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What this 
resource covers
This report outlines strategies for fostering employee mental 
health, wellbeing, and engagement in line with the Global 
Thriving at Work Framework, which advocates the need to:

In the following pages, we will cover each of these three pillars in further detail, including insights from global studies, 
reflection questions to encourage re-thinking around mental health, wellbeing and productivity at work, and practical 
strategies for implementation. 

Following is a short summary of what is covered within each pillar.

Create a culture 
of wellbeing and 
psychological 
safety

Develop a mentally 
healthy working 
environment

Provide and signpost 
to accessible 
resources, tools, and 
support 
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Create a culture 
of wellbeing and 
psychological 
safety
The statistics about employee mental health and engagement 
are alarming, and in this era of widespread skills shortages, 
not sustainable for organizations. Employees now expect their 
bosses to implement customized interventions to protect 
their mental health and wellbeing. Employers – who must be 
personally committed to wellness programs for them to work 
– need training to create the public awareness campaigns and 
educational and anti-stigma offerings to diverse groups within 
the organization. The leadership team is crucial in reducing 
the struggle toward wellbeing and psychological safety; they 
must also make it ok to struggle.
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Develop a 
mentally 
healthy working 
environment
Studies have highlighted the importance of employees 
having flexibility, autonomy, and control in their work. People 
management and ways of working must adapt to the new 
realities. This must occur at both systems and individual levels. 
Risk management and prevention of mental ill health loom 
large, with buddy-onboarding and social support interventions 
being recommended.
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Provide and 
signpost to 
accessible 
resources, tools, 
and support 
An employer could implement activities for both categories 
above and yet little employee wellbeing might result if the 
communications about them are not clear, frequent, and 
targeted to diverse in-organization groups. Managers must 
“walk the talk” of a mentally healthy workplace by being 
regularly accessible to their people; support programs 
exemplify the intention to create and maintain a mentally 
healthy workplace. Employees need to know what’s available 
to support their health, and how they can access it.
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As an employer, manager or 
leader, we encourage you to put 
these insights into practice as 
you deem appropriate within 
your organization. We hope you 
enjoy your reading! 
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Here are a few 
key statistics 
leading up to the 
pandemic:

Workplace Wellbeing 
in Numbers

Do you know, as an employer, what your employees need to 
enhance wellbeing and become more engaged at work? Even 
if you believe you knew before the COVID-19 virus struck, you 

may need to navigate the territory afresh now, because the 
global landscape of work continues to rapidly evolve, with 

major changes to the mental health, wellbeing, and capacity 
for engagement of employees. This report examines where 

things are at, what’s new, and what’s needed now to protect and 
preserve the mental health and wellbeing of workers. 

National data from the past two decades 
in Australia shows people are taking 

significantly more time off work or being 
unemployed due to incapacitating mental 

health conditions, with the cost of poor 
workplace mental health on the Australian 

economy being $39 billion in lost 
participation and productivity each year.

-$39bn

Introduction
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75%
of U.S. employees struggle 
with an issue that affected 
their mental health, yet 80% of 
workers (in Australia) and 60% (in 
the United States) with a mental 
health condition say that shame 
and stigma prevent them from 
seeking mental health care.

We can take figures for the state of 
Queensland as a typical example. 

58% of Queenslanders with a 
mental health condition are in paid 

employment. 

Compared with 82% of those 
without a mental health condition, 
and the gap has increased in the 

last ten years. 

The proportion of people 
with psychotic illnesses in 

employment is estimated at 
just 22%. 

Turnover rates are higher for depressed employees, 
who are 20% to 40% more likely to become unemployed 
because of their condition.

58%

82%

22%

Disability was the number one attribute leading to complaints investigated by the Australian Fair 
Work Ombudsman in 2019. Many of these matters relate to mental health issues such as anxiety and 
depression (Black Dog Institute, 2021; Mordecai, 2019; EY Sweeney, 2018; Beyond Blue, 2020).

20-40%

#1

62%
of missed work days can be 
attributed to mental health 
conditions.
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If we thought that these issues are going away thanks to pandemic-
induced workplaces changes, such as working from home, we can think 

again. Here are some recent figures from various surveys and studies 
undertaken in 2020 and 2021.

A Forbes article reported on The MetLife annual U.S. Employee Benefit Trends 
Study 2021, which examined how to re-design the employee experience to 

prepare the workforce for a transformed world. It found three top trends 
predicted to have the greatest impact on the workplace of the future:

A report* found that 14.7% of 
Australian workers reported 
that they were consistenty 
thriving in 2019,

of employees reported an 
increase in their level of 
struggle had increased over 
the past year (AHRI, 2020).

Employee wellbeing Employees’ ability to 
work remotely

Employee mental health, 
stress, and burnout 

(Llopis, 2021)

*Report by the Wellbeing Lab (The Australian HR Institute, or AHRI, 2020)

but only 7.4% reported this level 
of wellbeing in the 2020 report.

81%

74% 71% 70%

14.7%  
 7.4%
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We can ask why these trends, all beginning with the word “employee”, 
are the ones which will most greatly determine the success of 

organizations going forward. Kayling Gaver, chief operating officer at 
Tapcheck, wrote in an opinion piece for Employee Benefit News, that, 

while standardization has brought the HR industry to where it is today, 
customization and personalization is how HR will evolve now and in the 
future. Workers, she said, now expect this. Moreover, organizations that 
aren’t working from an employee-centric business model will soon find 
that their competitive advantage will erode, along with their brand, and 

efficiency will be “sub-optimal” (Llopis, 2021). 

Thus, we should not be 
surprised that the MetLife 
report identifies these 
important trends for 
businesses to know – and to 
know how to act on:

Employees want a holistic wellbeing 
protected by employers

More than half of employees worry 
about their wellbeing (with 72% saying 
that the safety and protection of 
themselves and their family is more 
important now than ever before)

Employers need to adapt to the flexible 
workplace







Benefit approaches must change to 
meet employee needs (that is: they are 
customized)

Employees need help navigating the 
stress of current events (MetLife, 2021). 





Global pillars of a 
mentally healthy 

workplace

Employee-centric trends:
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This resource entertains the question of how, given the newly prominent 
recognition of just how much employee thriving has to do with organizational 
thriving, employers can not only show caring, but also boost their bottom line 
by giving a leg-up to employee wellbeing. The City Mental Health Alliance in 
the U.K., in its report, Global Thriving at Work, notes three “global pillars”: high-
level aims which organizations should be working toward to create mentally 
healthy workplaces. We use those as our guiding framework here, indicating the 
foundations for each and what interventions you, as employer, might like to take to 
avoid being on the “wrong side” of post-pandemic workplace trends. 

Note that some strategies will be “me” ones: that is, interventions to support 
individual employees, and other strategies will address the “we” level of wider 
organizational support. Note, also, that the various interventions overlap with one 
another. 

Create a culture of wellbeing and 
psychological safety

Develop a mentally healthy 
working environment

Provide and signpost to accessible 
resources, tools, and support (City 
Mental Health Alliance, 2020)

The three pillars are:
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Studies have shown that psychological health within the workplace is best 
supported and improved by interventions that combine personal stress 
management strategies with organizational frameworks that support increased 
participation in decision-making and problem-solving, social support, and 
communication (Black Dog Institute, 2014). For this to be achieved, the culture of 
a workplace must be able to recognize the importance of supporting employee 
wellbeing, understand factors that can negatively impact on the psychological 
health of workers, and have strategies in place to both support ongoing mental 
wellbeing and address psychological concerns when they arise. Let’s see how this 
might be achieved, starting with Pillar 1.

