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The ‘m’ word
Tackling mental health in the workplace is vital in every organisation

Keeping employees in tip-top condition and motivated is
vital for any business to survive. Regardless of industry or
sector, keeping the workforce well should be of the highest
importance for any HR team. Of course, physical health is
essential, but supporting good mental health should never
be overlooked since it’s an issue that no organisation can
afford to ignore.
As is the case with other health issues, mental health
can vary widely in severity and complexity – there is
certainly no one-size-fits-all solution. Each mental health
condition, such as anxiety, obsessive compulsive disorder
or depression, will have risk factors attached to it and will
be specific to the individual in question.
And, as well as affecting the person experiencing such
conditions, poor mental health can have severe
repercussions for the employer. For instance, staff turnover
can increase and sickness absenteeism can soar due to
burnout, exhaustion or decreased motivation.
According to the government’s chief medical officer,
around 70 million working days are lost every year due to
poor mental health, costing the country up to £100 billion,
as stated in a report from the Department of Health.
Therefore, it is important to recognise that time and
effort needs to be allocated to looking after your team’s
mental health and spotting the warning signs early.
There is a whole range of factors that can trigger a
mental health condition, including workload, family issues,
weight, financial concerns and caring for elderly relatives,
to name a few.
But, whether the reason behind such a condition is
rooted in problems at work or at home, an employer still
has the responsibility to create a healthy working
environment. For their staff, a manager should consider
what risk factors their workplace possesses; for example,
long hours and no breaks; unrealistic deadlines; lone
working; poor internal communication; and job insecurity
can all play a role. Spotting when a colleague is feeling the

strains of the above can be difficult; however, the best line
managers are those who can recognise subtle changes in
their team’s personalities and tackle the issue head-on.
A common warning sign is a normally chatty employee
becoming quiet and withdrawn or a punctual employee
turning in late. Other red flags might be tearfulness,
headaches, loss of humour, a short temper or mood
changes. On the other hand, another sign is an individual
working too much, throwing themselves into work as a
distraction from what they are trying to cope with.
It’s crucial that you recognise such signals early so that
you can take the appropriate steps to offer access to
support and monitor the situation carefully.
Staff will appreciate when their employer makes a
genuine effort to safeguard their wellbeing. According to
the charity Mind, 60% of employees say they’d feel more
motivated and more likely to recommend their
organisation as a good place to work if their employer
acted to support mental wellbeing.
So, creating a culture of openness will demonstrate that
staff wellbeing matters – colleagues take cues from how
their leaders behave, so lead by example and speak out
when it’s appropriate to do so.
Bringing in a third party can also be beneficial. For
example, employers could invite an expert on mental
health as part of an event on diversity and mental health
awareness. This will ensure that all staff are given accurate
information and helpful advice, allowing those affected to
ask any questions they may have.
Simple adjustments to internal comms can also help to
promote the message that you’re serious about your staff’s
mental wellbeing, so think about introducing mythbusting fact sheets, sharing useful web links and
recommending articles to read.
However you choose to tackle mental health at work,
it’s essential that the employee is at the centre of any plan
or initiative.
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Our annual research has shown that attitudes and approaches to health and
wellbeing have evolved within organisations over the past 20 years. This year,
the majority (70%) of respondents says healthcare benefits have been
successful in improving staff health and wellbeing – a clear indication that
most employers are confident that their initiatives are working.
Cost is now undoubtedly the main influence on employers’ decisions to buy
or continue to offer healthcare benefits, cited by nearly nine in 10 respondents.
Despite it being the key consideration, nearly two-fifths (39%) of
respondents admitted to not knowing the approximate cost of providing
healthcare benefits – up 9% from 2017.
Unsurprisingly, given their low cost, almost all (96%) respondents offer
Employee Assistance Programmes (EAPs) as a core benefit. What is perhaps
more of a revelation is that three in 10 offer some or all employees access to
mental health and wellbeing apps. Just over two in five (22%) provide access to
physical health apps, such as those focused around exercise and nutrition.
Evidently, employers are now starting to acknowledge mobile technology as
a vital component of their wellbeing provisions, which is why these options
have been introduced for the first time in this year’s survey.
A consistent finding over the past 13 years is that most respondents (80%)
still think they have a duty of care to encourage employees to achieve a sensible
work-life balance.
The new option of mental health resilience takes joint fifth place with eating
healthily (both 57%) in terms of other employer obligations and 45% of
respondents aim to increase their focus on mental wellbeing over the coming year.
These results show the issue of mental health is growing in importance
for employers.
As ever, our research, which has been going for two decades now, is
continuing to highlight significant developments in healthcare. It will certainly
be interesting to see what 2019 holds.
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Boost your team’s
health and wellbeing
Improve staff wellbeing
Take the next step in improving your
employee wellbeing strategy. Offering a
growing number of innovative benefits,
we help you to look after your employees’
wellbeing by supporting their mental and
physical health. From cashback for everyday
optical and dental costs to an Employee
Assistance Programme, we pride ourselves
on meeting your organisation’s needs and
budget.

Why choose a Health Cash Plan?
Create a bespoke Health Cash Plan to
suit your business’ needs
Up to 100% cashback on an array of
health benefits
NHS-approved mental health app, to
improve employee mental wellbeing*
EAP service and a 24/7 counselling
helpline

Make your team feel valued
Incorporating a Health Cash Plan into your
benefit package will not only safeguard your
employees’ long term health, but will also
show that you value their wellbeing and
provide access to quality care. Our plans are
constantly evolving to include benefits and
features that support and improve physical
health, and aid mental and financial wellbeing,
giving your employees the best chances to
thrive at work.

For more information about Thrive
visit www.healthshield.co.uk/thrive
or call

01270 588 555

*Thrive is only available via a Tailored Health Cash Plan.
Health Shield Friendly Society Limited is authorised by the Prudential Regulation Authority
and regulated by the Financial Conduct Authority and the Prudential Regulation Authority.
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Key findings
The survey, which was conducted in July 2018 among users of www.employeebenefits.co.uk, received 162 responses. Respondents are
involved in the purchase of healthcare beneﬁts at their organisation, either as a primary decision maker or a decision inﬂuencer.

