
The Mindful Business 
Charter
An introduction 



Mental health in the legal profession



It is a global issue for the profession

IBA 2021 Mental Wellbeing in the 
legal profession report
Discrepancy in Wellbeing Index 
scores 
61 - Ages 55-59 
56 - Men 
52 - Cause for concern 
51 - Average global score for lawyers 
47 - Women 
47 - Ethnic minority 
45 - With disability 
43 - Ages 23-29
Based on WHO-5 Mental Wellbeing Index 



And things are not getting any better

• A majority looking to leave 
their jobs in next 5 years

• A third looking to leave the 
profession

• 60% report poor wellbeing
• High risks of burnout
• Average score of 44 on the 

WHO-5 Mental Wellbeing Index

“I love the law but the industry is 
bad for its people” 

Life in the Law – LawCare

https://lawcare.org.uk/life-in-the-law/#2025
https://lawcare.org.uk/life-in-the-law/#2025
https://lawcare.org.uk/life-in-the-law/#2025


Business case - findings overview
Areas of needless expenditure
• Costly mistakes
• Absence
• Presenteeism and burnout
• Resignations 

Areas to increase revenue
• Increasing performance
• Better recruitment/retention

Wellbeing programs are not interchangeable
• Ineffective individualised programs vs systemic change/prevention 

and stress reduction



Highly stressed 
employees are eleven 

times more likely to make 
mistakes than low stress 

employees (WONE, 2025).

Mistakes

.

of those suffering from 
poor mental health due to 

work stress made a 
mistake which wouldn’t 

have occurred otherwise 
(The Law Society, 2019).

“It can be safely said that stress reduces our ability to gather 
information and that it impairs our ability to analyze using the 
working memory.” (Selart and Johansen, 2011, p.139).



Areas of needless expenditure
Absence, presenteeism, burnout and retention

.

Lost by the average law 
firm due to mental health 
related issues- based on 
10.2% of annual staffing 
costs (Unmind, 2024).

Those who are highly 
stressed take eight times 

as many sick days as 
those who report low 
stress (WONE, 2025).

of all long-term sick leave 
is due to stress anxiety 

and depression
(Health and Safety 
Executive, 2024). 

Presenteeism – working 
while sick - costs 

businesses three times 
as much as absence 

(Greenburg et al., 2015).

High stress employees are 
four times more likely to 

have low engagement 
(WONE, 2025).

The cost of associate 
attrition a US firm of 100 
associates can expect 

annually (Levit & Linder; 
Reich, 2020).

of associates cite burnout 
as the primary reason for 

leaving their firm 
(University of Miami, 

2019).



Areas where revenue can be increased
Meeting client needs, AI, billable hour, increased performance, 

.

• Productivity has been seen to increase by 12% when 
organisations focus on positive wellbeing (Oswald et al. 2015) with 
other studies showing increases in collaboration and 
interpersonal relationships (Whelan and Zelenski, 2011), as well as 
client loyalty and profitability (Krekel, Ward & De Neve, 2019) and 
even in better negotiation outcomes (Carnevale et al., 1986).

• A study in Australia suggests that only 50-70% of hours worked are 
billable, (James, 2017) but over time that gap seems to have 
widened - only a third of an eight-hour day is spent by lawyers on 
billable work according to Clio in 2022.



Recruitment
• In separate studies, both Gallup (2021) and Price Waterhouse Cooper 

(2013) found that the number one thing that those born 1980 onwards 
look for in an employer is one who cared about wellbeing, in contrast to 
older employees who were more likely to prioritise a high salary or a 
“job for life”.

• 59% employees – 66% managers, 71% C-Suite looking 
to leave their jobs for one that better supports their 
wellbeing (Deloitte 2024).



What works -  and what doesn't

.

of workers don’t even access workplace wellbeing resources, as 
they are too time consuming, confusing or cumbersome 
(Deloitte, 2023). 

• Dr William Fleming at Oxford University published a study looking at over 46,000 

workers. His research concluded that individualised interventions don’t make any 

discernible difference to workplace wellbeing. 

• Reports from a variety of countries and sectors all find that individualised, reactive or 

“trendy” wellbeing initiatives simply don’t make meaningful lasting improvements to 

employee wellbeing (McKinsey Health Institute, Wu et al., Fox et al.,) 

• All these studies identified that a better way is to reduce stress within the role – 

changing the role, not the employee.



2024 research from William Fleming, Oxford University

• Evaluated 11 different types of 
universal individual-level wellbeing 
interventions

• Universal means they should help 
everyone and individual-level means 
they target the individual employee

• Analysed 50,000~ employees across 
240~ companies across industries

From and with thanks to Wellbeing Research Centre, 
University of Oxford



What were the results?

• Null effects 

• No discernible benefits across a 
range of subjective wellbeing and 
mental health outcomes

• Some small indication of harm

• Slight benefit from volunteering

• Remaining selection bias 

From and with thanks to Wellbeing Research Centre, 
University of Oxford



More results

• Null effects across indirect 
outcomes

• Across different types of 
employees

• After controlling for selection 
bias

From and with thanks to Wellbeing Research Centre, 
University of Oxford



A better way forward

.

