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Whether it is woke millennial angst or an 
impactful risk, the issue of professional 
impairment is a very topical subject, particularly 
in light of events in 2020 so far. 

The line between professional and personal life 
is increasingly blurred and highlighted by issues 
including increased recognition of mental health 
and high-profile movements like #Metoo and 
Black Lives Matter. COVID-19 is arguably the latest 
and the most acute in terms of a global catalyst, 
with millions of professionals now working alone 

in their homes away from the support structures 
that we normally rely on. Undeniably, it will 
have an impact on how professional services 
firms function, react, and possibly how they are 
underwritten going forward.

This paper covers underwriting considerations 
with professional impairment as a risk factor 
and wellbeing in the workplace of the insurance 
industry from some key industry experts, as 
discussed on a recent PLUS webinar.

Introduction
Marie Hill – Deputy Group Head of Claims,  
Brit Global Specialty 
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To break down some of the 
complexity that we have 
within professional service 
firms, we need to consider 
the theories about the way 
they operate, how we test 
those theories, and the 
essential part stories play 
in the overall process. 

Respect
I attended a client call recently ‒ they had  
moved from their lead insurer ‒ thankfully not  
us. I sought direct feedback as to what the 
problems were – there were several different 
issues, but a lot of them boiled down to claims 
handling and the relationship or partnership they 
had with the lead insurer.

The key theme was respect ‒ did they respect  
them as a client, and did that partnership mean 
as much to the insurer as it did to the client? I 
thought long and hard about this and what that 
word ‘respect’ meant. What it actually meant  
was, ‘we feel safe in this relationship’ and that’s 
the key issue here.

The problem with the concept of safety is that the 
product we sell is a risk transfer mechanism and 
never really goes to the point of safety. There are 
mechanisms that we talk about which probably 
more accurately define it, but never actually go to 
the core of what we’re trying to do.

The lack of the term safety within this implies  
a failure negligence, or a carelessness which I 
think is fundamentally at odds with what we’re 
trying to achieve within our businesses. We look  
to learn from our failures which then develop  
our successes.

The challenge for us as insurers when assessing 
risk is that any failure, neglect, or carelessness 
notionally leads to big claim values, resulting 
in extra stress for insurers who are protecting 
professional service firms.

Professional services are fundamentally a people 
business which is built into a contract. There is a 
huge amount of complexity in trying to understand 
the nuances within different organisations. One of 
my favourite quotes is: ‘professional service firms, 
be they lawyers or accountants, all do the same 
thing ‒ but differently.’ 

This encapsulates the level of complexity we are 
navigating as underwriters. So, at HDI, we try to 
break this down to its basic parts. An academic 
once asked me if we truly understand what 
these law firms, accountancy firms, and other 
professional firms do. The answer is we don’t, we 
never will; we are not part of that culture or their 
organisation. The way we do understand them is 
through listening to their stories.

Listening to stories is crucial
To do this, we use a framework to try and assess a 
firm’s culture. This boils down to two key points ‒ 
how good your professionals are versus how bad 
they are, and the same with your clients.

Why Professional Impairment Matters for  
PI Underwriters
James Jorgensen – Head of US Professional Liability,  
HDI Global Specialty

Issues which drive the narrative 
for what the firm culture is and 
give us a flavour of what the firm 
is doing, because we know that 
people who feel lower levels of 
trust will create bad practise.

‘professional service  
firms, be they lawyers  
or accountants, all do the  
same thing – but differently.’

continued…
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This is not to say somebody is a good or a bad 
person. Nor that a good person can’t become bad 
or a bad person can’t become good. It is just a 
binary way of trying to understand the factors. We 
also put clients into the mix which adds to the firm 
culture and, above all of this, we talk about safety. 
Not just safety at work, but the ability to deal with 
issues at home as well and bring your whole self 
to work. By focusing on the good professionals 
versus bad professionals, we ask and listen to the 
stories that our professional services firms tell.

There is a well-known and respected theory that 
belonging and inclusion drive tangible benefits for 
all businesses. Inclusion means that you must be 
able to bring your whole self to work and that the 
people within the business make you feel that you 
belong. The alternative, rejection and exclusion, 
fosters a toxic culture. This in turn drives risk 
for underwriters ‒ large claims come from bad 
practises occurring within the organisation.