69% 96% 63% 87% 80% 57%
of respondents provide
support and counselling
services to some or
all employees

of respondents offer
employee assistance
programmes as a
core benefit

of respondents have
strategies and benefits
in place to support
employees’ mental
wellbeing

of respondents cite costs
as the main influence on
their decision to buy, or
continue to offer,
healthcare benefits

of respondents believe
they have a duty of care
to help employees
achieve a healthy
work-life balance

of respondents state
that helping employees
build mental health
resilience is a key duty
of care

70% 45% 47% 77%
of respondents say that
their healthcare benefits
have been successful in
improving staff health
and wellbeing

of respondents aim to
increase their focus on
mental wellbeing over
the coming year

of respondents say that
mental health issues are a
major cause of sickness
absence within their
organisation

of respondents use
employee assistance
programmes to help
staff with long-term
health problems

Number of employees in respondents’ organisations

2%

11%

1-9

10-49

21%

50-249

10%

11%

8%

30%

250-499

500-999

1,000-4,999

5,000-9,999

8%

10,000
OR MORE

Privately
owned

Public
sector

Publicly
quoted

Voluntary
sector

Organisation type

74%

10%

10%

7%
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Strategy
Cost is now paramount when it comes to driving employers’ decisions to offer healthcare benefits

Kavitha Sivasubramaniam | editor
Employee Benefits

10%

Do not
know

4-6% of
payroll

31%

More than
10% of
payroll

1-3% of
payroll

17%

7-9% of
payroll

Less than
1% of
payroll

The estimated cost to respondents of providing healthcare benefits

39%

1%

Nearly two-fifths (39%) of respondents do not know the approximate cost of providing
healthcare benefits, showing an increase of 9% on last year. Of those who are aware,
31% spend between 1% and 3% of payroll and 17% spend less than 1%. These figures are
broadly the same as last year’s, give or take a few percentage points.
Overall, there has been little movement in healthcare spend in recent years; in 2013,
20% invested less than 1% of payroll, and 30% spent between 1% and 3%.
In terms of the factors influencing respondents’ decisions to buy, or continue to offer,
healthcare benefits, reasonable cost retains the top place.
The second biggest influencer is the range of benefits offered by a provider (75%).
Employee engagement and boosting overall employee wellbeing drop from joint top to
third (70%) and fifth (66%) respectively. Being seen as an employer of choice moves

2%

even further down the list, from second to sixth
place, with a drop of 18%.
The number of respondents who calculate their
return on investment (ROI) has risen slightly,
from 12% in 2017 to 14% this year. Although this
figure is still surprisingly low when considering
the sometimes considerable spend in this area, it
is reassuring that the percentage planning to do
so has jumped from 19% last year to 28% in 2018.
Meanwhile, 58% say they have no plans to
measure ROI, compared with 69% last year.

The factors that influence respondents’ decisions to buy, or continue to offer, healthcare benefits
REASONABLE COST

87%

THE RANGE OF BENEFITS OFFERED BY A PROVIDER

75%

EMPLOYEE ENGAGEMENT

70%

A DESIRE TO SUPPORT EMPLOYEES

68%

TO BOOST OVERALL EMPLOYEE WELLBEING

66%

TO BE SEEN AS AN EMPLOYER OF CHOICE

54%

STAFF WANT THEM

54%

TO REDUCE SICKNESS ABSENCE

52%

THEIR COMPETITORS OFFER THEM

43%

THEY HAVE ALWAYS OFFERED THEM

32%

LEGISLATIVE REQUIREMENTS

32%

THE NEED TO TACKLE A SPECIFIC PROBLEM (E.G. MUSCULOSKELETAL ISSUES)

28%

THE NEED TO SUPPORT AN INCREASINGLY DIVERSE WORKFORCE

25%

TO BE ABLE TO OFFER REHABILITATION

21%

THE COST OF BENEFITS VERSUS THE RISK OF NOT HAVING COVER

19%

LEGACY SCHEME FROM MERGED ORGANISATION
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What respondents believe their organisation has a duty of care to encourage employees to do

ACHIEVE A SENSIBLE WORK-LIFE BALANCE

80%

REDUCE STRESS

75%

VISIT HEALTHCARE PROFESSIONALS IN A TIMELY MANNER

67%

TAKE FULL HOLIDAY ENTITLEMENT

66%

MAINTAIN MENTAL HEALTH RESILIENCE

57%

EAT HEALTHILY

57%

KEEP FIT

55%

MANAGE WORKPLACE RELATIONSHIPS

49%

ACHIEVE FINANCIAL WELLBEING

44%

BUILD EMOTIONAL RESILIENCE

44%

GO FOR HEALTH SCREENINGS

42%

REDUCE PRESENTEEISM

36%

STOP SMOKING

30%

USE ALCOHOL SENSIBLY

29%

STOP USING ILLEGAL DRUGS/SUBSTANCES

25%

TACKLE OBESITY

24%

NONE OF THE ABOVE

2%

OTHER

1%

The majority (80%) of respondents still believe they have a duty of care to encourage
employees to achieve a sensible work-life balance. This is a 4% drop from last year, but is
still consistently the number one obligation cited by employers over the past 13 years.
Other top obligations include helping employees reduce stress (75%), visit healthcare
professionals in a timely manner (67%) and take their full holiday entitlement (66%).
Interestingly, mental health resilience, a new option introduced in this year’s survey,
takes joint fifth place with eating healthily (both 57%).
At the bottom of the list was none of the above (2%), which shows employers clearly
believe they have a duty of care to their employees in some capacity.
This year, most respondents feel their healthcare benefits have been successful
in improving the health and wellbeing of staff (70%), which shows their strategies

are working. Providing a duty of care also
ranked highly in terms of success (61%),
and being seen as a caring employer followed
close behind (60%), although at a drop of
14% from last year.
Interestingly, getting employees back
to work as soon as possible was not
reported to be as successful as last year,
with the number of respondents claiming
to have achieved this dropping from
53% to 43%.

