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Agenda

• Overview and Context

• Using  PERMA across the LA

• Interagency working utilising Theory of 
Change and Self Determination Theory

• Other tools and techniques -Group 
discussion

• What next …..



Overview 
and Context 

• Unprecedented times

• Organisational challenges: service delivery, 
capacity, funding, health and wellbeing, 
technology

• Organisational opportunities: supporting 
good health and well being, supporting 
change in complex organisation

• The role of applied psychology at different 
levels in the system

• A couple of examples …….



PERMA

(with thanks and acknowledgement to colleagues David Collingwood and Lisa Garforth)

Using psychology to support the well being and productivity of colleagues in other services



What were we asked to do?
• Towards end of summer term

• Head of Service request to

• Support managers and their teams in the 
broader service area (n=70 ish) by

• Delivering a session exploring well being 
during covid

• A series of options presented: 

Option 1: a consultation framework
Option 2: a resilience framework
Option 3: a human givens framework
Option 4: appreciative inquiry approach
Option 5: PERMA



PERMA

• PERMA is a wellbeing model developed by psychologists based on 
evidence around what are the significant factors to impact on 
wellbeing.  

• Positive emotions; Engagement; Relationships; Meaning;
Accomplishments 

• This model has been used widely in workplaces to help support 
employee wellbeing.  



How the session time was organised

PART 1 - As a whole group on Webex:
Introduction from Head of Service

David and Lisa:
A mindfulness exercise
Use of slido: 
o a starter quiz, 
o explore impact of lockdown, normalizing emotions
o Reflect on home working 

Individual reflection- beginning to explore impact and 
what will help

David
Intro to PERMA Model
Intro to PERMA Qaire
David and Lisa
Use of slido to consider ‘P’ as an individual reflection

PART 2 - break out groups into the smaller 
teams, via Webex:
EPs linked to each team to facilitate discussion 
The teams considered in turn….
‘E’
‘R’
‘M’
‘A’

Teams use the content of their discussion 
across PERMA to begin to develop action plans 
for their own services as to how they want to 
work on wellbeing within their team

PART 3 – Re-convene to whole group
David
Facilitates each service manager to offer a 
brief reflection on the session
Head of Service – PERMA action plans for 
service areas with follow up



1 To what extent is your work purposeful and meaningful

2 How often do you feel that you are making progress towards your work related goals

3 At work, how often do you become absorbed in what you are doing 0 - not at all 

4 At work, how often do you feel joyful

5 To what extent do you feel you receive support from your colleagues when you need it

6 How often do you achieve the important work goals that you have set for yourself Score % 

7 In general, to what extent do you feel what you do at work is valuable and worthwhile Positive emotions 0 0

8 At work, how often do you feel positive Engagement 0 0

9 To what extent do you feel excited and interested in your work Relationships 0 0

10 To what extent do you feel appreciated by your colleagues  Meaning 0 0

11 How often are you able to handle your work related responsibilities Accomplishments 0 0

12 To what extent do you generally feel that you have a sense of direction in your work TOTAL/ AVERAGE 0 0

13 How satisfied are you with your professional relationships
Overall Satisfaction 

(Q16) 0 0

14 At work, how often do you lose track of time whilst doing something you enjoy

15 At work, to what extent do you feel contented

16 Taking all things together, how satisfied would you say you are with your work

Please fill in the boxes based on how you have been generally, 

whilst working at home during lockdown.  

Use the following scale, from 0 to 10, where   

10 - completely 



A worked example

Score % 

Positive emotions 15 50

Engagement 18 60

Relationships 28 93

Meaning 23 77

Accomplishments 25 83

TOTAL/ AVERAGE 109 73

Overall Satisfaction 
(Q16)

6 60

To what extent is your work purposeful and meaningful 8
How often do you feel that you are making progress towards your 
work related goals

8

At work, how often do you become absorbed in what you are doing 8
At work, how often do you feel joyful 5
To what extent do you feel you receive support from your colleagues 
when you need it

10

How often do you achieve the important work goals that you have 
set for yourself

9

In general, to what extent do you feel what you do at work is 
valuable and worthwhile

7

At work, how often do you feel positive 5
To what extent do you feel excited and interested in your work 5
To what extent do you feel appreciated by your colleagues  10
How often are you able to handle your work related responsibilities 8
To what extent do you generally feel that you have a sense of 
direction in your work

8

How satisfied are you with your professional relationships 8
At work, how often do you lose track of time whilst doing something 
you enjoy

5

At work, to what extent do you feel contented 5
Taking all things together, how satisfied would you say you are with 
your work

6



50

60

93

77

83

73

60

POSITIVE EMOTIONS ENGAGEMENT RELATIONSHIPS MEANING ACCOMPLISHMENTS TOTAL/ AVERAGE OVERALL SATISFACTION (Q16)



What has helped you feel good 

over the lockdown – what things 

do you do that help?

What did the team do that 

helped? 

What has got in the way of

Positive emotions/ made you feel

anxious/ stressed/ fearful etc.

What actions could you take to 

support positive emotions?  (this 

can include what you are going to 

continue to do and any new 

actions to take) 

Positive emotions 
Positive emotions refer to feelings of happiness, joy, excitement etc.   

When have you felt most 

engaged? 

What has worked well? 

When have you felt least 

engaged?   