There has never been a more important time to 
listen to stories about how firms are dealing with 
issues such as COVID-19, #MeToo, and Black Lives 
Matter. Issues which drive the narrative for what 
the firm culture is and give us a flavour of what the 
firm is doing, because we know that people who 
feel lower levels of trust will create bad practises. 
This will in turn mean professionals becoming bad 
over time. Also, if the client demands are too much, 
this can cause the same outcome – bad practises. 

The firm culture is often viewed as being driven 
by the tone from the top. However, we need to 
consider the mood from the bottom. This too can 
drive change and, if it increases belonging and 
inclusion, we can expect a better claims experience. 
In addition, data will be increasingly important 
in providing information – but not so much that 
it is seen as intrusive or increases pressure on 
individuals. In summary, all of these factors can 
drive the narrative in a positive way and provide 
safety for all stakeholders.

From one of our 
participants in 
California:

“A firm can have all the tick 
box policies and procedures, 
designated go-to people, but  
if a firm hasn’t developed a 
culture that actually embraces  
the underlying concepts, it 
doesn’t achieve the desired  
goals. That will manifest itself  
in risk which will probably 
manifest in claims.” 
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My Mental Health Story
Adrian Jenner – Head of Cyber and D&O,  
Zurich UK

“But I didn’t take stock of what was really, truly happening 
to me; I was getting burned out. I didn’t spot the signs ‒  
I didn’t know them.”

I joined the market in 1988 to broke UK professional 
indemnity insurance. The 80s were heady days, 
exciting work, long lunches, with alcohol – it was 
great fun to be in insurance. My career took off in 
the ‘90s and by 1999 and into the new Millennium 
I was majoring in D&O Insurance and ended up 
travelling to over 30 countries. 

Many of our clients and producers were in the 
Middle East, which meant that I was working 
six days a week – their Sunday was our Monday. 
Then, with mobile technology and the now 
infamous Blackberry, I would find that the hours 
were no longer nine to five and I was at the 
demand of the customers, wherever they were ‒ 
waking to business in Asia, through the Middle 
East, then into Europe, on into the evenings to 
the US East Coast and finally the West Coast. It 
was exciting times; we were in a Hard Market 
(2001/03), I had a young family, my star was  
on the rise – I was a board director and doing  
well financially. 

But I didn’t take stock of what was really, truly 
happening to me; I was getting burned out. I 
didn’t spot the signs ‒ I didn’t know them, but 
personally for me it was weight gain, a night  
time cough, poor sleep, and irritability. There 
wasn’t the awareness, nor was it talked about in 
the industry as it is today. Eventually it came to 
head when my wife said, ‘I don’t know who you 
are anymore; you never see the kids, work always 
gets in the way, and you just say it will always  
“be better next week”.’ I do not blame anyone, 
and I take responsibility for my own actions 

that lead to this. It didn’t happen overnight, it 
accumulated over several years.

And here we are in a pandemic with a number  
of issues that I am sure we’re all facing, which  
are raising their heads again for many of us. Yes, 
I am in a much better place than I’ve ever been. 
I dealt with the problems I faced, and I want to 
share with you what happened to me and how  
I came through it. 

There was no single trigger; it was an 
accumulation of a number of things ‒ my diet 
became poor, I wanted to be seen by my team, so 
I was out drinking and eating with them after a 
long work day. I wanted to show what I thought 
was leadership, always saying yes to customers 
‒ they needed a response. From the moment I 
got up, I was responding to emails and messages 
– even on a Sunday. I put work before my family 
‒ something I refuse to do now ‒ but all those 
things were happening to me without me really 
taking stock. Always in the belief that it would be 
different next week.

I didn’t recognise ‒ or refused to recognise ‒ the 
triggers. I’d wake up in the middle of the night 
with a cough – I know now that’s a stress/anxiety 
issue, and I had dropped things I’d fundamentally 
loved all my life, like running, cycling, and 
swimming. Always with the thought it will be 
easier next week to find the time to do them!
Cumulatively, these added up to a point where 
I was in such a state it became clear I had to go 

Don’t put it off until next 
week, it might not get better!

There was no single trigger;  
it was an accumulation of  
a number of things
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and see someone. I went to see the doctor ‒ I got 
signed off within 10 minutes; I showed all the 
signs of stress. My employer was great, they said 
take a month off, take as long as you need. 
But even this wasn’t easy. I was anxious:  
What is happening at work? What about my
career? Will people resent me? It’s a pretty dark
place to go for a month but I came out of it in a
much, much better place. The company I worked
for was fantastic.

