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Foreword  

We are pleased to present Salford City Council’s Workforce 

Health and Wellbeing Strategy.  

Salford is a place for everyone to thrive and where everyone 

cares and counts. We want the council to be ‘a great place to 

work’ and for employees to enjoy more good days at work. To 

deliver our Great Eight priorities, we need a workforce that is 

happy, healthy, and productive. This strategy aims to support 

that ambition.  

Evidence suggests that an active commitment to improving 

the health and wellbeing of employees will promote a healthier 

and more engaged workforce, resulting in positive outcomes 

for the individual, the council and ultimately the wider 

community. We are committed to improving the working lives 

of our employees and promoting health and wellbeing in the 

workplace.  

This commitment to health, safety and wellbeing will promote 

attendance and performance, and sets out our approach to 

provide a healthy and safe working environment where 

employees feel valued and supported. As our city recovers 

from the COVID-19 pandemic, we want to ensure that the 

health and wellbeing of employees remains at the heart of 

everything we do. We want to continue developing a culture 

which respects and trusts individuals and where everyone 

feels able to fully contribute and bring their whole selves to 

work. The pandemic accelerated our move towards modern 

ways of working and as we continue with hybrid working, this 

has presented new challenges and considerations in how best 

we support hybrid employee health and wellbeing.  

This Employee Health and Wellbeing Strategy supports the 

ambitions outlined in the Workforce Equality, Diversity, and 

Inclusion Strategy (August 2021) as there are many shared 

areas of interest in developing Salford City Council as a great 

place to work. We are committed to building and sustaining a 

healthy and inclusive workplace where everyone feels valued, 

connected, and encouraged to take care of themselves and 

others. Though we have made progress over previous years, 

there is still more work to do.  

 

        

   

 

 

Tom Stannard        

Chief Executive 
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Introduction 

Salford City Council directly employs 3,400 people. Almost 

60% of the workforce live in Salford. As a large employer we 

can have a positive impact on the health and wellbeing of not 

only our workforce but also on the communities our 

employees live in. 

As a key strategic force within the city and through the City 

Mayor’s ‘Employment Standards Charter’ we can positively 

influence the working lives of thousands of people. It is 

therefore imperative that as one of the largest employers in 

Salford, we have an Employee Health and Wellbeing Strategy 

that is meaningful, achievable, challenging and creative.   

Healthy, happy and productive people are at the very heart of 

every successful and sustainable organisation. There is a 

growing appreciation of the link between wellbeing and 

productivity and the importance of building and supporting a 

positive and inclusive culture. There is also an increasing 

amount of evidence that demonstrates an impressive return 

on investment for those organisations which invest in the 

wellbeing of their people.   

We are living in unprecedented and unpredictable times, and 

it can be disruptive and challenging. Not only have we  

 

experienced a global pandemic, the fourth industrial revolution 

is upon us and is evolving exponentially. This is a revolution 

that will change the way we live, work and relate to one 

another, and is unlike anything we have experienced before. 

Ensuring that employees are fit for the future will depend a 

great deal on their overall wellbeing and the support they 

receive.   

What is wellbeing? 

Wellbeing can be described as the experience of health, 

happiness and prosperity. This includes having good mental 

and physical health, the ability to manage stress levels, a 

sense of purpose and high life satisfaction. In a nutshell, 

wellbeing is about living as well as we possibly can.  

Wellbeing is also a core enabler of employee engagement 

and organisational performance. Supporting wellbeing at work 

can prevent stress, help people achieve better work-life 

balance and create positive working environments, where 

individuals and organisations can thrive.   

What is the outcome we are after? Creating more good 

days at work and improving health and wellbeing 

outcomes for all. 
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Our Vision 
 

To improve the health and 

wellbeing of the workforce 

through effective support 

strategies, which are 

evidence based, accessible 

and applicable to the whole 

workforce and to ensure 

more employees have more 

good days at work. 
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Our journey so far… 

Employee health and wellbeing has been a central priority of 

the council for many years, never more so than during the 

COVID-19 pandemic.   

This strategy builds on the work started in the previous Health 

and Wellbeing Strategy 2014-2017. 

We already have an effective Health and Wellbeing Steering 

Group comprising elected members, senior council officers, 

joint secretary of the trade unions and specialist leads from 

HR&OD, Health and Safety, Public Health, Health 

Improvement Service, Occupational health, and Salford 

Community Leisure to oversee and drive the employee health 

and wellbeing agenda.  

We have increased engagement with the Salford 100, BAME 

staff group, Carer’s Network, LGBTQ+ group and Equal in 

Salford, and their contribution to shaping this strategy has 

been vital.  We look forward to further work with these key 

groups to ensure the Salford Wellbeing offer is fit for purpose. 

The council partners with a number of external providers to 

offer employee health and wellbeing services. We have an 

effective working relationship with Salford Royal NHS 

Foundation Trust who have supplied occupational health 

services since 2011. The size and requirements of our 

workforce has changed over the last 11 years and a review of 

the Service Level Agreement (SLA) currently being 

undertaken to ensure fitness for purpose and value for money.   

