CCLA Corporate R

Benchmark

Mental Health Benchmark .

UK 100

2024

E
1

——‘.— i
Z'{f/ )=

. [ ':15.:§_|_\:2' L . |
e N |
\ | : i ‘L"\‘_é Tj-fb" = ] = T—
R [LLL Dy T  INNBNNARN
== _-_.—_"—_,—m % I;.!i E i = [__
= ~ %z__-: iy e N
- u " l o I” F ITLT':‘E | 10 k-ﬁ A —
N lJ. = @\ 1 ’ == '_;_' }[]: ;;z H 1 -~
: _ L [ \
% A R s ] e T 97 o
H S

e il 5 =

T
]
]
-

CCLA

GOOD INVESTMENT



Contents

Acknowledgements 3
Foreword
Dr Sarah Hughes, Chief Executive Officer, Mind 4

Executive summary

Chapter 1

Company ranking 10

Chapter 2

Performance analysis 15

Chapter 3

Question-by-question breakdown and case studies 24

Chapter 4

About the benchmark 71

Chapter 5

Alignment with international frameworks and norms 75

Chapter 6

A vision for company and investor action 76

Appendix 1

2024 Benchmark assessment criteria 78

Appendix 2

List of UK companies covered by the 2024 benchmark 81

Appendix 3

Recommended reading 84

Glossary 85

Endnotes 87
Corporate Engagement, awareness and action are the cornerstones of the
Menrial Health CCLA Corporate Mental Health Benchmark. It is these three things
Benchmark that will drive and sustain consistent and measurable change for

the benefit of employees, companies and investors alike. The
benchmark’s logo is designed to give the tool a clear identity and
to enable companies and investors to signal their commitment to
supporting healthy workplaces. It is available for use by benchmark
companies and by signatories to the global investor statement on
workplace mental health. Please email amy.browne@ccla.co.uk.
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Foreword

Dr Sarah Hughes

Chief Executive Officer, Mind

have worked in the mental health sector

for over 30 years and in that time incredible

progress has been made. For millions of
people, mental health is now something to
be honest about - not ashamed of. As CEO
of the UK’s largest mental health charity,
Mind, | remain steadfast in my commitment
to fighting for every person experiencing
a mental health problem to get the support
and respect they deserve.

It’s safe to say that this fight is more
important now than ever before. The long-
term effects of the Covid-19 pandemic, the
cost-of-living crisis, the unstable geopolitical
situation, and the lack of investment in
mental health services are all contributing
to a very real mental health crisis.

With us spending so much of our time at
work, mentally healthy workplaces are a
crucial component to creating a mentally
healthy nation. That’s why the CCLA Mental
Health Benchmark is such a valuable resource
which helps us understand the performance
of companies on workplace mental health,
and, most importantly, allows employers to
evaluate their current practices and identify
areas for improvement.

I’'m heartened to see workplace mental
health remains on the business agenda and
that there is an improvement in performance
for almost a quarter of employers assessed
in this year’s benchmarking.

A note on currencies
quoted in this report

All values quoted from published research are
stated in their original currency. For relevance to

a UK audience, however, values in currencies other
than pounds sterling (GBP) are also shown in GBP.

The exchange rates used are mid-market rates and
are accurate at the time of writing:

GBP (£) UsD ($)
GBP (£) 1.0 1.27
usD ($) 0.79 1.0
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I’'m also encouraged by the growing
recognition of the link between mental
health and financial wellbeing. We know
poor mental health can make earning and
managing money harder. And worrying
about money can make your mental health
worse. It’s easy for this to become a vicious
cycle and I’'m glad to see employers are
taking steps to support the financial
wellbeing of staff.

Of course, there is more to be done.
Managers are well positioned to break
down stigma, build a supportive
environment, and effectively signpost to
support, but we are not yet training them
effectively. They need to be equipped with
the right skills, knowledge, and capacity to
help them better manage both their own
and others’ mental health and wellbeing.

We’re also not yet sure that companies

are reviewing the impact they are making.
Ongoing impact monitoring is crucial to
ensuring approaches are responsive to
current employee needs. One easy solution
is employers leveraging existing employee
feedback mechanisms to understand
what’s working and where any gaps lie.

Finally, a plea to my CEO colleagues, in 2024,
just 42% of companies published evidence

of a statement from their CEO promoting
workplace mental health. Leadership is crucial
in truly shifting the dial and, if all CEOs better
understood the critical role they can play

in creating mentally healthy workforces,

we would see significant progress.

Together we can foster positive and open
cultures, role model behaviours and make
an unequivocal commitment to staff. If we
get this right, more and more people will
be able to thrive at work.



Executive summary

he cost-of-living crisis and the The CCLA Corporate Mental Health
T‘Iong shadow’ cast by the Covid-19 Benchmark assesses how companies
pandemic continue to present are managing and reporting on workplace
mental health challenges for many people! mental health. In 2024, we reviewed
The human and personal toll is tangible. The the public disclosures of 101 UK-listed
cost to the economy of poor mental health companies to evaluate the extent
is also substantial; in England alone, the loss to which they are taking a strategic

is estimated at almost £110 billion because of and holistic approach to supporting
factors including staff turnover, presenteeism,  mental wellbeing in the workforce.
economic inactivity and sickness absence.? This report details the findings from
In 2022/23, 17.1 million working days were the benchmarking process.
reportedly lost to work-related stress,

depression or anxiety in Great Britain.? Annual benchmarking of the UK's

largest listed businesses* combined

It does not have to be this way. with sustained investor engagement
‘Good work’ - comprising characteristics will, we believe, increase awareness,
such as fair pay, work-life balance and the help to disseminate examples of good
absence of bullying - can support good practice and ultimately drive positive
mental health.* What is more, companies change in employee mental health.

that invest in workplace mental health
can expect to gain an average return on
investment of £5.30 for every £1 spent.®

Almost 5 million employees -
the combined workforce of the
101 UK companies covered by
the 2024 benchmark.

*The 101 businesses selected for inclusion in this benchmark were determined using a specific set of considerations,
including market capitalisation, workforce size and their previous inclusion in the benchmark. All are UK listed.

UK 100 Report 2024 5



2024 performance summary

of companies continue to acknowledge
mental health as an important business
issue, unchanged from both 2023 and 2022.

companies assessed improved
sufficiently over the past year to move
up a performance tier, to the implied
benefit of a combined 1 million workers.

UK companies now rank in the top
two performance tiers, suggesting that
close to 1.5 million employees work

for businesses with a mature strategic
approach to mental health.

companies remain in the same
performance tier as last year. While

some improved their score, any uplift was
insufficient to result in a change of tier.

companies are placed in the bottom
performance tier, suggesting that more
than 600,000 people work for businesses
that have not demonstrated significant
steps to protect their people.

. O
& 9 &
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Overview of company
and investor engagement

/0 companies

(of 101) engaged with the
benchmarking process

* 60 engaged directly with CCLA
over the past year

* 56 reviewed their preliminary
assessment, with many providing
substantive comments

* 46 both engaged with CCLA
and reviewed their preliminary
assessments

44 1nvestors

with $8.5 trillion (£6.7 trillion) in
assets under management supported
engagement efforts by co-signing
letters issued to companies in

June 2023

$9.4 trillion

The global investor coalition on
workplace mental health has grown
to 54 investors with a combined
$9.4 trillion (£7.4 trillion) in assets
under management (May 2024)

* 18 of these engaged directly with
companies throughout the year
on this topic, often independently
of CCLA

* Launched in July 2022 with
just 29 founding signatories,
the growth in investor support
displays an increasing awareness
by investors of mental health
as a material business concern

UK 100 Report 2024 7



Key insights into the mental
health of UK companies

Workplace mental health remains
an important business concern
for UK companies.

More than two years after the lockdowns
caused by the Covid-19 pandemic, 93% of
companies continue to acknowledge mental
health as an important business issue. In their
policies, reporting and other documentation,
many cite the business drivers - including
workforce productivity, recruitment and
retention, and business success - behind
their approach to managing employee
mental wellbeing.

A growing number of UK
companies recognise the link
between financial wellness and
mental health.

UK companies increasingly recognise that
having a clear management position on
financial wellness can support employee
mental health. Almost half (49%) of
companies, compared to 43% in 2023,
recognise the link between fair pay and
financial security, and mental health. Many
companies have made formal commitments
to fair pay and/or offered specialist financial
education to their employees.

Fewer than half of UK company
CEOs champion mental health.

CEOs can play a critical role in driving a
culture of openness and transparency
around mental health. It is disappointing
that in 2024, just 42% of companies publish
evidence of a statement from the CEO

on promoting workplace mental health.
Nonetheless, this figure is an improvement
on 2023, when the figure was just 37%.

8 CCLA Corporate Mental Health Benchmark

Many UK companies fail to
equip line managers to manage
workplace mental health.

Just 44% of companies report the provision
of mental health training to line managers.
This suggests that line managers across
fewer than half of UK companies are
prepared with the necessary skills and
knowledge to support employees when
mental health problems arise. Companies
are, however, faring better on the provision
of training to mental health first aiders and
others. As many as 60% of companies report
the provision of training to individuals with
dedicated responsibilities for mental health.

Only a third of UK companies
are using employee feedback
to inform their mental health
programmes.

While employee surveys are widely used (by
97% of companies in this sample), just 33% of
companies report using employee responses
to understand workplace mental health and
to inform their mental health programmes.

UK companies are investing

in mental health services and
awareness-raising activities,
although many are yet to
monitor their uptake or impact.

We found that 96% of companies invest

in mental health support services for
employees, and 88% are raising awareness
of mental health in the workplace. However,
only 29% report on the uptake of their
mental health initiatives and programmes,
and just 14% appear to use key performance
indicators to measure the impact of their
mental health approaches.



Our recommendations
for employers

We encourage all listed companies, regardless of size, location,
or industry, to review the findings in this report. Specifically,
we recommend the following:

Demonstrate a leadership commitment to
mental health at the highest level of management.

Publish a mental health at work policy
and ensure that its scope is clear.

Set mental health-related objectives or
targets and report on progress against them.

Provide employees with good working conditions
that can directly contribute to positive mental health.

Promote mental health awareness among employees
and involve them in the design and delivery of
mental health programmes.

Equip managers with the
necessary skills and training
to support employee
mental health.

Collaborate with others through
industry and/or academic
partnerships to promote positive
workplace mental health.

& @ @O® WO
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Chapter 1
Company ranking

The companies in this benchmark
were selected based on a specific

set of considerations, including market
capitalisation, workforce size and their
previous inclusion in the benchmark.
All are UK listed.

This year, we assessed 101 companies
(compared to 100 companies in 2023).
We removed six companies from the
benchmark (three of which - AstraZeneca,
HSBC Holdings and Shell - will continue
to be assessed in the global benchmark).
Seven new companies were added.

These are indicated in Appendix 2.

10 CCLA Corporate Mental Health Benchmark

The 101 companies in this benchmark
represent 11 industry sectors, which
are classified using the Global Industry
Classification Standard (GICS) as:

* communication services
e consumer discretionary
* consumer staples

* energy

« financials

* health care

* industrials

» information technology
* materials

real estate

* utilities.

We conducted independent company
assessments and quality assurance
between 1 March and 3 April 2024.

We then invited all companies to review
their preliminary assessments during

April before we finalised the scores in May.



Assessment methodology

The benchmark evaluates companies

against 27 assessment criteria based on Weighting by assessment pillar
the information publicly available during (% of points available)

the assessment period. The criteria cover

four thematic pillars:

e governance and management
e leadership and innovation

(see Appendix 1 for the full benchmark

assessment criteria).

The tier rankings are based on each
company’s overall score as a percentage
of the maximum score available.

Companies are ranked across five

¢ management commitment and policy
e performance reporting and impact.
Each pillar is weighted as illustrated @

performance tiers (set out below). This
allows us to evaluate the performance of

businesses in the benchmark based on the
maturity of their approach to workplace
mental health. The framework recognises
that every company is at a different stage

B Management commitment and policy
M Governance and management

M Leadership and innovation

B Performance reporting and impact

in the journey towards integrating mental Due to rounding, the percentages do not total 100%.
health into business strategy and reporting.

Overall
performance
score range

Tier description

81%-100%

Companies are leading the way on workplace
mental health management and disclosure

61%-80%

Companies are well on the way to demonstrating
a strategic approach to workplace mental health
management and disclosure

41%-60%

Companies are on the way to developing robust systems
for workplace mental health management and disclosure

21%-40%

Companies are on the journey and have begun to
formalise their approach to workplace mental health
management and disclosure

¢ € OO

0%-20%

Companies are at the start of the journey to adopting
a formal approach to workplace mental health
management and disclosure

UK 100 Report 2024 11



Tier ranking

Within each tier, companies are listed in alphabetical order.

(]
° : : ° o ©¢
® ® o o% o0
e ® ) ° ® )
¢ N ° 0g © ®
o ® ° ® °
® [ ]
; : 9 ° ‘ L
° .o. e® %o o
o o °® ® ([ J : . Y
° ® o o o®
Tier 1 V Tier 2 V Tier 3 V Tier 4 \/: Tier 5 o
A BT Group A Associated British A Admiral Group Antofagastat Babcock International
Centrica Foods ¥ Anglo American V¥ Ashtead Group Group
A Entain BRRSYEEmS Coats Group Aviva _?”;'Sh American
obacco
Experian A Balfour Beatty Compass Group A B&M European Bunal
: unz
A J Sainsbury Sl Computacenter Value Retail ec
Serco Group £ Direct Line Carnival _
Diageo Insurance Group A Coca-Cola HBC Dowlais Groupt

I

I

I

I

I

|A Legal & General Group
| Lloyds Banking Group
| NatWest Group

| A Prudential

| RioTinto

| Tesco

| Unilever

|

Weir Group

Key:

Engaged with benchmarking process
A Up one tier
V¥ Down one tier

t+ New to the CCLA Corporate
Mental Health Benchmark in 2024

12 CCLA Corporate Mental Health Benchmark

Dunelm Group
A FirstGroup
A Glencore
A Grafton Group
A Hays
A Imperial Brands

InterContinental
Hotels Groupt

A John Wood Group
Mitie Group
Mondi
National Grid
NEXT
Ocado Group

Reckitt Benckiser
Group

A Rolls-Royce Holdings
A Sage Group

Savills

Smith & Nephew

Spirax Groupt

SSE

Standard Chartered
A Travis Perkins

Vodafone Group

WH Smith

Convatec Group
Currys
DS Smith

I A casylet

Ferrexpot

IA Flutter Entertainment

A Frasers Group
GSK
Haleon+t
IMI

A Inchcape
Informa

V¥ International

Distributions Services

A J D Wetherspoon
JD Sports Fashion

V¥ Johnson Matthey
Keller Groupt

V¥ Kingfisher

London Stock
Exchange Group

Marks & Spencer
Group

Mitchells & Butlers
V¥ RELX

Spire Healthcare
Group

SSP Group
Whitbread
v WPP

Greggs

Howden Joinery
Group

International
Consolidated
Airlines Group

Intertek Group

V¥ Melrose Industries

Mobico Group

V¥ Pearson
V¥ Rentokil Initial

RHI Magnesita
Smiths Group

V¥ Smurfit Kappa Group

Tl Fluid Systems

Vv TUI

Vesuvius



Our discussions with some of the
assessed companies suggest that the
level of corporate reporting on workplace
mental health may not yet fully reflect
the activity taking place ‘on the ground’.
A lack of reporting renders it difficult for
investors to accurately assess companies
on the effectiveness of their management
controls or their relative performance

on mental health.

Through repeating the assessment
process annually, we aim to encourage
greater disclosure on workplace mental
health and enrich understanding of

the business risks and opportunities
presented by workplace mental health.

We hope the findings of our annual
assessments will demonstrate to companies
how they can improve their approach and
sustain a management focus on workplace
mental health.

Tier distribution

This chart shows the changes in the numbers of companies in each performance tier over the

past three years.

Tier distribution 2022-2024

2024

2023

2022

0% 10% 20% 30% 40%

M Tier 1
M Tier 2
M Tier 3
B Tier 3 new to the benchmark

101
companies

100
companies

100
companies

50% 60% 70% 80% 90% 100%

M Tier 4
B Tier 4 new to the benchmark
M Tier 5
B Tier 5 new to the benchmark

UK 100 Report 2024 13



Average scores

Overall average score Average score by assessment pillar

The overall average company score is This chart shows the year-on-year

41% compared to 40% last year, which changes in average score across the four
demonstrates these companies’ sustained assessment pillars. It indicates that there
commitment to managing the business risks has been steady year-on-year progress for
and opportunities presented by workplace the management commitment and policy
mental health. pillar and shows mixed performance trends

For the 89 companies that have appeared A T e e (o el

in the benchmark over the past three years, As we would expect at this relatively
the overall average score has increased to early stage of the benchmark, the
42% in 2024 from 35% in 2022. companies are continuing to achieve a

higher average score in management and
commitment compared to the other pillars.
This indicates that the companies are still
focusing their efforts on formalising their
leadership commitments on mental health.

Average score by pillar 2022-2024

60

50

40

30

20

10

Management Governance Leadership Performance Overall score
commitment and and reporting
and policy management innovation and impact

W 2022 score (%) M 2023 score (%) M 2024 score (%)

The number of companies was 100 in 2022 and 2023, and 101in 2024.

14 CCLA Corporate Mental Health Benchmark



Chapter 2
Performance analysis

Top improvers 2024 vs 2023 (by overall score)

The following companies improved against the assessment criteria by 10 or more
percentage points between 2023 and 2024 (showing the most improved first).