What respondents feel their healthcare benefits have been successful in achieving

IMPROVING THE HEALTH AND WELFARE OF STAFF

70%

PROVIDING A DUTY OF CARE

61%

BEING SEEN AS A CARING EMPLOYER

60%

GOOD STAFF RETENTION

50%

GOOD EMPLOYEE ENGAGEMENT

46%

GETTING EMPLOYEES BACK TO WORK AS SOON AS POSSIBLE

43%

PREVENTING FUTURE HEALTH ISSUES FOR STAFF

41%

BEING SEEN AS AN EMPLOYER OF CHOICE

39%

REDUCING WORKPLACE STRESS

38%

COMPLYING WITH HEALTH AND SAFETY REGULATIONS

36%

GOOD STAFF RECRUITMENT

35%

REDUCING MUSCULOSKELETAL PROBLEMS

30%

IMPROVING PRODUCTIVITY

28%

CONTROLLING COSTS

16%

OTHER

1%
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The actions respondents have taken in relation to health benefits in the past 12 months

INCREASED FOCUS ON COMMUNICATING BENEFITS

41%

INCREASED FOCUS ON MENTAL WELLBEING SUPPORT

38%

INCREASED THE NUMBER OF HEALTH BENEFITS THEY OFFER

35%

TOOK NO ACTION

25%

INCREASED FOCUS ON FINANCIAL WELLBEING SUPPORT

17%

INCREASED THE NUMBER OF EMPLOYEES COVERED BY HEALTH BENEFITS

16%

EXTENDED HEALTH COVER TO EMPLOYEES’ FAMILIES

6%

MOVED TO A LIMITED-TERM INCOME PROTECTION POLICY

5%

OFFERED HEALTH BENEFITS THROUGH A STAFF-FUNDED VOLUNTARY BENEFITS SCHEME

5%

INTRODUCED HEALTH BENEFITS FOR THE FIRST TIME

4%

RESTRICTED COVER FOR SOME/ALL HEALTH BENEFITS TO EMPLOYEES ONLY

4%

INTRODUCED AN EXCESS ON INSURANCE-BASED BENEFITS

3%

REDUCED THE NUMBER OF EMPLOYEES COVERED BY HEALTH BENEFITS

2%

PLACED HEALTH BENEFITS WITHIN AN EMPLOYER-FUNDED FLEXIBLE BENEFITS SCHEME

2%

STOPPED USING A HEALTHCARE TRUST

2%

STARTED USING A HEALTHCARE TRUST

1%

OTHER

5%

This year, more than half (51%) of those surveyed intend to place a greater emphasis on
communicating benefits in the next 12 months, while just over two-fifths (41%) said
they had already done so in the past year.
Ensuring staff are aware of, and engaged with, the healthcare benefits on offer is
clearly still high on the list of priorities for employers, likely because of the costs
involved in providing them.
In the next year, 45% plan to increase their focus on mental wellbeing, while 39%
intend to increase their focus on financial wellbeing support and 27% plan to increase
the number of health benefits they offer. These were all cited as key focus areas by
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respondents for the following 12 months last year,
which shows these factors are retaining their high
positions on employers’ agendas.
Among the least popular actions for employers
over the next 12 months are to decrease the
number of health benefits offered (1%), reduce the
number of employees covered by health benefits
(2%) and introduce an excess on insurance-based
benefits (2%).
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The actions respondents are likely to take in relation to health benefits in the next 12 months

INCREASE FOCUS ON COMMUNICATING BENEFITS

51%

INCREASE FOCUS ON MENTAL WELLBEING SUPPORT

45%

INCREASE FOCUS ON FINANCIAL WELLBEING SUPPORT

39%

INCREASE THE NUMBER OF HEALTH BENEFITS THEY OFFER

27%

INCREASE THE NUMBER OF EMPLOYEES COVERED BY HEALTH BENEFITS

17%

TAKE NO ACTION

15%

EXTEND HEALTH COVER TO EMPLOYEES’ FAMILIES

9%

OFFER HEALTH BENEFITS THROUGH A STAFF-FUNDED VOLUNTARY BENEFITS SCHEME

8%

INTRODUCE HEALTH BENEFITS FOR THE FIRST TIME

5%

PLACE HEALTH BENEFITS WITHIN AN EMPLOYER-FUNDED FLEXIBLE BENEFITS SCHEME

4%

MOVE TO A LIMITED-TERM INCOME PROTECTION POLICY

3%

START USING A HEALTHCARE TRUST

3%

INTRODUCE AN EXCESS ON INSURANCE-BASED BENEFITS

2%

REDUCE THE NUMBER OF EMPLOYEES COVERED BY HEALTH BENEFITS

2%

DECREASE THE NUMBER OF HEALTH BENEFITS THEY OFFER

1%

OTHER

4%

A third (33%) of employers offer an integrated wellness strategy incorporating physical, mental, emotional and financial wellbeing. This figure
is down 5% from last year.
Slightly more than a third (34%) do not have an integrated strategy, while just under a third 32% do not, but are planning to do so.
With the vast majority of respondents recognising that the four pillars of physical, mental, emotional and financial wellbeing are visibly
linked, it is clear that those who do not take steps to combine them will fail to reap the potential rewards.
Conversely, employers that take an all-inclusive approach to wellbeing are likely to benefit from an increased impact on recruitment,
performance, productivity, engagement and retention.

34%

33%

No, but we
are planning on
doing so

Yes

No

Do respondents offer an integrated wellness strategy incorporating physical, mental, emotional
and financial wellbeing?

32%
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Come and see
us at stand D20
at EB Live
How well is your health & wellbeing strategy working?
Presenteeism is a real issue affecting staff across a wide range of industries.
It’s where staff are at work in body, but not in mind due to a range of issues
including struggling with their work pressures, stress, anxiety and a lack of
sleep. It’s estimated that presenteeism is now costing businesses up to
three times more than absenteeism.*
At Westfield Health we believe it’s time for change.

When you begin to truly believe in the physical and emotional wellbeing
of your staff it can completely transform the face of your business, improve
productivity and create a positive working environment, helping you retain
staff and making you a desirable place for prospective employees to work.
To find out more visit
westfieldhealth.com/business

*Source: Deloitte UK Mental Health Monitor, October 2017
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Benefits offered
Support or counselling services are the most popular type of healthcare benefits

