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Ideas and Suggestions for 

Supporting Healthy Minds  

at Work 

The culture of an organization plays a large role in setting the conditions that affect employees’ mental 

health. As an employer, you can help build a psychologically healthy workplace for your employees and 

promote good mental health in your workplace. 

Workplace Factors 

Current research has shown that the points listed below affect the health of the work environment (this 

is not an exhaustive list). 

Work-life balance: Promote work-life balance; encourage employees to take their allotted vacation 

time, implement policies that promote flexibility within day-to-day work days, create and model a 

corporate culture that does not expect employees to respond to emails 24/7. 

Workload and role clarity: Clearly define employees’ duties and responsibilities. Monitor workloads to 

ensure they’re not excessive. Ensure there is sufficient staff to do the work required. Make sure your 

employees have sufficient knowledge, training, skills and resources to do their jobs well. Allow staff to 

set their own priorities as much as possible and to have some control over their work day. 

Work scheduling: Look into flexible work arrangements. Where possible include flexible schedules, 

compressed work weeks and telework/tele-commuting. 

Socially supportive work environment: 

 Encourage and reward employees who support and encourage others. 

 Develop a culture of trust, discourage gossip and rumours, and help employees to correct 

any mistakes. 

 Offer social activities for employees to get to know one another and maintain workplace 

friendships. 

 Consider using 360º feedback at all levels of management. Use the information to create 

opportunities for improvement. 

Physical work environment: The physical environment of the workplace can also affect employees’ 
mental health. 

 Consider the noise and temperature levels. 

 Make sure that office furniture is adjusted to the needs of each employee to reduce the risk 

of repetitive strain injuries. 
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Job security: There are no guarantees of lifetime employment, but you can help employees focus on 

career paths by providing opportunities to update their skills and learn transferable skills. 

Management style: Managers are instrumental in creating and maintaining a mentally healthy 

workplace environment. They take the lead on allocating resources, managing workloads and dealing 

with workplace conflicts. 

 Ensure managers are well trained and that they have excellent people management skills. 

 Ensure there is open and effective communication between you and your staff. 

 Provide ongoing feedback to staff regarding their performance and reward staff for a job well 

done. 

 Encourage senior executives to be strong, effective leaders and to be role models to staff. 

 Do not tolerate bullying, harassment or discrimination. Implement anti-bullying and 

workplace harassment policies and have conflict resolution practices in place. 

 Train managers to be aware of mental health issues in the workplace and how to talk with 

and listen to employees, deal with performance issues and help employees with disabilities 

stay at work or return to work successfully. The following organizations offer training and 

services: 

> Mental Health Works is an initiative of the Canadian Mental Health Association, a 

registered charity. It offers training for managers as well as free online resources. 

National Standard for Psychological Health and Safety in the Workplace 

The Mental Health Commission of Canada and its partners released a National standard for 

psychological health and safety in the workplace (the Standard) in January 2013. It is a voluntary 

standard intended to provide systematic guidelines for Canadian employers that will enable them to 

develop and continuously improve psychologically safe and healthy work environments for their 

employees. Implementing a Psychological Health and Safety Management System (PHSMS) can assist 

workplaces with adhering to the standard. A Psychological Health and Safety Management System is 

similar to other management systems and can be integrated with existing policies and processes. For 

more information visit Workplace Strategies for Mental Health. 

Guarding Minds @ Work is an excellent resource for employers actively seeking to promote good mental 

health in the workplace and work towards the National Standard. It gives employers access to a free 

comprehensive set of resources to “assess and address the 13 psychosocial risk (PSR) factors known to 

have a powerful impact on organizational health, the health of individual employees, and the financial 

bottom line.” 
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Other Resources 

Mental Health First Aid  is run by the Mental Health Commission of Canada. The program helps people 

who are “developing a mental health problem or experiencing a mental health crisis.” You may want to 

consider this training for your Occupational Health and Safety managers and supervisors. 

Workplace Strategies for Mental Health, an initiative of the Great-West Life Centre for Mental Health in 

the Workplace, provides public resources including strategies and tools for Canadian employers who 

wish to address mental health issues in the workplace. 

Living Life to the Full is the Canadian Mental Health Association’s mental well-being course (12 hours 

over 8 weeks) that has been successfully run on-site in workplaces. The course is a fun and friendly 

evidence-based program to help participants build concrete skills to boost low mood, solve problems, 

manage stress, be more confident, practice healthy thinking, deal with anger, reduce unhelpful 

behaviours and increase helpful ones. 