Percentage point changes in overall score 2024 vs 2023

Glencore

Entain

Imperial Brands

BT Group

B&M European Value Retail
Hays

IMI

Inchcape

J D Wetherspoon
Rolls-Royce Holdings
Sage Group

Rio Tinto

+0 +5 +10 +15 +20

Change in % score

+25

UK 100 Report 2024 15



Top improvers 2024 vs 2022 (by overall score)

The following companies improved against the assessment criteria by 10 or more
percentage points between 2022 and 2024 (showing the most improved first).

Percentage point changes in overall score 2024 vs 2022

Weir Group

Entain

Experian

Rio Tinto

Sage Group

Glencore

IMI

SSP Group

J Sainsbury

Prudential

Inchcape

Imperial Brands
Whitbread

John Wood Group
Hays

Associated British Foods
BT Group

B&M European Value Retail
Mondi

Diageo

Rolls-Royce Holdings
Coca-Cola HBC
Carnival

Legal & General Group
J D Wetherspoon

SSE

Travis Perkins

Frasers Group
Unilever

DS Smith

Ashtead Group

Intl. Cons. Airlines Group

Balfour Beatty

+0 +10 +20 +30 +40 +50 +60

Change in % score

16 CCLA Corporate Mental Health Benchmark



Top performers by assessment pillar

Here, we list the companies achieving the highest scores in 2024 by assessment pillar.

Management commitment and policy

Position

Company

Centrica

Leadership and innovation

Position

Company

Weir Group

BAE Systems

Diageo

Balfour Beatty

Experian

Barclays

Prudential

Centrica

Entain

Experian

J Sainsbury

FirstGroup

Serco Group

Lloyds Banking Group

Spirax Group

Unilever

BP

J Sainsbury

=10 Associated British Foods
=10 Barclays
=10 Coats Group

Legal & General Group

Governance and management

Position

Company

NEXT

Serco Group

Serco Group

Performance reporting and impact

Position

Company

Centrica

BT Group

Entain

Centrica

Experian

Serco Group

J Sainsbury

Entain

Weir Group

J Sainsbury

BT Group

Rio Tinto

Computacenter

Barclays

NatWest Group

BP

Reckitt Benckiser Group

Experian

Rio Tinto

NatWest Group

UK 100 Report 2024 17



Company performance by assessment pillar

The following chart indicates the performance of each company in the benchmark
across the four assessment pillars. The companies are listed in alphabetical order.

Management Governance Leadership
commitment and and
Company Tier and policy management innovation

Performance
reporting
and impact

Admiral Group

Anglo American

Antofagasta*

Ashtead Group

Associated British Foods

Aviva

B&M European Value Retail

Babcock International Group

BAE Systems

Balfour Beatty

Barclays

BP

British American Tobacco

BT Group

Bunz|

Carnival

Centrica

Coats Group

Coca-Cola HBC

Compass Group

Computacenter

Convatec Group

Currys

DCC

Diageo

Direct Line Insurance Group

Dowlais Group*

DS Smith

Dunelm Group

easyJet

Entain

Experian

Ferrexpo*

FirstGroup

Flutter Entertainment

Frasers Group

Glencore

Grafton Group

Greggs

GSK

Haleon*

Hays

Howden Joinery Group

IMI

Imperial Brands

Inchcape

Informa

InterContinental Hotels Group*

OIWNIDMIAMANDMUONDMPMOKWRNIN DM DPMPHENIDMSIoAERIMOWINMVOAOIRMIDMWWNIDMHNIo|/ROS[OINDIIDINOIRMBDMINIDM DWW
000000000000000000000000000000000000000000000050 00
000000000000000000000000000000000000000000000000)

International Consolidated Airlines Group

Key: @ First Quintile @ Second Quintile @ Third Quintile @ Fourth Quintile @ Fifth Quintile
*These companies are new to the CCLA Corporate Mental Health Benchmark in 2024.
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Management Governance Leadership Performance
commitment and and reporting
Company Tier and policy management innovation and impact

International Distributions Services 4 (] () [ ] (]
Intertek Group 5 o [ ) [ ) [ J
J D Wetherspoon 4 [ ) [ ] () [ )
J Sainsbury 1 [ ) [ ) o (]
JD Sports Fashion 4 [ ) o [ ) [ )
John Wood Group 3 [ ) [ ) [ ) [ ]
Johnson Matthey 4 @ [ ) [ ) [ J
Keller Group* 4 [ ] [ ) [ ) o
Kingfisher 4 [ [ [ ] [ J
Legal & General Group 2 [ ) o o [ )
Lloyds Banking Group 2 [ ) [ ] [ J [ ]
London Stock Exchange Group 4 [ ) [ ) [ ) [ J
Marks & Spencer Group 4 @ [ ) [ ) o
Melrose Industries 5 [ ) [ ) o [ J
Mitchells & Butlers 4 [ ) [ ) [ ) [ ]
Mitie Group 3 ([ ) [ ) [ ) [
Mobico Group 5 o [ ) [ ) [ J
Mondi 3 [ ] [ ) [ ) [ J
National Grid 3 o [ ) [ ) [ J
NatWest Group 2 [ ] [ ) [ ) [ J
NEXT 3 [ o [ J [ J
Ocado Group 3 o [ ) [ ) o
Pearson 5 ([ ) [ ] [ ) o
Prudential 2 [ ) [ ) [ ) [ J
Reckitt Benckiser Group 3 ([ ) [ ) [ ) o
RELX 4 [ [ [ ) [ ]
Rentokil Initial 5 [ [ ) [ J [ J
RHI Magnesita 5 o [ ] [ ) o
Rio Tinto 2 () [ ] [ J [ J
Rolls-Royce Holdings 3 [ ] [ ] [ ) [ )
Sage Group 3 o o ( J [
Savills 3 [ ) [ ) [ ) o
Serco Group 1 [ ) [ ] o [ J
Smith & Nephew 3 o [ ) [ ) [
Smiths Group 5 o [ ) [ ) [ J
Smurfit Kappa Group 5 o o () [ )
Spirax Group* 3 [ ) o [ [ )
Spire Healthcare Group 4 o [ ) [ ) o
SSE 3 [ [ ) [ [ J
SSP Group 4 o [ ) [ ) [
Standard Chartered 3 [ J [ ) o [ J
Tesco 2 [ ) [ ) [ ) [ J
Tl Fluid Systems 5 [ ) [ ) o [ J
Travis Perkins 3 [ ) [ [ J [ ]
TUI 5 [ [ [ J [ J
Unilever 2 [ ) [ ) o (]
Vesuvius 5 o [ ] [ ) o
Vodafone Group 3 [ ) [ ) [ ) [ ]
Weir Group 2 ([ ) o () [ ]
WH Smith 3 [ [ [ ) [ J
Whitbread 4 [ ) [ ) [ J [ J
WPP 4 [ [ [ ) [ J

Key: @ First Quintile @ Second Quintile @ Third Quintile @ Fourth Quintile @ Fifth Quintile
*These companies are new to the CCLA Corporate Mental Health Benchmark in 2024.
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Sectoral analysis

The five largest sectors in the UK 100
benchmark represent 84% of the companies
evaluated in 2024.* Of these sectors, the
financials sector is performing the strongest.
This sector achieved an average score of
53% compared with the overall benchmark
average of 41%.

When we analyse the scores by assessment
pillar, we observe that:

e The companies in the financials and
consumer staples sectors performed
better than the benchmark overall average
score of 41% across all pillars except for
performance reporting and impact.

e The companies in the materials and
industrials sectors performed better
than the benchmark overall average
score of 41% in the management
commitment and policy pillar only.

* The companies in the consumer
discretionary sector performed in line
with the benchmark overall average score
of 41% in the management commitment
and policy pillar only. For the remaining
pillars, the sector performed below the
benchmark overall average score.

Management Governance Leadership Performance Overall

commitment and and reporting average

and policy management innovation and impact score

Sector (%) (%) (%) (%) (%)
Financials 68 49 59 36 53
Consumer staples 68 48 42 32 50
Materials 53 34 28 26 38
Industrials 49 35 36 24 37
Consumer discretionary 41 32 25 20 32

84% of companies in the UK benchmark

represent five industry sectors: consumer
discretionary, consumer staples, financials,
industrials and materials.

*Sectors with fewer than 10 companies (namely communication services, energy, health care, information technology,
real estate and utilities) have been excluded from the analysis to minimise sampling errors. Refer to Appendix 2 for
a full list of companies by sector.
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Performance by assessment criteria

We analysed year-on-year changes in scoring for each question to better understand where
companies are making progress and, conversely, to highlight areas of limited or no progress.
We will continue to carry out this analysis in future years.

Refer to Appendix 1for the full assessment criteria.
Assessment criteria showing the most year-on-year improvement

The following assessment criteria showed a marked (i.e. over 5 percentage points)
improvement in the proportion of companies scoring the maximum number of points.

Companies Companies
scoring scoring
maximum maximum Points
Question points (2024) points (2023) difference
number Question text (%) (%) (%)
@ Does the policy statement (or equivalent) provide 34 27 +7
a clear explanation of geographical and business
area scope?
@ Does the company report on the proportion of 44 37 +7
dedicated individuals that are trained in workplace
mental health?
0 Does the company support the principles of good 49 43 +6
work by having a formal commitment to fair pay
and financial wellbeing?
a Does the company support the principles of good 24 18 +6
work by having a formal position on anti-bullying
and non-harassment, or equivalent?
@ Does the company provide mental health training to 60 54 +6
dedicated individuals (e.g. mental health first aiders)?
Key: @ Management commitment and policy @ Leadership and innovation

@ Governance and management @ Performance reporting and impact

The following assessment criteria showed a marked (i.e. over five percentage points)
deterioration in the proportion of companies scoring maximum points.

Companies Companies
scoring scoring
maximum maximum Points
Question points (2024) points (2023) difference
number Question text (%) (%) (%)
° Does the company support the principles of good 31 37 -6
work by having a formal commitment to diversity,

equity and inclusion (DEI)?

@ Does the company provide mental health 44 50 -6
training to line managers?

@ Has the company developed formal initiatives or 69 75 -6
programmes to raise awareness of mental health
in the workplace?

Key: @ Management commitment and policy @ Leadership and innovation
@® Governance and management @ Performance reporting and impact
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Top-performing assessment criteria
The following table shows the questions on which the companies scored highest in 2024.

Companies
scoring
Question maximum
number Question text points (%)
Does the company provide access to mental health 77
services and support either internally or externally?
Has the company developed formal initiatives or 69
programmes to raise awareness of mental health
in the workplace?
Does the company acknowledge workplace mental 65
health as an important concern for the business?
Does the company provide mental health training to 60

dedicated individuals (e.g. mental health first aiders)?

Does the company have a clear management commitment 56
to encouraging a culture of openness on mental health?

Has the company assigned board or senior management 52
responsibility for workplace mental health?

Does the company support the principles of good 49
work by having a formal commitment to fair pay
and financial wellbeing?

Does the company provide mental health training 44
to line managers?

Does the company report on the proportion of dedicated 44
individuals that are trained in workplace mental health?

Does the company publish an overarching corporate 43
mental health policy (or equivalent)?

0606 06060 60

Key: @ Management commitment and policy @ Leadership and innovation
@ Governance and management @ Performance reporting and impact
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Bottom-performing assessment criteria

The following table highlights the questions on which the companies performed least well

in 2024. All four pillars are represented.

Question
number

Question text

Companies
scoring
maximum
points (%)

Does the company independently assure its mental
health management system against a recognised
framework or standard?*

2

Has the company set objectives or targets for the
management of mental health in the workplace?

13

Does the company use key performance indicator(s)
to measure and report on the impact of its workplace
mental health strategy?

14

Does the company support the principles of good work
by having a formal position on career progression and
job adjustment?

15

Does the company report on progress against its
objectives or targets related to mental health?

15

Does the company encourage openness about mental
health and offer appropriate workplace adjustments

to workers who require them throughout their career
life cycle (e.g. during recruitment, on-boarding, career
development, performance reviews and return to work)?

16

Does the company publish details of its mental
health approach in its annual report and accounts
(or equivalent)?

16

Does the company support the principles of good
work by having a formal position on board-employee
information and consultation?

17

Does the company participate in industry or academic
initiatives or partnerships aimed at promoting positive
workplace mental health?

18

Does the company report on the proportion of line
managers that are trained in workplace mental health?

18

06 6 0606 0060 0 00 6

Does the company report on the uptake of its mental
health programmes or initiatives?

18

Key:

@ Management commitment and policy @ Leadership and innovation

@ Governance and management @ Performance reporting and impact

*This question was revised for the 2024 benchmark. See the question-by-question breakdown (Chapter 3)
for additional information.
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Chapter 3

Question-by-gquestion breakdown

and case studies

his section of the report looks in
Tdetail at the 27 criteria against which

companies were assessed. It reflects
on the findings from the data and provides

examples of current and leading practice
on workplace mental health.

24 CCLA Corporate Mental Health Benchmark

Good practice is evident in companies across
all five performance tiers, as illustrated in the
following pages. We hope that the featured
case studies will inspire companies to
develop and improve their own approaches
to managing and reporting on workplace
mental health.

For each of the 27 criteria, the percentage
of companies scoring full points, zero
points or partial points is indicated in

the accompanying graph.




Management commitment and policy

Q1. Does the company acknowledge workplace mental
health as an important concern for the business?

Yes Partial No

Acknowledging mental health as a business
issue is an important first step towards
implementing a comprehensive approach to
workplace mental health. It is good practice
for companies to describe the business
drivers for developing and implementing an
effective approach to the management of
workplace mental health.

Benchmark findings

Encouragingly, 93% of the assessed
companies (93% in 2023) acknowledge
workplace mental health as an important
business issue. Of all the companies, 65%

(62% in 2023) describe the business risks
and opportunities associated with mental
health in the workplace. The companies
that recognise the significance of mental
health in organisational success typically
reference business drivers, including
workforce productivity and employee
recruitment and retention.

Here are two examples of companies
that publicly signal their commitment
to workplace mental health as a business
issue and describe the related drivers.

DS Smith @

£E We firmly believe that well-being
is one of the cornerstones of a
profitable, innovative and sustainable
business. Our well-being framework
is designed to enable our people to
thrive, focusing on four key areas:

* Taking the lead - Encouraging
everyone to visibly and
demonstrably set a positive
example and champion well-being

e Learning and Development
- Providing knowledge and
information to empower people
to take ownership of their physical
and mental well-being

* Engagement - Working together,
involving and including everybody
to continuously improve health and
well-being

* Toolkits - Creating best practice
tools to inspire and motivate
positive and healthy people and
workplaces. 39

DS Smith, ‘Sustainability report 2023’6

Entain

€€ What do we mean by well-being?

Well-being is about how someone
is feeling mentally, emotionally and
physically. All three aspects are
equally important.

Why it’s important

The benefits of promoting well-being
are clear. Colleagues who are happy
and healthy are more likely to deliver
extraordinary results. They’ll take less
time off sick, because they’ll be more
able to deal with the ups and downs
of life at home and at work. Not only
that, but a business that puts well-
being first makes it easier to recruit
and retain the best people - it's a
win-win situation.

Our emotional and mental health
is affected by work, the people we
live and work with, as well as the
pressures of daily life.

Our physical health is influenced

by our lifestyle (what we eat, how

we exercise) as well as our physical
surroundings (and mental health!). 33

Entain, ‘Well-me: well-being strategy’”

(@

7%

28%

65%
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Q2. Is there a statement from the CEO signalling the company’s
leadership commitment to workplace mental health?

Yes No
CEOs can play a critical role in driving that the leadership team considers the
a culture of openness and transparency issue to be important. Some companies
around mental health. It is good practice cited evidence of CEO commitments on
for company leaders to demonstrate third-party websites or in printed articles.
their personal commitment to workplace However, while CEO engagement with
mental health. external stakeholders on mental health
is commendable, the benchmark looks
Benchmark findings to encourage comprehensive reporting
Of the companies assessed, 42% (37% on the issue in the company’s own public
42% in 2023) publish evidence of a statement disclosures for maximum transparency.
:;Zr:t;TE;Ifti.on promoting workplace Businesses that recognise the importance
of CEO leadership use a variety of
58% During the assessment process, we communication channels to demonstrate

recognised that other executive sponsors,
such as the chief medical officer, may
support a company’s approach to mental

health through online quotes or statements.

While these disclosures are important,
the benchmark looks to the CEO - as,
typically, the most senior company officer
- to champion mental health and to signal

this support. These channels include
statements from the CEO in sustainability
reports or on company websites, and
corporate policies signed by the CEO.

Here are two examples of a company
CEO signalling leadership on mental health.

Grafton Group V
£E At Grafton, we believe that positively managing

colleague health and wellbeing underpins colleague
engagement and is to the benefit of our business and all

our stakeholders. As Chief Executive | put great emphasis

on health and wellbeing, for me it is important that we all
show care and respect for each other, support work-life
balance and that our businesses provide the tools and
resources to support our colleagues. ...

We believe that by supporting our colleagues’ mental
health and wellbeing, we can create a happier, healthier,
and more productive workplace. We are committed to
collaborating with our colleagues to ensure that they have
the support they need to thrive both at work and in their
personal lives. 39

Eric Born (CEO), Grafton Group, ‘Wellbeing statement from CEQO’®

Legal & General Group

@

£E We all have mental health, just as
we do physical health. Throughout
our lives, there are times where our
mental health is in peak condition,
and other times where we struggle.
I’ve experienced both ends of this
range - so | know just how important
it is to feel supported and safe. |

am committed to creating a culture
where everyone at Legal & General
has access to the support they need
and someone to talk to when they
need it. 39

Anténio Simdes (CEO), Legal & General

Group, ‘Investing in a brighter future:
annual report and accounts 2023’°
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Q3. Does the company publish an overarching
corporate mental health policy (or equivalent)?