Katie Scott | reporter
Employee Benefits

52%

NONE OF THE ABOVE

57%

GROUP RISK BENEFITS

58%

WELLBEING BENEFITS

HEALTH CASH PLANS

59%

OCCUPATIONAL HEALTH

69%

INSURANCE BENEFITS

SUPPORT OR
COUNSELLING SERVICES

The types of health benefits respondents provide to some or all staff

49%

2%

More than two-thirds (69%) of respondents’ organisations provide support and counselling
services to some or all of their employees, making this the highest-ranking type of
health benefit.
Support or counselling services offered as core benefits by respondents include employee
assistance programmes (EAPs), offered by 96%, stress counselling, provided by 42% of
respondents on a core basis, and other types of debt, legal and family counselling, offered by
37% of organisations.
The second most popular type of healthcare benefit is insurance (59%). This includes private
medical insurance (PMI), dental insurance, personal accident insurance and
healthcare trusts.
In 2018, 64% of organisations provide PMI as a core benefit, while 25% also offer it for
employees’ dependants. This compares with 77% and 36% respectively for 2017, showing a
decrease of 13% and 11% over the course of a year.
In comparison, 43% of respondents offer health cash plans as a core benefit, which is a
significant increase on the 29% who did so in 2017.
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This could be linked to the increase in
wellbeing benefits being offered among
employers’ core benefits; wellbeing provisions
are ranked fifth, ahead of group risk in sixth for
2018, whereas group risk came in at fourth
place, above wellbeing benefits in fifth, in 2017.
The proportion of organisations providing
optical benefits above the statutory minimum
has increased by 11% between 2017 and
2018, reaching 46%, while those offering
regular workstation health audits has
increased by 10%, now standing at 59%.
Two-fifths (40%) of employers offer health
screening and well woman and well man
clinics, an increase of 9% since 2017.
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Meanwhile, 34% are providing online lifestyle health assessments, an improvement of 7%
since 2017.
Although insurance benefits, group risk benefits and occupational health services provided
by respondents’ organisations have decreased overall since 2017, these still rank highly. EAPs
once again top the list as the most popular core health benefit offered by employers, with 96%.
Almost a third (30%) of respondents offer some or all employees access to mental health and
wellbeing apps as a core benefit. This includes wellbeing tracking and mindfulness exercises.

Two-fifths (22%) also stated that they provide
access to physical health apps. This is the first
time this research has included these specific
options, and the results demonstrate that
organisations are increasingly viewing mobile
technology as a vital component of their
wellbeing offerings.

The top health benefits offered on a core (employer-funded) basis by respondents

EMPLOYEE ASSISTANCE PROGRAMME (EAP)

96%

LIFE ASSURANCE OR DEATH IN SERVICE

90%

INCOME PROTECTION FOR EMPLOYEES

73%

PRIVATE MEDICAL INSURANCE FOR EMPLOYEES

64%

OUTSOURCED OCCUPATIONAL HEALTH PRACTITIONER OR DEPARTMENT

63%

REGULAR WORKSTATION HEALTH AUDITS

59%

FLU VACCINATION

50%

FREE FRUIT OR HEALTHY DRINKS, SUCH AS GREEN OR FRUIT TEAS

46%

OPTICAL BENEFITS ABOVE STATUTORY MINIMUM

46%

HEALTH CASH PLAN FOR EMPLOYEES

43%

WELLBEING ADVICE AND WORKSHOPS

43%

STRESS COUNSELLING OUTSIDE OF EAP SUPPORT (SUCH AS COGNITIVE BEHAVIOURAL THERAPY)

42%

HEALTH SCREENING AND WELL WOMAN AND WELL MAN CLINICS

40%

OTHER TYPES OF DEBT, LEGAL AND FAMILY COUNSELLING

37%

ONLINE LIFESTYLE HEALTH ASSESSMENT

34%

ACCESS TO MENTAL HEALTH AND WELLBEING APPS

30%

HEALTHY EATING OPTIONS IN STAFF CANTEEN

30%

PERSONAL ACCIDENT INSURANCE FOR EMPLOYEES

26%

CRITICAL ILLNESS INSURANCE FOR EMPLOYEES

25%

PRIVATE MEDICAL INSURANCE FOR EMPLOYEES’ DEPENDANTS

25%
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Sickness absence
The cost of absence is rising, but do organisations have strategies to tackle it?

Jessica Bird | deputy editor
Employee Benefits

The number of days of sickness absence employees in respondents’ organisations take on
average per year

18%

36%

26%

3%

16%

1%

1-2 DAYS

3-5 DAYS

11-15 DAYS

6-10 DAYS

MORE THAN
15 DAYS

DO NOT KNOW

The percentage of payroll that absence costs respondents’ organisations per annum (including cost of
temporary staff, loss of production time and so on)

LESS THAN 1%

7%

1%

7%

2%

6%

3%

8%

4%

3%

5%

11%

6-10%

1%

MORE THAN 10%

1%

DO NOT RECORD COST
DO NOT KNOW

The proportion of organisations that actively measure their sickness absence levels
has not changed significantly since last year, dropping from 70% to 64%, but this
decrease adds to an ongoing trend since 2010, when the number was closer to 80%.
Within those organisations that do measure sickness absence, the largest
proportion of employees (36%) take between three and five days, down from 41%
in 2017. It is also notable that the percentage taking more than 15 sick days per year
has more than halved, from 3% in 2017, to 1% this year.
This year, the majority (55%) of respondents either do not know or do not record
the percentage of payroll represented by absence cost per annum. Last year, the
percentage of respondents who were aware of how much sickness absence costs

15%
40%

their organisation was 39%, and this has
increased to 45% in this research round.
In 2017, the highest number of
respondents (13%) who do measure the cost
of absence said that sickness absence
represented less than 1% of payroll, while
this year that response lowers to 7%.
Meanwhile, 11% of respondents say these
costs represent 5% of payroll, which is an
increase of 6% on last year.
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The top major causes of sickness absence in respondents’ organisations

MINOR AILMENTS/FLU/COLDS/FOOD POISONING

58%

MENTAL HEALTH ISSUES, SUCH AS DEPRESSION AND ANXIETY

47%

MUSCULOSKELETAL AILMENTS

30%

WORK-RELATED STRESS

25%

SERIOUS ILLNESS

19%

WORK-LIFE BALANCE PROBLEMS, E.G. CARE FOR ELDERLY/DISABLED ADULTS, CHILDCARE

12%

PAID ABSENCE VIEWED AS AN ENTITLEMENT

6%

QUALITY OF MANAGEMENT

5%

WORK ACCIDENTS

5%

LACK OF MOTIVATION

3%

WORK-RELATED ILLNESS

3%

LAX CONTROLS

2%

DRINK/DRUGS

1%

UNAUTHORISED HOLIDAYS

1%
12%

DO NOT KNOW

1%

OTHER

Musculoskeletal ailments have decreased as a major cause of sickness absence by eight percentage points, down to 30% this year. Minor
ailments continue to top the list, with an increase of 5% to land on 58% this year. Mental health issues have risen from 39% to 47% over the
past year, further cementing its place as the second highest cause of absence. There are few other significant changes to the major causes of
absence, beyond some fluctuations year-on-year, such as work accidents rising by 4%, and work-life balance problems and quality of
management both rising by 3%.