Safe and Sound: Building and Sustaining a Psychologically Safe and Healthy Workplace. This workshop 

provides insight into Bill 14’s revisions to the Workers Compensation Act relating to compensation for 

mental health disorders and the recent WorkSafeBC occupational health and safety policies to support 

that act. It also deals with addressing bullying and harassment, and how to support a psychologically 

safe and healthy workplace. This workshop is aimed at managers, supervisors, HR professionals and 

union representatives. 

Conference Board of Canada, “Building Mentally Healthy Workplaces: Perspectives of Canadian Workers 

and Front-Line Managers” (June 2011). This report was based on a national survey of 1,010 employees 

(part-time and full-time), including 479 front-line managers. Its findings will give managers and 

executives the information they need to improve their management of employee mental health and 

wellness. 

Canadian Mental Health Association (BC Division), Bottom Line Conference resources. The resources 

include personal anecdotes as well as practical guidelines for employers. 

Psychological Health and Safety: An Action Guide for Employers. A tool from the Mental Health 

Commission of Canada that provides steps and actions which are accessible to all Canadian employers to 

protect the mental health of employees. 

 

 

 

 

 

Sources: 

Canadian Mental Health Association 
Conference Board of Canada, “Building Mentally Healthy Workplaces : Perspectives of Canadian Workers and Front-Line 

Managers” 
Workplace Strategies for Mental Health 
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Health Benefit Plans 

Employers can use health benefit plans to ensure employees have easy access to confidential 

counselling and referral services for dealing with stress, family or work conflicts or other problems that 

impact mental health. A comprehensive health benefit plan should include an Employee Assistance 

Program or Employee & Family Assistance Program (EAPs & EFAPs), which should be aligned with the 

employer’s vision, protocols and mental health goals. 

The Canadian Life and Health Insurance Association has developed guiding principles to support good 

mental health in the workplace, so choose a member company that fulfills these objectives. 

Benefit Plans 

Consider what is covered under your EAP and other group benefits plan. A good benefits plan: 

 Is available to all employees, including part-time or casual employees. If this is not possible, 

consider reimbursing employees for out-of-pocket expenses incurred for medications and 

counselling, at least for a limited time. 

 Does not exclude pre-existing conditions such as a diagnosed mental illness. 

 Offers methods of counselling to suit an individual’s preference and includes a choice of face-to-

face counselling, e-counselling, telephone counselling and group sessions. 

 Includes couples or family counselling. 

 Ensures there is a service that directs employees to the most appropriate provider—addictions, 

couples counselling and eating disorders, for example, all require different expertise. 

 Eliminates or minimizes employees’ out-of-pocket treatment costs (such as deductibles or cost-

sharing) for counselling and pharmacotherapy (therapy using pharmaceutical drugs) to remove 

financial barriers to treatment. 

EAP providers may also offer tools to help support your organization’s front-line managers; for example, 

orientation sessions or refreshers on the EAP services available to employees as well as information on 

mental health and online courses or training videos. 

Ensure your company drug plan covers medications for the treatment of mental health problems. 

Medication can be a crucial part of the recovery process for many people experiencing mental illnesses. 

With this in mind, company drug plans are a valuable resource for both employees and their employers. 

Drug plans not only help offset short-term disability costs, they can also help curb absenteeism. What is 

covered and available to employees needs to be clearly communicated. 
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Disability Coverage for Mental Illness 

If coverage is available, or if you are considering getting coverage that would meet the needs of 

employees with mental illnesses, ask yourself these questions: 

 What does the insurer’s total disability definition signify for claimants? Does it 

differentiate between the employees’ own occupation and any occupation? If it specifies “total 

disability” (that is, it considers an employee to be disabled only if he or she is unable to work at 

all times), it will probably exclude many people with a mental illness given the episodic nature of 

such illnesses. 

 Do you have a plan to retain employees or facilitate their return to full-time work? If so, 

will the insurer collaborate with you on a progressive return-to-work strategy in connection with 

disability coverage for an employee with a mental illness? 

 Often, after two years of accessing their workplace disability plan, employees face a new series 

of qualifying criteria. In such cases, ask your insurer how these criteria change and how 

they affect the employee’s “total disability” status. 

 Do employees have the opportunity to access short-term and long-term coverage? 

Short-term coverage can span periods of disability that last 3–12 months. And ideally, at that 

point long-term disability becomes accessible. Ensure your sick leave policy is cohesive with your 

short-term disability coverage. Intermittent coverage can exaggerate the stress of mental health 

issues and delay rehabilitation and/or recovery. 

For more information on evaluating your company’s disability program, see “Navigating Workplace 

Disability Insurance,” a publication of the Canadian Mental Health Association, BC Division. 

