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Introduction 
Mental health struggles do not exist in isola)on. Furthermore, it is not as if symptoms 
and ramifica)ons of mental illness, stress, and trauma live in a sort of bubble-like 
atmosphere and do not pop up unexpectedly outside of that bubble. Mental health is 
oben unpredictable, uncanny, and at )mes very frustra)ng for the person who is 
struggling. While many employers, employees, and those who benefit from services of 
organiza)ons might wish that mental health issues did not find their way into the 
workplace, this simply is not possible. As expected, mental health is oben made beEer 
by posi)ve workplace environments and made worse by toxic workplace sedngs. This 
should not come as a surprise given the extensive amount of )me individuals spend in 
the workplace and commu)ng to their workplaces. 

Workplace issues oben result in or worsen already iden)fied anxiety, depression, and 
other mental health disorders. These struggles are oben exacerbated by the high cost of 
living and the fear of or inability to exit a job because of the income that it provides, 
even if it has become detrimental to the employee’s mental health. Workplace 
behavioral health must be assessed and well supported. It is also essen)al that 
behavioral health professionals are trained on how to support employees in iden)fying if 
their work environment is conducive to posi)ve mental health or not, how to make 
improvements in organiza)onal structure to support mental health, and how to support 
employees who are near crisis at work. This course provides an overview of workplace 
behavioral health and how to promote it.  

Section 1: Why is workplace mental health support 
important? What are the benefits of employers 
focusing on workplace mental health? 
Introduc)on 

According to GeEysburg College (2021), the average person will spend 90,000 hours, or 
one-third of the lifespan, at work. If Americans are spending so many hours at work, the 
workplace must be conducive to their joy and sustainability. If it is not, as you can 
imagine, mental health may be significantly impacted. Employers should have a 
significant investment in the mental health of their staff because this directly relates to 
many outcomes for their organiza)on.  

Sta)s)cs 
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The consequences of mental illness remains an incredibly high concern in the United 
States. In fact, according to the Centers for Disease Control and Preven)on (2019), 1 in 5 
adults in the United States reported a mental disorder in 2016 and 71% of adults 
reported one symptom of stress. These symptoms may include headache, anxiety, or 
feeling overwhelmed (Centers for Disease Control and Preven)on, 2019). Currently, 63% 
of Americans are part of the workforce in the United States, and considering most 
Americans spend a significant amount of )me and energy at work, their employers must 
be invested in their wellbeing and in reducing their stress levels as much as possible. In 
the short and long term, this helps businesses by reducing healthcare expenses for 
employees, decreasing employee absences, and improving business outcomes (Centers 
for Disease Control and Preven)on, 2019). Every year mental health condi)ons are 
cos)ng employers more than $100 billion and 217 million lost workdays (Na)onal 
Alliance on Mental Illness Pierce County, 2021). Imagine the loss of produc)vity that 
occurs in this country during those 217 million days. 

Nega)ve outcomes in the workplace 

Poor mental health at work results in the following nega)ve outcomes for employers 
and employee mental health as a direct result of stress (Centers for Disease Control and 
Preven)on, 2019): 

1. Reduc)on in job performance 

2. Reduc)on in employee produc)vity 

3. Less engagement in the employee’s work 

4. Poor communica)on with coworkers and other peers and stakeholders at work 

5. Reduced physical capability and outcomes 

6. Reduced daily func)oning and outcomes  

Poor mental health at work results in the following nega)ve outcomes for employers 
and employee mental health as a direct result of depression (Centers for Disease Control 
and Preven)on, 2019): 

1. Depression reduces the person’s ability to complete physical tasks for their work 
by 20% 

2. Depression reduces the person’s ability to complete cogni)ve tasks for their work 
by 35% 
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3. Depression results in higher rates of disability  

4. Depression results in higher rates of unemployment  

Addi)onally, an area that needs to greatly improve is the number of struggling 
individuals who receive treatment. The following sta)s)cs address this disparity (Centers 
for Disease Control and Preven)on, 2019): 

1. 57% of employees who report moderate depression receive treatment 

2. 40% of employees who report severe depression receive treatment  

Why inves)ng in staff mental health ma<ers 

It is not helpful to simply iden)fy what goes wrong when mental health is ignored at 
work. We must acknowledge everything that goes right when behavioral wellness is 
considered an important topic in the workplace and steps are taken to improve it.  

The following benefits come from focusing on strong mental health at work (Na)onal 
Alliance on Mental Illness Pierce County, 2021): 

1. Staff members become happier, more confident, and more produc)ve - this is 
especially true when staff feels they are seen and supported at work by their 
coworkers and bosses. When these individuals support staff to address their 
struggles and concerns, employees feel more empowered and confident in their 
problem-solving abili)es and less shameful and worried about the outcomes  

2. S)gma is reduced - the nega)ve s)gma associated with mental health is so high. 
When workplaces normalize having conversa)ons about mental health, sharing 
strategies for staying mentally healthy and coping, and support staff in accessing 
mental health services they are ac)vely figh)ng against s)gma. This is so 
important because oben s)gma prevents individuals from accessing necessary 
services to reduce the risk for poor outcomes such as substance use, domes)c 
violence, suicide, and more  

3. Crea)ng an accep)ng culture - when employees feel safe enough to disclose their 
struggles and sadnesses they begin to realize that others feel similarly or have in 
the past. This helps to create a culture where people see themselves as more 
alike than they are different and realize that mental health condi)ons are normal 
and human instead of something that makes them different or bad 
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4. Supports reten)on and aEracts healthy staff - when organiza)ons create cultures 
like this they aEract staff that fit into that culture. Addi)onally, when staff feel 
supported, seen, and understood at work they are more likely to feel invested in 
the organiza)on they work for and stay at the organiza)on long-term 

5. Less stress - crea)ng the kind of environment discussed above will help ensure 
that individuals are less stressed and therefore are no longer bringing home 
issues from work that may infiltrate numerous aspects of their lives  

6. Helping people feel less isolated and more included - individuals who are working 
in an atmosphere where they feel they can talk about their mental health will feel 
less isolated in their struggles. Solitude that is excessive is oben undesirable and 
detrimental, and it can cause or exacerbate mental illness. When people feel 
connected to and supported by others they are happier and more produc)ve at 
work  

Summary  

When employees are not feeling well emo)onally, it can show in their work 
performance. Because of this, organiza)ons have the best outcomes when they 
preventa)vely address mental health at work. They can do this in a variety of ways but 
they must interact with their staff (stakeholders) while developing those programs and 
interven)ons. It is important that individuals feel heard and seen at work in their 
emo)onal health needs. Engaging them in the process of developing ways to address 
their needs will ensure that those tools and supports best reflect the actual health of the 
staff at an organiza)on.  

Section 2: Workplace stress 
Introduc)on 

Workplace stress is one of the most common causes of anxiety and depression. While 
excessive stress can be debilita)ng at )mes, some stressors are not necessarily bad 
(HelpGuide, 2021). In some cases, when people feel pressured, they may put more effort 
into tasks because they want the outcomes to be posi)ve, and they may feel more 
focused and energe)c. However, in large amounts or for prolonged periods of )me, 
stress is very dangerous (HelpGuide, 2021).  

Stress at work 
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The following are common causes of stress in the workplace (HelpGuide, 2021): 

1. Fear of being laid off 

2. Over)me  

3. Lack of appropriate staffing levels 

4. Pressure to perform and meet expecta)ons without an increase in job sa)sfac)on 

5. Pressure to work at high levels 

6. Pressure to be on-call or available all the )me 

7. Lack of control over how individuals do their work 

Individuals might be able to tell they are stressed at work as a result of (HelpGuide, 
2021): 

1. Feeling anxious, irritable, or depressed 

2. Apathy or lack of interest and investment in work 

3. Problems falling asleep or staying asleep 

4. Fa)gue or exhaus)on 

5. Inability to concentrate as usual 

6. Muscle tension and )ghtness 

7. Stomach issues 

8. Headaches or migraines 

9. Social withdrawal or isola)on 

10. Low libido  

11. Substance use 

Unfortunately, individuals who work shib work are at a higher risk for stress and their 
health may suffer (HelpGuide, 2021). Such individuals should be conscious of their sleep-
wake cycle and do their best to create environments that promote resmul sleep. They 
should limit the number of nights that they work irregular shibs to prevent issues 
associated with long-term sleep depriva)on. Individuals who work shib work must avoid 
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frequently changing or rota)ng shibs so that they are on the same sleep schedule as 
much as possible. While poor sleep can exacerbate stress, adequate sleep is very 
important to help ensure that individuals stay mentally healthy (HelpGuide, 2021). 

