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The Home Office – a challenging context  
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Business Continuity Management (BCM)
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‘A holistic BCM approach: 

• Identifies potential impacts that threaten 

• Provides a framework for building resilience & an effective response

Also Holistic: Means focussing on all impacts. This includes employees

Employee Impacts: 

Sickness, 

Presenteeism, 

Stress/mental ill health, 

Difficult commute,

Domestic issues,

Financial difficulties,

Loss of home

Loss of morale

(Business Continuity Institute)



Extreme weather – affects workplaces & 

employees
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Workplaces are affected 

and/or

Employees’ commute - extremely difficult/impossible

Employees’ homes - not habitable or do not have water/electric



Grenfell Tower - workers exposed to mental 

trauma
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Workplace accidents & incidents have reduced - the risk of 

workers being exposed to sudden death or violence has risen 

(HSE).

Police officers & fire fighters –

Are seeking help for post-

traumatic stress; 2 have taken 

their own lives.  

HMPO & UK Visas & Immigration 

employees -

Helped people who had lost their 

documents by visiting the site & 

quickly sorting out replacement 

passports & visas.  

Some experienced mental trauma 

caused by dealing with grieving 

& traumatised people
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How does the Home Office ensure it supports 

employees and pro-actively improves their health 

and wellbeing?

How do we protect those at most risk?

Developing a Home Office Health & 

Wellbeing Strategy



Creating an emotionally supportive environment

Highly visible, accessible senior management 

Explaining workforce goals thoroughly 

Professional commitment 

Regular consultation

Ethical & relational behaviours

Flexible or modified work scheduling 

Praise & recognition for a job well done 

Giving employees information they need

Taking time for employees’ personal development

National Institute for Health & Care Excellence (NICE)

Research Findings: Positive leadership 

behaviours improve employee wellbeing
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Research Findings: Core Principles & Influences

World Health Organisation, 2017



9



Research Findings: Wellness strategies are 

they effective?

CIPD president Professor Sir Cary Cooper commented on the findings as unsurprising:  

“If you give employees sushi at lunchtime, or a track to go running, a bit of online stress 

management, but then send them back into an organisation where the approach is 

command & control & leaders manage by fault-finding rather than reward & praise, the 

interventions just will not work”…..

Employers must strategically align initiatives with broader organisational culture, 

including leadership, values, how managers are developed & supported to manage 

people in the right way. 

Harvard Medical School clinical study –

Effect of a Workplace Wellness Program on 

Employee Health and Economic Outcomes 

(2019).  Findings:  Workplace wellness 

programmes focussing on employee health, 

exercise & productivity had almost no 

detectable effects on clinical measures of 

health & employment outcomes.  
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Popular initiatives with little or no evidence to 

support inclusion the strategy
Mindfulness/meditation Mindfulness initiatives not 

included in the strategic approach - lack of evidence 

of efficacy. Contemplating Mindfulness at Work: An 

Integrative Review. Journal of Management (Good, 

et al., 2015).  

Health checks:  Lack of evidence that funding 

health checks, for under 40-year olds has significant 

effect (Public Health England). Instead promote the 

‘One You’ campaign encouraging take-up of NHS 

health checks; for those aged 40–74. 

Influenza vaccinations: Research about the effects 

of influenza vaccinations on sickness absences 

showed the savings in working days lost was 

negligible.  Only 0.04 working days per person. 

(Cochrane, 2014, 2016).
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Conclusion: An evidence & risk based strategic 

approach

Conclusion: Research findings

Research  &  expert advice i.e. 

Institute for Employment studies, 

HSE, IOSH, CIPD led to 

conclusion - an evidence & risk 

based health & wellbeing 

strategy is the most viable

The NICE guidelines & quality 

standards enable performance 

management of health & 

wellbeing in the workplace

The cornerstone of the strategy 

is about improving management 

capability by improving their 

knowledge, the policies, 

guidance, processes & tools.



People Continuity
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What about ‘people continuity’?

14

• Employee stabbed by violent/aggressive customer at reception 

• Attacker has now fled

• 2 employees have minor cuts

• Several employees threatened 

• First aider helped injured & is now in shock

Ripple effect:

• senior management asking questions, 

• colleagues distressed & angry, 

• upset customers standing around, 

• telephones still ringing, 

• line managers seeking advice & direction

Business continuity processes are started.

But what about ‘people continuity’? 

How do you respond to an incident that leaves people traumatised?