 

We also partner with the University of Salford to provide 

counselling services, the Salford Credit Union to supply 

financial services and more recently partnered with Vivup to 

provide an Employee Assistance Programme (EAP) and new 

benefits and rewards scheme.   

We have also commenced a programme of in-house 

Wellbeing Ambassadors to build local capacity and capability 

and to provide support and encouragement to employees. 

As we start to move beyond the COVID-19 pandemic, the 

introduction of hybrid working presents new opportunities for 

people in how, when and where they work. This strategy 

recognises that for some people this will also pose additional 

challenges, none more so than how we maintain a sense of 

belonging, social connectedness and inclusion that is so 

central to the Salford Way.  

With this strategy, we hope to achieve a reduction in:  

 sickness absence rates, in particular: 

o mental health and stress related absence 

o musculoskeletal disorders 

 the number of people feeling stressed as part of their 

job 

Success will also see an increase in: 

 employee satisfaction and engagement levels 

 improvements in individual and service performance 
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Interventions and activities for improving health 
and wellbeing  

We will use a number of interventions and approaches to help 
improve the health and wellbeing of our employees. 

 
Promotion - Positive health promotion requires the combined 

effort of the employer, employees and society to improve 
health and well-being at work. The Wellbeing Ambassadors 
network will be expanded to all three Directorates to help 

embed positive health promotion throughout the council. 
Wellbeing Ambassadors will have a key role in delivering the 

council’s health and wellbeing action plans and as such, they 
will be supported by the organisation to carry out their 
responsibilities. 

 
Key activities will be linked to priority interventions within the 

various services to provide a targeted approach and help 
ensure sustainability of the programme.  
 

Various employee relations and engagement programmes will 
promote health initiatives and link with rehabilitation 

programmes.  
 
Prevention - This focuses on the management of health in 

the workplace and reducing the risk of injury or illness. Areas 
of activity will include policies and procedures, information and 

training, employee engagement and health monitoring. 
 
 

 
 

 
 

Rehabilitation - Covering medical, functional and vocational 

interventions, this will involve collaboration between human 

resources, health and safety and occupational health 
provision in order to restore individuals to a productive and 
independent state. Areas covered will include early 

intervention and mediation, case management, workplace 
rehabilitation and workplace adaptations.  
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Our priorities 

 
 
Employees will enjoy more good days at work, 
report better subjective wellbeing and will have 
fewer sickness absence days due to poor mental 

health. 

 

Poor mental health is the number one factor contributing to 
employee sickness absence and poor performance across the 

UK and also within the City council. The desired future: a 
caring, compassionate organisation with low levels of stress 
related absence, a happy, healthy, and productive workforce, 

and an increase in self-reported levels of satisfaction, work-life 
balance and health and wellbeing. 

 
As an employer, we have an opportunity to contribute to the 
improvement of employee mental health and wellbeing. A two-

fold approach is necessary to encourage and enable all 
employees to improve and sustain their mental fitness and 

support those with poor mental health to feel better.  
 
The approach taken for this priority will be informed by the 

Thriving at Work Review 2017 (Stevenson and Farmer). 
 

 
 

 
 

Key areas of focus 

 

 Creating a culture of psychological safety 
 

 Adopt the six core mental health standards outlined 

in the ‘Thriving at Work Review’ and achieve the 
Mental Health at Work Commitment 

 

 Continue to #SmashTheStigma often associated with 
poor mental health 

 

 Providing education to employees and managers  
 

 Encouraging those with lived experience to share their 
stories 

 

 Introduce the Great Conversations toolkit to 
encouraging regular meaningful conversations between 

individuals and teams  
 

 Improving stress intelligence and tackling work-related 
stress 

 

 Promoting the use of tools such as the Mental Health 
Form Score, the Manual of Me, and Wellness Action 

Plans 
 

 Supporting the implementation of the Salford Suicide 
Prevention Strategy (2017) 
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Employees will be supported to optimise their 
physical health and wellbeing and will have fewer 

sickness absence days due to poor physical 
health. The Council will expand the range of 

opportunities for employees to engage in active 
travel, active working, and physical health 

improvement initiatives. 
 

 

Musculoskeletal issues are the second highest cause of 
sickness absence across the council. This combined with an 
aging workforce highlights the importance of staying 

physically active and well to reduce sickness absence and 
remain healthy and physically capable. 

 
By working with the Public Health lead for physical activity and 
the Salford Health Improvement Service, a framework of 

interlinked options and opportunities will be offered to improve 
the physical health and wellbeing of employees and contribute 

to the outcomes outlined in the public health Salford Locality 
Plan.  
 

 

Key areas of focus 

 

 Provide and promote opportunities to increase physical 
activity through active working, active travel and active 

leisure 
 

 Promote self-management of physical health and 

encourage a proactive approach to improving physical 
health 

  

 Support public health efforts to reduce smoking and 

tobacco related ill-health and alcohol and substance 
misuse 
 

 Encourage the workforce to ‘know their numbers’ 

 

 Take a holistic approach to reproductive health issues 

(e.g. menstrual problems, fertility, and menopause) and 
recognise the impact they have on physical and mental 
wellbeing for those who assigned female at birth 

 

 Encourage employees who identify as male to increase 
their interest in health and wellbeing, to understand 

how and when to act and who to approach for help and 
support. 
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Belonging, connectedness and social wellbeing 
 

Employees will recognise the importance of 
social connectivity to their health and wellbeing. 

