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1. [bookmark: _Toc219297079]Introduction and Purpose
1.1. Mental health problems are believed to be experienced by one in six adults, with mental health concerns being the second most prevalent reason for employee absence. 
1.2. This policy uses the term ‘mental health problem’ to include signs of stress and anxiety, and mental health conditions that have been diagnosed by a medical professional, such as depression or PTSD.  
1.3. The Authority understands the positive impact that healthy and engaged employees have on the success of the business. As such, the Authority pledges to provide initial and ongoing support and help for employees going through mental health problems. 
1.4. This policy's purpose is to help create an open and honest workplace where line managers and employees can discuss mental health problems and ensure the necessary support is known and offered to employees when needed. 
2. [bookmark: _Toc219297080][bookmark: _Toc211009000]Legal Obligations
2.1. The Authority is committed to ensuring compliance with health and safety legislation to create a safe workplace where risks to mental health and well-being are minimised. 
2.2. WLWA follows duties under the Health and Safety at Work Act to protect mental well-being and reduce workplace stress.
2.3. Additionally, under the Equality Act 2010, the Authority acknowledges its obligation to make reasonable adjustments for employees with disabilities, including those with mental health conditions, to prevent discrimination and ensure they can perform their duties effectively.
2.3.1. Recruitment: Unless it is related to the specific requirements of the job, the Authority will not ask applicants at any stage of the recruitment process for information regarding any previous health issues, in order to ensure potential employees are not discriminated against because of their mental health history. 
3. [bookmark: _Toc219297081]Indicators
3.1. To prevent mental health problems from escalating, early intervention is important. 
3.2. In many cases, obvious indicators that an employee is suffering from a mental health problem may not be present; however, early signs can include: 
3.2.1. behavioural, mood or temperament changes, especially when communicating with others 
3.2.2. decrease in productivity and focus 
3.2.3. inability to make decisions and problem-solving 
3.2.4. showing signs of tiredness or being withdrawn and unable to take part in hobbies they usually participate in 
3.2.5. reducing intake of food or increasing intake of alcohol, cigarettes, etc. 
4. [bookmark: _Toc219297082]Roles and Responsibilities
4.1. Our Mental Health and Mental Fitness policy relies on a clear partnership between three key groups. This structure ensures that support is available at every level of the organisation.
4.2. [bookmark: _Toc219297083]Employee Responsibilities (Personal Mental Fitness)
4.2.1. Employees are encouraged to take an active role in maintaining their own well-being and supporting a healthy work environment.
4.2.1.1. Self-Awareness: Monitoring their own mental fitness and seeking help early if feeling overwhelmed.
4.2.1.2. Culture of Care: Treating colleagues with dignity and respect to foster a psychologically safe environment.
4.2.1.3. Engagement: Participating in Mental Health training or initiatives offered by the authority.
4.2.1.4. Communication: Raising concerns regarding workload or workplace stress with their line manager at the earliest opportunity.
4.2.1.4.1. Information and wellness plans may be requested and, where reasonably available, in accessible formats where needed (e.g., large print, easy-read).
4.3. [bookmark: _Toc219297084]Line Manager Responsibilities (Operational Support)
4.3.1. Line managers are responsible for the “work-related” side of mental health. They manage the environment that impacts an employee's fitness.
4.3.1.1. Workload Management: Ensuring tasks are realistic and that employees have the resources to complete them.
4.3.1.2. Regular Check-Ins: Using 1-to-1 meetings to ask about well-being, not just task progress.
4.3.1.3. Reasonable adjustments: Implementing practical changes (e.g., flexible hours, quiet spaces) for employees returning from leave or struggling with mental health.
4.3.1.3.1. Managers should work with People and Culture services to ensure coordinated support and career development planning. This may include Occupational Health Referral with employees consent. 
4.3.1.4. Early Intervention: Identifying performance drops as potential signs of distress and initiating supportive conversations.
4.3.1.4.1. All leaders and managers at WLWA will be provided with mental health awareness training as part of their learning and development. 
4.3.1.4.2. This training will equip them with the knowledge and skills to handle mental health issues effectively, including how to recognise signs of distress, how to approach conversations about mental health, and how to support employees in creating and following a wellness action plan.
4.3.1.4.3. Training will also include awareness of how overlapping identities (e.g., gender, race, disability) may influence mental health experiences.
4.4. [bookmark: _Toc219297085]Mental Health First Aider (MHFA) Responsibilities (Peer Support)
4.4.1. WLWA has dedicated Mental Health First Aiders who act as a confidential point of contact. They are not medical professionals, but trained peers who provide immediate, short-term support using the ALGEE framework.
4.4.1.1. The ALGEE Action Plan:
4.4.1.1.1. A- Approach, assess for risk: Approach the person, find a private space, and assess if they are in crisis or at risk of harm.
4.4.1.1.2. L- Listen non-judgmentally: Listen to the employees' concerns with empathy, without offering personal opinions or judgment.
4.4.1.1.3. G- Give reassurance and information: Provide emotional support and factual information about the availability of help.
4.4.1.1.4. E- Encourage professional help: Signpost the employee toward appropriate medical or professional services (e.g., GP. Employee Assistance Programme (EAP), or counselling).
4.4.1.1.5. E- Encourage self-help strategies: Suggest external support networks and personal coping strategies that the employee can use immediately.
5. [bookmark: _Toc219297086]Action Planning
5.1. Mind (a mental health charity) recommends that, where a mental health issue is identified, managers and employees should work alongside each other to create a personal wellness action plan that provides for proactive management of their mental health.
5.2. This will support ongoing open communication between line managers and employees and will result in mutually agreed steps being set in place that can be monitored on an ongoing basis. 
5.3. A wellness action plan should cover: 
5.3.1. actions and measures that can support the employee’s mental health 
5.3.2. Symptoms and triggers for poor mental health 
5.3.3. The impact mental health problems have, or could have, on the employee’s performance 
5.3.4. any workplace support required from their line manager or colleagues 
5.3.5. Any positive actions the employee can take when suffering from poor mental health 
5.3.6. A review process to ensure the workplace support is having the required effect. 
5.4. To ensure the plan meets the employees’ requirements, it should be drafted by the employees themselves, with medical support as necessary, and then set in place with their line manager.  
5.5. Wellness Action Plans should be recorded in writing and agreed upon between the employee and line manager. Any information in the plan, and the plan itself, should be kept confidential and reviewed on an ongoing basis by both the employee and their line manager.
5.5.1. Examples of reasonable adjustments may include flexible start times, adjusted duties, increased breaks, working from home, providing a quiet workspace, or modifying communication methods (e.g. using email over calls).
5.5.2. Where appropriate, flexible or hybrid working may be considered as part of the support plan.
6. Workplace Adjustments, Managing Absence and Return to Works
6.1. Further information can be found in our “Management of Absence Policy,” “Flexible Working Policy,” and “Remote Working and Home Working Guidelines.”
7. Further information and support	
7.1. This policy is a living document and will be formally reviewed on an annual basis, or earlier if required due to changes in legislation, internal policies, or operational needs. The review is conducted by the People and Culture team in collaboration with senior managers, trade union representatives, and informed by employee feedback.
7.1.1. Employee feedback is actively encouraged and considered an essential part of the review process. Staff are invited to contribute suggestions, highlight concerns, or request updates at any time by contacting hr@westlondonwaste.gov.uk.
7.1.2. Input from across the organisation helps ensure the policy remains inclusive, effective, and responsive to evolving workforce needs.
Useful Contacts:
get.mintago.com/employee-assistance-programme/
24/7 confidential telephone support line: 0800 015 7284
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