
Background
 
The wider hospitality sector is the third biggest employer in the UK, with six million in the workforce and £72
billion directly to the UK economy. Employment in restaurants makes up the largest part of the sector, followed by
catering, accommodation and event management.
 
With such large numbers of people working in hospitality, it is important that the welfare of the staff is treated as
high priority. Poor mental health is now the number one reason for staff absence in the UK and it's time to
acknowledge that the hospitality sector needs to increase awareness surrounding mental health and adopt
changes to ensure long term sustainability and strong economic growth.
 
Did you know? 
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Corporate Partner

In 2018, a total of 6,507 suicides
were registered in the UK, 686

more deaths than in 2017 
(11.8% increase) 

(Office for National Statistics)

Around 3 million people are
diagnosed with depression

within the UK

Suicide is still the leading cause of
deaths in the UK for both men

25.9% and women 15.6% between
the ages of 20 to 34

(Office for National Statistics)

Staff do not believe the hospitality
sector takes care of it's employees

(Service With(out) a Smile?)

Our survey of 1273 respondents
showed that 84% of hospitality

workers had experienced 1 or more
instance of mental health illness

within their career

out of

The costs to employers of poor
mental health in the workplace are

substantial.
 

Using conservative assumptions,
Deloitte estimate a total annual

cost to businesses of up
 £45 billion



Who are we?
 
The Burnt Chef Project is a non-profit social enterprise (Company No. 12472396) founded by Kris Hall and
established in May 2019. With 8 out of 10 hospitality professionals reporting to have experienced at least one
mental health issue during their career we have one simple and clear goal:

 
"WE EXIST TO DE-STIGMATISE MENTAL HEALTH WITHIN THE HOSPITALITY INDUSTRY WHILST EDUCATING BOTH
EMPLOYERS, AND THE 3.2 MILLION EMPLOYEES, IN WAYS TO REDUCE STRESS AND IMPROVE MENTAL HEALTH"

 
 
How does The Burnt Chef Project aim to achieve it's goal?
 
We have a number of tools that have been successfully implemented to help us achieve our purpose. The main
ones are outlined below:
 

 



What is the corporate partner scheme?
 
In order for the project to continue working towards it's goal of increasing awareness of mental health in the
hospitality sector we rely, in part, on donations and support from our corporate partners. 
 
One of the main expenses the project has is the training of hospitality teams and our Burnt Chef Ambassadors.
These ambassadors are essential in spreading the word about the project and de-stigmatising mental health
within the trade.
 
Once trained, ambassadors will be the front line of defence and can recognise, educate and help prevent poor
mental health in that of themselves and their colleagues.
 
The costs and benefits of mental health training and support:

£200 - £300 ROI 5:1
It costs between £200 and £300 to

train a single person in Mental Health
First Aid (MHFA) or peer-to-peer

support skills

Employers look to obtain an average
return of £5 for every £1 invested in

mental health workshops for line
managers and health coaching

(Deloitte) 

As a result of training, employers will
see a reduction in absenteeism and
presenteeism leading to an increase

in productivity 

Employees are happier and experience
an increase in motivation and creativity.

Employers retention and recruitment
also look to benefit



Annual charity ball
Sponsorship events 
Corporate dinners
Events, challenges and competitions
Christmas hamper collection
A 'Burnt Chef Project' product with a percentage of profits being donated

Volunteering with our organisation
Mentoring or skill sharing with our staff
Offering skilled pro bono support to the project our beneficiaries, for example, accounting, legal or financial
advice
Contributing to or sponsoring policy discussions and briefings, hosted events and conferences, training
courses
Providing guest blogs for our website as ‘guest experts’

Branding of company logos in promotional material for events and on The Burnt Chef Project website
Sponsorship deals for main events
Newspaper articles to promote events and publicise good work
Promotion through regular communications, such as e-newsletters, social media and blogs

The agreement is simple...
 
The partner agrees to raise funds and donate towards the goals of the projects. Fundraising activities or
source of funds may include:
 

 
 
Alternatively you may wish to get involved in development opportunities such as:
 

 
 
Benefits to your business:
 
All these activities offer to promote your companies’ work, helping you achieve your charitable goals through:
 

 
As a partner you will be invited to 'Burnt Chef events' that are held throughout the course of the year which, in
turn, will give you access to key decision makers within the hospitality trade across the UK as well as build your
exposure within the sector. 
 