BCM planning – People Factors
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Involve HR & H&S functions - also employees

• Duty of care - key consideration in all actions

• Accommodating employees, working at other locations

• When re-locating employees - ensure their safety

• High or long term absences – decide focus/priority work

• Travel policy - Flexible during & after incident/crisis

• Adjust employee working patterns to support them through the crisis

• Regularly update employee contact data, including next of kin

• Include staff information line

• Ensure accurate/speedy employee communications

• Include employee counselling provision (EAP)

• Arrangements for employees with disabilities at an alternative site

• Permanent loss of staff: Cross-train staff in critical areas



Critical & Non-Critical employees

16

Non-Critical employees -

Have issues of disempowerment

Feel lack direction, during the crisis

Experience levels of uncertainty & helplessness

Feel outside the communication loop

Feel like an observer not an active participant

Have anxiety about job stability

Critical employees 

Focus on -

Minimising impact of event

Getting business back on track, ASAP 

Making key decisions under extreme pressure

Communicating, including sometimes to the media 

Delivering despite severity of the situation

Dealing with stressed, traumatised, confused & perhaps angry employees 

& possibly their family members 



Employee Assistance Programmes
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Effective EAPs - a great resource for 

mitigating short & long-term effects 

of trauma & crisis

Ensure managers & senior 

management have additional 

support for themselves through 

the EAP

Train managers – so they recognise signs & reactions of 

stressed/traumatised employees (to signpost EAP at an early stage)



Stress Management 

for Managers training: 

Enable managers to 

recognise signs of 

stress in individuals &  

teams; Understand their 

role in implementing 

actions to prevent & 

manage stress

Mental Health First 

Aiders List published

Building 

Organisational 

Resilience 

training: for senior 

management 

teams. Relational 

management & 

appreciative inquiry 

solutions.

Long term sickness absence: quick guide 

bringing together key policies, guidance, tools 

to assist managers to deal with cases in an 

appropriate, sensitive & compassionate way 

Laptop posture & well working guidance: To 

improve awareness of how to maintain correct posture 

& workstation set up in office, home & on the move 

Mental Health First Aiders trained to listen & 

signpost appropriate support 
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‘Mental Health–Thriving at Work’ 

Stephenson - Farmer recommendations:

Tom Hurd appointed Mental Health Champion; 

Separate MH action plan developed

SCS Wellbeing 

Confident Leaders 

training

Mental Health-A 

Guide for 

Managers

Menopause 

Guidance for 

Managers

Wellbeing & Staff 

Support: web 

page signposting 

all sources of 

support

Working Through 

Cancer Network for all 

staff working through a 

cancer diagnosis or 

supporting someone with 

cancer

TRiM Practitioners

trained in trauma 

risk management 

Big White Wall re-

launch. Includes online 

peer support group

Civil Service Carers 

Passport published 

& promoted

Numerous 

promotions raising 

awareness of sources 

of internal resources 

to improve physical & 

mental health 

Mental Health First 

Aiders Policy & 

Guidance

Improving organisational/leaders’ capability 



19

A major initiative & tool for measuring improvements: 

Health & Wellbeing Audit/Assurance 

Health & Wellbeing Audit/Assurance policy, guidance & process 

Innovative & nothing similar or comparable available. 

• Base line measures: National Institute for Health & Care Excellence 

(NICE) guidance & standards

• Pre-audit: conduct an all staff pre-audit survey; meeting business unit’s 

SMT; examining paper evidence: stress risk assessments, people survey 

results, sickness absence statistics, grievances, complaints etc.

• Audit: Qualitative question set to random sample: all grades/job types in 

the business unit

• Executive report/action plan: with findings & solutions (RAG rated) 

Reviews: measuring progress to improve health & wellbeing



Post-incident counselling
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Lack of early intervention to address the psycho-emotional impact 

of trauma & crisis - results in increased sickness absences & 

decreased productivity

Employee counselling  

is well established

in the public sector 

Human reactions to trauma or crisis can be identified, 

acknowledged & managed, but not ‘controlled’ 
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What next in the Home Office?

• Roll out of Wellbeing Confident Leaders training: training across the 

civil service for all senior managers. 

• Health & Wellbeing Audits: Directorates identify business area for audit, 

each year, where risks to health & wellbeing are higher

• Job Design Project.  Improving: productivity, sickness absence, quality, 

job satisfaction, commitment, sense of achievement.

• EU Exit: working with internally and across the civil service – additional 

mental health & wellbeing tools/communications tailored for front line.

• Organisational stress risk assessments: A more structured approach 

to implementing and controlling risks organisationally.  Including 

improving guidance and providing H&S subject matter expert support.

• Mobile Working Project: The project aims to manage & reduce the risks 

of mobile working 



Any Questions

Thank You!