Before we discuss the three pillars, let’s make sure we’re on the same page 
about what constitutes a mentally healthy workplace. The World Health 
Organization’s (WHO) Regional Office for the Western Pacific defines a 

healthy workplace as follows: 

A definition
Mentally healthy workplace:

“A . . . place where everyone works together to achieve an agreed 
vision for the health and well-being of workers and the surrounding 
community. It provides all members of the workforce with physical, 
psychological, social, and organizational conditions that protect 
and promote health and safety. It enables managers and workers 
to increase control over their own health and to improve it, and to 
become more energetic, positive and contented.” (Burton, J. 2010).

13



Create a culture 
of wellbeing and 

psychological safety
It’s uncontroversial that workers who feel supported and 

psychologically safe and who “swim in a sea” of wellbeing in the 
work environment will perform better. So, what do we need to do 
to get “there”, to a culture of wellbeing and psychological safety, 

from “here”? 

Part Two: First Pillar

Organization leadership: shared commitment to creating culture of 
wellbeing and compassionate leadership in that regard.

Communication and engagement: raising awareness and ensuring 
accessible information and resources .

Inclusion: working to reduce stigma and creating a safe space (City 
Mental Health Alliance, 2020).

Let’s look at how those have manifested in the various study recommendations.

The Global Thriving at Work Framework identifies foundations of: 
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Reduce the struggle, but make it ok to struggle

At this writing, many workers have just recently returned to their offices, or are 
preparing to do so. While changing from working at the office to working at home 
presented a major transition for many, now the reverse transition is required. After 
so many months at home for some, it is jarring to be back on the relatively more 
rigid schedule of office life. The Wellbeing Lab reports that that, in Australia at 
least, there has been no recent increase in the number of Australian workplaces 
providing different kinds of wellbeing support, and only 37.6% of Australian workers 
reported that their manager expresses care for them (AHRI, 2020). Given our 
statistic above that 60 to 80% of employees who have mental health concerns 
do not bring them forward at work due to stigma (more on that later), we have a 
reflection for you. 

Remember the first trend identified above by MetLife: that employees want a 
holistic wellbeing, and they now want – no, expect – their employers to help 
provide this, by protecting them from the physical, financial, and psychological 
risks that undermine that wellbeing. This is especially important in light of the 
second trend above: namely, that most employees worry about their wellbeing, 
with safety and protection never more important than now.

REFLECTION

Does the culture of your organization permit struggle? What 
strategies (these could be either formal or informal) are in 
place to help workers navigate struggle during periods of 

transition? 
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Provide managers with evidence-based mental health 
training to improve response to mental ill health

Do your people know how to respond if they suspect there is a mental health issue 
troubling an employee? Do you? Because up to 50% of people will be diagnosed 
with a mental health disorder sometime during their life, we can safely assume that 
most of us will either be that person or else be a close contact of someone who 
receives a diagnosis. In other words, we cannot get away from the reality of mental 
ill-health. 

When academics have examined mental health literacy (that is, recognizing when 
there is a mental health challenge and knowing what to do about it), they have 
typically found the public to have a poor understanding of mental health, which 
has impeded their help-seeking and meant that they do not receive treatment 
50% to 80% of the time (Furnham and Swami, 2020). So, what can you do as an 
employer trying to create a culture of wellness and psychological safety in your 
workplace?

You can provide your managers with evidence-based mental health 
training to improve their recognition of and response to employee 
mental ill health in the workplace. 

Action
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Implement protective mental health and wellbeing 
interventions for all employees, including customized 
benefits packages to address modern stressors

MetLife notes that employees who say their employer offers a benefits package 
that meets their needs are 42% more likely to be resilient. Yet what are those 
needs? A white paper by the Black Dog Institute observes that the factors that 
have increased psychological risks for workers are greater job strain and low job 
control, with people reporting that their jobs are more complex and difficult than 
they used to be and they have less freedom to decide how to do their work; we’ll 
see how these needs for flexibility, autonomy, and control come up over and over 
again in studies. 

The pandemic has increased job insecurity as well, so one of the top five most 
desired benefits are those to do with financial wellness: named by more than half 
the employees surveyed by MetLife, yet at this writing, only 37% of their employers 
are investing more in them (MetLife, 2021; Black Dog Institute, 2021). 

Given all the above, mental health issues are also on the rise, but – as noted above 
– the stigma surrounding help-seeking prevents people from reaching out to the 
supports and benefits that are in place. This acknowledgement leads us to the 
next action point: organizational or “we”-level support and programs to reduce 
mental ill health stigma and make it genuinely safe on a psychological level to 
reach out for mental health help. We look at the findings from two studies.
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Reducing stigma at organizational level to make the 
workplace safe: U.S. and Australian studies

In the United States, over 200 million workdays are lost each year due to mental 
health issues, and yet 60% of employees have never spoken to anyone about their 
mental health. Accordingly, Mind Share Partners, SAP, and Qualtrics surveyed 
1500 U.S. adults in for-profit, non-profit, and government sectors. They wanted to 
examine the prevalence of mental health challenges and stigma in U.S. workplaces. 
They looked at the full spectrum, from 100% mentally healthy to chronic and 
severe impairment. Results showed that less than half of the respondents felt 
that mental health was prioritized at their company, and even fewer viewed their 
company leaders as advocates, yet eighty-six percent of the respondents thought 
that a company’s culture should support mental health. Reporting on the study, 
a Harvard Business Review article concluded that providing employees with 
the support they need improves not only engagement but also recruitment and 
retention, whereas doing nothing reinforces an outdated and damaging stigma 
(Greenwood, Bapat, & Maughan, 2019). 

Similarly, an Australian study of 102 people interviewed employees and job 
seekers, employers, academics and mental health peak bodies. Overall, the report 
concluded that that there was a “long way to go” before stigma would disappear. 
Because mental health conditions are relatively common among all Australians, 
providing a safe, inclusive, and supportive workplace is not just beneficial for 
people living with mental health conditions, but also important for the mental 
health and wellbeing of all employees. There was little disagreement that mental 
health stigma and discrimination pose significant barriers to participation in the 
workforce (and many other areas of life) (EY Sweeney, 2018). 

The two studies had overlapping results, which we consider together here as 
action points for employers looking to increase the culture of psychological safety 
and wellbeing at their workplace.
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Start at the top with leadership and culture changes

Both studies noted that culture-change projects need to be “top down” affairs, 
with leaders having the greatest potential to impact an organizational culture, 
and that culture having the greatest capacity to change attitudes toward 
psychological safety. Respondents to the studies believed that this aspect of 
action was so important that any other culture-change strategies would have 
limited effect without it. Importantly, stigma reduction strategies were thought to 
be of limited effectiveness – or even harmful – if employers were not genuinely 
committed to promoting mental health. Moreover, managers needed to be open 
and transparent, willing to disclose their own issues when appropriate. If the CEO 
of an organization can become the “normalizer-in-chief” about health challenges, 
a culture of acceptance and psychological safety can permeate the organization. 

When a global employee survey was conducted in 2020, 42% of respondents 
noted that their mental health had declined in the first few months of the 
COVID-19 pandemic. Harvard Business Review posted an article (Greenwood & 
Krol, 2020) advising managers to try these eight strategies to reverse the decline:

Start at the top with leadership 
and culture changes

Do public awareness 
campaigns

Invest in education

Try contact strategies

Be mindful of diversity and 
inclusiveness

Provide support

The recommendations for action include:
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1. Be vulnerable (when leaders talk about their own struggles with mental health, 
it makes it easier for employees to do so)

2. Model healthy behaviors (by doing things such as taking a walk at lunch, 
having therapy, or turning off email during a “staycation”)

3. Build a culture of connection through check-ins (i.e., more than just “How are 
you?”. Asking and really listening in order to support)

4. Offer flexibility and be inclusive (many employers did this through work-from-
home arrangements even when their jurisdictions were not in lockdown)

5. Communicate more than you think you need to (teams need to be kept 
informed about organizational changes or updates, or modifications to work 
hours, workloads, and norms)

6. Invest in training (as noted above)

7. Modify policies and practices (take a closer look at your rules and norms 
around flexible hours, paid time off, email and other communications, and paid 
and unpaid leave. Try to reframe performance reviews as opportunities for 
compassionate feedback)

8. Measure (simple “pulse” surveys can be conducted to see how people are 
doing now and over time) (Greenwood & Krol, 2020) You can read more about 
how to construct a pulse survey here: Pulse Surveys: Benefits, best practices 
and the questions to ask | Profit.co
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Do public awareness campaigns

Public awareness campaigns promote awareness and understanding by 
challenging commonly-held misconceptions and negative attitudes people may 
have around mental illness. They assume stigma reduces with greater awareness, 
a belief upheld in the research by the many participants who felt that the 
campaigns normalized mental health issues, showing that they were not alone in 
feeling less than ok. Some believed that the campaigns made a huge difference to 
people making a call for help rather than dying by suicide.