 

 
 

 
 

 
 

 

 
 

 
 

 
 

 
 

 

 

Sources: 
Global Business and Economic Roundtable on Addiction and Mental Health 

Canadian Centre for Occupational Health and Safety (CCOHS) 
Canadian Life and Health Insurance Association Inc 
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Tips for Policy Development 

Every company should consider developing a mental health policy. A mental health policy for the 

workplace defines the vision for improving the mental health of the workforce and establishes a model 

for action. 

Policy Development 

When developing a workplace mental health policy you should: 

 Draft a policy that describes workplace harassment and bullying, explains the consequences of 

such behaviour and clarifies for employees what to do when harassment and bullying occurs. In 

BC, the Workers’ Compensation Act was recently amended making employees eligible for 

compensation for mental illnesses that are predominantly caused by a significant workplace 

stressor related to employment. As a follow-up to these amendments, WorkSafeBC 

introduced new policies to address bullying and harassment in the workplace, which become 

effective on November 1, 2013. The policies have been developed to clarify the obligations 

of employers, workers, and supervisors regarding preventing and addressing workplace 

bullying and harassment. WorkSafeBC has a workplace toolkit to assist workers and employers 

in understanding, preventing and addressing bullying and harassment in the workplace. 

 Review existing policies, programs and procedures from the perspective of their impact on the 

psychological safety of employees. 

 Emphasize what can be done to support staff with mental health problems and address the topic 

of employing people with mental health problems. 

 Outline a commitment to promoting and monitoring mental health at work, and acknowledge the 

importance of creating a safe environment for employees that will benefit their mental wellbeing; 

for example, making reasonable efforts to ensure the workplace is free from bullying and 

harassment and promotes respect. It may be helpful to consider the specific risk factors for 

mental health problems in the workplace. Guarding Minds@Work outlines 13 workplace 

psycho-social factors that influence risk for mental health problems. 
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Policy Statement 

Workplaces can also create a policy statement related to workplace mental health that demonstrates 

leadership and commitment. 

The policy statement: 

 Should ideally be signed and dated by organizational and labour leaders. 

 May be overarching or embedded within existing policies and programs. 

 Embeds actions resulting from policy in standard organizational processes. 

The Mental Health Commission of Canada’s Leadership Framework for Advancing Workplace Mental 

Health offers this sample policy statement: 

“The ABC company considers the mental health and psychological safety of its employees to be 

as important as other aspects of health and safety. ABC is committed to supporting a mentally 

healthy workplace through appropriate policies, programs and services.” 

 

 
 

 

 

 
 

 

 
 

 
 

 

 

 
 

 
 

 
 

 

 

 
 

 
 

 
 

 
 

 
 

 
 

Sources: Shaw Trust  
  Mental Health Commission of Canada: A Leadership Framework for Advancing Workplace Mental Health 
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Respectful Workplace  

Policy Template 

The following template has been reproduced here with the kind permission of the Petroleum Human 

Resources Council of Canada. 

Aside from adopting this policy, companies are encouraged to provide education and training for their 

employees and contractors, whenever applicable, on the following key topics: human rights in the 

workplace; managing diversity; and the company’s respectful workplace policy and procedures. 

Policy Overview 

(Company name) is committed to creating an inclusive and healthy workplace where employees are 

valued and treated with dignity and respect. It is intended that this policy will prevent discrimination and 

harassment of any type and provides guidelines on addressing workplace discrimination/harassment as 

quickly and efficiently as possible. 

Coverage 

This policy applies to all employees and independent contractors of (company name) while engaged in 

any activity related to their employment or contract with (company name), whether on company 

property or elsewhere (e.g. business trip, conferences, social gatherings, etc.). 

Definition of Terms 

Discrimination is any act or omission that results in unjust or prejudicial treatment of different 

categories of people. Differences may be based on race, marital status, religious beliefs, family status, 

colour, age, gender, ancestry, physical disability, place of origin, mental disability, source of income, 

sexual orientation, or any other ground covered by British Columbia’s Human Rights Code. 

Workplace Discrimination, as defined by the Canadian Human Rights Commission, means putting an 

employee at a disadvantage based on prohibited grounds. Discrimination may happen intentionally or 

inadvertently and results in barriers to workplace equity because it blocks access to equal opportunities. 

Harassment is a form of discrimination and means any unwanted physical or verbal conduct directed to 

one or more individuals and causes offence or humiliation. As a guideline, an example of a 

discriminatory or harassing behaviour is making derogatory remarks or compromising invitations that 

result in a negative or hostile work environment. 