Yes Partial No

It is good practice for companies to
formalise their approach to workplace
mental health in a policy (or equivalent
document). While the existence of a

policy (or equivalent) may not provide a
guarantee of implementation or supportive
practices, the absence of a policy is a sign
that workplace mental health is not a high
priority for the business.

Benchmark findings

We found that 69% of the assessed
companies (66% in 2023) publish a formal
policy statement, either as a stand-alone
mental health policy or as an integral part
of another corporate policy. Of all the
companies, 43% (39% in 2023) provide a
detailed description of the processes that
have been put in place to ensure the policy
is effectively implemented.

A comprehensive policy should include
the following:

¢ a clear statement of why workplace
mental health is important to the
business (including both the business
case and the ethical case for action)

¢ a commitment to comply with
relevant legislation

¢ a clear position regarding expected
standards of workplace mental health

* a description of the processes put in
place to ensure the policy is effectively
implemented (e.g. senior management
oversight, a plan for continuous
improvement, performance monitoring
and corrective actions if the policy is
not being effectively implemented)

* a commitment to continuous improvement

and public reporting on performance

 signposts to other corporate commitments

which support mental health and ‘good
work’, such as on diversity and inclusion,

fair pay, employee consultation and career

progression.

In our benchmark research, we found that
the term ‘wellbeing’ is commonly used in
corporate reporting. Considering that this
term can apply to either physical or mental
health, we encourage companies to clarify
their use of the word and its scope. While
many companies specify that ‘wellbeing’
includes mental health, some do not make

this explicit. Several companies conceptualise

‘wellbeing’ as comprising mental health
alongside financial, emotional, physical
or lifestyle elements.

Here is one example of a company’s
policy disclosure.

26%
32%

43%
Due to rounding, the

percentages do not
total 100%.
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Spirax Group

At Spirax Group, we believe that supporting the
mental health and wellbeing of our colleagues is a
responsible approach to business and is key to our
success as individuals, teams and a Group.

We all have a responsibility to contribute to a positive
mental health and wellbeing culture at work, to look after
our own mental health and wellbeing, and to support those
around us.

So, we're committed to creating an open culture on mental
health and wellbeing where we proactively support our
colleagues and where we remove any stigma, bias or
discrimination associated with mental health and
wellbeing.

This is core to our approach to Health and Safety and part
of our company Values. It's also key to how we create the
inclusive, equitable workplaces and culture where all our

colleagues can be themselves and achieve their potential.

As part of our approach, we have set out the following
guiding principles as our global minimum standards.

% Spirax

roup

V) Mental health and wellbeing

Our Group Inclusion Commitment

Our approach

+  We will adopt an inclusive approach to mental health and
wellbeing, recognising that colleagues can experience
different mental health or wellbeing challenges over time,
or experience the same challenges in very different ways
depending on their situation or background. Everyone is
unique and we all need support at some point.

+  We will aim to consider mental health and wellbeing in the
broadest possible sense (including environmental,
emotional, financial, intellectual, mental, physical, social,
spiritual and workplace aspects, for example) and think
both in terms of prevention and support.

+  Wherever we operate in the world, we will ensure we
comply with any relevant mental health and wellbeing
legislation (including wider Health & Safety law). We will
aim to create safe workplaces where risks to mental
health and wellbeing are removed or limited as far as
possible, and where we proactively promote positive
mental health and wellbeing.

Spirax Group, ‘Our Group inclusion commitments: mental health and wellbeing’™®

¢

In line with our Group Health and Safety Policy
(Statement of Intent), we all have a collective
responsibility to put health and safety first and to “do the
right thing — even when no one is looking”. The principles
in the Group Health and Safety Policy apply equally to
mental health and wellbeing.

Local leadership and HR teams are responsible for
day-to-day mental health and wellbeing in their teams or
areas of operational responsibility. This includes ensuring
a consistent approach to mental health and wellbeing that
takes local context into account and seeks to continually
improve support and performance.

EVERYCNE
IS INCLUDED
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Q4. a) Does the policy statement (or equivalent) provide

a clear explanation of worker scope?

b) Does the policy statement (or equivalent) provide a clear
explanation of geographical and business area scope?

Clear explanation
of worker scope

Understanding the scope of a policy is vital

in understanding the breadth of a company’s

commitment to action on workplace mental
health. To score highly, companies must
apply a universal approach to managing
workplace mental health that covers all
workers, including not only employees but
also contingent workers (e.g. contractors,
interns, gig workers and temporary staff),
across all geographies and businesses in
which the company operates.

Benchmark findings
We found that 69% of the companies have
published a formal mental health policy:

For the first part of the question, 31% of
all the assessed companies (27% in 2023)
provide a clear definition of worker scope
extending beyond employees to include

contingent workers. We found that 38% (39%

in 2023) either indicate that the policy’s
scope is limited to employees or refer more

broadly to, for example, ‘our people’. In these

cases, it is difficult to determine whether
a company’s corporate commitments to
mental health extend to all workers.

For the second part of the question,

34% of all the assessed companies

(27% in 2023) clearly state that the scope
of their policy extends to all business areas
and geographies. We found that 28% (31%
in 2023) either imply the scope but do

not explicitly define it (e.g. by referring to
‘our workplaces’) or describe only a partial
scope in terms of business operations.

Here are two examples of companies
providing a clear definition of the worker
or geographical scope of their mental
health policies.

Vesuvius

Vesuvius, ‘Health and safety policy’™™

©

EE We will operate all work and business activities in a manner which ensures the
physical and mental health and safety of employees, contractors, visitors, customers
and any other persons affected by these activities. 39

Tl Fluid Systems

at all of our global locations. 99

Tl Fluid Systems, ‘Human rights policy’?

©

£€ Our management team works to eliminate or reduce the risk of human rights
violations in all areas of our business across all global locations. We recognize
the diverse racial, social and economic conditions where we operate and seek
to uniformly apply our Human Rights Policy and Code of Business Conduct

Yes Partial No

31% 32%
38%

Due to rounding, the
percentages do not
total 100%.

Clear explanation of
geographical and
business area scope

Yes Partial No

28%

34%
39%

Due to rounding, the
percentages do not
total 100%.
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Q5. Does the company have a clear management commitment
to encouraging a culture of openness on mental health?

¥z

€€ Our strategy to promote mental wellbeing has three
main objectives:

¢ To improve awareness and reduce stigma;

¢ To raise the level of mental health support across the
business to at least the same level as physical health; and

¢ To have a mentally healthy culture.

Our awareness-raising and stigma-reduction work

is underpinned by partnerships with accredited
organisations and mental health charities including
MQ, the mental health research charity, Place2Be, the
leading national children’s mental health charity and
CALM, a movement against male suicide. We use their
resources, participate in their national events and look
for opportunities to fundraise on their behalf.

This year, we again took part in the Green Ribbon
campaign run by the Lord Mayor’s Appeal Charity
to end mental health stigma and distributed over ten
thousand ribbons to colleagues across the business
for Mental Health Awareness Week. 39

WH Smith, ‘For every journey there’s a WH
Smith: sustainability report 2022’

Yes No
A culture that encourages openness and Benchmark findings
discussion around mental health and works We found that 56% of the companies
towards eliminating stigma will enhance the assessed (57% in 2023) publish a commit-
effectiveness of the company’s workplace ment to openness and discussion around
mental health strategy and support the mental health. Companies that recognise
strategy’s implementation. This question the importance of a supportive culture for
looks for companies that make clear workplace mental health highlight their
statements indicating a management commitments within corporate policies,
commitment to develop a culture that: reports or relevant website pages.

44% * proactively changes the way people Some companies describe initiatives that
think and act about mental health by are deliberately designed to encourage a
raising awareness and challenging culture of openness around mental health.

56% . . . .
mental health stigma However, this question looks for evidence
) of a formal management commitment.
* encourages two-way conversations about
mental health and highlights the support Here are two examples of a company setting
available at all stages of employment out a clear commitment to encourage a
. culture of openness where mental ill-health
* empowers employees to champion . ; ) )
mental health and positively model in the workplace is destigmatised,
mental health in the workplace.
WH Smith Ocado Group

¥z

EE At Ocado we are committed to
fostering a workplace culture that
prioritises mental health. We strive
to create an environment where
employees feel safe discussing any
mental health challenges without
fear of stigma. It is important to us
to provide resources and education
to raise awareness, encourage
open communication, offer access
to support services, and lead by
example in promoting self-care and
mental wellbeing. By prioritising
mental health, we aim to create a
workplace where every individual
feels valued and supported. 39

Ocado Group, ‘Empower your wellbeing’™
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Q6-11. The benchmark’s ‘good work’ indicators

Good working conditions can help to
prevent new mental health problems
arising and support people with existing
conditions to get on in work and thrive.
The benchmark methodology is mapped

It is good practice for companies

to signal their commitment to these
principles through relevant workplace
standards or policies, and to link these
commitments explicitly to supporting

against international standards and
management frameworks for workplace
mental health, recognising six ‘good
work’ principles that underpin good
working conditions:

1. Diversity, equity and inclusion
(Question 6)

2. Fair pay and financial wellbeing
(Question 7)

3. Board-employee information and
consultation (Question 8)

4. Flexible working (Question 9)

5. Career progression and job
adjustment (Question 10)

6. Anti-bullying and non-harassment
(Question 11)

Summary of findings: ‘good work’ policy commitments

workplace mental health.

Across all six questions, we see evidence
of good practice where companies

are making a clear link between their
management commitments and mental
health. Notably, two companies scored
maximum points across all ‘good work
indicators: Centrica and Weir Group.

Overall, the highest-scoring area is
fair pay and financial wellbeing, where
almost half of the companies (49%)
scored maximum points.

I B
49%
31%
17%

K:173

24%
15%

Fair pay and financial
wellbeing (Q7)

Board-employee
information and
consultation (Q8)

Diversity, equity and
inclusion (@6)

M Limited evidence of policy commitment
Clear policy commitment
M Clear policy commitment with explicit link to workplace mental health

Flexible working (Q9)

Career progression and
job adjustment (Q10)

Anti-bullying and
non-harassment (Q11)

UK 100 Report 2024 31



Q6. Does the company support the principles of good work by
having a formal commitment to diversity, equity and inclusion (DEI)?

Yes Partial No

0%

A clear position on DEI demonstrates that a
company values the benefits that differences
bring and is committed to fair and equal
treatment of people. A diverse work culture
that resembles the diversity that exists in
society can support talent attraction and

31% retention, encourage innovation and idea
exchange, and optimise service levels.

DEI has received growing board attention
in recent years, as a result of new disclosure
standards, increased investor interest in
companies setting representation targets,
and heightened public interest in and
support for racial justice. Best practice
diversity and inclusion programmes

69% recognise the importance of DEI in

supporting a culture of good workplace
mental health.

Benchmark findings

Of the companies assessed, 31% (37%

in 2023) have published DEI statements
that are explicitly linked to mental health.
These companies recognise that providing
a diverse, equitable and inclusive workplace
is important for creating the conditions

in which people can thrive and where
individuals do not feel excluded because

of mental ill-health.

Here are two examples of companies
demonstrating a clear link between their
commitment to DEI and mental health.

Weir Group

7

€€ Our ‘We are Weir’ strategic
framework encompasses our
commitment to inclusion, diversity
and equity through our values of
‘doing the right thing’ and ‘respect
each other’. We recognise that
drawing upon a variety of different
perspectives leads to happier, more
engaged employees. This can only
happen if all our people feel like they
can truly be themselves and belong
at Weir, and that their voice is heard.
We also acknowledge the integral
link between inclusion and positive
mental health outcomes and so we
actively promote an open culture
around mental health. We want

our people leaders and employees
to feel psychologically safe to talk
about good and/or challenging
mental health and we offer many
resources to support our employees
in caring for their mental and broader
wellbeing. 39

Weir Group, ‘Inclusion,
diversity & equity policy’™®

Ferrexpo Q

£E We recognise the link between a
diverse workforce, an inclusive culture
and stronger business performance.
The Board places great importance
on nurturing a workplace culture in
which all contributions are valued,
different perspectives are embraced,
and biases are acknowledged and
mitigated. We have initiated a number
of diversity, equity and inclusion
(‘DEY’) initiatives, which help us to
form a baseline understanding of

our workforce composition and to
shape DEI efforts. ...

Our efforts in DEI have increased
significantly in recent years, with

a continued focus in 2022, despite
the war in Ukraine. We believe that
DEI helps to generate a positive
working environment that supports
people’s mental health and wellbeing,
regardless of age, gender or other
characteristics. 39

Ferrexpo, ‘Responsible
business report 2022’®
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Q7. Does the company support the principles of good work by
having a formal commitment to fair pay and financial wellbeing?

Yes Partial No

Employers play an important role in
improving the financial wellbeing of their
workers. This includes paying people
sufficiently and fairly; offering secure,
good-quality jobs; and providing benefits
that extend the value of people’s pay.

It is also good practice to encourage
informed choices around spending, saving
and investing through financial guidance,
support and education.

Benchmark findings

Encouragingly, of the companies assessed,
49% (43% in 2023) have published a formal
policy that recognises the link between
financial wellbeing and mental health.

Companies that best recognise the impact
of financial concerns on mental health not
only commit to being equitable employers
in terms of fair pay but also take a broad

approach to supporting financial wellbeing.

Examples of published support include
individualised financial coaching, financial
literacy training and tools to support long-
term financial planning.

Here are two specific examples.

6%

46%
49%

Due to rounding, the
percentages do not
total 100%.

Dunelm Group

£E€ Looking after the mental and
financial health and wellbeing of
our colleagues is a priority. The
cost of living and inflationary price
environment affect many colleagues
and their families and we know that
financial pressures can exacerbate
stress and anxiety. In FY23, we
increased our support on financial
wellbeing with progressive pay
increases, additional support funds
and advice on a range of financial
matters. We also continued to

raise awareness of financial and
mental health, investing in training
and educating colleagues on how
to access internal and external
resources. 39

Dunelm Group, ‘Sustainability
report 2023’7

¥z

Kingfisher

and social wellbeing. ...

living have included:

experiencing financial difficulties.

household bills. 39

responsible business report 2022/23"®

Helping colleagues with the cost of living

Kingfisher, ‘Better homes for everyone: Kingfisher

~

€E We offer a range of programmes to help our colleagues
look after their wellbeing. We focus on different themes
each year covering aspects of physical, mental, financial

During the year, we monitored the rising cost of living
across our markets and have taken action to support
colleagues in our stores and head offices. On colleague
pay, for example, salary increases or one-off payments
were awarded in the UK, France, Poland, Spain and
Portugal, which focused largely on store colleagues.
Additional support to help colleagues with the cost of

Establishing a Colleague Support Fund in the UK in
partnership with the Retail Trust to support colleagues

A partnership between Screwfix and the Hapi app, which
provides colleagues with financial wellbeing advice.

Colleague discounts on energy-saving products in
Romania, Spain, Portugal and the UK to help reduce
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Q8. Does the company support the principles of good work by having

vee partial N a formal position on board-employee information and consultation?
es artia o

[ |
3% Employees can thrive at work when they It is important to clarify that employee
are kept informed of the strategic decisions engagement and pulse surveys are evaluated
taken by the board and when they feel that elsewhere in this benchmark (see Question
17% their voice is being heard by the highest 19). Question 8 looks specifically for evidence

decision-makers in the company. Board of board engagement with employees on
information and consultation involve topics covering business strategy, culture
the board not only sharing information and values.
with employees but also listening to
their concerns before making important Benchmark findings
business decisions. While there are We found that 97% of the companies
certain scenarios where employers are assessed (95% in 2023) report on board-
legally obliged to inform and consult with employee information and consultation.
employees (such as redundancy), companies This finding is likely explained by the
that take a broader approach to employee requirement for companies to report
consultation can cultivate an employee base on stakeholder engagement under
that understands and values the company’s Section 172 of the Companies Act 2006.
particular culture and strategy. This question However, only 17% of companies (21% in
looks for companies that recognise the 2023) acknowledge the importance of

80% interconnectedness between board- consultation with employees as a key
employee information and consultation, driver of good mental health.

and workplace mental health. .
Here are two examples of companies

linking board-employee information
and consultation with mental health.

Admiral Group V

£E The Board recognises the importance of engaging with its workforce and does

so through a combination of formal and informal channels. To ensure a two-way
communication platform and an effective means by which the views of the workforce
can be heard, the Board established a UK Employee Consultation Group (ECG) in
2019 with the aim of enhancing and formalising its pre-existing employee engagement
arrangements. For the purposes of Provision 5 of the Code, the ECG is a formal
workforce advisory panel. ...

During 2023, the ... ECG forum remained focused on important issues for employees,
such as hybrid and remote working, remuneration and the cost of living, the
performance management and appraisal processes, ideas on how to improve
engagement, employee morale, attrition and absence, proposals to support mental
health and wellbeing, staff survey results and improving diversity. There were four
scheduled ECG meetings during 2023, with a wide range of topics discussed. 33

Admiral Group, ‘Celebrating 30 years: better together - annual report and accounts 2023’
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NEXT @

££ Maintaining a regular flow of communication with our employees to keep them safe
and well has been more important than ever during the pandemic. ...

It is important that we have an open and honest culture, communicating effectively

with our employees and providing opportunities for them to interact and feedback

ideas and views which are captured and considered in our decision making.