What actions could you take to 

support staff engagement?  (this 

can include what you are going to 

continue to do and any new 

actions to take)

Engagement
Engagement refers to being absorbed, interested and involved in one’s work.  



When have you felt most 

connected? 

What has worked well? 

When have you felt least 

connected?   

What actions could you take to 

support staff connectedness?   

(this can include what you are 

going to continue to do and any 

new actions to take)

Relationships 
Refer to feeling connected, supported and valued by the team/ manager/ organisation.  

When have you felt like work 

gave you the most meaning/ 

sense of success/ 

achievement 

What has worked well?  

When have you experienced 

least meaning/ felt least 

successful?   

What actions could you take 

to support staff’s sense of 

meaning, satisfaction and 

success? (this can include 

what you are going to 

continue to do and any new 

actions to take)   

Meaning & Accomplishments 
Meaning refers to having a sense of purpose in one’s work.  Meaning provides a sense that your work matters.  
Accomplishments is about feelings of mastery and achievement.  It means staying on top of daily responsibilities and 
working towards goals, and feeling able to complete tasks and daily responsibilities.  



Action(s) to take 
By 

whom 
By when 

P 

E

R

M,A

Date of service PERMA action plan: To be reviewed on:



Any questions?



Interagency 
working: 
Theory of 
Change and 
Self 
Determination 
Theory

What was the issue?

What were the challenges and opportunities?

Psychological tools and techniques

What happened?

Outputs and outcomes

The learning



The issue

• How to support children and young people 
whilst they were at home and on their 
return to education

But …..

• For individuals and organisations everything 
was very different 

• Uncertainties and shifting sands

• Real challenges for individuals - purpose, 
motivation and connection

• Real challenges for organisations

• anger of gaps and duplications in the offer



Challenges and Opportunities

Challenges

• Whose issue?

• Range of organisations and stakeholders

• Clarity of roles

• A very complex landscape

• Too many helpful e-resources

Opportunities

• Real desire to get it right

• Lack of usual structures and constraints

• Technology

• Range of organisations and stakeholders

• To apply psychology



What was needed?

Maintaining service functioning

Supporting organisational and personal 
wellbeing

Achieving the goal of a positive return to 
school

Psychology tools and techniques that 
could move the situation forward:

• Theory of change

• Self determination theory

Shared 
approach

Support 
engagement 

and 
motivation

Systems and 
people  

connected

Coherence 
to service 

users

Coherence 
to service 
providers



Theory of 
Change (ToC)

A collaborative, participatory method for 
project design, planning and evaluation in 
complex systems

Embodies a distributed leadership approach

Acknowledges the socially mediated nature of 
activity in complex organisations



Theory of change

Taplin and Clarke 2012

Identify goal
Establish 

preconditions
Prioritise

interventions
Identify 

indicators
Write 

narrative

Shared 
understanding 
of a common 

goal

Identify the 
necessary 
steps to 

achieve this

In and out of 
scope, and 

roles

How would we 
know if we 

were getting 
there?

Write it up



Self 
Determination 
Theory (SDT)

Supporting motivation and engagement through 
the alignment of individual and organisational
goals

SDT is about the process of engagement, and the 
impact of this for people, and the tasks they 
undertake

3 elements:

• Autonomy – understanding what needs to be 
done and being enabled to do it

• Relatedness –being connected and valued

• Competence –having the right knowledge and 
skills



What 
Happened?

The context – teams and organisations

Recovery planning and ‘leading’ on the strand of 
inclusion

Applying ToC and SDT techniques to develop:

• A shared goal and shared values about what 
was important to prioritise

• Agreement on the preconditions for a positive 
return in both the community and school 
contexts

• Prioritising the key areas and the feedback loops 
enabled us to identify a vehicle for delivery

• Setting up a system for feedback, review and 
monitoring



Contents

Preface

Introduction

Why is it important to plan for return to school during the 

Covid Pandemic?

Promoting well-being after a difficult period or event: A 

Recovery Approach

The Culture and Environment

A Curriculum for Recovery 

Key Elements of a Successful Return to School

Identification of Children and Young People with 

Additional Vulnerabilities

Supporting Parents/Carers

Guidance for schools 

Waves of response 

Appendix 1a: Transitions to a new school or setting

Appendix 1b: Mental Health and Emotional Wellbeing

Appendix 1c: Physical Health and Wellbeing

Appendix 1d: Promoting Positive Behaviour

Appendix 1e: Attendance

Appendix 1f: Safeguarding

Appendix 2: Supporting Parents and Carers

Appendix 3: Editable Templates for Schools to Share with 

Children and Families

Contributers

Returning to School Safe, Happy  and Settled
A guide for schools and settings in response to 
the Covid pandemic 



Outputs and 
Outcomes

• Returning to school safe, happy and settled

• Feedback from families 

• Feedback from schools

• Collaborators views

• In both projects consider the role of Educational 
Psychology/Psychologists:
• Profile – applying psychology and leading on complex 

process 

• Reach -beyond SEND

• Development of new working relationships and 
remits - including general staff well being

https://drive.google.com/drive/folders/1bIL5cKQHoSiiJNM0fLP4eO63NAQOfpXl?usp=sharing


Any questions?



Using your own notes or sharing on the chat function

Prompt 1: Short phrase to capture what you think about these approaches to help teams – local 

utility? Adaptability?

Prompt 2: Short phrase to capture how you feel having considered this sharing today

Prompt 3: Short phrase/key word to capture what you may do next, if something
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