40%

35%
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No, but
we are
planning to

No

Yes

Proportion of organisations that have a strategy in place to reduce sickness absence

26%
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The format respondents’ sickness absence strategy takes
RETURN-TO-WORK INTERVIEWS (FORMAL OR INFORMAL)

75%

EARLY INTERVENTION BY LINE MANAGERS

64%

WORK-LIFE BALANCE/FLEXIBLE WORKING POLICIES

61%

ACCESS TO CARE, (ON SITE, THROUGH HEALTHCARE BENEFITS, OCCUPATIONAL HEALTH, ETC)

59%

DISCIPLINARY PROCEDURES

50%

HEALTH PROMOTION/EDUCATION

50%

REHABILITATION FOR THE LONG-TERM SICK

41%

PROVISION OF ABSENCE STATISTICS TO LINE MANAGERS

39%

LIMITING THE NUMBER OF SICK DAYS ON FULL PAY

36%

MAKING THE WORKPLACE AN ATTRACTIVE PLACE TO BE

30%

ATTENDANCE-RELATED BONUSES

16%

WAITING PERIOD BEFORE OCCUPATIONAL SICK PAY IS PAYABLE

11%

USING AN EXTERNAL ABSENCE MONITORING SERVICE

9%

OTHER

2%

Despite the cost of sickness absence appearing to rise, the percentage of organisations that
do not have a strategy to reduce it has risen by 11%, from 24% in 2017 to 35% this year.
Among those organisations that do have a sickness strategy in place, there have been
some interesting developments, foremost among which is the sharp rise in disciplinary
procedures as a method of reducing absence. This number has risen from 29% last year to
50% in 2018. Arguably counterbalancing the disciplinary side, incentivisation in the form
of attendance-related bonuses has also risen, from 5% to 16%.
The use of data is rising, with 39% of respondents providing absence statistics to line
managers, although early interventions by line managers has reduced as a core method
by 10%, moving from the top of the list down to second place. More organisations are

limiting the number of sick days on full pay,
rising from 26% to 36%. Return-to-work
interviews have only risen by 4%, but this is
enough to place this option at the top of the list.
Despite the rising prominence of flexible
working in UK offices, the proportion of
respondents using this as a method of
reducing absence has reduced by 7%, while
health education has also decreased, from
58% to 50%.

Methods used to cater for employees with long-term health issues in respondents’ organisations

77%

71%

43%

41%

36%

28%
4%

EMPLOYEE
ASSISTANCE
PROGRAMME (EAP)

FLEXIBLE
WORKING

GROUP
INCOME
PROTECTION

MEDICAL
INSURANCE

EXTENDED
SICK LEAVE

CASH
PLANS

FINANCIAL
ASSISTANCE
TO COVER
CONSULTATIONS
AND TESTS

4%

4%

OTHER

DO NOT
CURRENTLY
PROVIDE
SUPPORT

This year, we added a new question to our research, which asked respondents what systems
their organisation has in place for those with long-term health issues.
Retirement ages are increasing and the working population is becoming more age diverse.
With this comes an added likelihood that employees will be working while suffering from
serious health conditions that are more likely to affect older individuals. As it stands, serious
illness is fifth on the list of major causes of sickness absence, with 19%, up from 16% last year.
It is becoming more important for employers to consider their methods for catering for
and getting the best out of these employees, to ensure that their workforce, albeit ageing, is
productive and engaged.

with long-term health problems, with 77%
and 71% respectively. Further demonstrating
their prominence, there is a considerable
gap between these and the next most
popular methods, which are group income
protection (43%) and medical insurance
(41%). It will certainly be interesting to
watch how these trends develop as our
research continues, and as issues relating

In this question’s first year, employee assistance programmes (EAPs) and flexible
working practices rank highest among the various methods of helping employees

to age become an increasingly prominent
concern for employers.
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Traditional employee assistance programs have a utilization rate of just
5%, only reaching the few employees who raise their hand and ask for help.
With our tech-enabled service, you can empower 100% of your workforce to
take control of their mental, physical, social and financial health. Give your
employees the total well-being solution that people everywhere love to use.
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Mental health
Mental health-related absence is rising, but employers are still unsure about strategy

Michele Brailsford | features editor
Employee Benefits

Do respondents have speciﬁc beneﬁts and
strategies in place to support employees’
mental health in the workplace?

NO
37%

Reasons why respondents’ organisations do not currently offer
benefits and strategies to support employees’ mental health

DO NOT CURRENTLY HAVE THE RESOURCES

34%

IN THE PROCESS OF DESIGNING A MENTAL
HEALTH SUPPORT STRATEGY

29%
53

PLAN TO INTRODUCE SUPPORT IN THE NEXT
12 MONTHS, BUT UNSURE WHAT FORM IT
WILL TAKE

29%

COST

20%

DO NOT BELIEVE EMPLOYEES WOULD TAKE
UP SUCH BENEFITS OR USE SUCH STRATEGIES
IN THE WORKPLACE

15%

IT IS TOO SENSITIVE OR TABOO

7%

OTHER

7%

YES
63%

Absences due to psychological issues are fast becoming as common as the cold, but there has
been a small drop in organisations providing specific benefits and strategies to support
employees’ mental health, from 67% in 2017 to 63% in 2018. Nevertheless, this still shows an
overall positive trend since 2012, when it stood at 52%.
When asked why they lack mental health benefits, almost a third (29%) of respondents
stated that they are in the process of designing strategy, while the same percentage said they
plan to introduce support in the next 12 months, but do not know what form it will take.
These figures have dropped substantially since last year, when they represented 35% and
41% of responses respectively.
Other than uncertainty as to what form the strategy should take, barriers to providing
mental wellbeing support include cost (20%), up from 17% in 2017, lacking the necessary
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resources (34%), up from 28%, and feeling
that employees would not take up such
benefits through the workplace (15%), which
has risen 12% in the past year.
Among those employers that do have
specific mental health benefits and strategies
in place, there has been a slight fall in
provision in some areas. For example, in
2017, nearly all (97%) organisations provided
employee assistance programmes (EAPs), but
this number has fallen to 92% this year.

