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1 
Introduction 
This strategic document sets out the process 

for how the BSO will achieve a healthy work-

place. 

The strategic objectives are as follows: 

Proactive Strategy 

 To promote and enhance the positive 

health and wellbeing of employees, by en-

suring that employees health and wellbe-

ing is fully considered, supported and 

communicated.  

Reactive Strategy 

 To reduce employee ill health and wellbe-

ing  and the associated costs (i.e., absen-

teeism, turnover and reduced perfor-

mance).  

 

 

 

 

 

BSO Corporate Objectives 

This BSO Corporate Objectives (2015-18) 

comprise: 

1) To Deliver value for money Services to 

our Customers 

2) To Grow our Services and Customer 

Base 

3) To Pursue Excellence through 

Continuous Improvement 

4) To Enhance the Contribution and 

Development of Our People 

 

This Strategy aligns to the above objectives 

generally, and the fourth in particular.  BSO 

aims to enhance our contribution to our 

people, and develop them holistically, so that 

they in turn can enhance their vital 

contribution to Health & Social Care.   
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Why do we need a healthy 
workforce? 
An effective BSO health and wellbeing strategy 

can make a real difference to the health and 

wellbeing of employees, businesses and the 

communities in which people live and work. 

Research evidence shows that promoting health 

in the workplace improves the working 

environment and is beneficial to the 

organisation and its employees in the following 

ways:  

Proactive strategy 

 Increased motivation among staff and 

improved working atmosphere, leading to 

more flexibility,  better communications 

and improved use of resources. 3 

 Measurable increases in the quality of 

products and services, more innovation and 

creativity, and a rise in productivity. 1 

 More prestige, which improves the public 

image of the organisation and makes BSO 

more attractive as an employer. 1 

 Promotes the personal, physical, 

psychosocial and enterprise community 

aspects of employee ill-health and 

wellbeing (i.e., good mental health).  

Reactive strategy 

 Reduction in illness-related absence and 

ineffectiveness caused by presence at work 

when ill. 2 

 Ensuring appropriate turnover to maintain 

organisational performance.2 

2 
What is a healthy workforce? 

According to the World Health Organisation 

(WHO), the definition of a healthy workforce 

is: 

‘... one in which workers and managers 

collaborate to use a continual improvement 

process to protect and promote the health, 

safety and wellbeing of all workers and the 

sustainability of the workplace by considering 

the following: 

• health and safety concerns in the physical 

work environment; 

• health, safety and wellbeing concerns in the 

psychosocial work environment, including 

organisation of work and workplace culture; 

• personal health and resources in the 

workplace; 

• ways of participating in the community to 

improve the health of workers, their families 

and other members of the community.’ 1 
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3 
A model for healthy workplaces 
The WHO has developed a model for healthy 

workplaces, which explains the four aspects 

involved, the eight step tool for taking action  

and the underlying principles that enable the 

creation of a healthy workplace. 1  

 

The BSO health and wellbeing strategy will 

therefore adopt a holistic approach based on the 

WHO healthy workplace model targeting four key 

areas of intervention. Each area is centred on the 

two strategic areas of proactivity and reactivity. 

 

Strategy for change: Four 
success factors                                                             
The strategy will focus on four key areas: 

 Personal Health Resources (i.e., 
attitudes and beliefs) 

 Psychosocial Work Environment (i.e., 
support and resources) 

 Physical Work Environment (i.e., 
workplace health and safety 
procedures) 

 Community Involvement (i.e., charity 
fundraisers) 

Proactive Strategy 

Reactive Strategy 
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4 
How do we create a healthy workplace? 

The WHO has developed an easy-to-follow eight step tool for 

organisations developing a healthy workplace strategy. The steps 

are as follows: 
Step 1: Mobilise 

 Seek support from key stakeholders including senior 

management, champion employees, trade union 

representatives and human resources; 

 Develop a workplace Health and Wellbeing action plan, 

which is communicated clearly to all members of staff. 

Step 2: Assemble 

 Assemble the required resources and identify who will 

implement the strategy; 

 Approach employees from a wide range of directorates and  

bands (i.e., organisational health and wellbeing 

champion’s).  

Step 3: Assess 

 Assess the present situation (metrics including; absenteeism 

and turnover levels); 

 Assess the health and wellbeing of employees; 

 Assess what strategies and interventions are already in 

place; 

 Assess what issues need to be tackled and how to promote 

good health and wellbeing. 
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Step 4: Prioritise 

 Consult with major stakeholders on what actions should be 

prioritised; 

 Develop a criteria for making decisions (i.e., employee 

feedback questionnaire). 