Employees are kept informed of performance and strategy through regular
presentations and updates from members of the Board. NEXT has a number of

effective workforce engagement mechanisms in place across the Group. This includes
an employee forum made up of elected representatives from Head Office who attend
meetings at least twice a year with directors and senior managers. These forums
encourage open discussion on business issues, policies and the working environment. 33

NEXT, ‘Corporate responsibility report to January 2022’2°
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Yes Partial No

Q9. Does the company support the principles of good
work by having a formal position on flexible working?

18%

38%
45%
Due to rounding, the

percentages do not
total 100%.

Flexible working can benefit all employees, Benchmark findings

including those with caring responsibilities. Of the companies assessed, 83% (78% in
Employers that encourage a work-life 2023) report formal commitments to flexible
balance recognise that flexible working working. Over a third of companies (38%)
allows people greater control over how they (38% in 2023) explicitly link the benefits of
meet work and non-work demands. As such, flexible working with supporting workplace
flexible working can be an important way to mental health.

improve employee satisfaction and overall
workforce retention.

Here are two examples of companies
recognising the role of flexible working
in contributing to a healthy working
environment.

Weir Group

@

£E We work hard to support flexible working where it is practicable within Weir’s
global operations. Far more of our employees than ever before are now able to work
from home, thereby ensuring greater flexibility, avoiding commuting and allowing
more time with family. Flexible working supports workplace mental health by
enabling people to organise their time around hobbies, interests, attending medical
appointments or therapy without the need to use paid holiday leave. As the mental
health charity Mind highlights, ‘having control over your hours can improve your work-
life balance’. At Weir we recognise that good working conditions can help to prevent
new mental health problems and support those with existing conditions to get on in
work and thrive. 39

Weir Group, ‘Be you and belong’®

John Wood Group V
€€ Wood is committed to further developing and maintaining ways of working which
result in our clients receiving excellent delivery and simultaneously supports the
wellbeing of our employees. As part of this we seek, where we can, to create some
flexibility in work location and hours such that our teams can fully contribute to

business outcomes, while maintaining a healthy work and home life balance. 39

John Wood Group, ‘Flexible working policy’??
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Q10. Does the company support the principles of good work by

having a formal position on career progression and job adjustment?

Yes Partial

No

Good workplaces can support good
mental health throughout an individual’s
career by offering them opportunities to
make progress and enhance their career
pathways. Good workplaces can also
provide opportunities to make reasonable
adjustments to work schedules, duties and

workload when mental health concerns arise.

Benchmark findings

Of the companies assessed, 97% (92%

in 2023) report on their commitment to
career progression and job adjustment.

Of all the companies, 15% (10% in 2023)
clearly link these commitments to workplace
mental health.

Question 10 looks for companies that
commit not only to providing clear

career progression pathways but also 15%
to accommodating job adjustments and
providing additional support as needed

on mental health grounds. Examples could
include commitments to incorporate mental
health in induction processes or performance
review processes, or to adjust work
schedules or roles to accommodate mental
health needs.

Here are two examples of companies linking
career progression and job adjustments with
mental health.

Barclays

82%

@

3%

€E During 2022, we enhanced our provision of workplace adjustments for colleagues
with disabilities, impairments, mental health challenges or neurodiverse conditions, to
remove or reduce barriers and drive consistency in the support we offer globally. 39

Barclays, ‘Diversity, equity and inclusion report 202223

Centrica

(@

££ Building a more inclusive culture

We support everyone to be their best by embracing ‘good work’ principles and
ensuring wellbeing is considered at every stage of employment. In 2023, we ...
provided secure and good job design as well as career progression. These are key
foundations for worker wellbeing. From recruitment through to retirement, the
different needs of colleagues are considered at each stage of their career. To grow

the diverse talent pipeline we need to succeed, we embrace inclusive recruitment
practices for current and prospective colleagues with initiatives including diverse
shortlists and interview panels wherever possible. ... We also make all reasonable
adjustments for current and prospective colleagues who have accessibility needs -
whether that’s providing extra equipment, tools and training, or adjusting schedules.
Training and development opportunities are a key driver of colleagues unlocking their
potential and boosting wellbeing, so we’ve expanded training to support colleagues at
different moments in their career as well as providing targeted opportunities to under-
represented groups. 39

Centrica, ‘Our health & wellbeing statement 2023’24
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Q11. Does the company support the principles of good work by having
a formal position on anti-bullying and non-harassment, or equivalent?

Yes Partial No
4% Difficult relationships at work can be Benchmark findings
stressful and make a job harder to cope with. We found that 96% (92% in 2023) of the
Important frameworks and publications on assessed companies publish formal positions
workplace mental health, such as the ISO on anti-bullying and non-harassment. Of all
249 45003 standard?® and the World Health the companies, 24% (18% in 2023) link their
) Organization guidelines on mental health policy commitments to workplace mental
at work,?¢ provide clear links between health through recognising that workplaces
good work and the absence of bullying and should have systems in place to prevent harm
harassment in the workplace. We encourage caused by unacceptable behaviour, such as
companies to implement organisational bullying or harassment.
practices aimed at mitigating the impacts .
) . Here are two examples of companies
of these negative behaviours, and to S . )
: . linking anti-bullying and non-harassment
respond actively and appropriately when .
L : with mental health.
incidents of bullying or harassment occur.
72%

Glencore

¥z

£E A focus on wellbeing, anti-harassment and discipline

Our Group Anti-Harassment Standard sets out the mandatory minimum requirements
that must be observed as part of our efforts to protect our people from any form of
violence, discrimination and harassment, including sexual harassment, all of which,

are clearly defined in the Standard. Many industrial assets continue to develop
processes and programmes aimed at further embedding this Standard. Amongst
other requirements, all industrial assets and offices are required to have a documented
leadership statement committing to a safe and inclusive workplace, a locally available
employee assistance programme in place to support employees’ emotional and
psychological wellbeing and to ensure that the periodic health risk assessments, as
outlined in the Group’s Health Standard, include factors that increase the likelihood

of violence and harassment. 33

Glencore, Annual Report 2023%7

FirstGroup

¥z

€E FirstGroup ... is committed to a working environment where everyone is treated
with dignity and respect. Bullying and harassment, victimisation and discrimination
are not acceptable and will not be tolerated. ...

We recognise the physical and psychological harm that can be caused by this type
of behaviour and we will take action when needed to investigate reports and create
a workplace that is respectful and free from abuses of power. 33

FirstGroup, ‘Dignity at work policy’?®
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Governance and management

Q12. a) Has the company assigned board or senior
management responsibility for workplace mental health?
b) Has the company assigned day-to-day operational
management responsibility for workplace mental health?

Assigned board or
senior management

oversight
Yes No
Both oversight and implementation responsibility for mental health strategy
responsibilities are important when and development. Meanwhile, 32% (34% in
managing mental health in the workplace. 2023) of the assessed companies publish
Oversight is necessary to ensure that senior details relating to day-to-day management
management is aware of the business responsibility for workplace mental health,
implications of workplace mental health with this responsibility typically residing with
and is prepared to intervene when needed the health and safety function or the human
(e.g. if there are tensions between the resources function. Some companies have
organisation’s workplace mental health appointed chief medical officers, wellbeing
policy and other business objectives). managers or similar specialist roles to
It is often the case, however, that those maintain operational responsibility for
workplace mental health. 48%

charged with oversight are somewhat
removed from the details of how to manage
workplace mental health effectively on

the ground. It is important that specific
individuals or committees are made
responsible for ensuring that the workplace
mental health policy is appropriately
implemented and that workplace

mental health is effectively managed.

Benchmark findings

Of the companies assessed, 52% (50% in
2023) publish details relating to high-level
oversight through board or senior manager

The results highlight that while just

over two-thirds (69%) of the companies
assessed publish formal policy statements
on workplace mental health, most have
yet to describe the full governance and
management processes they use to ensure
the effective implementation of these
policy commitments.

Here are two examples of companies
that have assigned strategic oversight
and operational responsibilities for
workplace mental health.

52%

Assigned day-to-
day operational

Diageo

@

£E The President, Global Supply Chain and Procurement is the Executive Committee
member nominated as the Diageo Health, Safety & Wellbeing champion. Members of
the Diageo Executive Committee and our Senior Leadership will be responsible for
implementing this Policy within their respective organisations. They are accountable
for its outcome and will specify those responsible for implementing the Policy at all
levels, including senior managers and front-line managers. ...

The most senior person on site is ultimately accountable for the health, safety and
wellbeing of Diageo employees, contractors and visitors at that location, regardless

of function or reporting line. All levels of line management are responsible for making
sure that resources are available to implement the health, safety and wellbeing Global
Risk Management Standards and procedures and ensure that we are all able to comply
with these. 39

Diageo, ‘Health, safety & wellbeing: global policy’?®

management
Yes No
32%
68%
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Haleon

Roles and responsibilities

The Head of Quality .
and Supply Chain

N

As the principal enterprise risk owner for EHSW,
will ensure governance, resources, reporting
responsibilities and oversight to effectively
manage the EHSW risk.

VP Engineering and .
Wellness, Health &
Safety to establish

Monitor and manage EHSW risks within the
business/function in compliance with the global
EHS management framework, including EHS &
Engineering Standards, guidance, tools,
templates and training.

Business Unit (BU) .
General Managers,
Leaders and Site

Take on day-to-day responsibility and
accountability for EHSW management, including
provision of appropriate EHSW governance

complementary
workers and
contractors/visitors

Leaders structures and competent, capable resources.

Line Managers ¢ Ensure that the requirements of this Policy
Statement are in place, understood and
implemented in the area(s) under their
responsibility/control.

Haleon Employees at * Be responsible for their personal health, safety

all levels, and wellbeing and the safety of others by

following the life-saving rules, local site rules and
safety procedures.

Report hazards and incidents through the
appropriate channels.

Local EHS Team .

Implement and maintain the local EHS
Management System including local procedures,
guidance, tools, templates and training and
escalate risks and emerging trends through
appropriate channels.

Haleon, ‘Environment, health, safety and wellbeing: our Haleon policy’°
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Q13. Has the company set objectives or targets for the
management of mental health in the workplace?

Yes Partial No

Objectives and targets are the point at
which policy commitments are translated
into action and where resources and
responsibilities are allocated for their
implementation. Investors place significant
value on published objectives as a sign of
a company’s commitment to continuous
improvement on a specified business
issue. Investors also recognise that
published objectives provide an important
accountability mechanism as they create
an expectation that companies will publish
updates on progress against their stated
commitments.

Benchmark findings

We found that 35% (37% in 2023) of the
assessed companies publish clear mental
health-related objectives and targets.

Of all the companies, 13% (12% in 2023)
provide a clear description of the steps they

are taking to achieve them. Examples of
published objectives and targets include

a certain percentage of managers and a
certain number of mental health first aiders
being trained by year end, the expansion
of a company wellbeing programme across
all employees, and the number of mental
health training hours provided.

The results indicate that publishing
objectives and targets aimed at the
continuous improvement of workplace
mental health is an under-developed
practice for companies in the benchmark.
It is possible that some businesses have set
internal objectives and targets but are yet
to disclose them publicly.

Here are three examples of companies that
publish mental health-related objectives
and targets.

Glencore

¥z

E£E Amongst other requirements, all industrial assets and offices are required to have

a documented leadership statement committing to a safe and inclusive workplace,

a locally available employee assistance programme in place to support employees’
emotional and psychological wellbeing and to ensure that the periodic health risk
assessments, as outlined in the Group’s Health Standard, include factors that increase
the likelihood of violence and harassment. To date, these factors have been included
in the health risk assessments for our ferroalloys industrial assets, Coal Australia
industrial assets and our nickel industrial asset in Sudbury, Ontario. All industrial assets
plan to have these factors included by year-end 2024. 39

Glencore, ‘Annual report 2023’3

13%

22%

65%
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J Sainsbury

(@

Objectives

It's our commitment that ‘every colleague will have access to mental, physical and financial health and wellbeing support that
enable them to make positive and proactive choices to thrive in all aspects of life’.

Objective: By end 2024, all line managers will be trained in mental health awareness. New line managers will be trained within
their first 11 weeks of employment.

Progress: In 2023, we took steps to update our Mental Health Awareness for Managers eLearning and made it mandatory,
signalling the importance we place in line managers having a basic understanding of mental health and the skills to support
themselves and their colleagues. To date over 16,000 managers have completed the training.

Colleague Engagement Survey 2022 2023

Colleagues who feel their line manager takes a genuine interest in their wellbeing (%) 70 73

Objective: From 2023, we'll aim to partner with industry experts to improve the mental health and wellbeing resources available
to colleagues.

Progress: Throughout 2023/24, we collaborated with industry experts to bring colleagues tools and resources that support their
mental, physical and financial wellbeing. These collaborations include; working with Mind on an ‘About Anxiety’ guide to raise
awareness and provide tips on how to manage anxiety, a Summer Wellbeing campaign with Joe Wicks containing exclusive
workouts and recipes to support physical and mental wellbeing, and we created a series of one-page guides with Moneyhelper
to help colleagues manage their money. As we approached the new year, we enlisted the help of Behaviour Change Expert, Dr
Heather McKee on a Healthy Habits Mini Series giving colleagues tips and tricks to form and develop the “skillpower” to make
their habits stick.

Colleague Engagement Survey 2021 2022 2023

Colleagues who say the tools and support offered by Sainsbury’s enable themn to improve their wellbeing

63 65 68
(%)

Looking ahead: We'll continue to monitor progress through our colleague engagement survey with the target to maintain or
improve performance year on year. We will use this information to continually review how best to support colleagues with their
mental, physical and financial wellbeing to ensure we are focusing on the things which matter most to them. Furthermore, we
intend to review our mental health policies and processes to ensure they are fair and robust, whilst also exploring opportunities
to further integrate our wellbeing support throughout the colleague lifecycle by the end of March 2025.

J Sainsbury, ‘Colleague mental health and wellbeing’s?
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Serco Group

(@

What next

e To scale new EAP and mental health support provision to achieve at least 6% EAP utilisation
by end 2026.

e To train 500 wellbeing allies by end 2026.

® SO 45003 certification at >2 operational Contracts with agreed strategy for scaling across
Business Units, whilst maintaining Group certification.

* Retain our CCLA Corporate Mental Health Benchmark Tier 1 status.

* Review of wellbeing services pilot programme within UK Justice & Immigration to inform
global services provision.

e Continued development of Workplace Wellbeing research projects in partnership with
Sheffield University.

Serco Group, corporate website: ‘Health and wellbeing’ page3??

UK 100 Report 2024 43



line managers

Training to

Q14. a) Does the company provide mental health

training to line managers?

b) Does the company provide mental health training
to dedicated individuals (e.g. mental health first aiders)?

Yes

44%

dedicated individuals

No
56%

Training to

Yes

60%

No

40%

Effectively implementing a workplace
mental health policy relies on competent
managers to oversee the process. It also
relies on companies nominating dedicated
individuals who are empowered to become
points of contact for those experiencing
mental ill-health or emotional distress

and to nurture a positive attitude towards
mental health within the organisation.

Line managers and other designated
individuals trained in mental health
awareness are equipped to listen,
reassure and respond appropriately to
workers experiencing mental ill-health.
Having such designated roles within an
organisation ensures that there are people
who are more likely to spot early signs of
distress. These people will also be better
able to direct individuals to relevant
support resources that might prevent
progression to long-term sickness.

It is important to clarify that we regard
mental health training for all employees as
a way of raising awareness, so workforce
training is covered elsewhere in the
benchmark (see Question 15). Question

14 looks specifically at equipping line
managers and designated individuals with

44 CCLA Corporate Mental Health Benchmark

the knowledge and skills to take appropriate
and timely action on mental health issues in
the workplace.

Benchmark findings

We found that 44% (50% in 2023) of the
assessed companies currently report on
providing training to line managers, and
60% (54% in 2023) supply evidence of
training provision to designated individuals,
such as mental health first aiders. Although
this latter figure is encouraging, we urge
more companies to invest in mental health
training for line managers. The World Health
Organization guidelines on mental health
at work strongly recommend providing
manager training as a way of supporting
workers’ mental wellbeing.34

These results indicate that many
companies recognise the importance
of creating a supportive culture around
workplace mental health and investing
in resources to encourage individuals
to seek help.

Here are two examples of companies
publishing details of their mental health
training for line managers or designated
colleagues.



Computacenter V
£E€ Our Healthy Leadership training for managers provides expert advice and guidance
on how to identify signs of individual and team stress and look after the wellbeing of

their team. A new Advanced Healthy Leadership training module is currently being
developed. 99

Computacenter, ‘Annual report and accounts 2022’5

Travis Perkins
S 2

£E The safety and wellbeing of colleagues is the Group’s number one priority, and this
drive to increase the number of accredited MHFAs [mental health first aiders] from 40
to over 250 has been accelerated to proactively manage colleagues’ wellbeing in the
workplace. ...

Our MHFASs play a key role as ambassadors across all areas of wellbeing; to be the first
port of call in the workplace for mental health support for colleagues, raise awareness
and encourage positive behaviours amongst our workforce on a voluntary basis,

and to identify signs of poor mental health and help individuals access professional
support if they need it. 39

Travis Perkins, ‘Travis Perkins plc accelerates mental wellbeing initiatives across the Group’3®
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Q15. a) Has the company developed formal initiatives or programmes

to raise awareness of mental health in the workplace?

b) Has the company developed formal initiatives or programmes to

raise awareness of mental health in the workplace that extend beyond
Formal initiatives or employees and contingent workers (e.g. to customers and/or suppliers)?

programmes developed

Yes Partial No

In addition to having a clear policy on mental Of the companies assessed, 35% (31%

health in the workplace, companies should in 2023) publish details of initiatives that
. develop and implement initiatives aimed extend beyond the workforce to value
12% at raising awareness and promoting an chain partners.
19% understanding of workplace mental health.

