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Core standard six 
Routinely monitor employee mental 
health and wellbeing 
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Routinely monitoring the mental health of your people helps you understand what 
affects their mental health and how well you’re supporting them. It also lets you 
assess whether your approach is effective and makes it easier for you to plan 
further improvements.

At the individual level
Regular one-to-one meetings and catch-ups are a great place to ask people how they’re 
getting on. When you introduce wellbeing as a standard agenda item, you normalise these 
discussions. Do this regularly to help build trust and give employees a chance to raise any 
problems at an early stage.

At the organisational level
Our Workplace Wellbeing Index will help you find out where you are doing well and where 
you could improve. It will also show you how you compare to other organisations. Find out 
more in enhanced standard one, page 65.

People surveys
If you run a regular people survey, it probably already asks employees about their 
workload, leadership and management, and opportunities for personal development. 
However, it may not make the link between these issues and mental health.

Do you know how many of your people have a mental health problem? Or how many 
people feel able to talk to their line manager or coach about their mental health? A question 
in a people survey can be a good way of capturing this data. For example, a sample 
statement could read:
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Q1

Strongly 
disagree

Neutral Strongly 
agree

“I would feel comfortable talking about my mental health at work.” 

0    1    2    3    4    5    6    7    8    9    10  

https://www.mind.org.uk/workplace/workplace-wellbeing-index/
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Team mental health audits
It’s important that line managers and coaches regularly take stock of the mental health 
of their teams to find out what helps people to stay well, the types of pressures they’re 
under and how to alleviate them. You could carry out a regular mental health audit 
which allows people to share what is working well, what their challenges are, and then 
work together to identify solutions. See page 61 for guidance on the types of questions 
to include in a team mental health audit. This includes suggestions on how to run the 
process with your people.

HR and performance data
Internal data can be an important source of information on wellbeing – think performance 
data, absenteeism data on, staff turnover and exit interviews.

How often people take sickness absence, and the reasons they give for it, can give you  
useful insights about the mental health of your workforce. However, this data needs to 
be treated with caution and you shouldn’t make any assumptions. Be particularly careful 
if you’re still in the process of building a more positive and open culture around mental 
health. Just because people don’t give mental health problems as the reason for their 
absence doesn’t mean they don’t exist. Perhaps people don’t feel comfortable sharing 
problems because they’re afraid of the reaction they might get. 
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Core standard six: employer tool 

How to take stock of wellbeing at a team level:  
mental health audits

You could ask your team:

•	 what they think a mentally healthy team looks like

•	 what the organisation or team already does well to promote good mental health, 
and how you can build on this together

•	 if anything is having a negative impact on the team’s mental wellbeing.

 

You could ask team members to group these issues under the following headings.

•	 What do we have control over? Include these in your action plan.

•	 What can we influence? Include these in your action plan.

•	 What issues are beyond our control or influence?  
Acknowledge these now – they could be  
addressed in the future.
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