Step 5: Plan 

 Plan specific actions to achieve each goal (action plan); 

 Plan the budget, facilities and resources required to achieve 

each objective.; 

 Plan short and long term goals and objectives. 

Step 6: Do 

 Implement the strategy; involvement from key stakeholders 

is imperative.  

Step 7: Evaluate 

 Examine what is working and what isn't, identify what 

improvements could be made; 

 Conduct  short term and long term evaluations against 

benchmarks (i.e., absenteeism, turnover and a health and 

wellbeing survey). 

Step 8: Improve 

 Acknowledge the success of the programme, and make 

changes based on the evaluation results to improve the 

overall performance of the strategy.  
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5 Strategy for change; Four success factors 
1: Personal Health Resources 
The WHO defines personal health resources in the workplace as: 

“A supportive environment, health services, information, resources, opportunities and the flexibility 

an enterprise provides to workers to support or motivate their efforts to improve or maintain 

healthy personal lifestyle practices, as well as to monitor and support their on-going physical and 

mental health.” 1 

Strategic Intent 

 To promote and enhance the personal health and well-being of employees 

 To identify and reduce the personal detriment associated with of employee ill health 

 

Programs already in place 

 Flexible working system 

 Cycle to work scheme 

 Five-a-side Football  

 Occupational Health 

Suggested interventions 

 Step Up Initiative: Promoting fitness at work by encouraging employees to make small 

changes to their daily routines (i.e., posters encouraging employees to take the stairs and 

posters about the benefits of the cycle to work scheme); 

 Business Matters: Health Matters page in each Business Matters on Health and Wellbeing; 

(i.e., signs and symptoms of stress).  

 Wellbeing Wednesdays: Fitness classes held every Wednesday; 

 Walking Club at lunch: Including flexible working hours to give employees the opportunity to 

take breaks for exercise during  May to September; 

 National Campaigns / events: Group's of employees to take  part in: No Smoking day (12th 

March), bike to work week (18th June) and World Mental Health Day (10th October), Belfast 

marathon (4th May 2015); 

 Corporate gym memberships: Discount on monthly gym membership and registration fee; 

 Musculoskeletal program: Physiotherapy sessions to treat and prevent musculoskeletal  

problems and  information about healthy exercises at work (i.e., eye exercises); 

 Pound for Pound; Implementing PHA’s pound for pound weight management initiative across 

the BSO. 
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2: Psychosocial Work Environment 
The WHO defines the psychosocial environment as: 

“The organisation of work and the organisational culture; the attitudes, values, beliefs and 

practices that are demonstrated on a daily basis in the enterprise/organisation, and which affect 

the mental and physical wellbeing of employees. These are sometimes generally referred to as 

workplace stressors, which may cause emotional or mental stress to workers.” 1 

Strategic Intent: 

 To promote and enhance the psychosocial health and well-being of employees 

 To identify and reduce the psychosocial detriment associated with employee ill health. 

 

 Programs already in place 

 Care Call 

 Recognition Awards 

 HSC Leadership Centre Programs 

 

Suggested interventions 

 Stress Awareness Training (SAT) for managers and employees (designed to help employees 

and managers identify stressors in the workplace and refer to the appropriate support); 

 Acceptance and Commitment therapy (ACT); an effective mindfulness group workshop 

designed to  teach  employees the psychological skills to increase fulfilment, reach personal 

and work related goals, reduce stress, raise self awareness, enhance emotional intelligence, 

and undermine destructive emotive, cognitive and behavioural  thoughts and processes; 

 Local Recognition Awards: 30 minute monthly meeting with line managers/ mentor's to set 

goals and discuss previous months feedback. Designed to help individuals and mangers identify 

employees strengths and recognise their contribution. Reinforced with a employee of the 

month incentive in each department (e.g., half-day on the Friday for the winner). By reviewing 

feedback managers/mentors can identify areas for development and encourage employees to 

partake in training. This improves employees satisfaction and development within the 

organisation; 

 Weekly Communication and feedback: 60 seconds (video/ department open meeting). Held 

by senior management, with the aim to communicate  key issues throughout the organisation. 