Here is an example of one company’s
internal awareness-raising initiatives and
an example of another company’s supplier
initiative to raise awareness of mental
health in the value chain.

Benchmark findings

Of the companies assessed, 69% (75%

in 2023) report multiple awareness-

raising initiatives or programmes. Several
companies have mature initiatives aimed

at increasing awareness and encouraging
proactive, preventative behaviours through,
for example, workforce mental wellbeing
training and internal awareness campaigns.

69%

Customers and/or H ays V

suppliers involved?
Yes No

€€ In support of World Mental Health Day in October 2022, a series of internal
‘Managing Well’ webinars were run for all line managers to learn more about their
own wellbeing and how their role as managers impacts the wellbeing of the team
around them. Over 500 managers attended and given its success, this webinar has
grown to become a half day workshop for all new managers, as part of our people
leadership programme. We have set targets to further increase participation,
including a further 50 managers in the UK.

Recognising that our personal diversity data and life stage impacts our experience
of stress and mental health, this year we are proud to have launched several regular
drop-in sessions in conjunction with our employee network groups for Menopause,
Carers and REACH (recognising and enabling all colleagues and conditions at Hays).
The drop-in sessions provide a safe space to explore lived experience, share ideas
and resources, and support our commitment to an open and inclusive culture.

35%

As part of this vision, we were also delighted to welcome a panel of senior leaders
to our live discussion on stress management to support ‘Stress Awareness’ month
65% in April 2023. The panel openly discussed their lived experience of stress and their
top tips for stress management. 39

Hays, ‘Hays plc annual report & accounts 2023’37
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Associated British Foods

©

£€ In partnership with the British Asian Trust and Sayeeda Foundation, Primark

is supporting a programme to improve mental health awareness in five factories

in Bangladesh. The programme uses results from the MySpace project in India,
which was set up in 2017 and implemented in partnership with St John’s Medical
College, to provide practical support to workers’ mental health, including raising
awareness of, and reducing the stigma around addressing mental health issues in
the workplace. The Moner Kotha (‘mind talk’ in Bengali) program, launched in late
2022, aims to increase awareness of mental health issues, build resilience, self-coping
mechanisms, and provide support for workers in the supply chain through training,
capacity building, awareness-raising, and the provision of mental health information
in the workplace. 39

Associated British Foods, ‘Responsibility report 2023’38
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Q16. Does the company provide access to mental health
services and support either internally or externally?

Yes Partial No
4% It is important for companies to provide that employers are continuing to report on
appropriate support on mental health a variety of support initiatives developed to
to workers through internal or external suit the varying needs within their respective
19% resources. In addition to companies workforces. It is also encouraging that the
having a clear policy on mental health percentage of companies publishing details
in the workplace, we encourage them of at least one mental health service or
to develop and implement a systematic support initiative remained consistently
programme of activity that supports high between 2023 (93%) and 2024 (96%).
this policy. Such services include employee assistance
programmes, occupational health support,
Benchmark findings and on-demand, omni-channel counselling.
Encouragingly, 77% (75% in 2023) of the .
. . . Here are two examples of companies
assessed companies provide workers with . .
) . providing access to mental health services
access to multiple (as opposed to single)
. ) . and support.
mental health support services. It is pleasing
77%
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Tesco

Supporting mental health

We are committed to reducing the stigma attached to
mental health and we are helping to build a better
understanding of ways to improve mental wellbeing.

We continue to enhance our health and wellness
programme, ensuring colleagues get the support they
need, when they need it. We have a wide range of mental
health and wellbeing resources available to colleagues,
including:

—  Wellbeing champions and mental health first aiders: In
the UK we have over 1,000 wellbeing champions. These
voluntary champions promote and encourage wellbeing
activities in the workplace and help colleagues find
wellbeing resources and support. For our colleagues in
the Republic of Ireland and Tesco Bank, we have
enrolled Office, Distribution Centre, and Store Manager
colleagues onto mental health first aid courses.

—  Access to online mental wellbeing tools: As part of our
Vitality offer, colleagues have access to the Headspace
App for more help with managing their mental
wellbeing. Our partnerships with Mind and Green Cross
also provide mental health awareness training to enable
managers to support their team.

—  Promoting the Wellbeing in Retail Guide: Created with
the Samaritans and six other retailers, the guide helps
support those struggling with wellbeing issues. This
online guide provides information to help workers look
after their own mental health, gives advice on how to
support others who may be struggling and signposts
where to go for extra help.

Tesco, ‘Colleague health, safety and wellbeing’*®

N

Providing tools to support our colleagues

Employee Assistance Programmes (EAP) across the
Group provides free and confidential advice and
support on a range of topics.

Workplace adjustments policies: We continue to
review our policies and provide guidance for managers
who support colleagues. In the UK, through an
independent health services provider, we provide
adjustments to colleagues on an individual, unique
basis.

Tesco Angel Charity support in Central Europe: Tesco
Angel is a charity project established to help and
support colleagues in Central Europe, especially those
with health problems or those experiencing difficult
situations. First launched in Slovakia, colleagues in
Czech Republic and Hungary can now access this
health and wellbeing support.

Financial wellbeing: Over 150,000 colleagues have
engaged with our free online financial education
content since 2019, helping to develop money
management skills.

Flutter Entertainment

£E The wellbeing of our employees is one of our key priorities. We provide a
wide range of internal and external resources to support mental health at work.
From mindfulness and meditation health platforms and webinars through access
to wellbeing libraries, employee assistance helpline, Mental Health First Aiders
programme, dedicated Wellbeing Committee membership to Udemy classes and
many more - these are all designed to keep our employees refreshed and on top

of the game. 39

Flutter Entertainment, ‘Wellbeing™°
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Q17. Does the company encourage openness about mental health and

offer appropriate workplace adjustments to workers who require them
throughout their career life cycle (e.g. during recruitment, on-boarding,
career development, performance reviews and return to work)?

Yes No
Mentally healthy workplaces design Benchmark findings
employment processes with accessibility We found that 16% of the assessed
16 in mind, enabling individuals with existing companies (12% in 2023) report on
% mental health conditions to access how mental health is considered during
employment opportunities and to request employment, citing initiatives such as
appropriate workplace adjustments, such including mental health conversations
as skills training, management support during on-boarding, providing
and flexible working. accommodations during the recruitment
) . rocess, and including dedicated wellbein
This question looks to assess whether p. ; ) 9 ) 9
) . discussions during performance reviews. It
companies encourage communication . L
. seems likely that this is an under-reported
and provide support on mental health . ) )
) topic where data is not systematically
throughout the employment life cycle and . )
) ) captured internally, making the area
make reasonable adjustments when required. o
difficult to report on externally.
We encourage employers to adopt a . I
. 9 ploy P Some companies report on accessibility
holistic approach to mental health and . )
) . and recruitment or role adjustment
consider the support that can be provided . ) . . ) . .
. , . considerations in relation to disability. It is
at all stages of an individual’s career with . )
the company. Subbort should start at the not always clear in the reporting, however,
84 pany. supp whether mental health is included in the

point of recruitment and continue through
the induction programme, performance
management reviews, conversations about
career progression, and, where applicable,
meetings about returning to work or about
job adjustments. This question looks for
evidence of management processes rather
than stated management commitments.

50 CCLA Corporate Mental Health Benchmark

company'’s definition of disability. We
encourage companies to clarify that

mental health is specifically considered in
discussions involving workplace adjustments.

Here are two examples of companies’
support for mental health during career
development.



J D Wetherspoon Q

£E We support the well-being of our employees on a wide range of physical and
mental health issues, including those raised at the recruitment stage. Wetherspoon
seeks to make necessary adjustments reasonably required to help our employees
to maintain employment and to ensure that they are not harmed by their work.

The company is committed, at all times, to supporting positive mental health in
the workplace and assisting our employees, wherever possible, with mental health
problems. Our aim is always to encourage positive mental well-being and health
in the workplace (and outside of work) - an important part of the company’s
commitment to being a Top Employer. ...

In addition, any employee can apply to the independent welfare committee for
additional financial, pastoral and/or occupational health support. All requests are
considered and responded to weekly.

We offer a range of flexible working arrangements and hours to support employees
in different stages of their career and life. 39

J D Wetherspoon, ‘Wetherspoon jobs: wellbeing™

Spirax Group V

£E We will support colleagues returning to work after time off for mental health
or wellbeing reasons. This will be agreed on a case-by-case basis. It could include
temporary or permanent adjustments such as:

* Phased returns to work

* Adjustments to role

* New working hours or location

e Changes to the working environment

« Agreeing a Wellbeing Action Plan or other support. 39

Spirax Group, ‘Our Group inclusion commitments: mental health and wellbeing™?
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Employees contribute
to mental health

Q18. a) Are employees given the opportunity to directly contribute
to the design or development of workplace mental health initiatives?
b) Does the company adapt mental health programmes to local contexts?

Adapt programmes
to local contexts

Yes No

22%

78%

in voluntary initiatives but instead seeks
evidence of activities that are instigated

or enhanced by employees. Examples cited
by companies include employee networks
and employee resource groups focusing

on raising the profile of mental health

and organising related activities.

52 CCLA Corporate Mental Health Benchmark

initiatives
Yes No
It is good practice for companies to Question 18b, on adapting mental health
encourage and enable employees to programmes to local contexts, was a new
contribute directly to the design and/or indicator for the benchmark this year. We
development of mental health initiatives added it in order to align the methodology
as this can support a culture of openness more closely with a policy brief published by
about mental health. It is also good the World Health Organization (WHO) and
26% practice for companies to adapt mental the International Labour Organization on the
health programmes to local contexts WHO guidelines on mental health at work.*3
based on an essment of local need
as anass .SS ) @ s We are pleased to report that 22% of
and workforce diversity. ) . . .
companies provide sufficient evidence to
We found that 26% (22% in 2023) of the question. P ap
. offerings for employees impacted by the
assessed companies report that employees . .
. . . war in Ukraine and a framework to enable
have directly contributed to the design . L . )
differentiation of company activities relating
and/or development of workplace mental . .
L . . to mental health. This question looks for
health initiatives. This question does not . . .
) . . companies to go beyond simply reporting on
74 look for evidence of employee participation

different initiatives in different geographies
and instead to describe how they vary their
programmes to meet local needs.

Here is an example of a company involving
employees in the design and implementation
of a workplace mental health initiative and
an example of a company adapting mental
health programmes to local contexts.



Barclays

©

EE We ... have a number of development and mentorship programmes created

and operated by our ERGs [employee resource groups]. One such initiative is our
mentorship scheme developed and run by Reach, the Disability, Mental Health and
Neurodiversity Resource Group. Recognising the unique strengths and experiences
that colleagues with disabilities and/or health conditions bring to Barclays, the Reach
mentorship programme was created to provide and support inclusion to colleagues.
Combining both traditional and reverse mentoring, a senior leader partners with

a more junior colleague who identifies as having a disability or a mental health

or neurodiverse condition. 39

Barclays, ‘Diversity, equity and inclusion report 20224

Mondi V

£ Mondi Bags Ukraine prioritises employee wellbeing, particularly while the Russia-
Ukraine war remains ongoing. We emphasise both the physical and mental safety of
our colleagues, and all outlined measures demonstrate our comprehensive approach:

Regular check-ins and communication about safety help our employees feel
supported and connected. Providing information on safe routes and instructions
for critical situations is a practical way to empower them in navigating the
challenges they face.

Offering psychological services through the Employee Assistance Programme
and local services is a crucial step. Mental health often takes a toll during crises,
and having resources available for employees to seek help is invaluable.

Creating a purposeful and engaging environment is a powerful motivator. It

helps maintain a sense of normalcy and also fosters a strong sense of community
within the workplace. Knowing that our organisation cares about its employees’
families adds an extra layer of support and empathy. In times of crisis, a supportive
workplace can make a significant difference. 39

Mondi, ‘Sustainable by design™®
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Yes Partial No

Q19. Does the company have formal processes for measuring
employee engagement (e.g. confidential pulse survey,
engagement panel) and does this information support
workplace mental health measurement and initiatives?

3%

33%

64%

Effective systems to measure employee
engagement provide near real-time
measurements of satisfaction and can
provide useful insights to management.
Meaningful employee engagement data
can also support the implementation

or adjustment of a company’s mental
health approach.

Benchmark findings

Despite the fact that the assessed
companies almost universally (97%)
measure employee engagement, only

54 ccCLA Corporate Mental Health Benchmark

33% (37% in 2023) describe formal
processes for doing so and indicate how
the resulting data influences their mental
health strategy. An example of such
processes is the use of insights from annual
engagement surveys and pulse surveys

to inform company priorities in relation

to supporting workplace mental health.

Here are two examples of companies’
approaches to measuring employee
engagement and using the resulting
data to inform mental health initiatives.




IMI Q

£E In our 2021 IM| One Big Voice survey, our employees told us they valued more
access to immediate mental health resources. In response, we have introduced an
Employee Assistance Programme (EAP) - a free, confidential programme providing
short-term professional counselling for any work or personal issue. It is also an online
resource hub with access to articles, checklists and advice on a wide range of topics
around work, life, parenting, health and ageing. 39

IMI, ‘Wellbeing™®

Entain

(@

€E In 2022, we took an important step by launching Entain’s first-ever global
wellbeing survey. In partnership with wellbeing specialists at Robertson Cooper,
we conducted a comprehensive health and wellbeing assessment including leader
interviews, focus groups, and a global survey completed by 9,600 colleagues. The
insights we gained are now guiding us to offer tailored and targeted wellbeing
solutions across different markets. Globally, we have identified three priorities ...
to support the well-being of our people in the coming years:

Mental and Physical Health Education: Informing our colleagues on how to take
care of their physical and mental health.

Mental Health Training for all People Managers: Giving managers the tools
to support their teams, creating a culture of trust and psychological safety.

Creating a Resilient Workforce: Providing colleagues with the skills and knowledge
to build mental fitness and support stress management. ...

The results of our Global Wellbeing Survey uncover a correlation between manager
conversations and levels of burnout. Our colleagues who regularly have open
conversations with their managers are less likely to experience burnout. Acting on this
finding, we rolled out Workplace of Tomorrow, a mental health programme designed
to give people managers the tools to support their teams and create a culture of trust
and psychological safety. ...

Our Global Wellbeing Survey showed that personal resilience is a common driver for
good mental health, productive workdays, advocacy, and performance. In response to
this, we are developing Entain’s resilience programme, using a human-centred design
technique that places our people at the centre of the development process. ...

In parallel with our global campaigns, we are using the insights of our Global Wellbeing
Survey to inform local initiatives. Across all our locations, we are developing tailored
and targeted activities based on the country-specific needs of our people. 33

Entain, ‘Well-me: wellbeing at Entain™’
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Q20. Does the company independently assure its mental health
management system against a recognised framework or standard?

Yes Partial No
[ |
2%
Mental health assurance or accreditation The number of partial points available
9% schemes, against standards such as ISO changed from five to three.
45003,%8 ide f ks f i )
provide frameworks tor managing We have not included year-on-year data
workplace mental health and support . .
) ) : ) for this indicator as it is not comparable.
companies seeking to improve and test their
approach. They can also play an important We found that 2% of the assessed
role in promoting higher standards and companies report that they have achieved
driving best practice. independent assurance of their mental
health management system against ISO
Benchmark findings 45003:2021. Given the relatively recent
This question was adjusted this year to introduction of the standard, we anticipate
align the methodology more closely with that the proportion of companies seeking
the World Health Organization (WHO) and third-party assurance will increase over time.
International Labour Organization policy .
) T Here are two examples of companies
brief on the WHO guidelines on mental . : )
. ) reporting on their approach to independently
health at work.*® The main alterations were: . .
assuring their workplace mental health
The requirement for full points changed from programmes to ISO 45003:2021.
disclosure of multiple assurance standards
to evidence of third-party ISO 45003:2021
89% certification (covering occupational health

and safety management, and psychological
health and safety at work).
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Serco Group

(@

We don't believe in marking our own homework so have sought to measure ourselves against the highest industry recognised
standards to demonstrate our commitment to your health and wellbeing and identify opportunities for us to go further.

Corporate

Mental Health 1ISO 45003

Benchmark
Pschological health and
safety at work

Corporate Mental Health Benchmark ISO 45003

The CCLA corporate mental health benchmark measures us ISO 45003 is the accreditation for management of Psychosocial

against the other top 100 companies based in the UK. We're Risks in the workplace and is considered the gold standard for

thrilled to be 1 of only 2 that have been ranked in Tier 1 for 2 workplace wellbeing. We're proud to be the first global

successive years. organisation to achieve this standard and are currently auditing
several frontline contracts against the standard.

Serco Group, ‘Safe, healthy and thriving colleagues’®

Vodafone Group &

€E Vodafone Egypt became one of the first companies in the Middle East, as well as in
our Vodafone markets, to be verified against ISO 45003:2021 for psychological health
and safety at work. 39

Vodafone Group, ‘Annual report 2023’5
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Company participation

Leadership and innovation

Q21. a) Does the company participate in industry or
academic initiatives or partnerships aimed at promoting

positive workplace mental health?

b) Does the company engage customers and/or suppliers in initiatives
or programmes aimed at promoting positive mental health?

Yes Partial No

7%

18%

75%

Customer and/or
supplier engagement

Yes No

19%

81%

Workplace mental health is a collective
matter for businesses and their industry
sectors, as well as being an individual
concern for companies to manage.
Making progress and raising standards
internationally requires individual
companies to:

e support academic research and other
development programmes to improve
workplace mental health

¢ share their knowledge and expertise
with their industry peers

e support public policy debates around
workplace mental health

e support industry and stakeholder
initiatives directed at improving
workplace mental health.

