
needs to take responsibility for their own health and 
wellbeing in addition to the employer’s efforts to 
promote, support and provide health and wellbeing 
services, including intervention measures when and 
where these are required

• Diet, obesity, and physical activity all have important 
impacts on health. However, physical activity has 
often been seen merely in the light of its benefits 
in tackling obesity. A House of Commons Health 
Committee Report in 2014-2015 found compelling 
evidence that ‘physical activity in its own right 
has huge health benefits totally independent of a 
person’s weight’, and strongly advocated the need for 
all people to engage in physical exercise on a regular 
basis.
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Desired outcomes from 
the strategy 
Although we have listed below some of our desired 
outcomes, this is not an exhaustive list of all the many 
outputs we believe are possible, that will benefit both 
our workforce and St Christopher’s as an organisation.

For staff 

• To feel empowered to think and act in ways which 
enables them to cope and deal with work and life’s 
challenges and ‘to thrive, not just survive’

• To achieve good levels of physical health including 
lifestyle, stamina and endurance to meet physical 
demands

• To engage, contribute and feel invested in the 
organisation, the work we do and the communities we 
serve

• To have financial stability and access to the right 
information to be able to manage their finances well, 
including any changing financial needs depending on 
their personal circumstances 

• To reach their full potential through taking advantage 
of opportunities designed to support a positive work 
experience

• To maintain a balance between times allocated for 
work and times to enjoy other areas of life outside of 
work.

For the organisation

• Improved patient outcomes by improving the health 
and wellbeing of our care staff 

• To be recognised as an employer that cares for the 
wellbeing of its workforce resulting in St Christopher’s 
being seen as an attractive place to work (employer 
of choice) 

• To reduce any residual stigma associated with people 
seeking help when experiencing anxiety or stress 

• To ensure that good health and wellbeing practice 
becomes a sustained and integral feature of the way 
we all work and the way we support one another

• To have in place a cadre of wellbeing champions 
including domestic abuse helpers and mental health 

first aiders who have a genuine interest in promoting 
and supporting health and wellbeing across the 
organisation

• To have a healthy workforce where preventable illness 
and disease is avoided, wherever possible 

• To have trained managers who are able to provide 
early intervention to support others to stay well and 
in work. 
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Introducing our new  
Six Pillars of Wellness 

Pillar 1  
Emotional and mental wellbeing 
To thrive, not just survive

Pillar 2  
Physical health 
Commit to be fit 

Pillar 3  
Connections and community 
Together we are stronger

Pillar 4  
Financial wellbeing 
Work to live   

Pillar 5  
Purpose and growth 
Our vision to your future 

Pillar 6  
Healthy work-life balance
Work hard, play hard



wellbeing (to thrive, not just survive) Pillar 1 Emotional and mental 

We recognise that working in end of life care brings 
many challenges which can affect the emotional 
and mental wellbeing of our staff, in normal times. 
However, with the added impact of the COVID-19 
pandemic over the past year, we have seen this level 
of challenge escalate to even higher proportions. 
Therefore, providing ways of supporting our staff’s 
emotional and mental health is our top priority within 
our ‘Six Pillars of Wellness’.

How we will monitor and 
measure success
• Staff will more easily recognise early signs and 

symptoms of changes in the mental health of 
themselves and others and know where to have 
access to early intervention strategies aimed at 
reducing the likelihood of escalation of symptoms, 
leading to time off work  

• Staff will recover sooner and stay healthier for longer 
(measured through staff absence levels) 

• Staff surveys and other staff data including poor 
stress risk assessments/stress ‘MOTs’, occupational 
health (OH) referrals and numbers of grievances/
bullying and harassment complaints received 
will decline. 
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Types of activities we aim to do 
• Provide mental health training for managers to be 

able to recognise the signs of reduced mental health 
capacity in their staff 

• Train 12-15 staff to become in-house mental health first 
aiders and a further 12-15 in-house staff to become 
domestic abuse helpers and provide them with 
ongoing support and supervision 