Impact of stress at work 

The Na)onal Ins)tute of Mental Health (2021) recommends that all employers and 
employees know the following about stress: 

1. Stress affects everyone - people will be stressed at work. This is common, 
however, when that stress begins to feel overwhelming and constant, it becomes 
very dangerous. Stress can be brought on by many different situa)ons such as 
divorce, life changes, losing a job, illness, or nega)ve changes in the workforce 

2. Not all stress is bad - stress helps the body prepare for situa)ons that might be 
dangerous. Stress signals are released in the body when there are indicators the 
individual is unsafe and needs to try to survive something  

3. Long-term and constant stress is harmful - chronic stress makes it very difficult for 
the brain and body to find a baseline of health. Because of this many people will 
develop chronic illnesses such as immune system dysfunc)on 

4. Stress is manageable when individuals invest in strategies to manage it. Helpful 
strategies include learning to recognize the signs of stress, talking with 
professionals about stress, exercising regularly, par)cipa)ng in ac)vi)es that 
bring joy, sedng goals and having concrete steps in place to meet them, staying 
connected to others, and accessing clinical treatment 

5. Asking for help is not something that makes the individual inadequate or weak. In 
fact, it is a sign of strength to be willing to ask for assistance (Na)onal Ins)tute of 
Mental Health, 2021) 

Stress and suicide 

Employers and employees must understand that stress, which oben leads to mental 
health disorders, can also drama)cally increases the risk for suicide. This is especially 
true for individuals in high-paced and compe))ve careers such as sales, medical fields, 
and others. High-stress situa)ons at work may prompt suicidal thinking and planning 
which can range from flee)ng thoughts to detailed planning for a suicide aEempt (Litner, 
2020). Crisis services provided through Employee Assistance Programs can be lifesaving 
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(Litner, 2020), but employers and employees must first recognize the seriousness of the 
situa)on.  

The following are symptoms or signs that a person might be considering suicide (Litner, 
2020): 

1. Appearing and self-repor)ng feelings of hopelessness 

2. Appearing and self-repor)ng feelings of being trapped 

3. Feeling intolerable emo)onal pain  

4. Being preoccupied with violence, death, or dying 

5. Consistent shibs in mood, energy, or sadness 

6. Talking about feelings of revenge or guilt 

7. Experiencing agita)on at higher rates than normal 

8. Increased use of drugs and alcohol 

9. Changes in personality or rou)ne 

10. Changes in sleep paEerns (oversleeping or insomnia are common) 

11. Engaging in risk-taking behavior or inappropriate impulsive behavior 

12. Accessing weapons or substances that can end life 

13. Experiencing depression, isola)on, or panic aEacks 

14. Self-repor)ng feelings of being a burden to others 

15. Saying goodbye to others or apologizing to them 

16. Self-repor)ng a loss of enjoyment in ac)vi)es that once brought them joy 

17. Loss of interest in sex or other ac)vi)es such as ea)ng and sleeping 

18. Excessive feelings of remorse or self-cri)cism 

19. Self-repor)ng feelings of regret about life or wishing they had never been born 

Crisis services that are available for individuals when they are experiencing suicidal 
idea)on include the following (Na)onal Alliance on Mental Illness, 2021): 
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1. Na)onal Suicide Preven)on Lifeline - staffed 24/7 

2. Na)onal Crisis Text Line - staffed 24/7 

3. Na)onal Alliance on Mental Illness HelpLife - staffed weekdays during day)me 
hours 

4. Na)onal Sexual Assault Hotline - staffed 24/7 

5. Na)onal Domes)c Violence Hotline - staffed 24/7 

When individuals are in crisis or are thinking of suicide as related to stress or other 
mental health disorders the following should occur by a mental health professional 
(Rothes & Henriques, 2018): 

1. A comprehensive risk assessment should occur: 

a. Assess for risk factors that might prompt the person to be at higher risk for 
aEemp)ng suicide 

b. Ask how the individual feels about death and what might happen 
aberward  

c. Explore the existence of a plan for suicide 

d. Iden)fy the access to complete the plan for suicide 

e. Ask why the individual wants to die 

f. Iden)fy if the individual has had any previous suicide aEempts 

g. Understand what problems are promp)ng the person to want to aEempt 
suicide 

h. Iden)fy what supports/services the individual can access for help 

i. Iden)fy next steps: transporta)on to hospital vs. outpa)ent supports 

2. Support assis)ng the person in the necessary next steps 

3. Plan for what will occur aber those steps happen   

4. Collaborate with other providers as necessary 
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Employers, peers, or other support people at work may have to help facilitate a mental 
health evalua)on when an individual is at risk. Because of this, employers and 
community members must be trained in how to support individuals who may be 
experiencing a crisis or other mental health struggles. 

Summary 

Currently, 70% of adults report that workplace stress is nega)vely impac)ng their 
rela)onships (Shortlister, 2021). These sta)s)cs are especially troubling because of the 
nega)ve impact that stress has on both physical and mental health. While mental health 
professionals must be prepared to support individuals who are suffering, they must first 
be made aware of the issue. Furthermore, it is impera)ve that employers seek to reduce 
workplace stress, that employees learn to recognize their stress, and that mental health 
professionals be there to facilitate preven)on strategies as well as interven)ons as 
needed. 

Section 3: How has COVID made workplace mental 
health even more relevant? 
Introduc)on 

The Covid-19 pandemic took most people by surprise in 2020. Data collected at the end 
of June 2021 shows that there have been more than 34,000,000 total cases of Covid-19 
in the United States and over 600,000 deaths (Worldometer, 2021). Throughout the 
world, there have been over 182,000,000 cases and almost 4,000,000 deaths 
(Worldometer, 2021). This deadly disease has resulted in huge economic, social, and 
cultural changes. Only essen)al employees have worked in person for almost a year and 
everyone else had to abruptly begin working at home. Working parents have had to do 
their jobs from home while their children have been learning at home. This has been a 
difficult )me for everyone. Even those who have not become sick or burdened directly 
by the illness have been impacted by the change in rou)nes and communi)es as a result 
of it.  

The Covid-19 pandemic has highlighted the importance of addressing mental health at 
work as people have oben faced abrupt changes in policy, procedure, and daily task 
comple)on with very liEle if any training or warning.  This has resulted in increased 
stress levels throughout organiza)ons. Covid-19 has shown exactly how important it is to 
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support the health and wellness of staff members at work, regardless of if they work in 
an office/physical loca)on or if they work remotely.  

Sta)s)cs 

Disrup)on in rou)nes and the lack of normalcy in day to day life have significantly 
impacted mental health since the beginning of the Covid-19 pandemic. This is 
demonstrated by the following (Na)onal Council for Mental Wellbeing, 2021): 

1. 53.8% of individuals report they are more emo)onally exhausted   

2. 53% of individuals report an increased sadness in their everyday life 

3. 50.2% of individuals report being more irritable 

4. 42.9% of individuals report feeling more confused than before 

5. 38.1% of individuals report having an increase in their insomnia (lack of sleep has 
poor mental health outcomes for many people) 

6. 32.3% of individuals report an increase in their anger 

7. 24.4% of individuals report increased feelings of guilt  

Understanding the impact 

The Covid-19 pandemic has been difficult on mental health regardless of a person’s 
employment status. Bringing the struggles to the workforce is just an added stressor 
where Covid-19 is concerned. It is important to understand the impact of this pandemic 
on mental health before considering how this translates into the workforce.  

The following implica)ons have been noted on mental health from Covid-19 (Panchal, 
Kamal, Cox, & Garfield, 2021): 

1. Young people experienced a variety of losses such as the closing of universi)es, 
loss of income, poten)al loss of their health if they were infected and the trauma 
of observing so much death worldwide  

2. The loss of preferred jobs has resulted in anxiety, depression, poor self-esteem, 
and having to accept jobs they are not interested in or invested in as a result of 
financial struggles 
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3. Women and children have been more likely to report Covid-19 related stress and 
mental health issues than men are by 9% higher incidences  

4. The pandemic has affected communi)es of color dispropor)onately compared to 
white communi)es. Black adults are 7% more likely to report anxiety and/or 
depressive symptoms than white adults and Hispanic/La)no adults are 5% more 
likely to report anxiety or depressive symptoms than white adults  

5. Essen)al workers have faced extremely high stressors during Covid-19. Their 
workloads have increased drama)cally and become even more demanding and 
they are at an increased risk of contrac)ng the virus. As a result,they have been 
12% more likely to report symptoms of anxiety or depression, 14% more likely to 
report substance use, and 14% more likely to report suicidal thoughts during the 
pandemic than previously  

The struggles that have been magnified due to the pandemic con)nue to be present as 
job responsibili)es con)nue to exist and evolve.  Mental health issues are oben 
exacerbated as individuals are tasked with comple)ng all of their daily work and 
personal obliga)ons. Therefore, it is cri)cal that organiza)ons provide adequate 
resources, training, and funding for mental health support in the workplace.  