• Studies have shown that organisational level interventions improve work-life 

balance, workload management, improve retention rates and increase 

employee happiness (Teoh et al., 2023).

• Reducing unnecessary stress and improving wellbeing through better job 

design has also been shown to reduce sickness absence (Cooper et al., 2004, 

Powell et al., 2014).

• “Dropped curb theory” -  improves things for everyone.



Why MBC started

The effects of stress in the workplace

• Stress is one of the major causes of physical and 
mental illness for professionals.

• Stress lowers cognitive ability, memory function 
and ability to problem solve

• We make poorer choices, more mistakes and have 
lower morale.

Burnout results from “chronic workplace stress that 
has not been successfully managed” 

World Health Organization’s International Disease 
Classification (ICD-11 2019)



An animation to explain



Four main sources of workplace stress

The nature of the 
work we do.

 
Some stress is inevitable 
– the MBC focuses on 

removing the 
unnecessary stress

How we work.

The processes and 
procedures we 

undertake.

The way our brains 
work.

Including the sometimes 
unhelpful thinking 

patterns we get caught 
in.

The way we 
interact with each 

other.

Within and between our 
organisations.



The premise of the MBC

Given the nature and effect of stress, most of us 
would not want to inflict it on ourselves and others if 
we can avoid it – but we do and then we don’t talk 
about it.

What if:
(1) we could all try to be a little more aware of the 

impact of how we are behaving – on ourselves 
and each other; and 

(2) we gave each other the permission to talk 
about it?

Then we might be able to remove the unnecessary 
causes of stress and work both more effectively and 
more healthily.



Accessing the Charter

• You can access an interactive version of the Charter via the 
public area of the MBC website here

• In addition, you can download 2 versions from the Members 
area of the website:
• The Charter (2-page document)
• The Charter - our community and your commitments- 

extended to explore our community and the commitments 
we ask our members to make.

https://www.mindfulbusinesscharter.com/the-charter
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317b4c80fd2d80063d0a71_MBC_Charter_June_2026_Two_Page.pdf
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317b4c80fd2d80063d0a71_MBC_Charter_June_2026_Two_Page.pdf
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317d92570227777ccae60c_MBC_Charter_Full_June_2026.pdf
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317d92570227777ccae60c_MBC_Charter_Full_June_2026.pdf
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317d92570227777ccae60c_MBC_Charter_Full_June_2026.pdf
https://cdn.prod.website-files.com/605e1d1a8c3c5884bae29bb6/6a317d92570227777ccae60c_MBC_Charter_Full_June_2026.pdf


The key elements of the Charter



Openness and respect



Open dialogue



Mindful collaboration 



Mindful collaboration 



Mindful collaboration 



Healthy boundaries



An organisation’s commitment



What we ask of leaders



What we ask of everyone



A selection of our members



The MBC Community

As a community our purpose is to create healthy and sustainable 
high performance in the workplace by removing the unnecessary 
sources of stress in the ways we work. The community of employers 
seeks to share best practice, successes, challenges and resources 
so we can learn together and encourage and inspire each other with 
what is possible. Members have access to:
• Webinars
• Resources
• Conferences
• Thought leadership
• 121 support
• Workshops
• Collaboration with other members
… and much more



Getting involved 

Register for website access – www.mindfulbusinesscharter.com 

http://www.mindfulbusinesscharter.com/


Frequently asked questions
This is about slacking and giving people an excuse for an easy life, right?
No. MBC acknowledges that we have busy, high-pressure jobs with demanding 
deadlines and expectant clients. It is about how we deliver our best work most 
sustainably. Remember – healthy and sustainable high performance.

Another HR initiative to get in the way of getting my work done, right?
No, this is about how we can do that work more effectively and we are not 
giving you rules about what you can and cannot do, but rather permission and 
language to think about what works best for you and your team.

This sounds great but won’t work in practice when the rubber hits the road.
This requires all of us to engage. If we do nothing then nothing changes. If we all try to make a difference, 
then small steps start making big changes. We will get out of it what we put in. Try to focus on what we can 
do rather than what we can’t.

How does this sit with existing initiatives, eg around DEI?
MBC can absolutely complement and be part of other activity. By being more inclusive, by building 
psychologically safe cultures and so on, we reduce the unnecessary stress in the ways we work leading to 
healthy and sustainable high performance. 



Contact us:

info@mindfulbusinesscharter.com

www.mindfulbusinesscharter.com



Updating the Charter - the context

• Eight years since the Charter was launched

• Lots of change in the meantime to how we 
work

• Eight years of experience of working with 
the Charter

• We are increasingly global and wanting to 
expand sectors

• What we do as a community has evolved



What we set out to do

• Not change for change’s sake

• Reflect who we are and where we are going

• Future proof as far as possible

• Respect the commitment our members 
have already made



Themes that emerged

• Wanting a greater sense of the community

• Granularity vs principles

• Flexibility to adapt to different cultures

• Brevity vs comprehensive

• Inclusion

• Clarity of expectations

• Visuals matter
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