• Deliver training sessions covering a range of mental 
health areas including resilience, compassion fatigue, 
emotional agility, how to prevent and recover from 
burnout, the value of kindness, how to combat Zoom 
fatigue (and similar) from a variety of facilitators and 
organisations 

• Explore the merits of linking in with the NHS’s REACT 
Mental Health conversation model (Recognise, Engage, 
Actively listen, Check risk and Talk about specific 
action) 

• Implement actions that align St Christopher’s with 
the findings of the Thriving at work: The Stevenson/
Farmer review of mental health and employers 
report, including creating guidance for managers on 
‘How to have sensitive conversations’

• Redecorate/redesign an on-site multi-purpose space 
for staff to enjoy 

• Address staff shortages, skill gaps, the need for greater 
flexible working opportunities as well as the need 
for greater multi-professional teamworking, designed 
to enable competent healthcare staff to provide 
outstanding care (via the new People and Workforce 
Development Strategy) 

• Create a directory which signposts staff to emotional 
and mental health support and create bespoke ‘hints 
and tips’ and general awareness information including 
videos and self-assessment tools which diagnose 
conditions such as dyslexia 

• Identify a range of other solutions for staff 
experiencing work-related stress or general anxiety, 
through training and support models including stress 
management, coping with change, the Happiness 
Reset model (or similar) designed to enable us to learn 
how to adjust our mindset to be more than we think 
is possible. 

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to operate our new Supervision 

Framework which incorporates provision for clinical 
supervision through volunteer clinical supervisors. We 
will monitor this programme in terms of attendance 
and effectiveness to ensure this is meeting the needs 
of care/associated care staff. 

• We will continue to run in-house workshops that 
support positive mental health e.g. resilience/ 
mindfulness 

• We will continue to operate our Employee Assistance 
Programme for all staff to access 24/7 telephone 
mental health advice and support

• We will review our bullying and harassment and 
whistleblowing procedures to ensure they continue 
to reflect good practice, ,ensuring documentation 
is gender neutral and is available in versions 
that are in line with British Dyslexia Association 
recommendations 

• We will continue to provide staff with access to OH 
advice and support 

• We will continue to ask our staff to share with us how 
they feel, through regular staff engagement including 
pulse surveys and other questionnaires

• We will continue to foster a culture of empathy and 
compassionate leadership when supporting staff who 
are experiencing challenges relating to their roles and 
responsibilities.  
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(commit to be fit) 
Pillar 2 Physical health 

We recognise the importance of supporting staff to 
achieve good levels of physical health including lifestyle, 
stamina and endurance to better meet workplace 
physical demands. We know that physical health is 
essential for good health and contributes to our overall 
wellbeing. Many of the leading causes of disease and 
disability such as heart disease, stroke, obesity and type 
2 diabetes are all associated with physical inactivity, 
therefore, physical health is identified as one of our key 
priorities within our ‘Six Pillars of Wellness’.

How we will monitor and 
measure success
• Fewer staff will take more than five days sickness 

absences per annum (national average is 5.8 days) 

• Fewer OH service referrals will be made 

• Staff will be generally fitter, healthier and physically 
agile and therefore able to better cope with the 
physical demands of their job role, requiring less 
manager and HR/People intervention 

• Early detection of serious health conditions 
through health ‘MOTs’ and similar, will lead to 
quicker recovery times and fewer days absence 
for staff.

9



Types of activities we aim to do 
• Work collaboratively with Greenwich & Bexley 

Hospice to establish a joint Hospice Health and 
Wellbeing series of events to encourage staff to stop 
and take time out of their day to access a range of 
health and wellbeing activities and events including: 

• health ‘MOTs’ that will assess personal health such 
as blood pressure, heart rate, body mass index (BMI) 
and cholesterol levels 

• smoking cessation, alcohol and substance misuse 
support and information 

• anxiety and stress management including ‘sleep’ and 
‘recharging’ workshops

• pamper sessions delivered through therapists to give 
short interventions e.g. seated neck, back, shoulder 
massage (over clothing), hand/feet massage, 
manicure etc