Recommenda)ons 

Employers should make the following recommenda)ons for employee health and well-
being during and aber the Covid-19 pandemic (Center for Workplace Mental Health, 
2021): 

1. Iden)fy and maintain a regular schedule that serves the individual well 

2. Stay connected with peers and other people by using technology and in-person 
when possible 

3. Maintain a strong immune system by staying hydrated, gedng adequate sleep, 
taking vitamins, and other preventa)ve tasks 

4. Priori)ze personal hygiene  

5. Exercise and stay ac)ve 

6. Get as much fresh air as possible 
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7. Remain informed about poten)al health and mental health concerns and how to 
mi)gate them 

8. Limit media consump)on - individuals should be consuming enough informa)on 
to feel empowered and knowledgeable but should also learn to turn it off if it 
begins to feel overwhelming and stress-inducing 

9. Maintain boundaries at work and with scheduling - individuals should not be 
working outside of the hours they are paid to work 

10. Distract from stressors when possible and engage in ac)vi)es that bring joy 

11. Be crea)ve in accomplishing goals and tasks  

12. Take medica)on for mental health if necessary 

13. Iden)fy and understand the warning signs of a mental health concern 

14. Engage in support from trusted loved ones (Center for Workplace Mental Health, 
2021) 

Examples 

The following examples illustrate how organiza)ons have successfully supported 
employee mental health during the Covid-19 pandemic (Adams, 2020): 

1. Chevron - Chevron’s EAP program and WorkLife Services Program provide access 
to licensed counselors for support with coping, anxiety, depression, and other 
concerns. In 2018, Chevron received an award for its commitment to crea)ng 
mentally healthy workplaces. They increased emphasis on infec)on preven)on 
during the pandemic, and provided ergonomics and stress tes)ng and preven)on 
for employees. Addi)onally, they implemented a company-wide campaign for 
increasing awareness and reducing the s)gma associated with mental health 
disorders, and provided self-guided resources to enhance behavioral wellness 

2. Culligan Water - during the pandemic, Culligan Water implemented a virtual well-
being plamorm along with their EAP program that provides the following free 
resources for all employees: self-care videos, 1:1 health coaching for employees 
and spouses, weekly well-being calls, well-being community events, live 
medita)on sessions, ac)vity breaks, stress management ac)vi)es, and morale-
boos)ng events 
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3. EY - EY already had a robust wellness program in place for employees before the 
pandemic but during the pandemic, they began to offer backup childcare support, 
virtual yoga, virtual workout classes, and other services for wellness  

4. Financial Times - during the pandemic, Financial Times added the following 
supports to their EAP/wellness programs: free-medita)on sessions, connec)on 
sessions to reduce isola)on, and a week-long mental health awareness campaign 
in May  

5. Pacific Gas and Electric Company - PG & E implemented many services to support 
psychological health during the pandemic: weekly videos and mee)ngs that 
reiterated the importance of mental health and encouraged asking for support, 
user-generated content where employees share how they are coping, access to 
supports/help, an intranet page dedicated to mental health, and an HR phone 
line to support employees in answering medical/insurance ques)ons 

The difference between stress and mental illness 

Stress and mental illnesses oben mimic one another and cause or exacerbate one 
another. It is a high possibility that a person who is unduly stressed might have anxiety, 
depression or another mental health issue. It is also likely that a person under high 
stress for extended periods of )me might develop a mental illness. The two are 
intrinsically connected, however, there are key differences between them including the 
following:  

1. People under stress experience mental and physical health symptoms but the 
triggers are oben short-term, whereas people with anxiety, for example, will have 
persistent and excessive symptoms that do not go away when the stressor 
subsides 

2. Both stress and mental health issues generally respond well to similar coping 
strategies. However, if individuals con)nue to struggle aber implemen)ng coping 
mechanisms or if day-to-day func)oning or mood con)nues to be impaired, this 
may indicate the presence of an anxiety disorder, and a mental health 
professional should be consulted. The individual may require addi)onal support 
such as mental health medica)on or other clinical interven)ons (American 
Psychological Associa)on, 2020)  

3. Stress is a mostly external experience where individuals are triggered by 
something or someone they interact with in the outside world, whereas anxiety 
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and other mental illnesses are caused by internal struggles in many cases (Ellis, 
2020) 

4. Stress is generally warranted and is understandable given external situa)ons or 
environments that prompt it, whereas anxiety and other mental health disorders 
tend to be unusual, excessive, and go well beyond the reac)ons of other people 
in similar situa)ons (Ellis, 2020) 

5. Stress is generally manageable whereas mental health disorders can oben result 
in profound inabili)es to func)on as before (Ellis, 2020) 

Summary 

The Covid-19 pandemic has had significant impacts on mental health both in and out of 
the workplace. Situa)ons that exacerbate mental health disorders and stress at work 
must be addressed by employers for both ethical and business-related reasons. First, 
employers have a responsibility to ensure that their workplaces are healthy. Second, 
when employees feel safe, supported, and healthy at work, they perform beEer and 
serve business outcomes more successfully. 

Section 4: What action steps can employers take? 
Introduc)on 

According to the Centers for Disease Control and Preven)on (2019), employers have the 
responsibility, if they care for their employees and their business outcomes, to provide 
workplace health promo)on programs and to create environments that serve mental 
health well. Providing a combina)on of both mental health and physical health supports 
offers the greatest opportunity to reduce nega)ve outcomes and guarantee that 
employees feel their best in the work environment (Centers for Disease Control and 
Preven)on, 2019).  

No)cing the health of employees 

Before even taking ac)on steps, employees need to understand how poor mental health 
manifests and what some warning signs might be. Indicators that mental health issues 
may be a factor include (Na)onal Council for Mental Wellbeing, 2021): 

1. Calling in sick oben 

2. Being present but not invested at work 
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3. Being withdrawn 

4. Isola)ng self from others 

5. Having frequent changes in personality 

6. Difficulty focusing and recalling informa)on and details 

7. Presen)ng as unkempt 

8. Poor organiza)onal skills and management of thoughts and tasks 

9. No longer enjoying work and ac)vi)es they once enjoyed 

10. Employees repor)ng sadness, worry or self-blame, or who are overly cri)cal of 
themselves 

11. Employees repor)ng hopeless feelings, helplessness, and feeling trapped at work 

Mental health issues and disorders in the workplace are oben the result of compassion 
fa)gue (Na)onal Council for Mental Wellbeing, 2021). Compassion fa)gue is the inability 
to effec)vely care for or have compassion for others because the individual is completely 
exhausted from working with those who are suffering. Compassion fa)gue oben looks 
like the following (Na)onal Council for Mental Wellbeing, 2021): 

1. Emo)onal struggles 

a. Anger 

b. Irritability 

c. Anxiety 

d. Cynicism 

e. Hypersensi)vity or insensi)vity 

f. Emo)onal exhaus)on 

g. Difficulty feeling empathy 

2. Mental changes 

a. Lack of feelings of accomplishment or meaning in work 

b. Confusion 
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c. Inability to concentrate 

d. Disengagement in social sedngs 

e. Lack of pleasure from enjoyable ac)vi)es 

f. Feeling hopeless 

3. Physical health changes 

a. Muscle tension 

b. Headaches 

c. Back pain 

d. Neck pain 

e. Sleep troubles 

f. Nausea 

g. Poor hygiene 

h. Illnesses 

i. Substance use 

Compassion fa)gue can oben be addressed by ensuring that individuals maintain their 
rela)onships, share their feelings, priori)ze ac)vi)es that bring them joy, spend )me 
outside, relax and laugh, see doctors when necessary , and make sure that basic needs 
for ea)ng and sleep are being met (Na)onal Council for Mental Wellbeing, 2021) 

Once employers begin to no)ce the mental health of their staff, next they must address 
it.  