XXXXXX
ASD XXXXXXXX
HEALTHCARE
XXXXXXXXX
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Flexible working or work-life balance policies were offered by 61% of respondents’
organisations in 2017, whereas this option is now down to 56%. On-site occupational health
has reduced by 11%, and specialist counselling services (other than EAPs) have decreased from
36% to 27% since 2017.
Flexible working, EAPs and access to education and guidance continue to rank as the top
three mental health benefits offered by employers, showing a consistent trend across
the years.

There are also some positive developments,
as employee networks and champions have
risen by 5%, from 27% in 2017 to 32% this
year, while dedicated training for line
managers has remained at 34% over the year,
perhaps demonstrating that employers are
aware of the power of peer support.

The benefits respondents offer to support employees’ mental health

45%

92%

56%
EMPLOYEE ASSISTANCE
PROGRAMME (EAP)

ACCESS TO EDUCATION AND
GUIDANCE FOR STAFF (SUCH AS
WORKSHOPS, ONLINE INFORMATION
SOURCES AND SO ON)

FLEXIBLE WORKING OR WORK-LIFE
BALANCE POLICIES

27%

34%

DEDICATED TRAINING FOR LINE
MANAGERS TO ENABLE THE
PROVISION OF SUPPORT

32%

SPECIALIST COUNSELLING SERVICES
(OTHER THAN EAP)

EMPLOYEE SUPPORT NETWORKS
OR EMPLOYEE CHAMPIONS

4%

21%

ON-SITE
OCCUPATIONAL
HEALTH

20%

PARTNERSHIPS
WITH RELEVANT
CHARITIES
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Supporting employees
to #thriveatwork

62

%

62% of people said that if their employer
proactively supported their mental
wellbeing, it would help them with a
better work-life balance.1

90

%

90% of people said that struggling with mental
health issues, such as stress, anxiety or mild
depression, stops them from thriving at work and
performing to the best of their ability.2

57

%

57% of people said that if their employer
proactively supported their mental wellbeing, it
would help them to feel more loyal, be more
productive and take less time off.3

55

%

55% of people said that their
employer could offer more mental
health support to help them excel
and thrive at work.3

For more information about supporting employees at work visit healthshield.co.uk/thrive
1. Health Shield insights Facebook Poll, July 2018. 2. Health Shield insights Facebook Poll, July 2018 (small sample size).
3. Health Shield insights Twitter Poll, July 2018. Health Shield Friendly Society Limited is authorised by the Prudential
Regulation Authority and regulated by the Financial Conduct Authority and the Prudential Regulation Authority.
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A joined-up
approach
The benefits and practicalities of an integrated healthcare strategy

Sam Barrett |
freelance journalist

Supporting employee health and wellbeing can boost everything from engagement to
productivity. By adopting an integrated healthcare strategy, rather than taking a
siloed approach, employers can supercharge these effects.
Mental and physical health are often regarded separately, but are in fact closely
linked. If an employee is in physical pain for a long period of time, for example, the
risk of developing mental health issues increases. Similarly, the nature of a serious
condition, such as cancer, means that it is not uncommon for psychological support to
be needed alongside treatment for the physical condition.
Dr Wolfgang Seidl, head of health management consulting EMEA at Mercer, says:
“To safeguard employees, employers need to consider all the different elements that
affect their health. As well as mental and physical health, this could include financial,
social and emotional aspects, too.”

NEED TO KNOW

•• An integrated rather than siloed approach
to healthcare, incorporating mental and
physical health, can boost the benefits to
engagement and productivity.
•• Employers can reduce the range of
treatments needed to support employees,
while reaping the rewards of more
effective products.
•• External advisers can help to mitigate
the logistical issues by consolidating
numerous different benefits into
one approach.

“To safeguard
employees, employers
need to consider all the
different elements that
affect their health”
DR WOLFGANG SEIDL, MERCER

Case study | Häfele UK
Häfele UK uses integrated programme to provide for a diverse workforce
Häfele UK has employees in
diverse roles and locations,
which naturally adds to the
already steep challenge in
providing for their health and
wellbeing needs. Within its
420-strong workforce, 200
employees are based in
warehouses, 160 are officebased, and the remainder
have field sales roles around
the country.
Nevertheless, the
organisation is keen to look after
its employees’ health and
wellbeing, says Lyndsey Horsfall, HR business
partner at Häfele UK. “There are so many
challenges facing employees today. By helping
our workforce to be as resilient as possible,
they’ll be able to cope with these challenges
more effectively.”
To this end, Häfele UK introduced Westfield
Health’s healthcare cash plan and hospital
treatment insurance in 2015, arranging a bespoke
scheme to suit its employees.

“It’s really easy to use,” Horsfall explains.
“Employees can claim for treatments they might
need, such as physiotherapy or osteopathy, as
well as more everyday health needs, such as
dental check-ups and eye tests. We’ve also
arranged for a local sports therapist to come in
and give lunchtime massages, which employees
can claim for through the cash plan.”
A key feature of the plan is that it covers all
aspects of employee health and wellbeing. In
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addition to catering for physical
health issues, it also includes an
Employee Assistance Programme
(EAP). “Employees can call this
for help and advice on anything
from mental health concerns
through to debt and legal
problems,” says Horsfall.
The success of the scheme
has enabled the organisation
to develop its strategy further,
creating a health calendar to
promote different topics, such as
diabetes and sun safety.
Häfele UK has also introduced
a resilience programme for line managers.
Also run by Westfield, this focuses on key
areas that influence health, such as stress,
sleep, alcohol and emotional wellbeing. So
far, 64% of attendees have reported a positive
effect on their health and wellbeing, and
60% have implemented the tips and tools
they learned. Horsfall intends to roll out
a similar programme across the workforce
next year.
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SMARTER INTERVENTIONS
Employers might be concerned that this approach will increase the range of
treatment and support an employee receives, but an integrated approach can, in fact,
reduce the amount of medical intervention that is required.
Paul Roberts, lead consultant at IHC, explains: “Improve the employee journey by
ensuring the right resources are available at the right times and the organisation will
be treating conditions at a much earlier stage. Getting in early and proactively dealing
with their overall health and wellbeing can speed up recovery. This can reduce the
time an employee is off work or is less productive.”
This approach can also have a positive effect on the overall health spend; by
providing appropriate support at the outset, employees are less likely to fall back
on long-term products such as group income protection.
POWERFUL PROMOTION
An integrated approach packs a powerful marketing punch. Having all healthcare
benefits in one place shows employees exactly what is being made available to them.
This can often magnify the value of the benefits package, and that of the employer,
as well as increase usage.
This approach can also encourage employees to take all aspects of their health
more seriously, says Eugene Farrell, mental health lead at AXA PPP healthcare.
“Integrating your health benefits sends out a very positive signal to employees that
there’s parity between mental and physical health,” he observes.
“Employees can struggle to seek help for mental health issues but, by
demonstrating that it’s taken as seriously as physical health, it helps to create an
open and transparent culture in which they feel comfortable accessing support.”