• a series of lunchtime guided walks in Crystal Palace 
Park, provided by qualified walk leaders

• Identify ways in which staff feeling the effects of 
menopause can be better supported whilst at work 

• Explore the feasibility of employing a part-time in-
house occupational health nurse to provide regular 
support and advice to staff and to maintain accurate 
and up-to-date vaccination records for nursing and 
other care staff 

• Explore the health and wellbeing needs of particular 
teams that may require specific support/advice linked 
to their role e.g. shift workers, night workers. This may 
include reviewing shift pattern arrangements  

• Create a directory which signposts staff to physical 
health activities and create bespoke ‘hints and tips’ 
and general awareness information, including videos. 

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to explore and promote 

partnerships that can support healthy lifestyles 
including health clubs, walking/cycling groups, 
nutrition and other healthy eating advice/support 
(offered at discount rates) 

• We will continue to offer staff access to Simply 
Health Cashback Plans (which reimburses some of 
the costs linked to private dental, optical, physio and 
osteopathy, x-rays and other procedures) 

• We will seek to re-establish and expand the 
opportunities to run weekly fitness activity sessions 
such as Zumba, pilates or yoga 

• We will consider re-establishing physical health 
champion roles, such as healthy eating advocates who 
involve dieticians in menu suggestions or provide 
nutritional/dietary advice to staff 

• We will continue to provide appropriate support for 
staff returning from maternity leave and long-term 
sickness absence, ensuring they are up-to-date with all 
work-related training and have access to appropriate 
support necessary to facilitate their return 

• As a recognised and assessed Disability Confident 
Employer, we will continue to provide ongoing 
support to staff (and their managers) who identify as 
having a a visible or invisible disability

• We will continue to support those people 
experiencing COVID-19-related symptoms including 
the effects of Long COVID.  
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community (together we are stronger) Pillar 3 Connections and 

We recognise that engaged staff are generally more 
productive and happier especially when they are able 
to see their contribution to the organisation. It is 
therefore important that we continuously engage with 
our staff so that they feel invested in the work we do 
and within the communities we serve. Accordingly, 
connections and community is identified as one of our 
key priorities within our ‘Six Pillars of Wellness’.

How we will monitor and 
measure success
• Staff will be more innovative in their working 

practices as a result of the enrichment gained by 
having external perspective and feeling part of the 
bigger picture 

• We will be able to measure the impact of having 
good working relationships across the whole 
organisation with teams working more collaboratively 
than ever and through decreased levels of conflict 
where management intervention is required e.g. 
grievances 

• More staff will feel connected to the organisation 
which will be measured through good talent 
retention.
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Types of activities we aim to do 
• Explore the opportunity to introduce a volunteering 

half day for all staff to work either within a different 
team/department within St Christopher’s, or with one 
of our partners or local community groups including 
the NHS 

• Explore ways in which staff can, through linking with 
other external organisations/communities, become 
more innovative and gain greater job satisfaction by 
working with and supporting others 

• Increase the level of support and engagement offered 
to staff working remotely through mechanisms such 
as a volunteer buddy scheme to support those people 
feeling isolated as a result of the pandemic 

• Explore ways in which we can all learn together and 
from each other to be the best we can be 

• Explore online initiatives including hosting virtual 
quizzes and other remote team building initiatives 

• Develop a Health & Wellbeing and Inclusion calendar 
recognising national health and wellbeing campaigns 
as identified by NHS Employers, and to combine this 
with a FREDIE Diversity and Inclusion calendar, which 
recognises important multicultural celebrations. 

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to find new ways that the Staff 

Forum and the Volunteer Voices Forum are able to 
speak for and represent the wider workforce 

• We will continue to engage with staff with staff 
surveys, open meetings, Q&As to give individuals an 
opportunity to tell us about how they feel

• We will continue to explore ways in which the 
organisation can further embrace the value of working 
in a multi-professional/multi-disciplinary way 

• We will continue to identify ways of saying thank 
you to our staff and volunteers through our Social 
Committee or similar 

• We will continue to maintain our links to external 
organisations including NCVO, Job Centre Plus and 
Age UK, as well as having access to local police 
community support officers (PCSOs). 
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(work to live) 
Pillar 4 Financial wellbeing 

We recognise the impact of financial stability being 
one of the most basic human needs and is therefore 
a foundation for personal wellbeing which underpins 
many aspects of all of our lives. 