The campaigns, such as Mental Health Week and Australia’s R U OK Day, 
were perceived as important, and most effective when combined with other 
approaches, such as public figures or other relatable people disclosing their lived 
experience of mental health issues. Some noted that the campaigns were only 
effective if they were promoted well inside the organization as well as outside, and 
that in less supportive workplaces (where employers were perceived to care less 
about mental health) awareness campaigns “fizzled” for lack of top-level support. 

Invest in education 

Workplace education strategies were seen by all study respondents as vital to 
supporting and assisting people experiencing mental health conditions. As noted 
above, education/training is imperative for managers, supervisors, and colleagues. 
It builds their capacity to talk comfortably about mental health: a need that 
many in the study expressed, so they could initiate conversations about mental 
health and foster an inclusive workplace culture. The approaches needed to be 
ongoing to achieve optimal results. These could include presentations by external 
experts, lunchtime seminars, the provision of leaflets and posters, and even suicide 
prevention awareness training. Some academic and peak body respondents 
believed, however, that education strategies were less effective in reducing 
stigmatized attitudes, although they were helpful in enhancing employers’ 
capacity to respond to employees with mental health issues. 
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Try contact strategies 

Contact-based strategies — that is, having contact with colleagues, managers, and 
sometimes externally-based celebrities who live with mental health conditions 
— can be a powerful way of reducing mental health-related stigma. Contact 
strategies can help people understand how those with a mental health condition 
feel and demonstrate that mental health conditions affect “everyday” people. 
When contacts spoke about their experiences, they were generally regarded 
as offering an “authentic” perspective, one accorded as much weight as the 
perspectives of health experts, perhaps because they forged an emotional 
connection with those in the workplace. The de-stigmatization that occurred 
helped those with mental health conditions to see that being “wealthy”, “famous”, 
or “successful” didn’t make someone immune to becoming, say, depressed. 

Examples here include how Prince Harry of the United Kingdom has spoken 
about his struggles with anxiety. Oprah Winfrey has talked openly about her 
challenges to overcome depression and disordered eating. Catherine Zeta-
Jones has acknowledged her issues with bipolar disorder, while J.K. Rowling has 
named obsessive-compulsive disorder as the way that her mental health troubles 
manifested (Feel Emotion Sensor and Mental Health Advisor, 2018; Greenwood, 
Bapat, & Maughan, 2019). While not every organization may be able to recruit 
this level of star power to talk to employees, you would be able to show your 
people footage of the celebrities acknowledging their mental health issues, and 
celebrities known in the local community may be able to be recruited to speak 
face-to-face with your employees.
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Be mindful of diversity and inclusiveness 

Creating a culture of inclusiveness and appreciating diversity, rather than 
implementing specific stigma-reduction strategies, was seen to benefit the 
mental health and wellbeing of all employees, not just those living with mental 
health conditions. Employer-participants in the studies who had created inclusive 
workplaces did not view mental health stigma and discrimination as something 
that needed to be specifically targeted; rather, they saw that reducing it should be 
part of creating an inclusive workplace. 

Some respondents indicated stigma reduction strategies in the workplace must 
be implemented well and genuinely to change workplace culture. Their view is 
that culture change requires managers and leaders to do more than just ‘tick a 
box’. Those several organizations identified as having created diverse, inclusive 
workplaces were able to report that, not only were staff engagement and retention 
rates high, but also their overall organizational performance had increased 
following on from becoming diversity-embracing and inclusive. 

Provide support

Both studies concluded that companies need solid mental health benefits, but 
also, they must learn how to communicate them clearly; we look more at the issue 
of communication in the section on providing accessible resources and support. 
Suffice it to say here that many employees are either unaware of the mental health 
resources offered at their organizations, or they are afraid to use them. One way 
to ensure every worker is aware of these benefits is to talk about them, and any 
policies that support them, during employee orientations, as well as periodically 
each year. Stand-alone anonymous surveys or mental health-specific questions 
within existing employee engagement surveys are effective ways to measure 
attitudes toward mental health and keep organizations accountable; after all, what 
gets measured, gets done (Greenwood et al 2019).
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Excelling

The interventions we named in this section show what “achieving” Pillar 1’s 
creation of a culture of wellbeing and psychological safety looks like. The 
Global Thriving at Work Framework also includes a tantalizing glimpse into how 
organizations can go beyond achieving to “excelling”. We list their action steps as 
questions for you to reflect on.

REFLECTION

Are mental health strategies and interventions discussed 
with board members and senior managers at board 

meetings and senior-level meetings?

Is mental health integrated into the organization?

Are human resources/people strategies aligned with 
organization values?

Is there a focus on intersectionality and engagement with 
employee resource groups/networks?

Is the organization’s commitment to mental wellbeing 
outlined in the Company Annual Report? (City Mental 

Health Alliance, 2020)
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Develop a mentally 
healthy working 

environment 
Developing a mentally healthy working environment is about the 

way work is done and managed within an organization. Just as 
good ergonomics promotes health at the physical level, a mentally 

healthy environment promotes the development of policies, 
practices, and processes and ways of working that support mental 

health and positive wellbeing. 

Part Three: Second Pillar

People management: having skilled and compassionate leaders and 
inclusive policies and processes.

Ways of working: a healthy working environment, agile working, positive 
working relationships, and autonomy and control for workers.

Risk prevention: Being able to mitigate stress and psychological risk and 
implement self-care/protective behaviours (City Mental Health Alliance, 
2020).

Let’s see what action steps may be taken with respect to each foundation.

The Global Thriving at Work Framework categorizes the foundations of Pillar 2 into:
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People management and post-COVID-19 transitioning

Given the ultra-importance of employee wellbeing to long-term organizational 
thriving, the mental health and wellbeing of individuals and teams should be a key 
responsibility of those in line manager roles. For start, as we noted in the previous 
section, managers can (should) lead by encouraging mentally healthy behaviors 
and setting an example of stigma reduction through (appropriate) openness and 
self-disclosure. 

Beyond that, mental health needs to be considered when key processes are 
designed: processes such as recruitment, performance management, and exit. Too, 
managers need to review team structures and reporting lines to make sure that 
all teams and individuals are supported. Particularly in these pandemic times (and 
beyond), there may be little or no physical interaction between team members or 
for some employees when employees work from home or work in client premises. 

The Wellbeing Lab reports that 88% of Australian workplaces had encouraged 
or required their workers to work from home due to COVID-19: a massive, rapid 
change to working conditions! Nevertheless, it was one that 88.2% of workers 
reported feeling satisfied/somewhat satisfied with. Unfortunately, the reverse 
transition has not been as easy, with only 38.8% of workers feeling positive about 
returning to the office (AHRI, 2020). What can you do to help create a mentally 
healthy environment as workers return to work? The Wellbeing Lab has some tips 
to bring that 38.8% to a higher percentage:

1. Gauge workers’ “mental temperature”. What’s the general feeling of workers: 
are they relieved to just be out of the house, or are they more concerned 
about their health and safety, with possible worries about those who may 
still be at home and not easily cared for? You must make it safe for workers 
to express their concerns openly and honestly, so that you all can build new 
norms for working together safely and productively. 