I haven’t shown signs of those issues or
problems again because I’ve been acutely aware
of them and managed my work/life balance to
prevent the same reoccurring. I still throw the

whole of me into my work, but my diet is better,
my family know me, and I enjoy the mental
and physical benefits of sport again. I still have
challenges in my workload, I’m running two
teams and the market’s very demanding on us all,
but using the self-awareness from my previous
experience it’s easier to recognise when the
balance shifts the wrong way.

Don’t put it off until next week, it might not  
get better! Have a break for a cuppa, put an hour 
for lunch in your diary, and go for run or a walk. By 
making a conscious effort to do these things and 
manage the triggers, I am confident I won’t have 
these problems again; hopefully you won’t either.
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The Risk Manager’s View
Paul Smith – Senior Risk Consultant,  
Travelers

The stereotypical lawyer has many positive 
qualities ‒ ambitious, available to clients, a 
perfectionist, independent, and resilient – overall, 
a sense of rugged individualism. There is also a 
stereotypical fee structure linked to the billable 
hour, the idea of time as money. But there is a 
flipside to all of this ‒ overly work-focused (more 
time working is more money), overly self-critical 
when things do not work out, and unwilling to 
share work burdens or be seen to be reliant on 
others. People who may not see themselves as 
team players.

From a risk perspective, that flipside can lead to a 
lack of self-care, stress, fatigue, depression, and 
substance abuse, evidenced over the years both 
here and in the US. Also, rugged individualism 
can give rise to mavericks and alternative cultures 
within firms and with them risks, because risk 
management is a team sport. As a result, there 
is the potential for a toxic culture which is 
detrimental to both individuals and firms, leading 
to excess risk-taking, burnt-out people, and so 
more risk for firms.

These problems are nothing new. Twenty years 
ago, the Financial Times surveyed lawyers in the 
UK and found that something like three-quarters 
reported excess pressure which affected job 
satisfaction and their work/life balance. I believe 
that, for many, this sense persists, along with a 
feeling that it has always been this way and it is 
too late to get out now – people adopting a sunk 
cost approach to their careers.

This is the human element in a changing risk 
environment – of greater volatility, uncertainty, 
complexity, and ambiguity in the world ‒ raising 
new issues from a risk perspective. If you look at 
it through a PEST analysis (Political, Economic, 
Social, and Technology), the legal sector faces 
serious challenges. The 2007 Crash lead to clients 
having more say over how they would purchase 
legal services – no more default to billable hours. 
Clients hold the whip hand and competition is 
greater, also driven by liberalisation in legal service 

regulation and more legal service players coming 
into the market. You can add to this greater social, 
demographic, and gender balance pressures, in 
part driven by millennial expectations.

Millennials have attitudes and approaches 
to life and work which differ from those 
of earlier generations and which are still 
prevalent in the profession. Millennials’ 
bosses want stability, use SMART goals 
(Specific, Measurable, Achievable, 
Relevant, and Time-bound) and structured 
communications. Millennials need 
flexibility, tailored work paths, leading 
with meaning, authenticity, and two-way 
communication. Given these differences, 
it is not surprising that millennials feel 
they don’t fit work cultures, triggering 
the dissatisfaction we hear about in the 
profession – a millennial angst made  
up of the pressures seen as inherent in  
legal work and a working culture  
which does not work for them.

The impact of COVID-19 seems to be accelerating 
change in a way that addresses millennial issues. 
From an operational risk perspective, people risk 
increased with COVID and the lockdown – the 
challenges of working remotely, beyond the 
disciplines and support of the organisation could 
mean added stress, more fatigue, reduced morale, 
wellbeing issues, and, ultimately, disengagement. 
This has led firms to spend more one-to-one time 
with staff and prioritise getting to know them 
better. Tasks are being conducted remotely and 
productively, which millennials could welcome. 

The response to COVID may also mean greater 
work agility and flexibility, again appealing to 
millennials. That said, the office is not dead ‒ the 
pandemic has highlighted the importance of the 
office as a place to meet and exchange ideas. We 

continued…
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are social animals, and our careers are developed 
by building our networks. Millennials welcome 
this type of connection and we may well see some 
sort of hybrid work patterns – mixing remote agile 
or flexible work with face-to-face meetings as 
appropriate.

As far as organisations are concerned, from a risk 
perspective there is a need to send consistent 
messages to remote workers. This can help break 

down silos and barriers, reinforce expected 
behaviours, and articulate what good looks like.