Improving mental health at work 

Mental health can be improved in the workplace and safe cultures can be created. 
Workplace environments are among the best sedngs to create posi)ve and healthy 
cultures because of the following (Centers for Disease Control and Preven)on, 2019): 

1. There are generally already clear communica)on structures in place at work 
(email, policy distribu)on, regular team mee)ngs, etc.) 
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2. Programs and policies are oben built from one centralized team that can 
distribute informa)on about health clearly as they do any other policy or 
procedure at work 

3. There are generally strong social support networks in the workplace - people 
might not consider their employees their friends but they do regularly interact 

4. Employers can provide incen)ves (financial or otherwise) to encourage 
employees to engage in healthier behaviors 

5. Employers generally have policies, procedures, and data in place to track 
outcomes, so they can u)lize these structures to analyze progress and effects of 
workplace wellness programs and adjust as necessary 

The following steps can be taken by organiza)ons to promote robust emo)onal health at 
work (Centers for Disease Control and Preven)on, 2019):  

1. Provide mental health self-assessment tools to employees and communicate 
where to access them, how to u)lize them, and what to do with concerning 
results  

2. Provide free or reduced access to clinical screenings. For example, offer 
screenings for depression by a mental health professional as well as follow-up 
sessions to iden)fy goals and strategies for reducing depression and improving 
mental health overall 

3. Provide case management by mental health professionals who, once they have 
assessed the employee, can provide referrals when necessary to external services 
to promote emo)onal health 

4. Provide health insurance with no or low-cost access for mental health and 
psychiatry services (medica)on management included) 

5. Provide access to health coaching, lifestyle coaching, and self-management 
programs that provide posi)ve behavioral health change 

6. Provide materials such as flyers, videos, brochures, books, and other tools to 
employees about how to recognize poor mental health and ways to treat it 

7. Provide workshops and seminars on depression, stress, anxiety, and strategies for 
managing these issues such as mindfulness, medita)on, deep breathing, coping 
ahead, and other tools for remaining mo)vated 
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8. Provide safe, dedicated spaces for relaxa)on at work 

9. Provide managers with training to support employees who are struggling 

10. Provide employees opportuni)es to engage in decision-making at work that will 
improve workload issues and allow for changes to reduce stress  

Some organiza)ons may find that even aber developing programs, they have a difficult 
)me engaging staff in them. The following steps are recommended to help employers 
encourage staff par)cipa)on and engagement (Na)onal Council for Mental Wellbeing, 
2021):  

1. Be vulnerable and encourage vulnerability 

2. Establish regular check-ins between staff members 

3. Offer informa)on share spaces 

4. Model healthy and appropriate behaviors, boundary sedng, self-care, etc. 

5. Offer flexibility and be inclusive in how these programs are offered 

Employee Assistance Programs (EAPs) 

Employee Assistance Programs (EAPs) are programs that employers sponsor to support 
employee health in the workplace. In general, employers contract with organiza)ons to 
provide services to employees when problems arise in their lives (SHRM, 2021). 
Employees may seek assistance for marital struggles, financial issues, emo)onal health 
problems, family discord, substance use, and other concerns (SHRM, 2021). 

A comprehensive EAP should include the following (SHRM, 2021): 

1. An advisory process that involves representa)ves from all levels of the 
organiza)on 

2. The ability to add services as employees needs change 

3. Crisis interven)on services offered 24/7 

4. Clear policy to iden)fy when short-term problems must be referred to 
organiza)ons outside of the EAP 

5. Training for leaders and staff at the organiza)on so that they understand how and 
when to refer to EAP 
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6. Trained professionals who maintain and improve their skills (licensed mental 
health professionals) 

7. The ability to refer mul)ple ways (self-referral vs. informal vs. formal) 

8. Compliance with legal requirements 

9. Culturally sensi)ve quality services 

10. Policy development 

11. Communica)on and training 

12. Cri)cal incident response 

13. Quality and access being priori)zed over the cost of services 

14. Mul)ple ways to access services 

15. Services offered in languages that individuals can understand 

16. A robust website that promotes services and materials 

17. Data repor)ng  

EAP programs are helpful for both employees and employers. The following benefits 
have been iden)fied (SHRM, 2021): 

1. For every dollar invested in an EAP program, employers generally save five to 
sixteen dollars 

2. EAPs are responsible for adhering to privacy protec)on laws so staff members are 
assured that their struggles will not be disclosed to their employer 

3. EAPs offer medical benefits such as counseling and treatment  

4. EAP programs reduce absenteeism, workers’ compensa)on claims, medical costs, 
accidents, and grievances  

5. EAP programs improve produc)vity and engagement at work and reduce 
turnover 

Workplace Mental Health First-Aid 
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Mental Health First Aid at Work is a mental health training program that offers 
informa)on to par)cipants about how to no)ce mental health crises in their peers at 
work (Na)onal Council for Mental Wellbeing, 2021). This is a program that employers 
can invest in that helps people feel prepared for how to address mental health struggles 
at work. When individuals are not educated or aware, they oben ignore behavioral 
health issues or address them only when they have escalated to the crisis level, which is 
detrimental to everyone involved. An organiza)on that was trained in Workplace Mental 
Health First Aid reports that aber they began implemen)ng preventa)ve factors and 
developing wellness rooms, they no)ced that employees felt empowered to speak up 
more frequently. Workplace Mental Health First Aid works to reduce s)gma, improve the 
understanding of mental health and substance use in employees, teaches people who to 
address a mental health or substance use challenge and teaches employees how to refer 
and connect their peers to appropriate resources as needed (Na)onal Council for Mental 
Wellbeing, 2021).  

Mental Health First Aid at Work also helps to ensure that individuals are func)oning at 
their op)mum level where they can be present, calm, and feel safe (Na)onal Council for 
Mental Wellbeing, 2021). They can think and react appropriately and clearly as needed, 
and remain engaged and alert. In contrast, when individuals are not at their prime level 
of func)oning, they are oben in a fight, flight, or freeze mode. They might be 
emo)onally reac)ve, lethargic, or have low energy. They may experience anxiety and an 
increased heart rate or feel dissociated and shut down. They could also have a panic 
aEack, experience rage, or feel numb and emo)onless. These states make it difficult for 
employees to be produc)ve, and their struggles may be reflected in the work they do or 
in the tasks they fail to complete (Na)onal Council for Mental Wellbeing, 2021).  

Summary 

There are a variety of steps that employers can take to beEer support the mental health 
of their staff. This begins with talking to staff regularly and evalua)ng how employees 
are doing. Understanding culture and successes/failures from the employee perspec)ve 
is essen)al in ensuring that businesses build programs that best serve their staff. It oben 
feels worse for employees to have to aEend ac)vi)es that they do not believe will help 
them simply because their employer puts )me and energy into it. Engaging workers as 
stakeholders in the process will reduce this likelihood. Addi)onally, incorpora)ng 
Employee Assistance Programs, Mental Health First Aid, and other formal programs or 
services can be effec)ve in assis)ng with this undertaking. 
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Section 5: How can business leaders, health care 
providers, and government officials ensure that 
employee health is a priority? 
Introduc)on 

Healthcare providers can take steps to ensure that employee health is a priority. Doctors, 
nurses, and other professionals have a great deal of power because they are generally 
seen as authority figures where health is concerned and can make recommenda)ons 
and offer interven)ons to improve health, both at micro and macro levels. However, 
healthcare professionals and employers are not the only individuals and groups of 
people responsible for employee health at work. Promo)ng and maintaining employee 
wellness takes a community, much like raising children takes “a village.” All community 
organiza)ons and players are responsible, however big or small, for some piece of 
employee health. This sec)on discusses how these groups of people can priori)ze 
mental health in the workplace.  