Think about graded returns to work.

Action Step
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Check out the positive psychology-based free tool, PERMAH 
Wellbeing Survey (Permah Survey Home - The PERMAH Wellbeing 
Survey). After you take it (in five minutes, with very quick results), 
you have the lived experience of how it can help your people!

Action Step

2. Offer free wellbeing testing. You can encourage employees to measure their 
wellbeing, so that they understand more deeply what’s working, where their 
lives are struggling, and what they wish to prioritize in terms of their mental, 
social, and physical wellbeing. 

Can you make any adjustments to a struggling employee’s work to 
help out? Do you need to point them in the direction of additional 
resources?

Action Steps

3. Recognize the symptoms of struggle. As part of ongoing work from Pillar 1 
(creating a culture of wellbeing), you can help permeate your workplace with 
what may be a new notion for some: feelings of stress and struggle do not 
mean that an employee’s wellbeing is breaking down. Rather, these reflect 
internal and external challenges they are facing. Some challenges in life we 
can control; others we cannot. Help your people identify action steps that 
they can take to reduce or even eliminate some stressors. For those that 
they cannot, these uncertain times are made-to-order for practicing self-
compassion and kindness toward one another.

27
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4. Encourage wellbeing practices. Doing wellbeing practices may be at “me” 
(individual) level, but it becomes a “we”-level thing when you help your 
employees gain access to wellbeing training sessions. These can be short 
and simple, such as short videos or group check-ins. The point is to put 
easy, evidence-based daily practices for wellbeing self-care at your people’s 
fingertips. 

What can you put in place for team members to support and 
celebrate each other’s efforts to care for their mental and physical 
wellbeing? Notice the links to videos and assessments that we 
include in this resource.

Action Step

5. Recommend a daily dose of leader care. Part of the training we recommended 
in Pillar 1 is to teach managers the skills to genuinely connect and coach their 
people through these challenging times. One thing that can help here is for 
you to emphasize that, although performance ultimately matters for your 
bottom line, managing it needs to take a back seat during universally difficult 
times to the daily doses of care, compassion, and appreciation that managers 
and supervisors will need to show their people. Once people feel supported 
and can see a way through the challenges, performance can come back into 
focus.

These are definitely “walk your talk” moments. Get with the role-
modeling here!

Action Step
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Just do it! Make a plan for how to make this regular and ongoing 
(AHRI, 2020). 

Action Step

6. Plan regular staff checkups. Feedback and feeding forward in teams and 
across the workplace are important here to continue co-creating a solid sense 
of a mentally healthy workplace.
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Ways of working that support a mentally healthy 
environment

Few studies about wellbeing and work have failed to point out the many benefits 
work provides which can enhance wellbeing. There is social connection, a sense 
of achievement and recognition, and often many opportunities for development. 
But as most of us are all too aware, work can also undermine wellbeing, if factors 
in the environment or way of working negatively impact a person. Those serious 
about creating a mentally healthy work environment must look at everything 
from ergonomics and the physical office environment to job design, workload, 
hours, and relationships. In the most recent studies, there is little disagreement; 
what comes up over and over again is the need for employees to have greater 
autonomy, flexibility, and job control. 

One of the Black Dog Institute’s five key recommendations for businesses in 
this changing world of work is: “Build mentally healthy workplaces through 
organizational-level strategies that facilitate worker autonomy, improved job 
control, and flexible work” (Black Dog Institute, 2021). Similarly, you will recall the 
third of five key MetLife trends identified: “Employers need to adapt to the flexible 
workplace”. The MetLife report went on to note that about two in five employees 
say knowledge-sharing has become more difficult, and roughly half say they’re 
working outside of their normal work hours more often (MetLife, 2021), so the need 
is identified to collaborate with employees on work formats that best suit: flexible 
and customized with more employee control over scheduling, formats, and work 
hours. 

These needs are basic, and map well onto the foundational requirements for high 
motivation and wellbeing proposed by Self-Determination Theory, which asserts 
that all people have needs for three things: competence (able to do one’s work, 
learn, and grow) relatedness (connecting deeply with others), and autonomy 
(having a sense of freedom of choice) (Coulson, 2021). The Wellbeing Lab 
research underscored the importance of these wellbeing needs in the finding that 
workplaces that largely met those needs made it easier to thrive consistently, as 
opposed to workplaces which did not foster autonomy (AHRI, 2020). 
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Research by the U.K.’s Wellcome Trust, meanwhile, found that increases in job 
autonomy are associated with improvements in anxiety and depression symptoms 
for both workers under age 25 (who tend to be less worried about having 
autonomy) and those over 25 (Newman, Smith, and Wolpert, 2021). That said, 
these pandemic times have been correlated with a significant drop since 2019 in 
thriving workers’ sense of competence and relatedness, and even for high-level, 
consistently-thriving employees, there are barriers undermining the take-up of 
possible flexible, autonomy-enhancing options. For example, some research has 
found factors such as manager bias against flexible working, career concerns 
(i.e., “Will flexible working – reduced access to managers – affect my capacity for 
decision-making and promotion?”), or stigma towards flexible working (i.e., the 
perception that it is “ok” to use flexible working for caring responsibilities, but not 
“merely” for work-life integration). Some people may hesitate to take up flexible 
working options because they fear that others will assume they have mental 
health issues. 

So how do we build it all back? Here are some evidence-based reflective 
questions, hopefully leading you to more action steps!

REFLECTION TO ACTION

Have you asked your employees for their views, including on 
their job and how to carry it out?

Have you empowered your workers to make decisions 
without always requiring the approval of their manager?

How free are your people to perform “extra-role tasks”? Here 
we mean those things that are not specifically part of their 

job role, but they wish to do them because they believe that 
doing so will be helpful to them or their colleagues. 
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If your employees work a set number of hours, can they 
choose when to start, stop, and take breaks?

How much flexibility of location do your people have? That 
is, do they have the option to work from home some, or all, 

of the time?

Can employees compress their hours, working more hours 
over fewer days, if they want/need to work fewer than five 

days a week?

Have your managers been given any training specifically on 
how to develop, implement, and monitor flexible working? 

Your employees also need to know how to use such policies 
effectively.

Have you communicated sufficiently with employees to 
increase awareness of flexible working? Regular back-and-

forth feedback between employees and managers helps 
improve how such policies work in practice.

What have you done to make flexible working the norm: 
an expected benefit of being an employee within the 

organization, and not just something for a privileged few? 
Hint: you may have to work out how to otherwise support 

those whose jobs can’t be effectively done with great 
flexibility (adapted from Newman et al, 2021).
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Risk management and prevention

In one way of looking at it, everything we have been talking about in this resource 
is a means of managing the risk of mental ill health, or of preventing ill health. 
However, we can add a few strategies here which add more practical fuel to 
the fire of creating mentally healthy workplaces. In particular in this category, 
employers can look to how their policies and processes assess at-risk people, 
support workers coming on board, and promote healthy connections and 
supporting between employees.

Policy/process around risk assessment

First up is the question of assessing work-related stress and/or psychological risks. 
Questions/action steps here might be:

 

Do you have procedures in place to assess when someone is 
psychologically at risk, or excessive stress is ongoing for too 

long? Here are some handy (free) checklists:

Mental Health and Wellbeing Checklist (2021) 
Anxiety and depression checklist (Beyond Blue, 2021) 

ADAA Anxiety and Depression Association of America self-
screening for anxiety and depression

Do you have appropriate channels for self-reporting of risk? 
These need to be reviewed by management or an appointed 

committee. 