How we will monitor and 
measure success
• Staff will have a good understanding of their pension 

provision and the impact on their future retirement 

• Staff will take advantage of the financial benefits 
offered 

• Staff will continue to work productively with their 
health and work not being adversely affected by 
personal finances.

13



Types of activities we aim to do 
• Provide signposting to organisations including sector-

specific charities that support people who are 
experiencing serious financial difficulties including 
excessive personal debt, gambling addiction support 
organisations and similar 

• Provide details of all local food banks 

• Deliver workshops on managing debt 

• Deliver workshops on building financial resilience to 
manage financial stress points (caused when faced 
with a sudden fall in income or an unavoidable rise in 
expenditure) 

• Deliver workshops for saving in the long-term and 
preparing for retirement for staff of all ages 

• Explore with training managers how to have sensitive 
conversations with their staff about the ‘M’ (money) 
word 

• Explore further training and support, where required 

• Create bespoke ‘hints and tips’ and general financial 
awareness information, including videos to support 
staff to manage their personal finances. 

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to provide a range of financial 

benefits including generous contributory pension 
scheme, Cycle to Work scheme, interest-free season 
ticket loan, childcare vouchers and access to Blue 
Light Card (a small charge applied)

• We will continue to offer staff access to Will-writing 
service (donation rather than fee) 

• We will continue operate fair and equitable pay 
processes based on corporate pay principles 

• We will continue to operate generous special leave 
entitlements to support dependants, when needed. 
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(our vision to your future) Pillar 5 Purpose and growth 

We recognise that where staff feel they are making a 
difference either to the organisation or to the patients 
and families we support, this is a strong motivator. When 
we combine this sense of purpose with the right levels 
of support and development, we believe this enables 
staff to reach their full potential. This is hugely beneficial 
to the organisation and to the individual, especially in 
relation succession planning and developing our staff 
to have the right level of confidence and capabilities to 
perform well and achieve good job satisfaction. 

How we will monitor and 
measure success
• Through our staff surveys, we will be able to measure 

how staff rate their levels of engagement e.g. morale, 
feeling valued and having access to development 
opportunities 

• Levels of internal promotion, staff involvement in 
particular projects and initiatives and staff taking on 
greater responsibility within the organisation are all 
helpful measures 

• Improvements to staff turnover rates and sickness 
absence levels will also be helpful indicators. 
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Types of activities we aim to do 
• Review our training and development offer to ensure 

all groups of staff have equitable opportunity to 
access development programmes, including those 
people who routinely work out of hours shifts 

• Provide in-house training that empowers and upskills 
managers including further training in appraisals, 
recruitment and performance management

• Assess the feasibility of running another in-house 
Leadership and Management Development 
Programme for managers, if there is sufficient demand 

• Explore suitable alternatives and put in place a process 
which is fair and equitable to the values awards that 
recognises staff and volunteer contribution, which is 
over and above their normal job responsibilities 

• As part of our new People and Workforce 
Development Strategy, we will explore how best to 
upskill our staff embracing technology and utilising 
data analytics to enable staff to keep on top of a 
changing world, recognising that some staff may 
require additional training 

• Strengthen internal career pathways where possible 

• Evaluate the success of the Associate Director 
Development Programme as part of a programme 
to prepare staff for future opportunities (succession 
planning). 