How healthcare professionals can promote workplace mental health 

The following recommenda)ons are made for healthcare professionals in promo)ng 
employee mental health (Centers for Disease Control and Preven)on, 2019): 

1. Ask pa)ents about symptoms of depression and screen appropriately 

2. Ask pa)ents about symptoms of anxiety and screen appropriately 

3. Ask pa)ents about symptoms of stress and screen appropriately 

4. Provide informa)on on treatment and services for behavioral health condi)ons 
and symptoms  

5. Partner with other professionals to ensure that pa)ents have access to the 
necessary services based on their mental health 

Assessment tools  

There are many different tools that medical professionals and other healthcare staff will 
u)lize for measuring health and well-being. The most common tools are the PHQ-9, 
GAD-7, and the Pa)ent Stress Survey. These can be seen below.  
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Most healthcare teams will u)lize the PHQ-9 for assessing depressive symptoms. It looks 
like this (MDCalc, 2021): 

Please identify how often in the last two weeks you’ve been bothered by any of the following problems: 

The scoring for this assessment is as follows (MDCalc, 2021):  

Scoring: add up the numbers on PHQ-9 for every response based on the following: Not at all = 0; Several 
days = 1;More than half the days = 2; Nearly every day = 3 

Interpretation:  

1-4 Minimal depression; 5-9 Mild depression; 10-14 Moderate depression; 15-19 Moderately severe 
depression 20-27 Severe depression (MDCalc, 2021) 

Most healthcare teams will u)lize the GAD-7 for assessing anxiety symptoms. Below is a 
sample of what the assessment looks like (Egton Medical Informa)on Systems Limited, 
2021): 

 Little interest or pleasure in doing things ‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

 Feeling down, depressed, or hopeless ‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Trouble falling or staying asleep, or sleeping too 
much

‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Feeling tired or having little energy ‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Poor appetite or overeating ‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Feeling bad about yourself or that you are a failure 
or have let yourself or your family down

‘‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Trouble concentrating on things, such as reading 
the newspaper or watching television

‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Moving or speaking so slowly that other people 
could have noticed. Or the opposite-being so 
fidgety or restless that you have been moving 
around a lot more than usual

‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)

Thoughts that you would be better off dead, or 
hurting yourself add columns

‘“Not at all” (0), “Several days” (1), “More than half 
of the days” (2), “Nearly every day” (3)
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The scoring for the assessment is as follows: (Egton Medical Informa)on Systems 
Limited, 2021): 

The GAD-7 score is calculated by assigning scores of 0, 1, 2, and 3, to the response categories of ‘“Not 
at all,” “Several days,” “More than half of the days,” and “Nearly every day” respectively, and adding 
together the scores for the seven questions. 

Over the last 2 weeks, how often have you been bothered by any of the following problems?

Feeling nervous, anxious or on edge?

“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3) 

Not being able to stop or control worrying?

‘“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3)

Worrying too much about different things?

“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3) 

Trouble relaxing?

“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3)

Being so restless that it is hard to sit still?

“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3)

Becoming easily annoyed or irritable?

“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3)

Feeling afraid as if something awful might 
happen?

‘“Not at all” (0), “Several days” (1), “More 
than half of the days” (2), “Nearly every 
day” (3)
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Scores of 5, 10, and 15 are taken as the cut-off points for mild, moderate and severe anxiety, respectively. 
When used as a screening tool, further evaluation is recommended when the score is 10 or greater.  

Most healthcare teams will u)lize the following Pa)ent Stress Survey (PSS), a collec)on 
of twelve brief screening tools, for assessing stress symptoms that can lead to behavioral 
health issues and mental health diagnoses (University of Washington, 2017):  

Over the last 2 weeks, how often have you been bothered by the following problems? (A & B) 

In your life, have you ever had any experience that was so frightening, horrible, or upsetting that, 
in the past month, you: (C) 

In the last 6 months: (D) 

     Little interest in doing things ‘“Zero Days,” “Several Days,” “Over Half of Days,” 
“Nearly Every Day”

     Feeling down, depressed, or hopeless “Zero Days,” “Several Days,” “Over Half of Days,” 
“Nearly Every Day”

     Feeling nervous, anxious, or on edge “Zero Days,” “Several Days,” “Over Half of Days,” 
“Nearly Every Day”

     Not being able to stop or control worrying “Zero Days,” “Several Days,” “Over Half of Days,” 
“Nearly Every Day”

Had nightmares about it or thought about it 
when you did not want to? Yes or No?

Tried hard not to think about it or went out of 
your way to avoid situations that reminded 
you of it?

Yes or No?

Were constantly on guard, watchful, or easily 
startled? Yes or No?

 Felt numb or detached from others’ activities 
or your surroundings? Yes or No?

Do you usually act first and then think? (e.g., 
blurting things out, spending too much 
money, or being impatient)

Yes or No?
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In the last year: 

Do you usually feel restless? (e.g., nervous, 
difficulty sitting still, fidgeting, a lot of 
exercising or being active)

Yes or No?

Do you usually have concentration 
problems? (e.g., being easily distracted, not 
finishing things, being easily bored, forgetful, 
or chaotic)

Yes or No?

Have you always had this? (e.g., as long as 
you can remember, or have you been like 
this most of your life)

Yes or No?

(E) Avoided social situations for fear that 
attention might be on you? Yes or No?

(E) Been fearful or embarrassed being 
watched, being the focus of attention, or 
fearful of being humiliated?

Yes or No?

(F) Avoided public places from which a quick 
escape may be difficult, or do you endure 
this with clear suffering or anxiety?

Yes or No?

(G) Had recurrent thoughts, impulses, or 
images that are unwanted, distasteful, 
inappropriate, intrusive, or distressing?

Yes or No?

(H) Do you fear or avoid certain things more 
than most people do?

Yes or No?

(H) Are you scared of specific animals, 
medical issues or situations? Yes or No?

(I) Had recurrent and unexpected panic 
attacks? Yes or No?

(J) Are you a person who frequently 
experiences ups and downs in mood over 
the course of your life?

Yes or No?

(J) Do these mood swings occur without 
cause? Yes or No?

28



(University of Washington, 2017) 

The scoring for the PSS tool matches sec)on/leEer answers to specific brief screening 

tools and makes sugges)ons for further assessments (University of Washington, 2017).  

A. Depression 

The PHQ-2 is an ultrabrief screening tool that provides a preliminary diagnosis of depression. It is 
comprised of the first 2 items of the nationally recognized PHQ-9. Those scoring 3 or above should be 
further evaluated with the PHQ-9. 

B. Anxiety 

The GAD-2 is an ultrabrief screening tool that provides a preliminary diagnosis of anxiety. It is comprised 
of the first 2 items of the nationally recognized GAD-7. Those scoring 3 or above should be further 
evaluated with the GAD-7. 

C. Post Traumatic Stress Disorder (PTSD) 

The Primary Care PTSD Screen (PC-PTSD) is a 4-item ultrabrief screening tool that provides a 
preliminary diagnosis of post traumatic stress disorder. Those who answer “yes” to 3 or more questions 
should be further evaluated with the PTSD CheckList – Civilian Version (PCL-C). 

D. Attention Deficit or Hyperactivity Disorder (Adult) 

The Adult ADHD Mini Screen is a 4-item ultrabrief screening tool to identify a preliminary diagnosis of 
ADHD. Those who answer “yes” to 3 or more questions should be further evaluated with the Adult ADHD 
Self-Report Scale ASRS-v1.1). 

E. Social Anxiety 

(K)Have you ever drunk or used drugs more 
than you meant to? Yes or No?

(K) Have you recently seriously considered 
harming yourself or taking your own life? Yes or No?

(L) Have you felt you wanted or needed to 
cut down on your drinking or drug use? Yes or No?
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This 2-item ultrabrief screening tool provides a preliminary diagnosis of social anxiety. If one reports “yes” 
on one or more items, the individual should be further evaluated with the Social Interac- tion Anxiety 
Scale. 

F. Agoraphobia 

This item is an ultrabrief screening tool that provides a prelimi- nary diagnosis of agoraphobia. If one 
reports “yes” on this single item, the individual should be further evaluated with the Ost Agoraphobia 
Scale. 

G. Obsessive-Compulsive Disorder (OCD) 

This item is an ultrabrief screening tool that provides a preliminary diagnosis of OCD. If one reports “yes” 
on this single item, the individual should be further evaluated with the Obsessive-Compulsive Inventory – 
Revised (OCI-R). 

H. Specific Phobia 

This 2-item ultrabrief screening tool provides a preliminary diagnosis of a specific phobia. If one reports 
“yes” on one or more items, the individual should be further evaluated with the APA Severity Measure for 
Specific Phobia – Adult. 

I. Panic Disorder 

This item is an ultrabrief screening tool that provides a preliminary diagnosis of Panic Disorder. If one 
reports “yes” on this single item, the individual should be further evaluated with the Panic Disorder 
Severity Scale – Self-Report Form. 