Do your policy and process audits include mental health?
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Encourage regular (hopefully face-
to-face) meetings between the 
buddy and the new person

The buddy relationship should have 
a definite ending but last at least 
three months

The new employee and the buddy 
should be on the same team, 
managed by the same person

But here is a “heads-up” on how to help it work:

Onboarding: the buddy possibility

While co-worker support for a new employee as they “settle in” to the organization 
is not new, and while the explicit purpose of buddying has not normally been 
around mental health, some qualitative studies have found that buddies can 
provide a sense of support that has a positive impact on work. Also, buddies can 
notice unhealthy work behaviours, such as working late or not taking breaks. 
A Microsoft pilot study of buddying (600 new employees) found that buddies 
helped the newbies become productive more quickly; the new employees, in turn, 
felt more satisfied with their onboarding experience and more supported by their 
manager and broader team. 

In general, buddies can help address some known risk factors for mental health 
at work. They can, for example, reduce role stress by making sure that the new 
employee knows what’s expected. They can provide social support and help the 
new person build support networks within the organization. Buddies can also 
support younger workers transiting from school to work, thereby reducing the 
disorientation and stress of this transition. In its similarity to mentoring and peer 
support, buddying can have a positive impact on mental health.

Buddies need to have been with 
the organization at least one to two 
years

As employer, you should collaborate 
with researchers to evaluate the 
impact of any buddying on mental 
health outcomes

You may wish to train volunteer 
buddies, ensuring that they are 
aware of what wellbeing benefits 
and supports the organization can 
offer its people (Newman et al, 2021)
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Group psychological first aid and mental health peer 
support

Both of these interventions do much to manage mental health risks for potentially 
vulnerable employees. Because they also make organizational resources much 
more accessible for workers, we discuss them as part of Pillar 3: Make resources, 
tools, and support accessible. Note here that, like a buddy onboarding system, 
many non-professional resources, with the right training and supervision, can help 
reduce risk and move the dial toward mentally healthier organizations. 

Social support interventions

One avenue of risk management for potentially vulnerable employees is that of 
social support groups, which aim to either increase the size of an individual’s social 
network or perceived support, or make it easier for an individual to access support. 
Support groups can be led by professionals or by peers, although the little 
evidence that is available shows that interventions have been more effective when 
led by a professional. The groups are often either support groups or educational 
workshops which enhance social and interpersonal skills. The Wellcome Trust 
review found that social support interventions were highly effective in improving 
symptoms of anxiety and depression, but the study that found this was examining 
healthcare workers; other groups might have had different reactions. The review 
also found that the quality of the group/intervention mattered more than the 
duration or quantity of sessions, and even virtual sessions were found to be 
effective, although face-to-face ones were more so. 
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If you are thinking about a 
social support group as a 
way of reducing or managing 
mental health risks, we 
recommend that you:

Involve the workers who will participate in the 
design of the social support intervention to 
ensure that it is tailored to their needs

Consider the organizational power dynamics 
between the people running the groups/
interventions and the people receiving them. 
Obviously, supervisors or line managers should 
not deliver interventions to the people that they 
manage.

Protecting confidentiality and privacy is 
important to ensure that mental health stigma 
doesn’t keep people form accessing support 
(Newman et al, 2021).
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Even if you have implemented many of the ideas introduced so far, 
do you have team wellbeing accountability measures in place for 
your managers?

Is wellbeing included in feedback and performance processes? Is 
there an emphasis on developing it?

How prominently does wellbeing feature in matters of job design and 
management of workload?

If you are setting up/have set up some of the programs or other 
measures we suggest, have you ensured that they have adequate 
training and resources to succeed?

Action Steps

Excelling

As with Pillar 1, we’ve noted throughout the section what “achieving” a mentally 
healthy workplace can look like. It should include support for transitioning back 
to the office and create as flexible as possible a workplace: one which grants as 
much autonomy as possible to workers and which helps them manifest and feel 
their competence. It needs to allow for maximal relatedness. Risk management of 
mental health should be prioritized with interventions such as buddy onboarding 
trialed. 

To go to the level of “excelling”, reflect on these questions, potentially leading to:
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Make resources, tools, 
and support accessible 

Creating a culture of wellbeing and psychological safety is a first, 
important step to wellbeing at work. Ensuring that you then develop 

a mentally healthy environment at your workplace enables that 
culture to flourish. But, like a two-legged table, it’s likely to fall down 
if the third pillar is not erected. This last pillar makes it possible for 
the psychologically safe culture and mentally healthy environment 

to continue by virtue of employees and managers knowing what 
resources, tools, and supports are available. 

Part Four: Third Pillar

Wellness promotion: Programs are in place to promote resilience and self-
care activities and healthy lifestyles in general.

Early intervention: Accessible and diverse support is available early on 
when problems arise.

Engagement: “Champions”, supporters, and other advocates 
communicate positively about the programs and supports, and advocate 
for employees to utilize them (City Mental Health Alliance, 2020).

Let’s take a look at what action steps may build Pillar 3.

The Global Thriving at Work Framework sees three foundations to this pillar:
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Promotional communication about help-seeking in 
workplaces: It’s a systems issue

The Wellbeing Lab research found that about one in five workers indicated that 
they would never tell anyone they were struggling with their wellbeing. Sadly, 
results also showed that the workers who scored in the lowest levels of wellbeing 
– those who were “really struggling” – were less likely than other workers to 
seek help. Workers who spoke to no one were statistically likely to report lower 
levels of wellbeing ability, wellbeing motivation, and psychological safety: the 
three factors that Wellbeing Lab’s research has identified as amplifying factors of 
wellbeing (AHRI, 2020). The report goes on to note that, if those who were “really 
struggling” spoke to someone outside their work, it was only slightly better than 
speaking to no one when the amplifying factors (wellbeing ability and motivation 
and psychological safety) were measured. For many of these workers, their boss, 
the human resources department, or an EAP (employment assistance program: 
external counseling) were the least likely people to be contacted, even when 
workers were highly anxious about losing their jobs in the COVID-19 pandemic. 
Unfortunately, those are the three entities who are best placed to help an 
employee struggling with a mental health issue!

These results suggest that we are on track with the action steps we have been 
recommending within the framework of the pillars. First, that “really struggling” 
workers would overwhelmingly opt not to tell anyone they were struggling 
confirms that stigma is still with us, and therefore in order to make programs 
genuinely accessible, ways need to be found to reduce stigma. Secondly, we 
see that creating and maintaining a mentally healthy culture and workplace 
environment are a “we” thing: a systems-level endeavor. Both of those insights 
lead us to understand the importance of the Pillar 3 foundation of wellness 
promotion: meaning, organization-wide communication about mental health and 
about what programs and resources are in place for people. 
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Let’s go back for a moment to the two studies we spoke about in the Pillar 1 
section: A U.S. one and an Australian one. Recall that the many respondents 
in these investigations advocated in part for the importance of doing public 
awareness campaigns and investing in education/training efforts: ones which 
were mindful of diversity and inclusiveness. Further, respondents in those studies 
signaled the importance of “contact strategies”: that is, leaders and/or external 
public figures, such as celebrities, speaking to the organization about their 
personal mental health struggles. 

Let us underscore for a moment how a public awareness campaign, training 
program, or contact strategy is going to increase the accessibility of resources 
and/or support for mental health in your organization. First, promoting mental 
health strategies within the organization lets people know what resources and 
tools are available to people. Often, managers and peers may be sympathetic 
when they hear about an employee’s struggle, but they may not know to whom 
within the organization – or indeed, the broader community – the struggling 
person can turn. Secondly, the more that mental health talk is open and accepted, 
the more the stigma around it reduces, and the less struggle, anxiety, and worry – 
to say nothing of loneliness and isolation – workers feel. The acceptance creates 
accessibility. 

Third, the more “signposting” the organization does around healthy lifestyles and 
individual self-care choices and activities leading to high-level health, the more 
this promotional communication permeates the organization, creating a norm of 
choosing health. Fourth, when managers and leaders communicate about and 
enact healthy behaviours and also role-model openness, they positively influence 
their people to follow suit. One global campaign gaining much traction now is 
the New Economics Forum’s 5 Ways to Wellbeing. Have a look at here or a user-
friendly Australian version: here. You can find short videos about it at: here or here. 