Benchmark findings

Of the companies assessed, 25% (32% in
2023) report on their participation in industry
or academic initiatives or partnerships aimed
at promoting and improving mental health

in the workplace. To receive the maximum
score, companies need to demonstrate

not only that the initiative or partnership

has a clear mental health dimension but

also that the company plays a substantial
role through dedicating reasonable time,
resources or expertise.

We found that 19% of the companies (24%
in 2023) demonstrate their involvement

in initiatives or partnerships that extend
beyond the workforce to include customers,
suppliers and/or communities.

Here are two examples of companies that
participate in industry initiatives or academic
partnerships aimed at promoting workplace
mental health.

BP

€€ Partnerships for public health

In 2023 we built on our earlier work with Georgetown University, US, to identify
opportunities to build partnerships to support mental health and wellbeing.

These included:

An academic partnership with John Hopkins Bloomberg School of Public Health to
study the impact of one of our ongoing health and wellbeing initiatives called WELL,
with the first results of this study expected in 2024. The learnings from this study are
expected to inform scientific literature on community health and wellbeing.

A collaboration between our regional US health team in Houston and the Greater
Houston Partnership, to identify knowledge and resource gaps related to mental

health in local businesses. 39

BP, ‘Sustainability report 202352

©
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Balfour Beatty

£ £ Balfour Beatty continues to support and co-chair the Health in Construction
Leadership Group (HCLG) and actively participates in its sub-groups. Building on the
organisation’s strong affiliation with construction mental health charity Mates in Mind,
colleagues from Balfour Beatty took over the chair of the Mental Health Working
Group in 2022. ...

Balfour Beatty US took an active part in Suicide Prevention Awareness Month in
September to raise awareness of mental health and to create a supportive culture
where colleagues and supply chain partners can help support those experiencing
mental health challenges. In addition to hosting a suicide prevention webinar with
the founding leader of the Construction Industry Alliance for Suicide Prevention
(CIASP) Balfour Beatty launched a new dedicated mental health website, Suicide
Prevention Awareness, to provide ongoing support to those experiencing difficulties.
It is designed to connect individuals to leading support organisations and associated
resources, and is available to employees and supply chain partners in both English
and Spanish. ...

In the UK, Balfour Beatty maintains a strong partnership with Mates in Mind, and
cohosted a stand at the Safer Highways Live event. Balfour Beatty supports the
charity’s ambition to tackle mental health in apprentice populations. Committed to
relentless collaboration wherever it operates, and recognising the vital importance of
charities, contractors and industry groups working together to tackle mental ill health,
Balfour Beatty worked with supply chain partner Ford, to support the launch of the
mental health campaign ‘Make it Visible’. 39

Balfour Beatty, ‘Annual report and accounts 2022’53

©
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Q22. Does the company provide examples of employee
communications on workplace mental health?

Yes Partial No

Companies should encourage openness and
transparency about mental health across
their organisations. Providing opportunities
for employees to share personal stories and
to participate in internal campaigns can be
27% helpful in engaging employees and other
audiences on the issue of mental health.

34%
40% Benchmark findings
Of the companies assessed, 74% (67%
Due to rounding, the in 2023) publish examples of employee
percentages do not A .
total 100%. communications related to mental health.

Of all the companies, 40% (37% in 2023)

LI R T T

o v b=l L

o ws Wil

provide multiple examples of continuous

and sustained communications or substantial
disclosures. The examples provided include
social media posts on mental wellbeing and
company website articles in which employees
share their lived experiences of mental health
challenges or self-care activities.

Here are two examples of companies’
approaches to employee communications
where colleagues’ personal stories on mental
health are shared to encourage openness
about, and raise awareness of, mental health.
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NatWest Group

perking hare | Mot gur paopls / Coming i berms with asity

Mast sur people

Coming to terms
with anxiety

ager in our People and Trar ten furs

s diegnosed

arked the end of anme painful jour « start of an

igraines.
. but nothing
| knew thot |

NatWest Group, ‘Coming to terms with anxiety’s*

Lloyds Banking Group

LLOYDS BANK Menu

Mental Health >

Atale of transformation

Su Pilinger, a Lloyds Bank employee, shares her mental health joumey.

Hitting rock bottom

“I remember the overwhelming feelings of emptiness and fear that | experienced when | was in the grip of my breakdown. | couldn't sleep, had zero appetite and had no
interest in anything going on around me. As a bubbly persan, I realised very early on that this was maore than simply ‘being stressed”.”

An understanding ear

“Iam forever grateful for the support from my then-line manager, who had personal experience of a similar condition. He went out of his way to ensure | could retumn to
work in a safe environment without too much pressure to get straight back to my normal routine.”

Committed to helping others

“By regularly talking about my condition and learning new ways to cope with situations, | am now in a great place and proud to be a mental health advocate.”

Su Pillinger ~ Lioyds Bank empioyee

Lloyds Banking Group, ‘Mental health in the workplace’>®

UK 100 Report 2024

61



Performance reporting and impact

Q23. Does the company publish details of its mental health
approach in its annual report and accounts (or equivalent)?

report and accounts (or equivalent).
However, only 16% of all the companies (16%
in 2023) provide comprehensive reporting
on the commitments they have made and

actions they have taken to safeguard and
support workplace mental health.

Yes Partial No
The annual report is an important corporate Companies that provide comprehensive
document disseminated to shareholders reporting on workplace mental health
b= 149 that provides an account of the company’s typically include:
% financial condition and operations over the )
. ) * an expressed management commitment
previous year. We encourage companies to to workolace mental health
publish details of their workplace mental P
health strategies so that shareholders and * a clear position on the company’s expected
other stakeholders can evaluate how the standards of workplace mental health
company’s board is managing the business .
) pany . ging » a clear description of the governance
risks and opportunities presented by ) :
framework in place for managing
mental health. ) .
workplace mental health, including
N board or senior management oversight

Benchmark findings 9 g
We found that 86% (86% in 2023) of the * a commitment to continuous improvement
assessed companies publish workplace and public reporting on performance.

N mental health disclosures in their annual )

70% Here are two examples of companies

providing a comprehensive account of
workplace mental health strategies within
their annual report.

Imperial Brands
ESG REVIEW continued

To capture diverse perspectives, we
established a Wellbeing Working Group,
which included representatives from
different functions and regions. This
approach ensured that all areas of the
business were involved during the
wellbeing strategy development and
that the final plan resonated with
various stakeholders.

Looking ahead, we plan to establish
clear metrics and leading indicators for
measuring performance in wellbeing.
By tracking the impact of our
initiatives, we will be able to assess
their effectiveness and identify areas
for improvement. This data-driven
approach ensures that our Wellbeing
strategy remains relevant, impactful
and continually evolving to meet the
needs of our people.

In May 2023, together with our
Disability Employee Resource Group
(ERG), we held two events focused on
the importance of our wellbeing,
specifically targeting anxiety and fear.
An external anxiety specialist delivered
the session and our people were
encouraged to share their experiences
with anxiety in and outside the
workplace, promoting openness and
reducing mental health stigma.

In FY23, 47 employees from nine
factories received mental health
training. As Wellbeing Champions,
they can now better identify the signs
of stress, anxiety and depression in
themselves and others, how to practise
active listening, and to offer support
through local networks.

¥z

We will continue to develop our
approach and strategy for wellbeing
in FY24.

0]

ur Wellbeing Plan:
Develop KPIs to measure
our performance.

- Foster a mentally healthy

culture by incorporating
these principles into
People Leader training.

+ Run reqgular initiatives to raise

awareness of mental health
issues at work.

+ Enable local sites to design

Imperial Brands, ‘Driven by a challenger mindset: annual report and accounts 202356

and implement initiatives
addressing local wellbeing
needs.
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BT Group

Taking care of our team

The wellbeing of our people has always
been at the heart of how we do business.
It’s in our code: “We always put wellbeing
and safety first”. It’s also in our Health and
Safety policy statement. Our strategy is
to build a team of fulfilled, safe, happy
and healthy employeesin a culture where
everyone can thrive.

This year we published guidance on
fulfilling the physical, mental and cognitive
needs and expectations of our peoplein
relation to their work. We also launched a
psychological risk assessment tool to help
our managers and safety professionals
identify roles and ways of working that
could potentially harm our employees’
mental health. This was part of meeting our
obligations under the Health and Safety at
Work Act 1974, and aligns to the recently
published ISO45003 (‘Occupational health
and safety management - Psychological
health and safety at work’).

We’re a founder member of the World
Wellbeing Movement. This is a coalition of
global leaders from business, civil society
and academia who’ve committed to put
wellbeing at the heart of decision making
in both business and public policy. We’re
also an active member of the European
Telecommunications Network Operations
Association, inputting to the recently
announced commitment to protecting all
telecommunications workers from violence
and harassmentin the workplace.

BT Group, ‘Annual report 2023’57

N 4
S 4

To minimise risks to our colleagues’
health and improve attendance, we have
strong health assessment processes

and safe systems of work in place. In line
with regulations, we run surveillance
programmes for colleagues doing jobs
that might affect their health, for example
around vibration and noise.

We continue to set targets for measures
of health and wellbeing, the performance
of which are reported to the Executive
Committee and Board. Sickness absence
rate was 3.87% and work-related mental
ill health was 8.3%, a 19% reduction over
last year.

Accelerating our pay award

As part of our 2023 pay review —and
following discussions with our unions —

we agreed to move forward a pay increase
from April to January to help support
colleagues facing increased living costs
from rising inflation and interest rates.

We also awarded a consolidated cost

of living pay rise of £1,500 to 85% of our
UK workforce —all our team member and
frontline grades and more than half of
UK managers.

We wanted to reach as many of our people as
possible with a genuinely meaningful raise.
Combined with the April 2022 increase, in
FY23 we delivered a total salary increase of
15% to our lowest-paid colleagues.
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Q24. Does the company report on progress against
its objectives or targets related to mental health?

Yes Partial
5% In addition to companies having clear in Question 13). We found that 15% (10% in
policy commitments and management 2023) of the assessed companies provide
15% practices, we encourage them to develop comprehensive reporting on their progress
reporting criteria for workplace mental against objectives. Examples of reported
health and to publish details of their progress progress include more managers being
against objectives or targets. Reporting trained in mental health, expansion of the
against objectives serves as an important scope of mental health initiatives, and
accountability mechanism. a reduction in the incidence of mental
health-related occupational illness.
Benchmark findings )
. . ) . Here are three examples of companies
This question was only scored if companies . . )
L ) reporting on progress against their
had reported formal objectives for managing L.
: mental health-related objectives.
mental health in the workplace (as evaluated
80%
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Savills

Savills UK Sustainability Targets

4

Objective Measure Target Target Year Status Page
reference

1 Undertake an annual “wellness programme” Action Undertake programme Annual Achieved 13

P Eazmrgsghat we have trained mental health champions across the Number of champions 200 2023 Progressing 3

3 Un_dertake a Health and Wellbeing gap analysis on three of the Number of gap analyses 3 2023 Achieved 13
existing Savills UK workplaces

4 Implement Health and Wellbeing minimum standards which apply 9% of office fit outs 100% 2023 Progressing 3
to our UK workspace fit outs over a specified size

5 Maintain an Employee Assistance Program, rated as Excellent Rating Excellent Annual Achieved 13

6 Support our staff through every stage of their career with relevant Action Complete review 2023 Achieved .14
development, training, policies and benefits at each stage

7 Achieve Level 3 Disability Confident Employer award and at least Action Level 3 2023 Progressing 7

maintain that level thereafter

Savills, ‘The multiplier effect: sustainability and society report 2022’58

Sage Group

By making wellbeing, and health and safety
second nature to everyone at Sage, we
ingrain a supportive environment where
feel psychologically safe and
supported to take care of their wellbeing
and the wellbeing of their colleagues.

coll

Rollout our Colleague Assistance
Programme (CAP) in all countries
by 2024

¢

As of July 2023, we’ve expanded our CAP to include countries without local

provision: Belgium, France, India, Israel, Kenya, Malaysia, Morocco, Namibia,
Nigeria, Romania, and Singapore.

Double the number of Healthy Mind
Coaches by 2025

Sage Group, ‘Sustainability and society report 2023’5

Currently 93 Healthy Mind Coaches globally, on track to have 120 by FY25.

SSP Group

Commitment 8:

Protecting safety and wellbeing

Each year, ensure appropriate
activities to support
colleagues' physical, mental
and financial wellbeing, in line
with our global wellbeing
framework, are in place across
all our operating regions.

SSP Group, ‘Sustainability Report 2023’¢°

Yearly target: 100% markets withinitiatives

97% )

In 2023, 97% of markets had
wellbeing programmes in place,
including 17 with comprehensive
activities coveringmental,
financial and physical wellbeing.
16 have at least one type of
wellbeing programme in place.
One of our smaller markets is

inthe process of developing
localinitiatives.

<

Work with markets to continue
improving colleague wellbeing
offering coveringmental,
financial and physical wellbeing.

Continue to strengthen safety
incident reporting against
standardised KPIs and accident
categories and report them
externally from 2024.

UK 100 Report 2024 65




Proportion of line
managers trained

Q25. a) Does the company report on the proportion of

line managers that are trained in workplace mental health?
b) Does the company report on the proportion of dedicated
individuals that are trained in workplace mental health?

Yes

18%

Proportion of dedicated
individuals trained

No

82%

Yes

44%

No

56%

The effective implementation of a mental
health strategy and practices relies on
managers and dedicated individuals who
are competent and confident to oversee
the implementation of initiatives and to
encourage people to talk freely about
their mental health. In doing so, they can
help to reduce stigma and encourage
early intervention. We encourage
companies to invest in the provision of
mental health training for line managers
and for dedicated individuals as part of
the effective implementation of their
workplace mental health programmes.

Benchmark findings

In total, 18% of the companies assessed

(15% in 2023) report on the proportion of
line managers trained in workplace mental
health, and 44% (37% in 2023) report on the
proportion of dedicated individuals (typically
mental health first aiders or champions) who
receive such training.

The reported figures are lower than those
for the numbers of companies that publish
details on the provision of mental health
training to line managers and dedicated
individuals (44% and 60%, respectively; see
Question 14). Rather than indicating a lack of
performance monitoring relating to training
provision, this disparity could simply reflect
the fact that companies have only recently
been expected to report this data.

We anticipate that as businesses evolve
their performance monitoring on workplace
mental health, more will report quantitative
performance data on training specifically
for line managers and dedicated individuals.

Here are two examples of companies
reporting on the numbers of line managers
and dedicated individuals trained in
mental health.

Unilever

©

€€ In 2023, over 2,000 line managers and nearly 1,000 employees underwent

training on psychological safety. ...

We’'ve trained almost 4,000 employees globally to become mental health
champions since we launched this programme at the end of 2020. 93

Unilever, ‘Employee health and wellbeing’®

Whitbread

¢

£E We have continued to invest in Mental Health First Aiders, with 121 people
trained across our Operations and Support Centre. ...

Over 2,000 line managers completed online learning modules, helping them
to identify issues and support their teams’ and their own wellbeing. 39

Whitbread, ‘Environmental, social and governance report 2022/23’62
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Q26. Does the company report on the uptake
of its mental health programmes or initiatives?

Yes Partial No

The effective implementation of a mental
health strategy relies on the active
participation of employees in workplace
initiatives and programmes. Companies
should monitor and track employee uptake
to help assess the impact of their mental
health and wellbeing approach and to inform
future priorities.

Benchmark findings

Of the companies assessed, 18% (14% in
2023) report on the uptake of multiple
mental health initiatives or programmes,
and 1% (19% in 2023) provide limited data
or partial reporting linked to a single initiative
or programme. We hope that companies
tracking this data will be able to use it to
think strategically about their investment in
mental health initiatives. Examples of uptake
figures include the number of colleagues

accessing wellbeing services, the number
of EAP (Employee Assistance Programme)
cases; and the number of colleagues taking
part in awareness-raising activities.

While 29% of companies report on the
uptake of at least one mental health
programme or initiative, this figure

is significantly lower than the 88% of
companies that conduct such initiatives
(as evaluated in Question 15) and the 96%
of companies that offer access to mental
health support services (as evaluated in
Question 16). We continue to encourage
companies to monitor and report on the
uptake of their various mental health
programmes and initiatives.

Here are two examples of companies
reporting on the uptake of their mental
health support services.

Centrica

(@

€€ Our MyHealth package of support performs strongly in providing the right
support at the right time. In 2023, we made over 80,000 positive interventions which
was 18% higher than the previous year. We see colleagues who engage the service
achieve positive results, such as improving overall wellbeing scores, BMI [body mass
index] and sickness absence. Moreover, 55% of colleagues who used the service were
able to return to work earlier than clinical norms. This equates to around £6.5 million
in estimated savings from reduced absence. Colleagues with a health-related issue
rated the service very highly with an NPS [net promoter score] of +86, whilst 90%

of employees who provided feedback rated the service as effortless to use. ...

Key communication campaigns gained good cut-through with colleagues. For
example, our ‘Take 10 for your mind’ campaign led to a 15% increase in visits to use

the wellbeing app. ...

Our Code training was completed by 96% of colleagues which was relatively level with
our 2022 score of 98%. This ensures strong awareness and commitment to uphold key
principles that protect and enhance wellbeing. 33

Centrica, ‘Our health & wellbeing statement 202363

M%

18%

71%
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Experian

(@

Raising awareness during Your Mind Matters Week

Our annual mental health awareness campaign, Your Mind Matters Week, which takes place during
the week of World Mental Health Day, reached more than 4,000 colleagues and included around 60
activities across our regions in October 2022, championed by our network of Mental Health First Aiders.