IMPLEMENTATION STRATEGY
So, the theory is straightforward, and the benefits
compelling. However, the practicalities of taking an
integrated approach to employee healthcare might
be more problematic.
John Dean, managing director at Punter Southall
Health and Protection, says: “An organisation will
often source its health benefits from different
suppliers, usually with different renewal dates and
through different parts of the business. HR might be
responsible for the medical insurance, while finance
purchases the group income protection. This makes
it impossible to have an integrated strategy.”
To address this, Dean recommends engaging an
experienced adviser to oversee the integration. “An
adviser will ensure everything is fully integrated and
there are no overlaps between benefits,” he adds.
It may also be necessary to purchase additional
benefits, either to bridge any gaps or, in the case of
a telephone triage service, to ensure that employees
are offered the most appropriate support.
It can take work to put an integrated strategy in
place, but an organisation looking to support all
aspects of employee health should enjoy some very
healthy benefits.
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NEED TO KNOW

Medical
modernisation

•• Technology is transforming the methods of
monitoring and managing health, both
physical and mental.

How the changing face of technology is shaping healthcare benefits

•• Developments benefit both employer
and employee, by saving time, getting
quicker diagnoses and promoting
healthier lifestyles.
•• Mental health support can be integrated,
anonymised and normalised using apps
and technology.

Viewpoint

Michele Brailsford | features editor
Employee Benefits

Dr Justin Varney is national
strategic adviser on health and
work at Public Health England
Technology can be an amazing enabler for personal health
and wellbeing in the workplace. However, it is only useful
if it is used.
Many have downloaded apps in a moment of
inspiration, or guilt, only for them to collect digital dust
after a few days. Although trying each one may help
discover which works best, it takes trial and error to find
what works for an individual.
The mental wellbeing app sector has grown
significantly over the past 10 years. Apps such as
Headspace, Pause and Happify offer tools for self-care
and wellbeing, while others provide accessible support
from qualified professionals and peer connections, such as
Talkspace and Big White Wall. These are opening new
confidential spaces for personal reflection and growth,
which can buffer some of the challenges of modern life
and aid mental health and wellbeing.
The emergence of artificial intelligence (AI) is

Following the explosion of smartphones and, more recently, wearable technology,
healthcare benefits are unrecognisable today compared with a few years ago.
It is not just monitoring and diagnostics that technology is transforming, but
also the methods of accessing treatment, which now include things such as video
and virtual reality (VR).
In the face of these developments, how are employers harnessing the
latest innovations?

progressing all forms of technology. This is also a way to
make apps more sophisticated and enable them to better
identify and support individual needs, ultimately
becoming more tailored and beneficial.
So, what does this mean for employers? The health and
wellbeing technology space can be daunting. Starting
with the NHS App Library is the best way to create an
evidence-based offer to employees. Then, employers

TACKLING MENTAL HEALTH
With one in four individuals suffering mental health issues, it is no surprise that
technology is being adapted to help employees with psychological conditions.
Abhi Chirimar, co-founder of anonymous, self-help site Instawell, says:
“Stress is a huge problem at work, and people don’t always trust their employer
to help; they just don’t want to talk about it at work because it may be something
in their personal life.
“There’s a whole generation [of organisations that is] doing more than just
paying lip service to mental health issues. Stress and depression are real killers,
and [organisations] are treating mental health like physical health. They

should work with their staff to get a sense of what works,
and where there are gaps before investing.
It is important to remember that technology is not
a shortcut to developing staff wellbeing strategies.
Technology will always be an enabler and an assistant for
workplace health, as long as it rests on the basic
foundations of good line management, safe working
environments and policies, access to occupational health
and co-production and engagement with staff.
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Case study |
Lanes Group
The civil engineering
organisation’s ‘happy
app’ spots signs of
mental health problems

realise that the more balanced and happy you
are, the more productive you are. Also, it
saves time. If you think about a 45-minute
counselling session, it’s far longer because
you have to travel there and back and take
time out of work.”
SEEING THE DOCTOR SOONER
Saving time through quicker diagnosis and
treatment is a key reason for the growth in
video consulting and GP services in the
workplace, reflecting the difficulties many
employees face trying to get appointments
outside of work.
David Priestley, chief digital officer of
Vitality, which has launched the Vitality GP
app, says: “[Apps] can match the member
with a GP with a particular specialism. From
the employer’s perspective, it means that
staff don’t have to take time off work to visit
their GP.”
VIRTUAL REALITY
Some providers, such as Vitality, have also
started to experiment with VR on-site, using
it during employee wellness days, for health
checks, blood pressure and BMI.
Xavier Palomer, chief executive officer of
Psious, says: “VR is effective and saves time.
With psychotherapy, you have to go weekly,
which can be expensive and inconvenient.”
It is too early to say whether VR can be
used to treat more chronic conditions, such
as depression, says Palomer. However, results
from studies taking place are promising and,
with the price of headsets falling, it is
perhaps one treatment to watch.
WORKPLACE RECOVERY
Technology is also helping employees, absent
with mental health issues, get back to work
by treating them as early as possible.
Vanessa Sallows, benefits and governance
director of Legal and General, says: “We see a