Finally, while prevention is not always possible, widespread wellness promotion 
may be able to help an employee get help early on, which brings us to the second 
foundational point: early intervention.

40

https://www.mind.org.uk/workplace/mental-health-at-work/taking-care-of-yourself/five-ways-to-wellbeing/
https://5waystowellbeing.org.au/
https://www.youtube.com/watch?v=_gJ5V525SCk
https://www.youtube.com/watch?v=LCA4EEyCBCE


Early intervention: Support is available when needed

While some health problems, such as a skinned knee or sprained ankle, may get 
better on their own, mental health problems often do not. Moreover, the longer 
they go unattended, the more serious they tend to be. When an organization 
begins to create a psychologically safe, mentally healthy workplace, people are 
unafraid to talk about problems. This boost to mental health literacy often means 
that problems can be recognized early on, before they seriously undermine a 
worker’s performance or life. 

The MetLife study’s second recommendation is for employers and managers 
to “Be honest, attentive, and regularly accessible”. Particularly in these high-
stress, uncertain times, good internal communications alone won’t resolve the 
stress and uncertainty. However, when the leadership team and managers 
communicate often, transparently, and empathetically, employees’ work becomes 
more meaningful, and employees become more resilient. Silence about what is 
happening creates tension, but when employees are happy with the frequency 
and clarity of communication coming from management levels, they are, says 
MetLife, 48% more likely to be resilient (MetLife, 2021).

Beyond talk, employers need to “walk their talk”. One of the five recommendations 
for employers made by the Black Dog Institute (2021) is that immediate preventive 
action needs to be taken on workplace bullying and sexual harassment or assault. 
Immediate action signals not only to the employee bringing forward the concerns, 
but to all employees, that the organization is serious about protecting and 
preserving safety, without which there can be no true health.
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Engagement: Keeping employees on board

Pillar 3’s third foundation is that of engagement. According to the Gallup study, 
State of the Global Workplace, only 15% of employees around the world are 
engaged. This means that a full 85% are either viewing their workplace negatively 
or only doing the bare minimum to make it through the day, with little to no 
emotional attachment. According to a 2017 study, fully 81% of employees would 
consider leaving their job if they got the right offer, even though they weren’t 
looking for a job. Moreover, according to a study on workplace engagement in the 
U.S, disengaged employees cost organizations around $450-550 billion each year.

Disengaged workers take less responsibility and ownership of their attitude, 
behavior, and motivation, and drain overall productivity (Jouany and Makipaa, 
2021).

In Australia, around 91% of worker’s compensation claims between 2014-2015 
involving a mental health condition were linked to work-related or mental stress. 
The most common causal factors for the mental stress, accounting for nearly 60% 
of the claims, were work pressure and work-related harassment and/or bullying 
(Eflein, 2021; Statista, 2020).

Engagement is clearly crucial, and early and easy access to support services 
available at an organization are key. Organizations need to strongly consider 
introducing measures to develop mental health literacy, so that leaders, managers, 
and also employees are able to spot early warning signs of stress, disengagement, 
and the accompanying mental ill health. This does not always require a mental 
health professional, though their input, too, is useful. Leaders, managers and even 
employees who are not managers can be trained up to take on roles of “wellbeing 
champions”, “mental health advocates”, or “mental health first aiders” (social 
supporters) within the organization (City Mental Health Alliance, 2020). 

The Wellcome Trust has reviewed myriad studies to put out some 
recommendations for similar support resources (Newman et al, 2021); read on.
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Group psychological first aid

If you run a factory that only ever assembles widgets and never has any traumatic 
incidents, such as industrial accidents, you may skip this option. Psychological first 
aid is humane, supportive, practical help offered to individuals who are suffering 
and in need of support; it’s typically offered after a traumatic event in order to 
prevent longer-term distress reactions, such as post-traumatic stress disorder. 
Group psychological first aid (GPFA) can be offered to individuals or groups 
within an organization which have experienced an acute or ongoing stressor; 
this can help normalize responses to trauma and strengthen the cohesiveness of 
the group. The central notions are to: (1) look for safety and who needs help; (2) 
listen to the person in distress; (3) link the person to further support. While few 
studies have directly assessed its effectiveness, numerous studies suggest that 
GPFA is effective in promoting positive coping strategies and feelings of support 
and belonging, all of which promote engagement. Younger workers may benefit 
especially from receiving support alongside of peers, and all participants may be 
able to reduce feelings of stigma that are associated with individual counseling.
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If it seems that your 
workplace would benefit 
from GPFA, here are 
some tips from the review 
conducted:

Embed the GPFA within a broader system of 
support, both for ensuring that the GPFA has the 
necessary resources, and that group members 
can be linked to other relevant support.

Pick your facilitators carefully. Depending on 
cultural context, sometimes peers may be 
better to facilitate the sessions, and sometimes 
respected elders of a group should do it. 
Whoever does it deserves training in the role 
and supervision on how they’re going: topics 
can include creating a safe and inclusive 
environment, active listening, and managing 
group dynamics. You can see an overview of 
what’s involved here. 

Pick your group members carefully. Consider 
both demographics and cultural norms, as well 
as whether people have a history of exposure to 
trauma.







Provide at least two GPFA sessions (possibly 
more for younger workers or when there is a 
chronic traumatic event occurring).



Encourage ongoing communication among 
group members outside of the sessions (Newman 
et al, 2021).
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Mental health peer support 

One idea for enhancing engagement, stretching resources, and simultaneously 
making mental health help more accessible in an effective (evidence-based) way, 
is to set up mental health peer support programs, which involve the sharing of 
experiential knowledge, skills, and social learning between employees to support 
recovery from mental health issues. Typically, you would expect your workplace 
program to have peer supporters with personal lived experience of mental health 
problems. The programs are part of an employee-to-employee support system in 
which peer supporters volunteer their time. While the literature is limited on the 
effectiveness of such programs, a randomized controlled trial of 131 healthcare 
workers reporting high levels of stress and exhaustion found that peer support led 
to significant positive impacts on measures of anxiety, depression, and exhaustion, 
with results persisting at one-year follow up. 

There is no rigid definition 
of what constitutes “peer 
support”, so you could 
customize your program 
in ways that work for your 
organization, but there are 
some important factors to 
consider:

Maintaining healthy boundaries between peer 
supporters and those they support is crucial. 
Hence, the peer supporters need to have training 
and also be provided with supervision.

You as employer must ensure that there is 
leadership buy-in. Mental health peer support 
programs are a valid means of reducing 
mental health stigma and improving workers’ 
productivity while creating a mentally healthy 
workplace, but it does not work without 
organizational commitment.

Peer support programs need to be given 
dedicated resources (as noted above, for training 
and supervision, but also for promoting the 
program). Some organizations have remunerated 
the peer supporters (Newman et al, 2021).
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Excelling

Organizations are achieving the necessary tasks at Pillar 3 if they have 
prevention activities and education programs, if they have leaders modeling 
positive wellbeing behaviors (e.g., with wellbeing champions and/or mental 
health advocates), and if they have created organized resources such as 
group psychological first aid and mental health peer support groups. The 
communications for promoting wellness at an “achieving” level need to be 
frequent, clear, and able to target diverse groups within the organization. 
Hopefully, newcomers are signposted quickly to what is available. 

What, then, does the “excelling” level of Pillar 3 look like? It might not be for 
the faint-hearted, but those organizations serious about permeating their 
organizations with a mental wellness ethos have some options to extend their 
achievements. We pose them as questions to you for, again, possible action steps.

Do you have self-referral support pathways set up? This cannot 
occur until supports are set up and clearly communicated to all 
personnel in the organization. If you are able to do it, the added 
privacy and confidentiality of a self-referral can help protect and 
enhance mental health.