For example, more than 1,700 people in our EMEA/Asia Pacific region joined a series of six Connect &
Learn Mental Health Education sessions, rating them 4.5/5 for helpfulness on average.

To further support our people, in April 2022 more than 210 employees in Experian Asia Pacific took
part in a webinar on making the most of your energy to avoid risk of burnout, with 98% finding it
helpful.

Taking a pause for mental health in Brazil

We started a new movement as part of our holistic ‘Respire’ (‘Breathe’) physical and mental wellbeing
programme in Brazil this year. The Pause movement invites employees to take breaks from their routine
during the day to connect with themselves.

We took steps to create an environment to facilitate this for the 2,000 employees working in our offices,
who represent almost half our workforce in Brazil. More than 280 employees paused for one of the quick
massage sessions we offered in October 2022, around 1,500 people joined a talk on the importance of self-
care and 985 took part in a session on coping strategies, mental health, empathy and emotional intelligence.

Experian, ‘The power of you: diversity, equity and inclusion report’®4
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Q27. Does the company use key performance indicator(s) to measure
and report on the impact of its workplace mental health strategy?

Yes No

Workplace mental health management We appreciate that companies need time to
is a complex matter and health data reach a level of confidence in the accuracy
are sensitive. It is important, however, and reliability of their data before publishing. 14%
for companies to be able to develop Companies typically undergo a process of
appropriate performance metrics to refining the internal systems they use to
measure the impact of their mental health capture and collate their metrics. In addition,
strategies. The purpose of this question is the sensitive nature of some performance
not to be prescriptive about the metrics that metrics may mean that companies choose
should be adopted. Companies themselves not to report them publicly.
are best p!ace_d to deqde which qualitative The intention of this question is to highlight
and quantitative metrics are most relevant .
to their own workforce and strategies. examples of compan_y KP.IS “hked to mgntal

health so that, over time, it will be possible
Benchmark findings to build _a body of knowledge on the metrics
Our assessment found that 14% (11% in Eon?&an;?s L:_se TO measure workplace mental
2023) of the assessed companies report calth ertectively.
on mental health-related key performance Here are two examples of companies that are
indicators (KPIs). However, some companies developing metrics to measure the impact of
have indicated that they are in the process their mental health strategies.
of publishing metrics, while others’ metrics 86%

are reported internally but are not publicly
disclosed. We encourage companies to
evaluate the effectiveness of their workplace
mental health programmes using appropriate
performance metrics.
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BT Group

Our wellbeing
performance

ONS Wellbeing Measure: How satisfied
are you with life nowadays? (%)

Overall sick absence percentage
%)

BT Group, ‘Wellbeing report 2024’65

Employee Assistance Programme (EAP)

Overall utilisation p.a. (%)

Mental health sick absence

percentage (%)

FY23

Peer2Peer

Network Trained Volunteers

Accumulated total of managers trained

in Mental Health Concise

Employees citing work related as their reason
for contacting EAP p.a. (%)

VHG employees recovered after completing
treatment: target 96% (%)

Fy23 97.4

FY22 96.5

Peer2Peer
Network Awaiting Training

FY23

Accumulated total of managers trained
in Mental Health Embed

FY23

J Sainsbury

J Sainsbury, ‘Colleague mental health and wellbeing’¢®

(@

Key achievements

68%

73%

Tier 2

16,000+

of colleagues tell us our mental
health and wellbeing tools enable
them to improve their wellbeing.
+3 points vs previous year

of colleagues feel their line
manager takes a genuine interest
in their wellbeing. +3 points vs
previous year

We maintained our position as a
Tier 2 employer in the 2023 CCLA
UK Mental Health Benchmark.

line managers have completed
Mental Health Awareness
training. 10% of the total workforce
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Chapter 4

About the benchmark

Aims and objectives

The CCLA Corporate Mental Health
Benchmark is designed to evaluate how
listed companies approach and manage
workplace mental health based on

their published information. It provides
institutional investors with an account of

a company’s management and associated
disclosure practices on mental health,
thereby acting as an important accountability
mechanism for investors. Annual benchmark
assessments allow stakeholders to track a
company’s absolute and relative progress
over time.

The aims of the benchmark are to:

* ensure that corporate efforts are directed
towards activities that positively support
the mental health of people at work

e encourage greater disclosure on
workplace mental health and enhance
understanding of the business risks
and opportunities presented by mental
health among private sector employers

¢ equip investors and other stakeholder

with a tool for assessing the effectiveness
of corporate management of business
risks and opportunities associated with
mental health across global operations
define important expectations on
workplace mental health, providing
investors with an accessible way to
understand and evaluate corporate
practices.

Governance

The CCLA Corporate Mental Health
Benchmark has been developed with
the support of external experts.

Chronos Sustainability, a specialist
sustainability advisory firm with expertise
in benchmark initiatives, is responsible
for advising CCLA on the design and
development of the benchmark, for
conducting the independent company
assessments and for analysing the
findings from the data.

An Expert Advisory Panel, comprising
independent workplace mental health
experts and specialist practitioners,
supports CCLA and Chronos Sustainability
on the development of the benchmark.
The panel comprises:

¢ Elizabeth Sheldon, CCLA (co-chair)

¢ Lord Dennis Stevenson CBE (co-chair)
» Dr Richard Caddis, BT

* Paul Farmer CBE, Age UK

* Remi Fernandez, United Nations
Principles for Responsible Investment

e Dr Shekhar Saxena, Harvard T.H. Chan
School of Public Health

e Dr Junko Umihara, Showa Women'’s
University

The panel is responsible for:

e ensuring that the benchmark - including
its assessment criteria and scoring
methodology - is credible, robust and
based on the best available knowledge

* providing independent technical
guidance on workplace mental health

* reviewing the positioning of the
benchmark’s overall findings

* supporting the effective dissemination
of the benchmark’s findings

e guiding the refinement of the benchmark’s
criteria and scoring for future iterations.
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Evolution

Genesis

CCLA’s mental health engagement
programme was launched in February

2019. A set of ambitious but workable

‘best practice’ measures were created,
inspired by the recommendations set

out by the government-commissioned
‘Thriving at work’ review®” and the input

of senior representatives from Public

Health England, the mental health charity
Mind and other leading thinkers on the issue.

The five measures were:

‘I Establish a mental health at work plan
that outlines the approach to improving
and protecting the mental health of
employees and regular contractors.

2 Promote mental health awareness
among employees and clearly
signpost the support provided.

3 Integrate mental health safeguarding
into a) job design and b) workplace
conditions.

4 Train managers to recognise mental
health issues.

5 Monitor and report on employee
mental health and wellbeing.

These measures were put to a select

group of CCLA’s investee companies which
together had a workforce of approximately
400,000 people. While some businesses

had gone above and beyond the legislated
minimum standards, others had made little or
no progress. At the time, CCLA was advised
that it was the only investor asking questions
of companies about mental health.

Covid-19 gave the engagement programme
a new impetus and, in April 2020, CCLA
formed a coalition of investors representing
£2.2 trillion in assets under management.

We wrote on their behalf to the CEO of every
FTSE 100 company. The letter urged these
business leaders to protect the mental health
of their employees during the pandemic.

Seventy-four companies replied, and there
were wide disparities in the quality of the
responses we received. Despite evidence
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of some good practice, there were few
signs of a strategic, structured focus on
mental health. This was in sharp contrast
to companies’ management approaches
to safeguarding employee physical health
and safety.

From these engagements, it became
apparent that improvements in corporate
practice were required, alongside greater
transparency, more disclosure and more
comprehensive reporting on mental

health. These findings led us to explore

the development of a corporate benchmark
as a tool for defining the expectations of
companies in this space.

Consultation and academic review

In December 2020, CCLA launched a public
consultation on a proposed corporate
mental health benchmark. The consultation
document outlined a management systems
framework designed to ensure that the
benchmark paid particular attention to the
internal governance conditions necessary
to change and shape corporate actions on
mental health in the workplace. We received
written responses to the consultation from 74
(primarily European) stakeholders including
investors, companies, academics and civil
society organisations.

In developing the benchmark, we mapped
27 key reference sources (see Chapter 5, on
alignment with international frameworks and
norms) and used them to create a set of 30
distinct assessment criteria.

‘Road test’, pilot and
inaugural benchmark

In June 2021, we began testing the first
iteration of the CCLA Corporate Mental
Health Benchmark. Thirty assessment

criteria were road-tested on the published
information of six UK companies. In July 2021,
the findings were shared with the Expert
Advisory Panel, resulting in some minor
modifications to the assessment criteria.



In August and September 2021, we
conducted a pilot assessment of 30 UK-
listed companies based on their market
capitalisation (as at 31 August 2021) and
the size of their workforce (more than
15,000 employees). These companies
represented a combined workforce of
more than 3 million employees.

The pilot benchmark was published on
22 December 2021 as an anonymised
ranking, with companies also receiving
confidential reports of their individual
scores and bespoke recommendations.
The 2021 pilot benchmark report is
available on the CCLA website.®®

The assessment criteria and scoring

were further refined in consultation with

the Expert Advisory Panel. The changes
were designed to provide more granularity
in the data output and to eliminate the

risk of double counting. As a result, three
criteria were removed and minor refinements
were made to two of the criteria. The 2022
benchmark assessment criteria were then
published on the CCLA website.®®

Prior to the assessment period, CCLA

wrote to the 100 UK companies and the

100 global companies in the scope of

the 2022 CCLA Corporate Mental Health
Benchmarks to inform them of their
inclusion and to share the benchmark
assessment criteria and programme timeline.

The first UK 100 benchmark report was
published in June 2022.7°

The first Global 100 benchmark report
was published in October 2022.

Second annual benchmark

In November 2022, the Expert Advisory
Panel agreed to make some minor
modifications to the criteria wording and
the scoring ahead of the 2023 assessments.
The changes and the reasons for making
them are detailed in the 2023 benchmark
assessment criteria, published on the

CCLA website in February 2023.72 As a
result of these adjustments, the overall
maximum score available reduced from
222 points in 2022 to 212 points in 2023.

Following the publication of the updated
criteria, CCLA notified all companies of
their inclusion in the 2023 benchmarks
and shared the benchmark assessment
criteria and programme timeline.

The second annual UK 100 benchmark
report was published in June 2023.73

The second annual Global 100+ benchmark
(now assessing 110 companies) report was
published in October 2023.74

Third annual benchmark

In September 2023, the Expert Advisory
Panel approved some minor revisions

to the benchmark assessment criteria,
including adjustments to align the
methodology more closely with the
recommendations in a policy brief published
by the World Health Organization (WHO)
and the International Labour Organization
(ILO) on the WHO guidelines on mental
health at work.”®> Further details of the gap
analysis undertaken between the CCLA
Corporate Mental Health Benchmark criteria
and the recommendations in the WHO and
ILO policy brief are available in the 2023
Global 100+ benchmark report.”® The criteria
updates resulted in an additional five points
being made available so that the overall
maximum possible score increased from

212 points in 2023 to 217 points in 2024

(see Appendix 1for a breakdown of the
scoring system).

The revised 2024 benchmark

assessment criteria were published on

the CCLA website in January 2024.”7 CCLA
subsequently notified companies of their
inclusion in the 2024 benchmark, flagged
the updated methodology and set out the
assessment timeline for the year.
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Assessment process

Between 1 March and 3 April 2024, the

101 companies in the 2024 UK benchmark
were independently assessed by a team of
13 research analysts and quality reviewers
who had been trained in the benchmark
methodology and scoring approach.

The focus of the evaluation was on

each corporate entity rather than any
subsidiary companies. The assessment
aim - mirroring investors’ interests - was
to evaluate how companies are managing
workplace mental health across group
operations. Where corporate data was
not readily available, scores were awarded
to companies managing workplace
mental health within specific markets

or subsidiaries for certain questions.

The assessment involved a review of

the material available at the time of the
assessment on companies’ corporate
websites, in their annual and sustainability
reports and other relevant publications, in
press releases available via their corporate
websites, and on social media. Scoring
was not given for information that was:

¢ published more than two years
ago (except in the case of a
policy statement or equivalent)

The 2024 assessment process

Step 1: 1 March -

independent assessment
by 13 research analysts

.
.
.

* published after the date of the
assessment period

* published through third-party sources

e available only in a company’s private
domain.

The reason for these exclusions is that
the core objective of the benchmark
is to encourage companies to provide
a transparent and accurate account of
their current approach to workplace
mental health.

Between 3 and 23 April 2024, the
companies were invited to review and
comment on their preliminary assessments
via an online portal and to highlight any
evidence that had been overlooked or
misinterpreted during the assessment phase.
In total, 56 companies provided feedback on
their preliminary assessment. Subsequently,
the scores of 37 companies were revised
before the scoring was finalised.

In May 2024, the Expert Advisory Panel
convened to review the findings of the 101

UK company assessments. The panel was also
invited to review the draft benchmark report
prior to its publication on 17 June 2024. On
the date of publication, each company was
sent its bespoke assessment report.

Step 3: Scores adjusted

Step 2: April -
three-week company
engagement period

74 CCLA Corporate Mental Health Benchmark

where necessary and
rankings finalised

Step 4:17 June -
Benchmark published
and bespoke assessment
reports issued



Chapter 5

Alignment with international
frameworks and norms

t the outset of the project and in
Adeveloping the initial benchmark

criteria, we compared and mapped
relevant reference sources. Following
the publication of the World Health
Organization’s (WHO) guidelines on mental
health at work and the accompanying joint
WHO and International Labour Organization
(ILO) policy brief in 2022, we conducted
a detailed gap analysis.”® This involved
comparing the WHO and ILO policy brief
with the CCLA Corporate Mental Health
Benchmark criteria.

Encouragingly, we found good alignment
between the two standards (as explained
in Chapter 6 of the 2023 Global 100+
report).” The analysis resulted in some
minor modifications to the assessment
criteria ahead of the 2024 benchmark
iteration, as detailed in the 2024
benchmark assessment criteria.®°

The corporate mental health benchmark
assessment criteria have been developed
using the following reference sources and
frameworks:

¢ ‘Added value: mental health as a
workplace asset’, Unum and Mental
Health Foundation®

e ‘Advancing duty of care and healthy
workplaces: handbook for non-
governmental organisations (NGOs)’,
Global Centre for Healthy Workplaces
and Cigna Foundation®?

¢ Business Group on Health (various
resources)®?

* Canadian Centre for Occupational
Health and Safety (various resources)®*

¢ ‘DIY mental health: survey finds
employers taking action to improve
access to care’, Mercer®®

¢ ‘EU-Compass for Action on Mental Health
and Well-being’, European Commission&®

¢ ‘Health challenges in South African
automotive companies: wellness in the
workplace’, Anna Meyer-Weitz, Friederike
Baasner-Weihs and Martin Weihs®’

¢ ‘Health, work and wellbeing’, Institute
for Employment Studies®®

* ‘ISO 45003:2021(en): occupational health
and safety management - psychological
health and safety at work - guidelines for
managing psychosocial risks’, ISO8°

* ‘The leadership pledge pack’, Global
Business Collaboration for Better
Workplace Mental Health®°

* ‘Managing mental health in the
workplace 2019’, XpertHR?

* ‘Mental health at work 2018 report:
seizing the momentum’, Business in
the Community and Mercer®?

* ‘Mental health at work: policy brief’,
WHO and ILO®

* ‘Mental health first aiders: workplace
considerations’, Institution of
Occupational Safety and Health®4

* ‘Mental health in maritime network’,
Maritime UK®°

¢ ‘Mental health in the workplace:
benchmarking questions’, Institution
of Occupational Safety and Health®®

* ‘OECD Mental Health Performance
Framework’, Organisation for Economic
Co-operation and Development®’

* ‘People managers’ guide to mental health
at work’, Chartered Institute of Personnel
and Development and Mind®®

» SafeWork NSW (various resources)?®

¢ ‘Seven domains of wellbeing’, Chartered
Institute of Personnel and Development'®

* ‘Ten step toolkit for employers’,
Leeds Mindful Employer Network'™

* ‘Embrace wellbeing’ (information
on the KeepWell mark), lbec'®?

e ‘Thriving at work’, Dennis Stevenson
and Paul Farmer'©s

* ‘Thriving at Work Global Framework’,
City Mental Health Alliance™*

* ‘WHO Healthy Workplace Framework
and Model: background and supporting
literature and practices’, WHQ'™05

* ‘WHO guidelines on mental health
at work’, WHQ'0¢

* ‘Workplace Wellbeing Index’, Mind'®”

We are committed to ensuring that the
CCLA Corporate Mental Health Benchmark
remains relevant and aligned to the latest
international frameworks and norms.
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Chapter 6

A vision for company

and investor action

e believe that investors have
an important role to play in
supporting and encouraging

companies to improve their approach to
workplace mental health. Protecting and
promoting good workplace mental health is
a business imperative, relevant not only to
a company’s duty of care to its employees
but also to its bottom line. It is potentially
material to long-term value creation and a
relevant consideration for investors forming
views on companies and sectors across
global capital markets.

Commitment
and engagement

Acting on mental ill-health in the workplace
will benefit investors, business and society.
We call on the companies in this UK 100
benchmark to consider the business risks
and opportunities associated with mental
health. We ask that business performance
is optimised through the elimination of
avoidable costs associated with mental
ill-health, as well as efforts to create the
working conditions under which every
individual can thrive.