  



 

 

A partnership between the Canadian Cancer  

Society BC and Yukon and Healthy Families BC 

Sexual Harassment means any offensive or humiliating behaviour on the grounds of gender. This 

includes demands for sexual favors in exchange for rewards or favorable consequences. Generally, 

sexual harassment is deliberate, unsolicited, and one sided. Anyone can be a victim or a perpetrator of 

sexual harassment. 

Responsibilities 

In general, individuals covered in this policy have a responsibility to ensure that the working 

environment is free from harassment. Key responsibilities include refraining from actions and behaviours 

that might constitute discrimination/harassment as well as any other reasonable involvement to achieve 

the objectives of this policy (e.g. reporting incidents). 

Employers, managers, and supervisors are responsible to immediately act upon any situation involving 

discrimination/harassment. They should also ensure that employees are oriented on human rights in the 

workplace as well as this policy. 

Confidentiality 

To protect the interest of all individuals involved in any process involving reported incidents or formal 

written complaints of discrimination/harassment, confidentiality will be maintained throughout the 

process to the extent practicable and appropriate under the circumstances, and as permitted by law. 

Reporting Discrimination/Harassment 

Any individual covered by this policy who has experienced discrimination/harassment at (company 

name) or at any work-related event outside the company should be proactive and encouraged to act 

before the behavior becomes repetitive by informing the harasser his/her behaviour is inappropriate and 

ask him/her to stop. If the harassment continues or if the petitioner does not wish to bring the matter 

directly to the alleged harasser, the person should report the problem to one of the following individuals: 

(List the positions/titles who the individual can report to. Examples include his/her Manager, Vice 

President and/or the CEO). These individuals have been appointed by the company as “Advisors” under 

this policy. 

Note: During the orientation process, individuals should be advised to take notes, as much as possible, 

about incident(s) constituting discrimination/harassment. Records of events are not necessary to file a 

complaint. However, records provide specific details and strengthen any case. Ideally, records should 

describe the incident and include the dates, times, locations, possible witnesses, and the individual’s 
response. 

The Advisor shall inform the petitioner of his/her right to keep the matter at the report stage or make a 

formal written complaint under this policy as well as other rights including: 

 Any counseling or other support services provided within and outside of the organization; and  
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 Other avenues of recourse such as filing a discrimination/harassment complaint with the BC 

Human Rights Tribunal. Complaints must be filed within 6 months after the alleged incident. 

Resolution 

At the Meeting Stage 

After discussing the matter the petitioner and the Advisor agree that no discrimination/harassment 

occurred at the incident(s) in question, the Advisor will take no further action and will make no record in 

any file. 

If it was determined that discrimination/harassment has occurred, but the petitioner does not wish to 

make a formal written complaint, the Advisor should still engage in proactive measures to resolve the 

incident (e.g. informal discussions with the harasser). No formal investigation will be undertaken nor will 

written records be kept. 

The Advisor may still make a written complaint if there have been previous complaints against the 

alleged harasser. Written complaints by an Advisor should be signed and provided to the petitioner, 

alleged harasser and management. 

If the petitioner decides to make a formal written complaint, the Advisor should assist the petitioner in 

drafting a complaint and provide copies to the petitioner, alleged harasser and management. 

Investigating the Complaint 

Upon review of the formal written complaint, an investigation should be conducted immediately. Possible 

investigators include another designated individual within the company, or an outside investigator, for as 

long as the appointed person can conduct a thorough and unbiased investigation. 

At a minimum, an investigation should include individual interviews with the petitioner, the alleged 

harasser(s) and witnesses to the incident, if any. The alleged harasser(s) should be given enough 

information about the allegations against them to allow them to respond appropriately. 

On completion of the investigation, the investigator will inform the petitioner, alleged harasser, and 

management, as to his/her findings and recommendations. 

Disciplinary Action and Closure 

If the investigation substantiates the complaint of discrimination/harassment, the harasser will be 

disciplined appropriately. Depending on the nature and severity of the harassment, disciplinary actions 

may include: a verbal and/or written apology; letter of reprimand from the organization; referral to 

counseling; removal of certain employment privileges; temporary suspension with or without pay; 

and/or termination of employment or contract. No documentation will be placed on the petitioner’s file 

where the complaint is filed in good faith, whether the complaint is upheld or not. 
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If the investigation fails to find evidence to support the complaint, no documentation will be placed on 

the alleged harasser(s)’ file(s). 

 

Important note: Regardless of the outcome of a harassment complaint made in good faith, petitioners, 

advisors, as well as anyone who supported or was involved in the petition and/or investigation will be 

protected from any form of retaliation by the rest of the employees of (company name). 

*For policies and procedures related to bullying and harassment in the workplace, please see 

WorkSafeBC’s toolkit. 