J. Bipolar Disorder 

This 2-item ultrabrief screening tool provides a preliminary diagnosis of a bipolar disorder. If one reports 
“yes” on one or more items, the individual should be further evaluated with the Mood Disorder 
Questionnaire MDQ.  

K. Alcohol and/or Drug Problem 

This 2-item TICS scale is an ultrabrief screening tool that provides a preliminary diagnosis of a substance 
use disorder. If one reports “yes” on either of the two items, the individual should be further evaluated with 
the DAST-10 for drugs and/or the Audit for alcohol. 

L. Suicidal Danger 
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This item is an ultrabrief screening tool that provides a preliminary indication of suicidal danger. If one 
reports “yes” on this item, this response should lead to immediate clinical follow-up with the Columbia 
Suicide Severity Rating Scale. 

The following is a helpful self-administered stress test that workplace environments 
might offer for individuals to assess their stress levels and determine on their own if 
addi)onal help might be beneficial (Mental Health America Inc, 2021): 

Do you find yourself eating 
emotionally? Eating unhealthy 
foods or eating when you’re not 
hungry, as a response to stress or 
difficult feelings?

-No, I eat a healthy diet, and only 
eat when hungry. 

-I admit I've binged on the 
occasional Haagen Dazs, but it's 
not a regular occurrence. 

 -Yes, I have to admit that my diet 
is pretty unhealthy. 

Do you find yourself sweating 
excessively when you're not 
exercising?

-No. 

-Sometimes, when I'm particularly 
stressed, but not often. 

-Yes, it happens fairly regularly. 

Do you ever have trouble 
sleeping?

-Rarely or never. 

-Sometimes I'll have trouble falling 
asleep, staying asleep, or getting 
quality sleep. 

-Yes, I pretty often have trouble 
with sleep quality, or with falling 
and staying asleep. 
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Are you experiencing any digestive 
problems, such as indigestion, 
Irritable Bowel Syndrome ulcers?

-No. 

-I get the occasional stress-related 
stomach ache, but nothing too 
regular. 

 -Yes, I'm experiencing pretty 
regular digestive problems. 

Are you suffering from burnout, 
anxiety disorders or depression?

-No. 

-I don’t know. 

-Yes.

Are you taking care of yourself? -Yes, I take good care of my body 
and soul. 

-I don't have as much time for self 
care as I'd like, but I'm doing okay. 

-No, I rarely take care of myself. 

Do you have a supportive social 
network, and take time for 
relationships in your life?

-Yes. My friends and family help a 
lot with stress. 

-Somewhat. I have a few close 
relationships and can talk to 
people if something's really 
bothering me, but don't have as 
much time for relationships as I'd 
like. 

-No, I have few close friends or 
supportive family ties, or I don't 
have time to devote to the people I 
could be close with. 
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Are you getting regular exercise? -Yes. I lead an active lifestyle and 
exercise at least three times per 
week. 

-Sort of. I get some exercise 
throughout the day, or I go to the 
gym a couple times a week. 

-No. I live a sedentary lifestyle and 
don't go to the gym regularly. 

Do you find yourself smoking and/
or drinking to excess as a way to 
deal with stress?

-No. 

-I do one of those things, but it's 
not a big problem for me. 

- Yes, and to be honest, I know it 
can't be good for me. 

Do you often find yourself with 
tension headaches?

- No. I've had them before, but not 
often. 

-Sort of. I get them once a month 
or so. 

-Yes, I struggle with them 
regularly. 

Are you having trouble maintaining 
a healthy weight? Or, are you 
carrying excessive abdominal fat?

-No, I'm within 10 pounds of my 
'ideal' weight. 

-To a degree. I struggle with diet 
like many people, but it's not too 
much of a problem. 

-Yes: I've put on much more 
weight than I'm comfortable with / I 
can't keep weight on / My problem 
area is my abdomen. 

33



Are you easily irritated lately? -No, I'm pretty even-tempered. It 
takes quite a bit to get me 
flustered. 

-Somewhat. I find I have less 
patience than I'd like, but it's not a 
problem in my life. 

-Yes. I find myself snapping at 
people out of frustration, or having 
a low threshold for dealing with 
annoyances. 

How often have you missed work 
in the last year due to actual 
illness?

-Maybe once. 

-Two to three times. 

-Four times or more 

Do you often feel fatigued at the 
end of a day?

-Not too much. I'm ready for sleep 
at night, but I do have energy in 
the evenings. 

-Somewhat. I come home and 
need to rest for a while before I 
can do activities in the evenings. 

- Yes. In fact, I'm often fatigued by 
the MIDDLE of the day. 

Do you have a feeling that stress 
may be affecting your health?

-Not really. I'm just taking this test 
for fun. 

-Possibly. I'm not sure, but I 
wouldn't be shocked if it were true. 

-Yes. In fact, I'd be surprised if 
stress WEREN'T affecting my 
health.
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This screening tool can be found online on the Mental Health America Inc. website and 
will offer individuals insight into their stress levels and what supports might be available. 
This is par)cularly helpful if they do not feel comfortable mee)ng with professionals or 
Employee Assistance Program representa)ves.  

Referrals 

Based on their screening outcomes with pa)ents, healthcare professionals might refer to 
the following services (Centers for Disease Control and Preven)on, 2019): 

1. Mental health counseling 

2. Psychiatry (inpa)ent or outpa)ent services) 

3. Health coaching/life coaching 

4. Occupa)onal Therapy/Physical Therapy (poor physical health oben impacts 
mental health)  

5. Nutri)on services (poor food intake and health oben impacts mental health) 

6. Crisis services such as the emergency department for suicide risk 

Public health workers 

Individuals and researchers who work in public health also hold a vital role in promo)ng 
workplace health and mental health. Because they interact with recent data and large 
pieces of quan)ta)ve and qualita)ve informa)on, these individuals oben have the most 
up-to-date informa)on on community-wide health. Public health researchers and 
employees can do the following to ensure workplace mental health needs are being 
addressed (Centers for Disease Control and Preven)on, 2019): 

1. Iden)fy guidelines for designing and implemen)ng workplace behavioral health 
programs, and evaluate how effec)ve such programs are for reducing stress and 
mental health issues 

2. Develop tools that employers and organiza)ons can use to assess workplace 
environments and how conducive they are for overall well-being 

3. Teach organiza)ons to iden)fy areas for interven)on and provide training and 
tools for how to implement those interven)ons  
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4. Develop programs that recognize and reward employers who are implemen)ng 
evidence-based programs successfully to promote mental health and wellbeing  

5. Iden)fy and offer training programs that support businesses and teach them how 
to build posi)ve, healthy environments that promote health - if none are 
available then they can develop them 

Community leaders and businesses 

Pillars in the community, whether individuals and/or businesses have a similar 
responsibility for  promo)ng mental health in the workplace. These individuals can 
support workplace mental health through the following (Centers for Disease Control and 
Preven)on, 2019): 

1. Iden)fy stress management programs through local schools, community centers, 
recrea)on agencies, public health departments, and other areas and ensure that 
individuals know how to enroll/access/aEend 

2. Support programs in the community that reduce risk by ensuring that housing is 
affordable, food is accessible to all, there are safe opportuni)es for exercise and 
play, there are tools for managing and promo)ng financial health, and there are 
programs to reduce substance use/domes)c violence/other forms of violence - 
when these kinds of risk factors are present it is difficult for individuals to be 
healthy at work regardless of how many services their employers offer  

3. Develop systems that employees and other professionals can use for self-referring 
to community programs that will support their mental health and stress 

Local and federal government 

Governmental agencies bear a significant por)on of the responsibility for workplace 
mental health because they determine the alloca)on of funding and eligibility for 
programs that can support employee well-being. Local and federal governments can 
support mental health in the workplace by doing the following (Centers for Disease 
Control and Preven)on, 2019):  

1. Providing kits, tools, and materials for businesses and employers that teach about 
mental health, stress, and how to iden)fy mental health struggles 

2. Provide courses, training, guides, and other tools to help employers and 
employees manage their mental health and wellness 
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3. Collect micro and macro-level data about the health of communi)es 

4. Iden)fy preventa)ve factors and programs to implement that support public 
health and mental health 

5. Provide ongoing educa)on and ini)a)ves related to health and health outcomes 

6. Inten)onally seek and support underserved and marginalized communi)es and 
provide resources, case management, and other services for improving overall 
health  

How employees can support their mental health 

Organiza)ons and community members/teams have responsibili)es to support the 
mental health of workplaces, but employees also have the responsibility of iden)fying 
and trea)ng their own needs when possible. This oben takes a considerable amount of 
self-advocacy that makes doing so seem daun)ng, which is why macro-level 
interven)ons are also essen)al. This does not mean, however, that the employees are 
free from responsibility.  