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to recognise staff long service for 10, 

25 and 40 years 

• We will continue to provide staff with access to 
external training and development opportunities 
up to and including financial contributions towards 
Masters-level qualifications, where appropriate 

• We will continue to explore relevant secondment 
opportunities, sabbaticals and rotational programmes 
with external partner organisations 

• We will continue to provide staff with access to a 
coach or mentor (depending on the role) through the 
Volunteer Employee Coaching Programme 

• We will continue to reinforce the messages within the 
‘Never too busy to learn’ publication 

• We will continue to run staff and volunteer Q&A 
sessions or similar 

• We will continue to run staff surveys to give all staff a 
voice, promoting bottom-up communications rather 
than just top-down communications. 
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balance (work hard, play hard) Pillar 6 Healthy work-life 

Supporting staff to maintain a balance between 
times allocated for work and times to enjoy other 
areas of life outside of work is an important factor in 
maintaining good health and wellbeing. 

How we will monitor and 
measure success
• Staff who benefit from improved work-life balance 

will have stronger levels of resilience, be able to 
manage workplace stress more effectively, thus 
improving overall staff morale leading to improved 
service outcomes

• Quality of work, productivity and effectiveness levels 
will also be helpful indicators to confirm that staff are 
achieving a healthy work-life balance 

• Improvements to staff turnover rates and sickness 
absence levels will also be helpful measures. 
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Types of activities we aim to do 
• Consider ways in which we can improve organisational 

flexible/remote working opportunities

• Promote some of the digital detox ideals including not 
sending or accessing emails outside of working hours 
and only copying others into emails where they really 
need to have the information

• Explore ways in which greater use of technology can 
remove some of the more laborious (manual or paper-
based) tasks through transferring documentation 
onto digital platforms e.g. performance management 
(appraisals, one-to-one notes, probation and capability 
documentation)

• Explore ways to improve the remote working 
experience of staff to include regular engagement 
(work-related or non-work related) and to give 
consideration to their health and wellbeing e.g. 
appropriate working equipment, connectivity and 
communications 

• Explore ways in which we can prevent any further 
‘long hours’ creep into organisational culture

• Explore the feasibility and identify whether any roles 
could move to a more task-based/project-based 
function, rather than being based on the number of 
hours to be worked each week.

What we currently provide and 
intend to continue to build upon 
for the future 
• We will continue to offer generous special leave 

provisions (which are above statutory levels) and 
operate HR/People policies designed to be ‘family 
friendly’

• We will continue to reflect good practice and 
equitable approaches to agreeing flexible/remote 
working requests 

• We will continue to reinforce the need for staff to 
take regular breaks during their working day (ideally 
having their lunch away from their desk/screens

• We will continue to reinforce the need for staff to 
better stagger their annual leave across the year so 
that people have the opportunity to feel more rested 
and recharged.
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2021-24
Delivery plan 

Throughout the next three years we will build an internal directory of internal health and wellbeing (H&WB) 
resources including short videos, signposting information, self-care hints and tips which will be available for all 
staff to access as and when it is required.

By the end of 
Year one Workforce health and wellbeing strategy delivery plan 2021-24

Pillars

Pillar 1
Emotional 
and mental 
wellbeing  
(to thrive, not 
just survive)

Pillar 2  
Physical  
health  
(commit to 
be fit)

Pillar 3
Connections 
and community 
(together we 
are stronger) 

Pillar 4
Financial 
wellbeing  
(work to live) 
 

Pillar 5
Purpose  
and growth 
(our vision  
to your  
future)

Pillar 6
Healthy  
work-life 
balance  
(work hard,  
play hard)

Actions Train and 
develop staff 
to become 
mental health 
first aiders 

Organise and 
implement a 
joint H&WB 
event with 
Greenwich 
& Bexley 
Community 
Hospice, 
giving staff the 
opportunity to 
attend some 
on-site H&WB 
sessions 

Develop and 
Introduce a 
H&WB and 
equality, 
diversity and 
inclusion (ED&I) 
celebration 
calendar 

Establish 
and run 
non-financial 
advisory 
pension and 
retirement 
workshops 

Establish and 
Implement 
peer learning 
opportunities 

Develop and 
implement long 
term flexible/ 
hybrid working 
protocols and 
processes 

Outcomes We will have 
trained up 
to 15 internal 
mental health 
first aiders to 
provide early 
support to 
our workforce 
whenever and 
wherever it is 
needed