real mix of anxiety and depression, and we’re
currently seeing more work stress.
Sometimes, work stress can be the trigger
and push them over the edge.
“By giving employees more control,
you’re more likely to get better outcomes.
They’re much more motivated if they
can choose [between technology and
face-to-face].”
INTEGRATED HEALTHCARE AND
WELLNESS PROGRAMME
Employee Benefits/Health Shield Healthcare
research 2018 shows that 52% of respondents
offer access to either mental wellbeing
or physical health apps as a core benefit
for employees.
Technology can promote healthier
lifestyles, though it will only be successful
if the technology is popular with employees
and integrated into a healthcare and
wellbeing programme, including rewards
and incentives.
“If it’s done well then it can be very
effective, and drive better outcomes, and
increase the level of engagement and
wellness,” says Priestly. “If [employers]
integrate this with a programme, then [it]
will get more adoption.”
REWARDS FOR HEALTHY BEHAVIOURS
Data from apps can measure heart rate
or calories burnt, and points can then
be attributed, to be used for discounts
and rewards.
“If you marry up the technology in a
simple way and offer members a simple
way of doing this, you can drive and
sustain healthy behaviours, and this can
result in improved performance at work,”
says Priestley.
“There is a connection between physical
activity and reward. People really value
these benefits.”
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Lanes Group is aware of the demands and
stresses placed on employees, and is
determined to catch mental health issues as
early as possible among its 900-strong
workforce. It does this with a simple
measurement
system, using a
wellbeing app to
track employees’
moods.
Andy Brierley,
technical director at
Lanes Group, says:
“In today’s society,
measuring happiness is incredibly important;
we’re well aware that a focus on health and
wellbeing can lead to more engaged, more
productive employees.
“The direct output from this is improved
retention, less attrition and increased
productivity; essential, tangible objectives in
any successful organisation.”
Field employees and subcontractors can
access a wellbeing app, which allows them to
select whether they feel ‘very happy’, ‘happy’,
‘neutral’, ‘unhappy’ or ‘very unhappy’ at the
beginning of a shift.
Clicking ‘very unhappy’ prompts a
confidential call from an independent
counsellor to talk through any personal or
work issues.
Employees based at the head office in
Slough also have a ‘happiness measuring
screen’ they touch when they start work, and
have confidential access to the counsellor via
email, telephone or face-to-face meetings.
The platform, dubbed by employees as
the ‘happy app’, is provided by Via Vita
Health and was rolled out in January 2017. In
June alone, 732 employees and 118 subcontractors used it, returning a total of just
under 16,000 responses.
The service is backed up by mental health
first-aiders, members of staff at head office,
who are trained to help and approach
colleagues with mental health issues.
Physiotherapy over the phone is also offered,
as well as workshops on different healththemed topics.
While the head office has a 50-50 ratio
of men and women, most of the field staff
are male.
Amelia Millan, HR adviser, says: “Suicide is
the leading cause of death among men under
the age of 45, and we want to encourage our
employees to make use of the service. We
know that mental health is a huge issue in the
UK, and our director is very keen to make sure
we offer support inside and outside of work.”
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Bringing mental health
into health and safety
Acting on issues of the mind is vital to maintaining wellbeing and reducing long-term absence

David White | health, safety and sustainability director
Galliford Try

Construction has traditionally been a maledominated industry with a macho culture. Many
construction jobs are physically demanding, and
can therefore lead to a ‘can-do’ culture where
people carry on without complaint. Added to
that is an environment where operatives are
working closely together, and where ‘banter’ is
an important part of workday routine.
However, much has changed to alter that
image over the 25 years I have been working in
the sector. For example, our workforces are
more diverse on all fronts, which has opened
our workspaces up to different ideas.
In the UK, our attitude to health and safety is
world-leading, with policies and procedures in
place to protect people as best as we possibly
can against what can be a dangerous profession.
Responsible employers, such as Galliford Try,
are one step beyond that approach. It is no
longer enough to ensure that employees work
safely, but that they work smartly, taking into account all the physical factors that
enable them to be productive and maintain a good balance with their home life.
Yet, in society at large, it is also acknowledged that the pressures of everyday life are
greater than ever before, and recognising and acting on mental health issues is vital to
maintaining wellbeing.
So, when we renewed our commitment to wellbeing and launched our Be Well
programme in 2017, we were clear that giving our people the tools to maintain their
physical health was not enough; we needed to create a mental health programme that
provided the same benefits.
Working in partnership with Mates in Mind, we have created a new culture, helping
staff to recognise the warning signs of mental health issues, training more than 100
mental health facilitators and first-aiders at all levels of the business, and providing
further support to those in need through our employee assistance programme, which
includes free, face-to-face counselling.
More than 500 conversations have been delivered across our business since last
November, against a target of 1,000. But the headline statistics are just a small part of
the story; it is the individuals who feel empowered to talk about mental health issues,
and the change in our culture to one of openness in discussing problems, that have had
a profound impact.
Personally, it has been heartening to see long-standing employees discuss their own
problems and provide support to others through our internal social networks, which has
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come as a very positive surprise. For example, one of
our site managers, who approached his manager
when he was suffering from stress, got the support
he needed and is now helping by allowing us to
showcase his example to others.
Be Well was created as a light-touch toolkit,
which lends itself to tailoring around individual
needs, ideal for mental health issues. It has been
well-received internally and externally, and we have
already won three significant awards in recognition
of our efforts.
Ultimately, we, as a business, are focusing on
improving outcomes that affect us all, namely
long-term absences, which have shown a marked
decline since we began. But it remains important for
me, as the health, safety and sustainability director,
that we do not lose focus on the individuals and the
stories behind them.
Every person we help, and every discussion that
is started within our business around mental health,
is a victory on its own.
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Putting employee
mental wellbeing first
It’s time to Thrive

Why Thrive?

Look after your employees’ mental
wellbeing with our brand new, clinically
proven app, Thrive.
Created specifically to help employers
improve workplace wellbeing, Thrive
gives employees the ability to track and
control their mental health, allowing
them to manage and improve their own
wellbeing.

How do you Thrive?

1 in 4 of us will experience a mental
health issue in any given year.

Allowing employers to mix and match the
benefits they need, our Tailored Health Cash
Plans provide bespoke healthcare cover
Around 560,000 workers suffer from
work-related stress, anxiety or depression. for your employees including cashback*
on optical and dental, a 24/7 Employee
Presenteeism – coming to work but
Assistance Programme and a clinically
being unproductive because you’re
proven mental health app, to ensure
unwell – accounts for £26bn in lost
employers are offering the best wellbeing
productivity each year.
benefits to their employees.

Available on Health Shield’s Tailored Health Cash Plan.

For more information on Thrive

01270 588555
www.healthshield.co.uk/thrive
Health Shield Friendly Society Limited is authorised by the
Prudential Regulation Authority and regulated by the Financial
Conduct Authority and the Prudential Regulation Authority.
*Subject to annual review. Up to chosen limits.
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WINNER
Best Cash Plan Provider

Health Insurance, COVER and Corporate Adviser
Awards Best Health Cash Plan Provider,
Health Screening Protection Review Gold

Find us on
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