Employees can promote workplace mental health by doing the following (Centers for 
Disease Control and Preven)on, 2019):  

1. Encouraging employers to offer mental health and stress programs and educa)on 
at work if they are not in place 

2. Par)cipate in programs developed by organiza)ons and provide feedback for how 
to improve those programs and/or validate what is going well in those programs 
to ensure those components stay 

3. Par)cipate in teams for health and wellness and aEend training sessions that are 
offered in the workplace. For example, financial planning, unacceptable vs. 
acceptable behaviors, and others 

4. Share personal experiences where s)gma is related to reduce s)gma 

5. Be open-minded and op)mis)c about the future of the workplace mental health 
environment 

6. Be empathe)c, suppor)ve of peers, and encouraging of others in seeking their 
help and support 

7. Adopt behaviors that promote health and stress management 
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8. Eat well, sleep and exercise regularly, and drink plenty of water 

9. AEend ac)vi)es for health and relaxa)on 

10. Promote in-face contact in addi)on to virtual or electronic contact  

11. Iden)fy moments of gra)tude and reflect on the posi)ve experiences 

12. Iden)fy individual and team goals related to health and develop plans for how to 
achieve them 

An ac)vity that individuals and their managers can do together to promote self-care and 
employee responsibility in health is the Assets vs. Challenges vs. Goals ac)vity (Mental 
Health Founda)on, 2021). In this ac)vity, the employee is to iden)fy two self-care tasks 
they do well at work, two they struggle to do at all, and two goals that they have for the 
upcoming weeks/months. The list they choose from is as follows (Mental Health 
Founda)on, 2021): 

1. Talking about feelings (with peers and supervisors as needed and regularly during 
mee)ngs and training when prompted) 

2. Staying ac)ve (lunch or break walks, aEending workplace ac)vi)es, etc.) 

3. Ea)ng well and drinking water (regular meal)mes at work is important) 

4. Drinking sensibly (avoiding alcohol at home as much as possible and being careful 
with it at work func)ons) 

5. Maintaining connec)on (posi)ve work rela)onships can be incredibly important 
for mental health) 

6. Asking for support as needed (whether this is with a peer, manager, or EAP 
program, it is important to ask for help) 

7. Take breaks as needed (taking paid breaks and being willing to walk away from 
tasks when needed to return feeling beEer and more prepared) 

8. Engage in ac)vi)es that the individual is good at (doing things that are consistent 
with an individual’s strengths will help them to be confident and feel successful as 
well as reduce stress) 
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9. Prac)ce acceptance of self (individuals who can accept who they are and have 
strong self-confidence are less likely to be triggered by work anxie)es and will be 
more able to find pride in their work) 

10. Prac)ce caring for others (when individuals care for others at work they feel they 
are contribu)ng, are a part of a community, and feel valued)  

Summary 

Ensuring that mental health at work is strong and environments are posi)ve will require 
cross-system work with many different professionals and individuals. Employers, 
community members, employees, government teams, healthcare professionals, and 
other people must all interact and support the development and implementa)on of 
programs to promote health. This requires addressing problem areas and needs, 
developing programs, and assuring that there are effec)ve ways to assess how well 
those programs are working. There is not one single player or team responsible for the 
health of workplaces, but rather all par)es are responsible and should communicate 
about the best way to enhance well-being.  

Section 6: How employees are protected 
Introduc)on 

Historically, many employees have been afraid to ask for support at work, even when 
they really need it, and they dread the thought of having to take )me off from work for 
mental health treatment. Most people would not be comfortable taking a leave of 
absence for inpa)ent mental health treatment or even to take a respite break at home. 
The thought of this is embarrassing and oben terrifying because of the s)gma associated 
with mental illness or the fear of repercussions. It is important to understand, though, 
that there are protec)ons in place for individuals if they need to be absent from work to 
address mental health issues. 

The Americans with Disabili)es Act (ADA) 

Under the Americans with Disabili)es Act, a disability is defined as “a physical or mental 
impairment that substan)ally limits one or more major life ac)vi)es” (Americans with 
Disabili)es Act Na)onal Network, 2021). When employees have a mental health 
condi)on that meets these criteria, they are eligible for protec)on in the workplace 
under the act. The act also prohibits discrimina)on at work against those who have a 
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history of having a psychiatric disability. Examples of this include anxiety, depression, 
schizophrenia, and other psychiatric disorders. Under the ADA, individuals have the right 
to accommoda)ons that support their ability to func)on, flexible hours, guidance about 
feedback and job performance, leaves of absence as needed, and supervision 
accommoda)ons (Americans with Disabili)es Act Na)onal Network, 2021). 

Both employers and employees must understand these protec)ons to ensure that they 
are in compliance and that individuals are given access to their rightly owed support, 
protec)on, and services.  

The role of Human Resources (HR) and the Americans with Disabili)es Act 

Employees who are struggling at work with iden)fying the supports needed to perform 
and maintain health can rely on their human resources staff to provide some guidance 
and support. Human resource professionals are knowledgeable about mental health 
impairments that impact employees and applicants in the workforce (SHRM, 2021). 
These staff members know about laws, rules, and managing people with mental health 
disabili)es and they can be used as a resource for employers and employees alike 
(SHRM, 2021). For example, managers struggling to support their employees with a 
mental illness can ask HR for resources/tools that can be helpful.  

The following are examples of accommoda)ons that HR teams might recommend 
(SHRM, 2021): 

1. Telecommu)ng, part-)me hours, job-sharing, or making up missed work at a later 
)me 

2. SIck leave for mental health and flexible use of vaca)on )me 

3. Breaks according to needs rather than a fixed schedule and more frequent breaks  

4. Permidng food and water at worksta)ons 

5. Removing distrac)ons from the environment 

6. Adding workplace barriers/dividers 

7. Offering a private worksta)on 

8. Increasing the natural ligh)ng 

9. Providing music 
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10. Recording tools for mee)ngs and training 

11. Remote job coaching 

12. Sobware 

13. Removal of nonessen)al job tasks 

14. Division of large tasks into smaller tasks 

15. Implemen)ng a more flexible supervision style with posi)ve reinforcement and 
feedback 

16. Addi)onal forms of communica)on as needed 

17. Regularly scheduled mee)ngs 

18. Plan for coping ahead of )me when new policy/procedure is implemented 

19. Educa)on about the disorder 

20. Relevant training as needed (SHRM, 2021) 

21. Changing work hours to beEer support the poten)al side effects of medica)on 
(Mental Health Founda)on, 2021) 

22. Excusing someone from work for the day as needed (Mental Health Founda)on, 
2021) 

When individuals do have to take )me off of work for their mental health, it must be 
well handled by their teams, managers, and peers. The following will need to be 
addressed for the best and most appropriate transi)ons (Mental Health Founda)on, 
2021): 

1. Planning with the employee what their peers and colleagues will be told in their 
absence  

2. Planning with the employee what kind of return to work they will have. For 
example, some individuals find a phased return to be helpful 

3. Planning with human resources how to support the individual 

4. Invi)ng the person who is on an absence out to informal gatherings outside of 
work when appropriate 
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5. Sending the individual cards and calling  just as you would with any other physical 
health issue 

6. Giving the person a call a few days before the return to work to iden)fy if there is 
anything needed for a safe and predictable return  

7. Greet the individual when returning to work 

8. Help the individual adjust back into work rou)nes and schedules as needed  

Addressing discrimina)on 

If there is discrimina)on in the workforce as related to mental health disorders, it must 
be immediately addressed. The following should be implemented in all workplaces for 
the wellbeing of staff (Mental Health Founda)on, 2021): 

1. Promote a culture where discrimina)on is viewed as unacceptable 

2. Encourage staff members to report any discrimina)on they see 

3. Provide a clear process for employees to navigate through, with support, when 
they are being discriminated against - it is important that individuals feel 
supported during this process as they may be experiencing anxiety and fear 

4. Support local and na)onal an)-s)gma ini)a)ves such as Mental Health 
Awareness Week and Time to Change  

Summary 

Americans with mental health disabili)es/psychiatric condi)ons should be protected 
from unfair treatment under the Americans with Disabili)es Act. It is important that they 
know their rights and that employers understand their responsibili)es where suppor)ng 
staff members with mental illnesses are concerned. The human resource department at 
any place of business should be able to offer this informa)on and guidance as needed.  