The Council will expand the range of 
opportunities for employees to engage and 

participate in activities which expand belonging 
and connectedness. 

 
Many people will experience loneliness at some point in their 

lives. Loneliness and social isolation can have a devastating 
impact on health and wellbeing, which is why it was the theme 

for Mental Health Awareness Week in May 2022. The COVID-
19 pandemic highlighted the importance of social 
connectedness in maintaining positive mental health and 

wellbeing. With over 50% of our workforce moving to hybrid 
working, the social connections many employees previously 

enjoyed through work will be challenged and there is a 
possibility that some employees may become more socially 
isolated and feel less connected to their team and to the 

council as their employer. 
 
Employees want to feel that they belong in an organisation 

and that the work they do is valued and appreciated. People 

spend a lot of time occupied with work and often feel a sense 
of connection to their colleagues and to the service they 

support.  For some this has been detrimentally impacted by 
the Covid 19 pandemic and the necessity to work from home.  

 
Belonging is the feeling of security and support when there is 
a sense of acceptance, inclusion, and identity for a member of 

a certain group or place. It’s the basic fundamental drive to 
form and maintain lasting, positive, and significant 

relationships with others. Creating a sense of belonging 
results in greater discretionary effort and high job 
performance.   

 
Key areas of focus 

 

 Education for employees and managers on belonging 

and connectedness 
 

 Review and re-energise existing special interest / social 

groups and support creation of new groups 
 

 Encourage and support team building activities 
focussing on belonging and connectedness 

 

 Promote ‘24 hours to make a difference’, our employee 
volunteering scheme 

 

 Explore use of technology to enhance belonging and 

connectedness  
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Employees will recognise the impact that 
personal finances can have on mental and 

physical wellbeing and take advantage of the 
opportunities offered to enjoy better financial 

wellbeing. 
 

The 2021 Chartered Institute of People Development (CIPD) 
Health and Wellbeing at Work report states that poor financial 
wellbeing is a significant cause of stress for employees in 

many organisations. The CIPD also highlight the vital role 
employers play as income providers in their employees’ 

financial wellbeing.  
 
In August 2020, the council partnered with Vivup to provide 

employee reward and benefits (including payroll pay / salary 
sacrifice, high street discounts, car leasing and cycle to work 

scheme). Vivup also operate the Employee Assistance 
Programme including a 24/7/365 helpline.   
 

The council has been a payroll partner of the Salford Credit 
Union for many years and employees can access saving and 

borrowing facilities.  
 

The Council’s own Welfare Rights and Debt Advice service 
are able to offer their services to employees as well as 
residents of the city. 
 
 

Key areas of focus 

 

 Improving financial literacy across the workforce, 

ensuring employees have the understanding to make 
informed decisions about financial issues 

 

 Ensure managers understand the link between 
financial and mental wellbeing and the negative impact 

‘money worries’ can have on job performance and can 
facilitate supportive conversations where necessary. 

 

 Money management education for:  

o early careers 
o mid careers 
o planning for retirement  

 

 Explore implications of access to earned pay 

 

 Debt advice and support  
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Enhance support for employees with long-term 
conditions and disabilities 

Employees with a disability or long-term 
condition will be better supported to stay well 

and enabled to contribute fully to the work of the 
Council. 

According to our equality data, approximately 6% of the 

workforce have declared themselves as having a disability, 
but many more employees may face additional challenges 
which they do not recognise as a disability or that they do not 

wish to disclose.   

Disability in employment terms refers to physical or mental 
impairment which has a substantial and long-term adverse 

effect on a person’s ability to carry out normal day-to-day 
activities. This can include but are not limited to disability, 
specific-learning difference, long-term conditions, chronic 

illnesses, mental health conditions, sensory impairments, 
long-standing illness or health conditions, progressive 

conditions, visual impairment, mobility difficulties, hearing 
impairment, auto-immune conditions, respiratory conditions, 
and more.   

The long-term impacts of the COVID-19 pandemic is 

something we are all still learning about. The impact for some 
has been life changing, and we will continue to monitor such 

impacts over the coming years and provide the necessary 
support to employees who have been detrimentally affected.     

Key areas of focus  

 Making the workplace a safe place where all 

employees feel enabled to bring their whole self to work 
and feel valued in doing so. 
 

 Managers will be supported to better understand 
disability, address misconceptions or unconscious bias 

they hold about disabled people and facilitate 
meaningful person-centred conversations with 
employees about their unique requirements. 

 

 Managers understand their responsibility and comply 

with the provisions of the Equality Act 2010 for 
employees and job applicants who become disabled 
either suddenly or gradually and to those who already 

have a disability. The overall aim will be, as far as 
possible, to remove or reduce any disadvantage faced 

by a disabled employee. 

 