We will raise 
the awareness 
and importance 
of monitoring 
physical health 
as a way of 
keeping fit and 
healthy and 
early detection 
of any health 
conditions

We will support 
individuals 
to enjoy and 
mark through 
celebration 
of the things 
they believe in 
whilst raising 
awareness and 
encouraging 
organisation-
wide inclusivity

We will 
encourage and 
enable staff to 
better plan for 
and be more 
prepared both 
financially and 
otherwise for 
their retirement 

We will 
empower 
our managers 
through 
improving their 
knowledge and 
confidence 
in how to 
deal with a 
range of tasks, 
responsibilities, 
situations and 
circumstances 

We will 
improve staff 
productivity 
and reduce the 
likelihood of 
staff burnout 
and reduce 
sickness 
absences levels 
and keep our 
staff turnover 
to acceptable 
levels

Monitored 
by

Admin Managers 
Forum/Staff 
Forum 

Staff Forum FREDIE WDC WLG ET/WDC 

Led by Fiona Phung Mandy  
Piper-Killick and 
Amanda Mayo 

Kay Odubanjo Alison Nichol Kay Odubanjo 
and Rebecca 
Turner

Mandy  
Piper-Killick 
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By the end of 
Year two Workforce health and wellbeing strategy delivery plan 2021-24

Pillars

Pillar 1
Emotional 
and mental 
wellbeing  
(to thrive, not 
just survive)

Pillar 2  
Physical  
health  
(commit to 
be fit)

Pillar 3
Connections 
and community 
(together we 
are stronger) 

Pillar 4
Financial 
wellbeing  
(work to live) 
 

Pillar 5
Purpose  
and growth 
(our vision  
to your  
future)

Pillar 6
Healthy  
work-life 
balance  
(work hard,  
play hard)

Actions Critically 
review the 
organisation’s 
supervision 
framework 
to ensure it is 
meeting the 
needs of our 
staff

Explore the 
feasibility of 
employing 
an in-house 
occupational 
health nurse 
and remove 
this component 
from the 
existing OHS 
provider 
contract

Explore the 
opportunities 
of introducing 
a volunteering 
half day for 
staff to work 
in a different 
setting, 
environment or 
organisation

Deliver 
workshops and 
other training 
support that 
provides staff 
and volunteers 
with helpful 
information 
and advice on 
how to manage 
their personal 
finances well

Review and 
assess suitable 
alternatives 
to the Values 
awards that 
publicly and 
formally 
recognises staff 
and volunteer 
contributions

Explore ways 
in which 
greater use of 
technology 
can reduce 
manual/paper-
based tasks 
through digital 
platforms

Outcomes We will 
continue to 
ensure our 
staff feel fully 
supported 
through 
formalised 
supervision 
arrangements

We will 
have greater 
consistency of 
in-house OHS 
support/advice, 
with improved 
relationships 
and appropriate 
management 
of confidential 
staff 
vaccination 
records 

We will support 
staff to learn 
new skills, 
knowledge 
and identified 
innovative 
new ways of 
working when 
they return 
to their own 
setting

We will have 
appropriate 
training support 
for staff so 
that they 
have a greater 
understanding 
of how to 
manage their 
personal 
finances and 
where to go for 
financial help, if 
and when it is 
needed

We will have 
ensure staff 
and volunteers 
are recognised 
for their 
contribution 
where this has 
been over and 
above their 
normal job 
requirements

We will capture 
data/more 
knowledge 
of the needs 
of our entire 
workforce 
which will 
enable greater 
economies 
of scale in 
directing 
associated 
budgetary 
spend

Monitored 
by

WDC/ET OSC/WDC WDC/
Volunteer 
Voices

Staff Forum Staff Forum/
Admin Forum

WDC 

Led by Mandy  
Piper-Killick

Anne Nash and 
Teresa Gonnella

Rebecca Turner Alison Nichol Wendy Jukes Mandy  
Piper-Killick
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By the end of 
Year three Workforce health and wellbeing strategy delivery plan 2021-24

Pillars

Pillar 1
Emotional 
and mental 
wellbeing  
(to thrive, not 
just survive)