Section 7: What have specific workplaces done to be 
successful in promoting positive mental health? 
Introduc)on 
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Every organiza)on will be different in how it addresses mental health. The workplaces 
that have been the most successful in their efforts to focus on mental health struggles 
with their staff have done a variety of things to ensure that the culture they create is an 
inclusive and suppor)ve one.  

Examples of success in the workplace 

The following organiza)ons have been successful in implemen)ng wellness and mental 
health programs (Cingras, 2020): 

1. Bell - this telecommunica)ons company implemented a Let’s Talk Day where they 
have created ini)a)ves and donated money related to improving dialogue about 
mental health. They offer 24/7 help and digital resources to their employees  

2. Influence & Co - this content marke)ng agency wrote an en)re policy on mental 
health to reflect what they were seeing in the workplace, which was that their 
employees were struggling. They consulted with mental health professionals and 
delivered training for staff and managers to get familiar with the new policy  

3. Unilever - this organiza)on developed an en)re app for their staff to u)lize that 
provides health informa)on and crisis supports for employees to u)lize whenever 
they need it 

4. MicrosoR - at Microsob, managers started sharing their struggles and stories with 
mental health issues to help create a culture of mental wellness and inclusivity. 
This was a conscious act of normalizing and reducing s)gma. At Microsob staff 
have access to in-person and digital counseling as well as support groups and 
workshops. There is also food and water available throughout the office 
posi)oned for staff to access as needed/desired  

5. Johnson & Johnson - this organiza)on also developed an app for wellness for 
their staff and their family members. Built into the app are mindfulness ac)vi)es 
and behavioral interven)ons for stress reduc)on and management  

Summary 

Successful organiza)ons have many of, if not all of, the following: Employee Assistance 
Programs, robust online content with 24/7 access, groups for wellness, classes, training, 
and workshop opportuni)es, flexible hours and supervision, clear communica)on 
strategies, crisis support, counselors available, and a strong investment in employee 
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health. The organiza)ons listed are only a few of the many examples of employers 
seeking to do well by their employees where health and stress reduc)on are concerned.  

Section 8: Case studies 
Travis 

Travis is a 34-year-old man with an Informa)on Technology degree who started working 
at a start-up company several years ago. He has grown with the company and is now in 
an upper management posi)on that requires him to be on-call for technology-related 
issues within the app that his company owns and manages. He is also a recent first-)me 
father with a six-month-old newborn at home. His wife is becoming increasingly 
frustrated with his phone ringing in the middle of the night to “put out fires” as she calls 
it because they are already being awoken by a crying baby. She states she “can’t take it 
anymore.” Travis also reports that being on-call 24/7 is taking a significant toll on his 
mental health and marriage. Travis is feeling anxious about his phone ringing and 
poten)ally promp)ng a fight with his wife. Addi)onally, he is constantly on edge and is 
struggling due to a lack of sleep.  

Travis has recently chosen to discuss this with his manager. He asks to schedule a 
mee)ng and when he aEends the mee)ng he states, “I am feeling a lot of stress and 
therefore pressure at home because of being on call 24/7. This stress is making me 
wonder if I can sustain my posi)on long-term and that’s making me very anxious. Is it 
possible that we can try to find another way to manage the on-call nature of this 
posi)on because I am very invested in it?” Travis’s manager validates his worries and 
anxie)es and over the next few months, they work together to develop an on-call 
schedule with other managers who will be trained to assist with this responsibility. Travis 
will go from constantly being on-call to only being on call one to two days per week.  

Upon finding a solu)on, Travis’ anxie)es instantly lessen and his rela)onship with his 
wife greatly improves. He and his wife also decided that on the 1-2 days per week he is 
on-call he will sleep in the guest room to prevent her from being woken up. Travis’s case 
illustrates how stress at work can be very debilita)ng even when there is no underlying 
mental health disorder. Upon the removal of the environmental factor, Travis’ health 
returns to baseline.  

Kalis 
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Kalis is a 47-year-old registered nurse who works in an Emergency Room (ER) in a small 
town. She has been working in this Emergency Room for over 20 years, which is the only 
ER in town, and she reports feeling completely exhausted by work. Every day she dreads 
going to work and feels as if the frustra)ons of nursing will never end. Despite the ability 
to transfer to other departments, Kalis stays in the emergency room because she can 
make the most money and she was recently divorced and is saving up to purchase a 
home of her own. She is currently ren)ng a home with her teenage children.  

Kalis has always struggled with anxiety, but she was recently diagnosed with depression. 
Her therapist feels that her symptoms are likely changing in response to the divorce and 
the sustained dissa)sfac)on at work. Karis is beginning to feel suicidal, and although she 
is not planning for suicide, she thinks of it daily. Together Kalis and her therapist work 
toward her speaking with her supervisor about taking an extended break for her mental 
health. During this )me Kalis will aEend an intensive outpa)ent program for three 
weeks for her depression. Although Kalis is nervous to do so, she realizes that advoca)ng 
for herself  is a step she must take.  

Upon mee)ng with her supervisor, Kalis was validated in her struggles, and her 
supervisor states “I have felt as though you have been struggling, and if this is what you 
feel needs to happen for your mental health we support you fully.” 

Aber Kalis completed the intensive outpa)ent program and was considering returning to 
work, she decided that going back to the emergency room would not be good for her 
health and she would rather accept less money working in a slower-paced environment 
that would allow her to manage her anxiety and depression beEer. Kalis follows through 
with this and quickly finds herself a posi)on in the post-surgical unit, which she reports 
is much slower than the ER and a “nice change of pace.” Kalis’s case study is a good 
example of how stressful work environments can exacerbate mental health symptoms 
and disorders. Her employer was very suppor)ve of the steps she needed to take for her 
mental health, which was essen)al in her recovery from very intense symptoms.  

Karla 

Karla is a 28-year-old mother of two who recently re-entered the workforce aber several 
years of staying home with her babies. She works in finance and returned to the 
company where she had previously worked for several years. Upon returning to work 
she quickly realizes that she does not know anyone who is on her team any longer. Many 
of her friends and peers that she enjoyed have moved up or on. Karla begins to feel 
isolated at work. She feels leb out and worried that nobody will like her and accept her 
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because she is the only mom on her team. She feels as though it is hard to relate to 
others.  

Karla also no)ces that when she returns to work the workload is much higher than it 
once was and she was not expec)ng this. Karla’s supervisor is quite fast-paced and has 
high expecta)ons of her team. Karla quickly finds herself feeling as though she cannot 
keep up and is not being produc)ve enough to maintain her posi)on. That stress and 
fear build over )me and she is afraid to address it. Eventually, she has a panic aEack at 
work. She bursts into tears and begins to hyperven)late.  

Karla’s peer comes into her cubicle and asks if he can speak to her privately in an empty 
office. He is friendly and seems compassionate so Karla feels comfortable with him. Her 
peer asks her to count backward from ten to zero and then frontwards from zero to ten. 
Aber a few rounds of this, her breathing returns to normal and although Karla feels 
physically beEer, she begins to feel embarrassed. Her peer says to her, “Don’t worry, I 
get them too. It’s scary at the moment but aberward you remember that having anxiety 
is mostly just a normal part of living.” Karla felt so validated by her peer that she asked 
him how he learned to do that. 

Karla’s peer explained that not only has he had anxiety for many years and that panic 
aEacks have been common for him, but he aEended a Mental Health First Aid at Work 
training last year and it has helped him feel empowered to support peers when they are 
struggling. Karla asked him more about the training and she was given more details. 
Once she returned to baseline and went back to work, Karla decided to ask her 
supervisor if there would be an opportunity for her to aEend training like that. Karla’s 
supervisor reminded her that he wants to support her and everyone else the best that 
he can and to please talk to him whenever she needs him. He helped her find training 
available at work on self-care and Mental Health First Aid. Aber several months Karla 
begins to feel more comfortable at work and with her team. She realizes that a lot of her 
feelings were related to worry and anxiety. She asked her supervisor to help her write a 
plan for how to complete the tasks she is responsible for and he did this quickly and 
efficiently with her.  

Karla’s case illustrates the importance of making mental health resources and other 
assistance available, and how such support is beneficial for the individual and the team. 
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