Together, there are several drivers leading to 
change which may start to address millennial 
angst ‒ the sense of not fitting in or being 
included. Looking at this through a risk lens, the 
response to COVID is an opportunity to develop 
the culture and structures which will appeal to 
millennials to mitigate and manage their concerns.
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From my perspective, E&O (Errors & Omissions) 
has become an area of fear rather than an area of 
‘let’s get it right the next time’. This has affected 
people greatly and is now coupled with the 
pressures of COVID-19. Millennials who were 
working in the City, seeking inclusion and building 
networks through socialising, events, and sport, 
are suffering professional impairment. As a result, 
this can reduce their ability to function adequately.

The responsibility for wellbeing starts at the top. 
Employers need to ensure that managers are tooled 
up to manage this from a senior level down. If a 
high performer bringing in revenue suffers a change 
in behaviour, this needs to be recognised. Typically, 
an impaired professional’s capacity to function 
can be because of physical or mental difficulties 
which can lead to drug or alcohol dependency. As 
businesses, we can recognise physical ill health but 
not the mental side.

Here is a recent survey of 2000 employees to help 
illustrate my points:

What does good wellbeing look like?
It is clear that we have an obligation to develop 
workplaces that support and develop physical 
and mental wellbeing. But what does this look 
like? It is about how people feel and function as 
individuals and the interaction with those around 
them ‒ how they are living their lives and jobs and 
bringing their whole self to work.

How individuals interact with their managers 
and colleagues are key factors, as are how they 
are involved in organisational decisions. This can 
include:

• Understanding what the organisation is trying 
to achieve

• How their job is designed 
• Control over the way in which they do their 

work including the availability  
and acceptability of flexible working. 

1/10

1/2

less than

less than

the top 3 causes  
of stress are

Workload
Way they were 

managed
Work/Life balance

most important was

clarity
about expectations  

of them in their  
job role

of those felt their employer 
helped them feel less 
stressed or anxious

would speak to their 
manager for help because 

of nervousness about  
the perception

2/3

1/3

felt stressed and 
anxious about work 

in the last 12 months

felt a reduced workload 
would help them feel 

less stressed or anxious 
followed by flexible 

working opportunities

continued…

An HR and Employment Law Perspective
Debra Spurway – Managing Director,  
HR Dept
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Feeling fit and healthy in body and mind 
improves performance and helps people go 
that extra mile at work. We also know that 
there will be fewer sick days – billions of 
pounds are lost to this each year.

In the longer term, good wellbeing systems drive 
people to stay with the organisation. We have 
a demographic shift where staff are prepared 
to ‘up sticks’ and then move to a different job. 
This creates more challenges for employers and 
organisations.

So, what does a healthy workplace look like?
It starts with effective policies for managing 
people such as absence, disciplinary, and grievance 
procedures. Some senior leaders think they can 
just go and have a chat with an employee and 
everything will be resolved. Quickly, they can find 
themselves in very difficult grievance territory 
which can lead to costly settlement agreements 
and a recruitment cycle.

Staff feel valued when they are involved in 
decisions and have well designed jobs – where 
both they and the employer understand what 
is expected. Also, that the job matches their 
skills and knowledge so that they are happy 
performing that role.

What about the law?
So, we have considered the nice things to do, but 
we also need to consider the law.

Employers have a duty of care to do all that 
they reasonably can to support their employees’ 
health, safety, and wellbeing. This includes 
making sure the environment is safe – things 
like a COVID-19 risk assessment, protecting staff 
from discrimination, and driving diversity and 
inclusion. 

Lone working carries a different set of risks that 
need to be assessed. Are employees safe, stressed, 
or is their mental health suffering? Could this be 
considered a disability for someone? If someone’s 
mental health has a substantive adverse effect on 
their life and them carrying out their normal daily 
tasks, it is likely to be considered a disability. If this 
has lasted for or is expected to last for 12 months 
or more, it is likely to be considered a disability. 
If there are no symptoms present at the time in 
question but there are symptoms at other times, it 
can also be considered a disability. We all have an 
obligation to not discriminate against people for 
any protected characteristics and mental health is 
likely to be a disability. 