Pillar 2  
Physical  
health  
(commit to 
be fit)

Pillar 3
Connections 
and community 
(together we 
are stronger) 

Pillar 4
Financial 
wellbeing  
(work to live) 
 

Pillar 5
Purpose  
and growth 
(our vision  
to your  
future)

Pillar 6
Healthy  
work-life 
balance  
(work hard,  
play hard)

Actions Review and  
assess all 
internal 
operations 
insofar as 
they relate 
to emotional 
and mental 
wellbeing 
including 
Employee 
Assistance 
Programme 
as well as 
all training 
programmes and 
related policies 
and procedures 

Explore the 
health and 
wellbeing needs 
of particular 
groups of 
staff who may 
require specific 
or specialist 
support/ 
advice e.g.  
shift workers

Review the 
Never Too 
Busy to Learn 
publication and 
explore new 
ways in which 
we can all learn 
together and 
from each 
other 

Review and 
assess all 
staff financial 
benefits 
including 
organisational 
pay principles, 
special leave 
entitlements 
and related 
policies and 
procedures 

Assess the 
feasibility 
of running a 
third in-house 
Leadership & 
Management 
Development 
Programme 

Review and 
assess new 
processes that 
support longer 
term remote/
hybrid working 
arrangements 
and which 
facilitates an 
agile workforce 

Outcomes We will have 
all support 
systems that 
meets the 
ongoing and 
changing needs 
of our staff and 
volunteers 

We will have 
appropriate 
support 
and training 
available or 
all staff so 
that they feel 
their personal 
wellbeing 
needs are being 
met 

We will have 
moved to a 
true learning 
organisation 
culture with 
a wealth of 
knowledge and 
skills which are 
shared freely 
for the benefit 
of all

We will 
continue to 
operate fair, 
transparent 
and equitable 
reward 
structures that 
support all 
staff, regardless 
of their role

We will 
continue to 
have a good 
cadre of middle 
to senior 
managers 
operating 
consistently 
and fairly across 
the whole 
organisation

We will have 
staff who have 
better work-
life balance 
and greater job 
satisfaction and 
are benefitting 
from the 
opportunities 
of working 
differently 

Monitored 
by

WDC/ET FREDIE WDC/ET WLG WLG Staff forum/
WLG

Led by Kay Odubanjo Teresa Gonnella Helena  
Talbot-Rice and 
Rebecca Turner

Teresa Gonnella Mandy  
Piper-Killick

Mandy  
Piper-Killick
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Sydenham site 
51-59 Lawrie Park Road, Sydenham, London SE26 6DZ

Orpington site
Caritas House, Tregony Road, Orpington BR6 9XA

Telephone 020 8768 4500
Email info@stchristophers.org.uk
www.stchristophers.org.uk

   stchrishospice
Registered charity 210667 registered with the Fundraising Regulator
© St Christopher’s July 2021

If you would like this information in a different 
format, such as audio tape, braille or large print, 
or in another language, please speak to the 
Communications Team on 020 8768 4500 or 
email communications@stchristophers.org.uk.

At St Christopher’s Hospice our vision is of a world in 
which all dying people and those close to them have 
access to care and support, whenever and wherever 
they need it.

Each person is unique and we tailor our care to meet 
social, emotional and spiritual needs, as well as manage 
physical symptoms. Our goal is to help people live well 
until they die and support those affected by the loss 
of a loved one. Every year we provide care and support 
to over 7,500 people across south east London, both at 
home and in the hospice.

We passionately believe that everyone should have 
access to the best care at the end of their lives and 
have an extensive education programme, working 
with people across the world, to improve and develop 
hospice care.

We were founded in 1967 by Dame Cicely Saunders and, 
over 50 years later, her words still remain at the heart of 
everything we do: “You matter because you are you and 
you matter until the last moment of your life.” 

As a registered charity we need to raise £16 million every 
year to continue to care for people when it matters 
most. Without the support of our local communities 
this wouldn’t be possible. Thank you from us all for 
your support.
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