We encourage companies to develop
and implement effective management
systems and processes on workplace
mental health by:

¢ acknowledging workplace mental
health as an important consideration
for the business and for employees
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signalling that board and senior
management will promote mental
health in the workplace, recognise the
link between mental health and ‘good
work’ principles, and encourage a
culture of openness on mental health

publishing a commitment to workplace
mental health in a policy statement (or
equivalent) together with a description of
the scope of this commitment and of the
governance and management processes
in place to ensure the policy is effectively
implemented and monitored

setting objectives and targets to
improve workplace mental health

reporting annually on progress
against the company’s mental
health policy and objectives.

We hope that investors will use the
findings of the 2024 CCLA Corporate
Mental Health Benchmark to inform
their investment decision-making and
to guide their engagement efforts on
mental health with investee companies.

Looking ahead

As investors, we believe that

workplace mental health is potentially
material to long-term value creation. This
benchmark is an essential step towards

a better understanding of the relative
performance of companies on workplace
mental health. It offers a clear framework
around which businesses can structure
their management and disclosures, and
it provides investors with an objective
evaluation and engagement tool.



We will:

’I Repeat the UK 100 and
Global 100+ Corporate Mental
Health Benchmarks in 2025

We will conduct the fourth iteration of

the UK 100 and Global 100+ benchmarks
in 2025. We expect to cover similar scopes
of companies and broadly use the same
methodology as in 2024 to allow for
year-on-year comparison.

We will write to all companies in early
2025 to confirm their inclusion in the 2025
benchmark cycle. We will share with them
the benchmark criteria and the timeline for
the company assessments and publication
of the report.

cCLA

Global investor statement
on workplace mental health

As long-term institutional investo ve that
protecting and promoting good v mental health
s a business imperative, relevant not only to a company’s
duty of care to its employees but also to its bottom line.

Itis p

2 Continue to build investor
support for the global
investor statement on
workplace mental health

In June 2022, we started to build support
for the global investor statement on
workplace mental health (see below). The
statement outlines what investors expect
of companies to ensure that business
performance is optimised, through both a
healthy and productive workforce and the
elimination of unnecessary costs associated
with poor mental health. It calls on investors
to encourage companies to develop and
implement effective management systems
and processes on workplace mental health,
and to report annually on their workplace
mental health strategies and performance.

We will continue to build this coalition.

The global investor coalition
on workplace mental health

Already, the CCLA Corporate Mental Health
Benchmark is starting to serve as an important
engagement tool and an accountability mechanism
for a growing global coalition of institutional investors
and asset owners. The global investor statement on
workplace mental health'°® was launched in July 2022

with 29 founding signatories representing $7 trillion
(£5.5 trillion) in assets under management. As this
report goes to press, the investor statement has 54
investor signatories with a combined $9.4 trillion (£7.4
trillion) in assets under management.

Given the level of engagement we are already seeing
- both from companies covered by the benchmark
and from investors - we are confident that the
benchmark will continue to provide incentives for the
world’s largest businesses to improve.
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Appendix 1
2024 Benchmark assessment criteria

The criteria against which we assess each company are set out below. Each company is
assessed based on information that is publicly available at the time of the assessment. Full
details about each question - the rationale, scoring and explanatory notes - are available on
the CCLA website.™0?

CCLA Corporate Mental Health Benchmark assessment
Maximum
Section achievable score Weighting (%)*
Management commitment and policy 68 31
Governance and management 77 35
Leadership and innovation 22 10
Performance reporting and impact 50 23
Total score 217 99
*Due to rounding, the percentages do not total 100%.
Management commitment and policy
Maximum
Question  Criterion achievable score
Q1 Does the company acknowledge workplace mental health 10 points
as an important concern for the business?
Q2 Is there a statement from the CEO signalling the company’s 10 points
leadership commitment to workplace mental health?
Q3 Does the company publish an overarching corporate mental 10 points
health policy (or equivalent)?
Q4 a) Does the policy statement (or equivalent) provide a clear 10 points
explanation of worker scope? b) Does the policy statement
(or equivalent) provide a clear explanation of geographical
and business area scope?
Q5 Does the company have a clear management commitment to 10 points
encouraging a culture of openness on mental health?
Q6 Does the company support the principles of good work by 3 points
having a formal commitment to diversity, equity and inclusion
(DED?
Q7 Does the company support the principles of good work by 3 points
having a formal commitment to fair pay and financial wellbeing?
Q8 Does the company support the principles of good work 3 points
by having a formal position on board-employee information
and consultation?
Q9 Does the company support the principles of good work 3 points
by having a formal position on flexible working?
Q10 Does the company support the principles of good work 3 points
by having a formal position on career progression and job
adjustment?
Qn Does the company support the principles of good work by 3 points

having a formal position on anti-bullying and non-harassment,
or equivalent?

78 CCLA Corporate Mental Health Benchmark



Governance and management

Question

Criterion

Maximum
achievable score

Q12

a) Has the company assigned board or senior management
responsibility for workplace mental health? b) Has the company
assigned day-to-day operational management responsibility
for workplace mental health?

10 points

Q13

Has the company set objectives or targets for the management
of mental health in the workplace?

10 points

Q14

a) Does the company provide mental health training to line
managers? b) Does the company provide mental health training
to dedicated individuals (e.g. mental health first aiders)?

10 points

Q15

a) Has the company developed formal initiatives or programmes
to raise awareness of mental health in the workplace? b) Has
the company developed formal initiatives or programmes to
raise awareness of mental health in the workplace that extend
beyond employees and contingent workers (e.g. to customers
and/or suppliers)?

7 points

Q16

Does the company provide access to mental health services
and support either internally or externally?

5 points

Q17

Does the company encourage openness about mental health
and offer appropriate workplace adjustments to workers who
require them throughout their career life cycle (e.g. during
recruitment, on-boarding, career development, performance
reviews and return to work)?

5 points

Q18

a) Are employees given the opportunity to directly contribute
to the design or development of workplace mental health
initiatives? b) Does the company adapt mental health
programmes to local contexts?

10 points

Q19

Does the company have formal processes for measuring
employee engagement (e.g. confidential pulse survey,
engagement panel) and does this information support
workplace mental health measurement and initiatives?

10 points

Q20

Does the company independently assure its mental health
management system against a recognised framework
or standard?

10 points

Leadership and innovation

Question

Criterion

Maximum
achievable score

Q21

a) Does the company participate in industry or academic
initiatives or partnerships aimed at promoting positive
workplace mental health? b) Does the company engage
customers and/or suppliers in initiatives or programmes
aimed at promoting positive mental health?

12 points

Q22

Does the company provide examples of employee
communications on workplace mental health?

10 points
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Performance reporting and impact

Maximum
Question  Criterion achievable score
Q23 Does the company publish details of its mental health 10 points
approach in its annual report and accounts (or equivalent)?
Q24 Does the company report on progress against its objectives 10 points
or targets related to mental health?
Q25 a) Does the company report on the proportion of line 10 points
managers that are trained in workplace mental health?
b) Does the company report on the proportion of dedicated
individuals that are trained in workplace mental health?
Q26 Does the company report on the uptake of its mental health 10 points
programmes or initiatives?
Q27 Does the company use key performance indicator(s) to 10 points

measure and report on the impact of its workplace mental
health strategy?
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Appendix 2
List of UK companies covered
by the 2024 benchmark

The UK companies covered by the benchmark were selected in January 2024. They were
chosen based on a specific set of considerations, covering market capitalisation, workforce
size and previous inclusion in the benchmark.

Six companies were removed from the benchmark, three of which - AstraZeneca, HSBC
Holdings and Shell - will continue to be assessed in the global benchmark. Seven companies
are included in the 2024 benchmark for the first time: Antofagasta, Dowlais Group, Ferrexpo,
Haleon, InterContinental Hotels Group, Keller Group and Spirax Group.

Market Global Industry

capitalisation Number of Classification Standard
Company name (GBP millions) employees (GICS) sector
Admiral Group 7,869 1,000 Financials
Anglo American 24,387 62,241 Materials
Antofagasta 15,606 31,126 Materials
Ashtead Group 21,746 25,355 Industrials
Associated British Foods 17,750 133,000 Consumer staples
Aviva 11,709 21,636 Financials
B&M European Value Retail 5,650 38,301 Consumer discretionary
Babcock International Group 2,270 28,975 Industrials
BAE Systems 35,054 93,100 Industrials
Balfour Beatty 1,839 24,500 Industrials
Barclays 23,132 87,400 Financials
BP 78,298 67,600 Energy
British American Tobacco 52,612 50,397 Consumer staples
BT Group 11,599 98,400 Communication services
Bunzl 10,803 22,451 Industrials
Carnival 1,794 87,000 Consumer discretionary
Centrica 8,355 19,704 Utilities
Coats Group 1,128 20,41 Consumer discretionary
Coca-Cola HBC 8,505 26,580 Consumer staples
Compass Group 37,333 513,707 Consumer discretionary
Computacenter 3,359 17,992 Information technology
Convatec Group 5,079 10,036 Health care
Currys 547 31,717 Consumer discretionary
DCC 5,597 16,100 Industrials
Diageo 62,338 30,237 Consumer staples
Direct Line Insurance Group 2,179 9,387 Financials
Dowlais Group 1,419 24,257 Consumer discretionary
DS Smith 4,087 29,856 Materials
Dunelm Group 2,193 10,572 Consumer discretionary
EasyJet 3,860 13,951 Industrials
Entain 6,079 28,940 Consumer discretionary
Experian 28,897 22,000 Industrials
Ferrexpo 487 10,000 Materials
FirstGroup 1,171 53,323 Industrials
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Market

Global Industry

capitalisation Number of Classification Standard
Company name (GBP millions) employees (GICS) sector
Flutter Entertainment 22,737 22,000 Consumer discretionary
Frasers Group 3,823 32,000 Consumer discretionary
Glencore 54,671 141,625 Materials
Grafton Group 1,839 8,826 Industrials
Greggs 2,661 28,493 Consumer discretionary
GSK 64,640 69,400 Health care
Haleon 31,139 24,622 Consumer staples
Hays 1,583 10,778 Industrials
Howden Joinery Group 4,271 12,408 Industrials
IMI 4,139 1,129 Industrials
Imperial Brands 16,481 25,700 Consumer staples
Inchcape 2,926 14,500 Consumer discretionary
Informa 10,799 10,781 Communication services
InterContinental Hotels Group 1,875 12,899 Consumer discretionary
International Consolidated Airlines Group 7,391 66,054 Industrials
International Distributions Services 2,506 162,360 Industrials
Intertek Group 6,924 43,597 Industrials
J D Wetherspoon 1,015 24,771 Consumer discretionary
J Sainsbury 6,786 152,663 Consumer staples
JD Sports Fashion 5,872 75,149 Consumer discretionary
John Wood Group 1,076 35,573 Energy
Johnson Matthey 2,962 12,638 Materials
Keller Group 634 10,000 Industrials
Kingfisher 4,210 82,000 Consumer discretionary
Legal & General Group 14,913 1,520 Financials
Lloyds Banking Group 29,874 59,354 Financials
London Stock Exchange Group 47,332 24,334 Financials
Marks & Spencer Group 5,479 66,210 Consumer staples
Melrose Industries 7,732 43,382 Industrials
Mitchells & Butlers 1,535 46,844 Consumer discretionary
Mitie Group 1,330 72,109 Industrials
Mobico Group 543 46,200 Industrials
Mondi 7157 21,990 Materials
National Grid 39,409 30,756 Utilities
NatWest Group 18,924 61,400 Financials
NEXT 10,897 44,048 Consumer discretionary
Ocado Group 5,683 19,744 Consumer staples
Pearson 6,826 20,438 Consumer discretionary
Prudential 23,090 14,681 Financials
Reckitt Benckiser Group 40,031 40,000 Consumer staples
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Market

Global Industry

capitalisation Number of Classification Standard
Company nhame (GBP millions) employees (GICS) sector
RELX 59,643 35,700 Industrials
Rentokil Initial 10,441 58,600 Industrials
RHI Magnesita 1,560 15,000 Materials
Rio Tinto 68,885 54,000 Materials
Rolls-Royce Holdings 26,024 41,875 Industrials
Sage Group 1,823 Nn,574 Information technology
Savills 1,409 40,331 Real estate
Serco Group 1,801 49,960 Industrials
Smith & Nephew 9,429 19,012 Health care
Smiths Group 5,879 15,250 Industrials
Smurfit Kappa Group 7,941 48,624 Materials
Spirax Group 7,375 10,416 Industrials
Spire Healthcare Group 915 15,100 Health care
SSE 20,361 10,754 Utilities
SSP Group 1,797 34,794 Consumer discretionary
Standard Chartered 16,694 83,266 Financials
Tesco 20,927 336,926 Consumer staples
Tl Fluid Systems 744 25,600 Consumer discretionary
Travis Perkins 1,700 19,385 Industrials
TUI 2,956 65,413 Consumer discretionary
Unilever 95,762 127,000 Consumer staples
Vesuvius 1,314 1,134 Industrials
Vodafone Group 18,581 104,344 Communication services
Weir Group 4,817 12,032 Industrials
WH Smith 1,702 12,502 Consumer discretionary
Whitbread 6,624 38,723 Consumer discretionary
WPP 8,162 114,129 Communication services

1,453,708 4,895,672

Data sources: Sustainalytics and Bloomberg, January 2024.
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Glossary

Absenteeism

Absenteeism is absence from work

that extends beyond what would be
considered ordinary and reasonable.
Ordinary and reasonable time off might
include holiday, personal time or occasional
illness. Companies expect their employees
to miss some work each year for legitimate
reasons, but absenteeism means sustained
periods of unplanned absence.

Good work

We recognise that employment can have
a positive impact on an individual’s mental
health and that ‘good work’ is good for
mental health. ‘Good work’ can help
prevent new mental health problems and
support those with existing conditions to
get on in work and thrive. The benchmark
recognises the components of ‘good
work’ to be diversity, equity and inclusion;
flexible working; fair pay and financial
wellbeing; board-employee information
and consultation; career progression

and job adjustment; and the absence of
harassment and bullying in the workplace.

Healthy workplace

Definitions of a ‘healthy workplace’ have
evolved over the past decades, from an
almost exclusive focus on the physical work
environment (traditional occupational health
and safety, dealing with physical, chemical,
biological and ergonomic hazards) to a much
broader definition that includes lifestyle and
psychosocial factors as well.

According to the World Health Organization:

‘A healthy workplace is one in which workers
and managers collaborate to use a continual
improvement process to protect and
promote the health, safety and well-being

of all workers and the sustainability of the
workplace by considering the following,
based on identified needs:

¢ health and safety concerns in the
physical work environment;

¢ health, safety and well-being concerns
in the psychosocial work environment
including organization of work and
workplace culture;

e personal health resources in the
workplace; and

* ways of participating in the community
to improve the health of workers, their
families and other members of the
community.’™

Mental health

Mental health is not the same as ‘mental
ill-health’. It is a continuum that includes
emotional wellbeing, mental health
conditions and mental illness. We all have
mental health, just as we all have physical
health. The World Health Organization
defines good mental health as: ‘a state

of wellbeing in which every individual
realises his or her own potential, can cope
with the normal stresses of life, can work
productively and fruitfully and is able to
make a contribution to his or her society’.?
‘Poor mental health’ or ‘mental ill-health’
includes the full spectrum from common
mental health conditions, such as anxiety
and depression, to more severe illnesses,
such as bipolar disorder and schizophrenia.

Mental health at work

‘Mental health at work’ includes not

only mental health problems that have
been caused by work but also those that
are brought to and experienced in the
workplace.™

Neurodiversity

Neurodiversity is not regarded as a

mental health issue but as a disability

issue. The word ‘neurodiversity’ refers

to the diversity among all people but is
often more specifically used in the context
of autism spectrum disorder (ASD) and
other neurological and developmental
conditions, such as attention deficit
hyperactivity disorder (ADHD) and learning
disabilities. Stigma, a lack of awareness and
a lack of appropriate infrastructure (e.g.

as might be found in a traditional office
setup or staffing structure) can lead to the
exclusion of people with neurodevelopmental
differences. Understanding and embracing
neurodiversity in communities, schools,
healthcare settings and workplaces can
improve inclusivity for everyone.™
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Presenteeism

Presenteeism is the lost productivity

that occurs when employees are not

fully functioning in the workplace because
of an illness, injury or other condition.
Presenteeism is associated with increases in
reported common mental health conditions
as well as stress-related absence, which
are among the top causes of long-term
sickness absence.

Wellbeing

‘Wellbeing’ is a broad concept. According
to the Care Act 2014, it particularly relates
to the following areas:

e personal dignity (including treatment
of the individual with respect)

e physical and mental health and
emotional well-being

e protection from abuse and neglect

e control by the individual over their
day-to-day life (including over care
and support ... and the way in which
[they] are provided)

e participation in work, education,
training or recreation

e social and economic well-being
* domestic, family and personal relationships
 suitability of living accommodation

e the individual’s contribution to society."®
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There is no hierarchy in the areas of wellbeing
listed above - all are equally important. There
is also no single definition of wellbeing - how
this is interpreted will depend on people’s
circumstances and priorities.

Workplace wellbeing

‘Workplace wellbeing’ relates to all aspects
of working life, from the quality and safety of
the physical environment to how workers feel
about their work, their working environment,
the climate at work and how their work is
organised."®

Work-related stress

Work-related stress is a response people
may have when presented with work
demands and pressures that are not
matched to their knowledge and abilities
and that challenge their ability to cope.
Stress occurs in a wide range of work
circumstances but is often made worse
when employees feel they have little
support from supervisors and colleagues,
or little control over work processes.
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