Reduces stress and ambiguity within the organisation, enables employees to be up to date and 

informed of key issues which may affect their work, pay and overall well-being. Staff can 

provide feedback, as well as alternative and innovative methods to perform their work via the 

getvetter.com website. 
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3: Physical Work Environment 
The physical work environment is defined by the WHO as: 

“The part of the workplace facility that can be detected by human or electronic senses, including 

the structure, air, machines, furniture, products, chemicals, materials and processes that are pre-

sent or that occur in the workplace and which can affect the physical or mental safety, health and 

wellbeing of workers.” 1 

Strategic Intent 

 To promote and enhance the physical health and well-being of employees 

 To identify and reduce the physical detriment associated with employee ill health  

 

Programs already in place 

 Health and safety training at employee induction; 

 Regular fire drills and fire safety training staff; 

 Regular and on-going risk assessments alongside good housekeeping; 

 Clear emergency procedures in place, documented and communicated to employees; 

 Health and Safety policy, which is well communicated to employees; 

 Manual Handling Awareness Mandatory eLearning training; 

 Fire Awareness Mandatory eLearning training; 

 Risk Management Awareness Mandatory eLearning training; 

 Display Screen Equipment Awareness Mandatory eLearning training; 

 Adequate hygiene and catering facilities for employees (toilets, staff areas etc.).  

Suggested interventions 

 Regular Breaks: Encouraging employees to take breaks to ensure they can work safely and be 

more productive.  

 Identify Workplace Hazards: Encouraging employees to get involved in identifying workplace 

hazards and input on how to  minimise or reduce risk.  Employees can submit their ideas via 

the getvetter.com website.  
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4: Community Involvement  
The WHO defines Enterprise Community Involvement as: 

“The activities, expertise, and other resources an enterprise engages in or provides to the social 

and physical community or communities in which it operates; and which affect the physical and 

mental health, safety and wellbeing of workers and their families.” 1 

Strategic intent 

 To promote and enhance the BSO’s Enterprise Community Involvement  

 

 

 

Programs already in place 

 Reducing waste by recycling; 

 Employment opportunities, internships and trainee schemes; 

 Supporting local communities and charities whenever possible; 

 Equality policies and recruitment procedures to protect vulnerable groups. 

Suggested interventions 

 National Campaigns / events: Raise money for nominated charity by part taking in national 

campaigns/events including; No Smoking day (12th March), bike to work week (18th June), and 

World Mental Health Day (10th October), Belfast marathon (4th May 2015); 

 Pound for Pound: Raise money for nominated  charity through partaking in the pound for 

pound weight management program; 

 Annual BSO Fundraiser: Tickets sold to raise money for a nominated charity/ community 

project.  
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6                        
Timeline (Year) 

 

 

 

Evaluation 

Our success will be measured by: 

 Improvements in BSO staff absenteeism and turnover rates; 

 Improvements in employee health and wellbeing survey (benchmarked against 

initial survey, conducted before the implementation of the strategy); 

 Employee feedback from each individual intervention program. 

October                          November                               December                                     January 

Gain Support from key  

stakeholders  

Develop Policy and 

Action Plan 

Implement the health and 

wellbeing strategy  

Determine Budget, Facilities, 

and Resources 

Assess the present situation, and 

integrate employee input 

Communicate the BSO 

strategy and success 



13  

Estimated Costs 

 7                         

Suggested Actions Duration Cost (Approx) 

Personal Health Resources     

Step Up Initiative Ongoing N/A 

Business Matters Monthly N/A 

Wellbeing Wednesdays Weekly 2 X Fitness Instructors £80 week 

Walking Club at Lunch Daily N/A (Flexi-time) 

National Campaigns/ Events Ongoing N/A 

Corporate Gym Membership Ongoing N/A 

Musculoskeletal Program     

1. Physiotheraphy sessions 4 Sessions per year £100 per employee that avails 

2. Information about workplace exercises Ongoing N/A 

Pound for Pound Seasonal  £40 electronic weighting scales 

Psychosocial Work Environment     

Stress Awareness Training One Session per 3 years £250 half day (per 15 attendees) 

Acceptance and Commitment Theraphy:     

1. Mood Matters- External provider 3 sessions:  
Approx. £750 3X half day (per 
15 attendees)  

  week 1, week 2 and 3 month follow up   

2. Mindfulness Training Ltd. Train staff 1/ Experiential skills training  £535.00 

to be ACT therapists for organisation 4 day course: over 2 weekends   

  2/ Intermediate Levels Skills Training £535.00 

  4 day course: over 2 weekends   

  3/ Group Supervision £360.00 

  Weekly Conference Call: 8 Months   

  Total 
£1860 (plus 4 return flights to 
London and  

    accommodation, plus flexi-time) 

Local recognition awards Montly 
Half day pay: 1 Employee of the 
month 

Weekly Communications: inhouse via Weekly N/A 

the getvetter.com website Weekly 
£500 month (access 1200 em-
ployees) 

Physical Work Environment     

Regular Breaks Ongoing N/A 

Identifying workplace hazards: inhouse Ongoing 
£500 month (access 1200 em-
ployees; if not used above) 

via the getvetter.com website     

Community Involvement     

Campaigns/events Ongoing N/A 

Annual BSO Fundraiser Yearly N/A 
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