The need for education and training
We need to consider what we’re going to do to 
help people, yet I often hear managers saying that 
they do not have the time to do this. There is also 
a need to actively engage and ask individuals how 
they are feeling. However, to handle mental health 
properly, we must equip managers with the right 
tools:

• Appropriate education and training
• Access and awareness to Employee Assistance 

Programmes
• Services like Occupational health, Access To 

Work, MIND, and NHS Choices
• Enabling more open discussions about mental 

health
• Understanding of sensitive personal information 

in a GDPR compliant manner

Together, these will help us make reasonable 
adjustments to get people back to work. We are all 
going to have to work harder at it and our teams 
will be better equipped by having the knowledge 
and education to support each other.
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My practise focuses on advising lawyers and 
insurers around these issues and there are many 
obvious reasons why mental health and wellbeing 
matters are important from a claims perspective. 
As lawyers, we are a highly regulated profession 
and have ethical obligations and duties which 
mean that just going through the motions of  
doing your job is not enough. Also, from a client 
service perspective, they do not want lawyers  
who are overworked and stressed taking care  
of their matters.

Regulatory matters
Our regulator is the SRA and there have been 
many high-profile cases reported in the press 
regarding wide ranging issues such as bullying, 

harassment, and misconduct. While they focus 
on individuals, they throw the spotlight on their 
employers creating reputational issues. Previously, 
firms may have dealt with these issues through 
non-disclosure agreements, but that approach is 
no longer considered appropriate.

We are also seeing mental health being brought 
up in mitigation by individuals facing potential 
disciplinary action. They are positively asserting 
that the actions or inactions happened as a result 
of a prevailing medical mental health issue at the 
time and the conduct should be considered in light 
of the impact and impairment that had on the 
performance of their role. In some of the cases, 
it’s not clear whether or not this was a situation 
that their employer was aware of at the time or 
had put any steps in place to seek to alleviate or 
support that individual.

Some case studies
• Last year, a solicitor was struck off after hiding a 

cocaine-related criminal offence.
• Earlier this year, a solicitor was suspended for a 

year for a second cocaine addiction offence.
• A junior lawyer left some documents on a 

continued…

Why Should we be Talking About Mental Health 
Wellbeing?
Niya Phiri – Partner, Clyde & Co.

A survey for The Junior 
Lawyers Division of the Law 
Society’s report from 2019 
found one in 15 junior lawyers 
experienced suicidal thoughts.
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train and neglected to tell her firm. She tried 
to retrieve them and a week later, when they 
couldn’t be found in lost property, she had 
to confess. This led to an investigation and a 
disciplinary prosecution by the SRA resulting  
in her being struck off. During the course of  
that process, she said that she had anxiety,  
had been depressed, drank excessively, and 
even reported trying to drink bleach as a  
result of the situation. 

The case is currently on appeal and one of the 
grounds of appeal is that the tribunal did not  
give sufficient regard to the impact of the situation 
on her mental health when they decided to 
strike her off. They didn’t factor in the impact 
of the situation when they went identifying the 
appropriate penalty.

A survey for The Junior Lawyers Division  
of the Law Society’s report from 2019 found one 
in 15 junior lawyers experienced suicidal thoughts. 
I find this quite shocking as a manager who looks 
after a team ‒ to think that there may be people 
who are currently undetected within organisations 
in serious need of support. 

Toxic cultures and support for staff
One of the things that can often be cited as 
perhaps giving rise within a legal environment 
to issues of mental health and lack of wellbeing 
is to do with toxic working environments ‒ the 
drive of the billable hour, the pressures that puts 
on individuals to perform, and how success is 
rewarded. Also, what are considered to be role 
models in an organisation? 

When there is a case of malpractice in civil claims, 
it’s not always easy to identify when mental health 
issues arise in a particular situation. For example, 
if a draught document is prepared badly and you 
step back and look at what the causes of that 
situation were, mental health issues could be a 
potential contributory factor. It could add context 
as to why somebody performed out of character  
or a certain situation may have arisen. 

As a lawyer working in this market for a decade and 
a half, I have seen a marked change in how firms 
support their people in these claim environments. 
There can be a difference between firms who 
support people because, while there may not have 
been a mental health issue at the time of the claim, 
actually being subject to a claim can itself be very 
stressful. Yet, at the same time, firms are asking the 
same people to continue to perform their roles. This 
is also an inter-generational problem; senior lawyers 
can be as impacted by a claim made against them 
as a more junior lawyer. They may present their 
situation in different ways ‒ but it does affect 
everybody.

Part of my role is providing technical advice on 
the risk of the claim, the quantum, and the likely 
outcome. However, it is equally important to 
alleviate some of the stress for the professionals. 
We can then see their ability to engage and 
cooperate which contributes to the process  
as they feel they are receiving support from  
their external lawyers. 