Are the support mechanisms in place representative of diverse 
groups in the organization, and are these specifically tailored to the 
groups?

Are you monitoring and evaluating the take-up of the different 
supports, to see what’s being utilized and what isn’t?

Action Steps
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Summary & 
Concluding 
Statement

This resource has outlined many strategies for fostering employee 
mental health, wellbeing, and engagement, organized around the 

Global Thriving at Work Framework pillars, which advocate the 
need to:

Part Five

Create a culture of wellbeing and psychological safety

Develop a mentally healthy working environment

Provide and signpost to accessible resources, tools, and 
support (City Mental Health Alliance, 2020)

What have we learned?
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We’ve seen in Pillar 1 how employees now expect their bosses to implement 
interventions – customized ones – to protect their mental health and holistic 
wellbeing. Employers and managers – who must be personally committed to 
wellness programs for them to work – need training to create the public awareness 
campaigns and educational and anti-stigma offerings to diverse groups within 
the organization. In short, the leadership team is crucial in reducing the struggle 
toward wellbeing and psychological safety, but they must also make it ok to 
struggle.

To implement Pillar 2’s aim of developing a mentally healthy working environment, 
we underscored how study after study has pointed to the importance of 
employees having more flexibility, autonomy, and control in their work. People 
management and ways of working must adapt to the new realities, and this 
must occur at a systems level. Risk management and prevention of mental ill 
health loom large, with options such as buddy-onboarding and social support 
interventions being recommended.

We observed that a diligent employer could faithfully implement recommended 
activities for both Pillar 1 and Pillar 2 and yet little employee wellbeing and 
engagement might result if Pillar 3 is not tended to: that is, that the programs 
and communications about them must be clear, frequent, and targeted to diverse 
groups in the organization. Managers must “walk the talk” of a mentally healthy 
workplace by being regularly accessible to their people. Support programs such 
as group psychological first aid and mental health peer support – genuinely 
supported by management through appropriate resources and tools – exemplify 
the intention to create and maintain a psychologically safe, mentally healthy 
workplace. In short, employees need to know what’s available to support their 
health, and how they can access it.
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What’s Next?

We stand by our opening statement that fostering employee wellbeing, mental 
health, and engagement is critical to business success in the current environment, 
but we also acknowledge that it isn’t easy. A study by Qualtrics of 14,000 
employees in 27 countries found that only 69% of middle managers (down from 
83%) intend to stick with their current job over the next few years. Much of the 
business conversation at this writing is around “The Great Resignation”: the notion 
that pandemic-induced remote working caused a massive re-evaluation of work-
life priorities, resulting in many people leaving their jobs. 

Benjamin Granger, Qualtrics head of employee experience advisory services, 
observed that – as we have been saying – managers now are expected to 
support employees’ mental health, be culture champions, and make progress 
on diversity, equity, and inclusion efforts. He reflected that this work is creating 
“amazing places to work”, but “it’s simultaneously resulting in burnout”. Burned-
out managers can’t help their team members find the right tools and wellness 
programs, balance workloads, and create the customized benefit packages that 
will retain staff – and those are exactly the problems the Qualtrics survey found. 
As we have insisted, a whole-organization wellness ethos cannot come about 
with superficial “tinkering”: say, by offering a mental health app or a week off here 
or there to prevent burnout or resignation. Rather, says Qualtrics, organizations 
must do the hard work at the root of the problem: “a toxic culture that rewards 
workplace martyrdom over self-care” (Combs, 2021). 

So many of us have already had a re-think about what “work” means, and we 
likewise already knew what “wellness” meant to us. Now, it seems, we must all – but 
especially employers and managers – play our part in creating a genuine culture of 
“wellness at work”. Even if our desire to compassionately care for those who report 
to us did not demand it, we find that a happy bottom-line result now does. We wish 
you well for the undertaking!

49



Beyond Blue. (2020, February 26). 
Your rights at work when dealing 
with mental health problems. Beyond 
Blue. Retrieved from: https://www.
beyondblue.org.au/media/news/
news/2020/02/26/Your-rights-at-
work-when-dealing-with-mental-
health-problems

Black Dog Institute. (2021). The 
changing world of work and its 
impact on Australians’ mental health. 
Black Dog Institute. Retrieved on 11 
November, 2021, from: The changing 
world of work and its impact on 
Australians’ mental health - Black Dog 
Institute

Black Dog Institute. (2014). Creating 
mentally healthy workplaces: A 
review of the research. Retrieved 
from: http://www.blackdoginstitute.
org.au/wp-content/uploads/2020/04/
creating-mentally-healthy-
workplaces.pdf

Burton, J. (2010). WHO Healthy 
Workplace Framework and Model: 
Background and Supporting 
Literature and Practices. World 
Health Organization. Retrieved from: 
https://www.who.int/occupational_
health/healthy_workplace_framework.
pdf

City Mental Health Alliance. (2020). 
Global Thriving at Work Framework. 
Author. Retrieved on 14 November, 
2020, from: cmha-global-thriving-at-
work-framework-final.pdf (cmhaa.org.
au)

Combs, V. (2021). Women and 
middle managers will lead the Great 
Resignation into 2022. TechRepublic. 
Retrieved on 18 November, 2021, from: 
https://www.techrepublic.com/article/
women-and-middle-managers-
will-lead-the-great-resignation-
into-2022/

Coulson, J. (2021). Credential 
parenting course: Unit 1, Module 2: 
Basic psychological needs. Mental 
Health Academy. Retrieved on 
16 November, 2021, from www.
mentalhealthacademy.com.au 

Eflein, J. (2021). Workplace health 
and wellness in the U.S. – Statistics 
and Facts. Statista. Retrieved on 27 
September 2021 from: Workplace 
health and wellness in the U.S. - 
Statistics & Facts | Statista

References 

50

https://www.beyondblue.org.au/media/news/news/2020/02/26/Your-rights-at-work-when-dealing-with-mental-health-problems
https://www.beyondblue.org.au/media/news/news/2020/02/26/Your-rights-at-work-when-dealing-with-mental-health-problems
https://www.beyondblue.org.au/media/news/news/2020/02/26/Your-rights-at-work-when-dealing-with-mental-health-problems
https://www.beyondblue.org.au/media/news/news/2020/02/26/Your-rights-at-work-when-dealing-with-mental-health-problems
https://www.beyondblue.org.au/media/news/news/2020/02/26/Your-rights-at-work-when-dealing-with-mental-health-problems
https://www.blackdoginstitute.org.au/news/the-changing-world-of-work-and-its-impact-on-australians-mental-health/#:~:text=The%20changing%20world%20of%20work%20and%20its%20impact,to%20protect%20the%20mental%20health%20of%20Australian%20workers.
https://www.blackdoginstitute.org.au/news/the-changing-world-of-work-and-its-impact-on-australians-mental-health/#:~:text=The%20changing%20world%20of%20work%20and%20its%20impact,to%20protect%20the%20mental%20health%20of%20Australian%20workers.
https://www.blackdoginstitute.org.au/news/the-changing-world-of-work-and-its-impact-on-australians-mental-health/#:~:text=The%20changing%20world%20of%20work%20and%20its%20impact,to%20protect%20the%20mental%20health%20of%20Australian%20workers.
https://www.blackdoginstitute.org.au/news/the-changing-world-of-work-and-its-impact-on-australians-mental-health/#:~:text=The%20changing%20world%20of%20work%20and%20its%20impact,to%20protect%20the%20mental%20health%20of%20Australian%20workers.
http://www.blackdoginstitute.org.au/wp-content/uploads/2020/04/creating-mentally-healthy-workplaces.pdf
http://www.blackdoginstitute.org.au/wp-content/uploads/2020/04/creating-mentally-healthy-workplaces.pdf
http://www.blackdoginstitute.org.au/wp-content/uploads/2020/04/creating-mentally-healthy-workplaces.pdf
http://www.blackdoginstitute.org.au/wp-content/uploads/2020/04/creating-mentally-healthy-workplaces.pdf
https://apps.who.int/iris/handle/10665/113144
https://apps.who.int/iris/handle/10665/113144
https://apps.who.int/iris/handle/10665/113144
https://cmhaa.org.au/img/cmha-global-thriving-at-work-framework-final.pdf
https://cmhaa.org.au/img/cmha-global-thriving-at-work-framework-final.pdf
https://cmhaa.org.au/img/cmha-global-thriving-at-work-framework-final.pdf
https://www.techrepublic.com/article/women-and-middle-managers-will-lead-the-great-resignation-into-2022/
https://www.techrepublic.com/article/women-and-middle-managers-will-lead-the-great-resignation-into-2022/
https://www.techrepublic.com/article/women-and-middle-managers-will-lead-the-great-resignation-into-2022/
https://www.techrepublic.com/article/women-and-middle-managers-will-lead-the-great-resignation-into-2022/
http://www.mentalhealthacademy.com.au
http://www.mentalhealthacademy.com.au
https://www.statista.com/topics/3275/workplace-health-and-wellness-in-the-us/
https://www.statista.com/topics/3275/workplace-health-and-wellness-in-the-us/
https://www.statista.com/topics/3275/workplace-health-and-wellness-in-the-us/