 

Thank you for your consideration
 

The Corporate Partner Pledge
 



info@theburntchefproject.com

www.theburntchefproject.com

http://theburntchefproject.com/
http://www.theburntchefproject.com/


APPENDIX 1: Mental health in the workplace:
An employee journey (Deloitte - Case Study)

1 An average employee’s mental health fluctuates between
thriving and struggling but they are largely able to work
effectively and productively.
 
2 An employer that is aware of the importance of
supporting mental health and emotional wellbeing has an
organisational culture of openness, acceptance and
awareness. This can include mental health de‑stigmatisation
campaigns, mandatory training on wellbeing and activities
to support employee resilience. More individuals therefore
understand the link between their mental health and
productivity, and what to do when they or their colleagues
experience challenging circumstances. 
Research shows these early‑stage supporting
activities provide a return of 6:1 on average.
 
3 An employee experiences an event, or series of events,
which could be caused by personal, health or work factors.
This causes the individual’s mental health to worsen and
they may need some form of support. At this stage, they
may or may not seek support from friends, family,
professionals or their employer.
 
 

4 Young professionals have emerged as the most
vulnerable demographic in the workplace, with the highest
mental health cost as a proportion of earnings
 
5 An employer may offer support for individuals
experiencing periods of poor mental health. It could target
this support through diagnostic/screening tools, or provide
training for employees to spot and act on signs of poor
mental health in themselves and others. This support could
take the form of training, use of employee assistance
programmes or discussions around workload and working
styles.
 
These interventions are designed to support the employee
to improve their mental health and, if possible, to recover
and thrive again. If the individual cannot find support within
or outside the workplace, their mental health may worsen. 
Research shows these proactive interventions
provide a return of 5:1 ROI on average.



6 An employee is now struggling, and makes a choice about
their relationship with work. They may choose to absent
(take time off) or present (continue to work, but at a
reduced capacity). This decision can impact the individual’s
mental health in a positive or negative way depending on
work‑related and personal characteristics.
 
For example, choosing to absent can be positive if absence
from work does not put additional pressure on the
individual, and they can use this time to rest and recover. 
However, a series of personal and work‑related factors can
make the decision to absent either difficult or negative for
the individual. These may be linked to poor job security,
reduction in income, concerns as to how their absence will
be perceived, impact on their team, or a lack of support and
companionship outside the workplace. 
 
Alternatively, choosing to present and come into work may
result in reduced productivity. This can be positive for the
individual if this contributes to the employee’s wellbeing or
they receive additional support from the employer. This may
not always be possible if job demands or team working
arrangements are inflexible, or impact on reward or
progression. This can be further exacerbated by workplace
culture, stigma or a lack of understanding around mental
health. All of these factors can prevent employees from
speaking up about their circumstances or conditions.
 
As a result, individuals may continue to experience the same
workplace demands but with a reduced capacity to cope.
This could have negative impacts on their mental
health. We have estimated the cost to UK employers
of mental‑health related presenteeism at between
£26.6bn – £29.3bn.
 
7 If an individual’s condition becomes more severe, the
employer may offer highly reactive interventions. These
include therapy and access to mental health professionals
e.g. through occupational health.
Research shows these reactive interventions provide
a return of 3:1 on average.
 
The inter‑relation between an employee’s mental health and
their work may cause an employee or employer to consider
whether or not they can continue at the organisation. Again,
the impact of these circumstances on the individual is due
to a range of personal and workplace characteristics.

Mental health in the workplace:
An employee journey cont... (Deloitte - Case Study)

8 The employee may choose to stay at their current
employer and thrive if they have the right, supportive
conditions at work or personal circumstances change.
However, they may choose to stay at the risk of worsening
their mental health. Reasons for this include concerns
about their ability to find another job, lack of financial
security, poor understanding of their condition or other
external pressures to stay in their role.
 
9 Alternatively, the employee may leave their employer. This
can be positive if individuals use their time out of work to
recover or learn new coping mechanisms. Employees may
also change their role or employer in order to improve their
working conditions. However, their mental health may be
negatively impacted by reduced financial security, access to
a community and wellbeing support.
 
If an employee leaves the organisation, there will be costs
to the employer including those of finding a new employee. 
 
These include:
• costs of temporary staff
•agency and job advertisement fees
• time taken to find a new employee
• time and training required before a new hire is able to
work at full productivity.
 
We have estimated the cost to UK employers of
mental‑health related turnover at £8.6bn.
 
10 There are many drivers that affect mental health at work
and a number of choices for possible interventions that
employers can invest in. The key is to understand the what
are the drivers of poor mental health for the organisation
and which employee populations are most at risk by
analysing experience and trends and by listening to
employees. The good news is that the majority of
interventions have a positive return for employers and
employees..



Ref: Deloitte
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