Many of us are subject to Service Level 
Agreements (SLAs) and they can be a mechanism 
for good ‒ if you think you are subject to a 
service level that requires you to respond within a 
certain time frame and that you will be rewarded 
or enhanced by doing so. They can also be a 
mechanism for bad ‒ providing another pressure 
point which can contribute to creating a toxic 
working environment. We have seen in the 
Banking industry, on legal panels, extensions  
to alleviate this, which is a good thing.

Finally, I think there should be a new acronym 
instead of ‘Out of Office’ (OOO); I think it should 
be a AOD ‒ Always On Duty. I believe we are  
all at risk – we are not working from home,  
we are living at work.

I think there should be a new 
acronym instead of ‘Out of 
Office’ (OOO); I think it should 
be a AOD ‒ Always On Duty. I 
believe we are all at risk – we 
are not working from home, 
we are living at work.
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This morning I was speaking to FinPro colleagues 
at Marsh and this came up. We are in this industry 
as it is exciting. We travel, we meet great people, 
we learn lots of things ‒ that might have just 
disappeared. That is a fundamental concern for 
me. I just hired three new people in the last  
month ‒ so how am I going to onboard them  
with remote working?

We need to be creative and look at what is 
available. I think PLUS is a great opportunity ‒ 
there is some amazing literature, learning, and 
seminars. I think we’re going to rely on external 
sources to try and help train people. Draw on 
people with expertise and experience to make 
time in our diaries to sit down and learn and teach 
people the things that we have learned. 

It’s not just insurance ‒ how do you onboard 
anybody in this this culture of working from 
home? It affects our customers and clients  
too, so it’s a problem which we are all going 
through together.

I am missing the ability to encourage my team 
and nurture them by listening in the office. If I 
see something, I have to pull them into a video 
call – but a team call is one of the greatest 
things coming out of this. We have a team call 
every other day with both of my teams and it has 
brought us closer together. We are sharing more 
than we had done before and we are open with 
each other about certain things. 

continued…

Questions & Answers Q A

Are firms more culturally 
transparent about impaired 
professionals?

What advice would you give 
to newcomers in the current 
climate?

I don’t think firms are necessarily more or less 
transparent than they were. It goes to the problem 
about the product we sell which is a risk transfer 
mechanism. People don’t necessarily feel safe 
telling their insurer for fear of being penalised.  
Our goal is to provide a feeling of a partnership 
and develop a relationship with professional 
services firms. We are part of a suite of options 
they have for providing safety for that firm. They 
are wary about telling us as they believe it will 
increase their premium. What we actually want 
is a grown-up discussion about what their real 
concerns are, price accordingly, and then look to 
be with them for the long-term.

James Jorgensen –  
Head of US Professional Liability,  
HDI Global Specialty SE 

Adrian Jenner –  
Head of Cyber and D&O,  
Zurich

Q
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It’s not easy for a new graduate starting; they are 
lost, in the dark, and looking at us saying I don’t 
understand anything. We need to offer a range of 
resources. This includes one-to-one time out and 
teach which is intensive as we cannot outsource 
that. We are going to have to use more E-learning 
models, bring external third parties, Apps, models, 
videos, and more external sources.

There also needs to be a degree of patience. You 
learn over time, through experience. Everything is 
not learned in the now. It requires extra-curricular 
work, having a coffee, perhaps virtually, to build 
understanding. New joiners must be prepared  
to put their hands up and ask – there are no 
stupid questions.

Also, we need to consider more seminars like this 
to share knowledge and information. I think it is 
incumbent on us as an industry and a marketplace 
to continue to educate and nurture people to 
tackle this together.

Should there be Workplace 
Charters for wellbeing?

It is positive for organisations to take the lead  
here as I think there is sometimes a tendency to 
see wellbeing as something for the individual to 
do. I think organisations should set the tone ‒ it 
starts from the top and positive outreach I think  
is a good thing.

Paul Smith – Senior Risk Consultant, Travelers

Q

We talked about damage to the reputation of 
organisations. If we are showing more steps 
towards inclusion, mental health, and wellbeing, 
it can only be a positive. The key is to demonstrate 
that we are actually doing it.

Debra Spurway – Managing Director, HR Dept

The information and opinions expressed by our panellists are their own, and do not necessarily represent those of their employers or of 
PLUS. The contents of these materials may not be relied upon for legal advice.
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