EY Sweeney. (2018). Mental health 
stigma reduction in the workplace 
– final report. Queensland Mental 
Health Commission (EY Sweeney Ref 
No. 25792). Retrieved on 1 September, 
2021, from: Letter (qmhc.qld.gov.au)

Feel Emotion Sensor and Mental 
Health Advisor. (2018). Celebrities 
openly speaking about their 
mental health issues. Medium.com. 
Retrieved on 27 September 2021, 
from: Celebrities Openly Speaking 
About Their Mental Health Issues | by 
Feel Emotion Sensor & Mental Health 
Advisor | feel the blog | Medium

Furnham, A., & Swami, V. (2020). 
Mental Health Literacy: A Review 
of What It Is and Why It Matters 
| International Perspectives in 
Psychology (hogrefe.com)

Greenwood, K., Bapat, V., & Maughan, 
M. (2019). Research: People want 
their employers to talk about mental 
health. Harvard Business Review 
Analytic Services. Retrieved on 27 
September 2021, from: Research: 
People Want Their Employers to Talk 
About Mental Health (hbr.org)

Greenwood, K., & Krol, N. (2020). 
8 ways managers can support 
employees’ mental health. Harvard 
Business Review. Retrieved on 27 
September 2021, from: https://hbr.
org/2020/08/8-ways-managers-can-
support-employees-mental-health

Jouany, V., & Makipaa, M. (2021). 8 
employee engagement statistics 
you need to know in 2021. Smarp. 
Retrieved on 17 November, 2021, from: 
https://blog.smarp.com/employee-
engagement-8-statistics-you-need-
to-know

Llopis, G. (2021). There’s no growth 
without health: Employee wellbeing 
is non-negotiable. Forbes. Retrieved 
on 14 November, 2021, from: There’s 
No Growth Without Health: Employee 
Wellbeing Is Non-Negotiable (forbes.
com)

MetLife. (2021). Redesigning the 
employee experience: Preparing the 
workforce for a transformed world. 
MetLife. Retrieved on 11 November, 
2021, from: https://www.metlife.com/
employee-benefit-trends/2021-well-
being-resilience-and-employee-
benefits/

Mordecai, D. (2019). Mental health 
at work: Why stigma is a workforce 
health issue. Kaiser Permanente. 
Retrieved on 27 September 2021 from: 
Mental Health Stigma at Work - Why 
It’s a Problem | Kaiser Permanente 

51

https://www.qmhc.qld.gov.au/sites/default/files/mental_health_stigma_reduction_in_the_workplace_ey_sweeney_june_2018.pdf
https://medium.com/feel-the-blog/celebrities-openly-speaking-about-their-mental-health-issues-383a9a72bb1e
https://medium.com/feel-the-blog/celebrities-openly-speaking-about-their-mental-health-issues-383a9a72bb1e
https://medium.com/feel-the-blog/celebrities-openly-speaking-about-their-mental-health-issues-383a9a72bb1e
https://medium.com/feel-the-blog/celebrities-openly-speaking-about-their-mental-health-issues-383a9a72bb1e
https://econtent.hogrefe.com/doi/10.1037/ipp0000094
https://econtent.hogrefe.com/doi/10.1037/ipp0000094
https://econtent.hogrefe.com/doi/10.1037/ipp0000094
https://econtent.hogrefe.com/doi/10.1037/ipp0000094
https://hbr.org/2019/10/research-people-want-their-employers-to-talk-about-mental-health
https://hbr.org/2019/10/research-people-want-their-employers-to-talk-about-mental-health
https://hbr.org/2019/10/research-people-want-their-employers-to-talk-about-mental-health
https://hbr.org/2020/08/8-ways-managers-can-support-employees-mental-health
https://hbr.org/2020/08/8-ways-managers-can-support-employees-mental-health
https://hbr.org/2020/08/8-ways-managers-can-support-employees-mental-health
https://blog.smarp.com/employee-engagement-8-statistics-you-need-to-know
https://blog.smarp.com/employee-engagement-8-statistics-you-need-to-know
https://blog.smarp.com/employee-engagement-8-statistics-you-need-to-know
https://www.forbes.com/sites/glennllopis/2021/07/24/theres-no-growth-without-health-employee-wellbeing-is-non-negotiable/?sh=586d93612986
https://www.forbes.com/sites/glennllopis/2021/07/24/theres-no-growth-without-health-employee-wellbeing-is-non-negotiable/?sh=586d93612986
https://www.forbes.com/sites/glennllopis/2021/07/24/theres-no-growth-without-health-employee-wellbeing-is-non-negotiable/?sh=586d93612986
https://www.forbes.com/sites/glennllopis/2021/07/24/theres-no-growth-without-health-employee-wellbeing-is-non-negotiable/?sh=586d93612986
https://www.metlife.com/employee-benefit-trends/2021-well-being-resilience-and-employee-benefits/
https://www.metlife.com/employee-benefit-trends/2021-well-being-resilience-and-employee-benefits/
https://www.metlife.com/employee-benefit-trends/2021-well-being-resilience-and-employee-benefits/
https://www.metlife.com/employee-benefit-trends/2021-well-being-resilience-and-employee-benefits/
https://business.kaiserpermanente.org/insights/mental-health-workplace/stigma-at-work
https://business.kaiserpermanente.org/insights/mental-health-workplace/stigma-at-work


Newman, R., Smith, B., & Wolpert, 
M. (2021). Putting science to work: 
Understanding what works for 
workplace mental health. Wellcome 
Trust. Retrieved on 16 November, 
2021, from: https://wellcome.org/
reports/understanding-what-works-
workplace-mental-health 

Statista.com. (2020). Percentage of 
U.S. adults with any mental illness in 
the past year as of 2019, by age and 
gender. Statista. Retrieved on 27 
September 2021, from: Mental illness 
in past year U.S. adults by age and 
gender 2019 | Statista

The Australian HR Institute (AHRI). 
(2020). The Wellbeing Lab 2020 
Workplace Report. Wellbeing Lab. 
Retrieved on 14 November, 2021, from: 
https://www.ahri.com.au/media/4655/
wellbeinglab_workplacesurvey2020.
pdf

52

https://wellcome.org/reports/understanding-what-works-workplace-mental-health
https://wellcome.org/reports/understanding-what-works-workplace-mental-health
https://wellcome.org/reports/understanding-what-works-workplace-mental-health
https://www.statista.com/statistics/252311/mental-illness-in-the-past-year-among-us-adults-by-age-and-gender/
https://www.statista.com/statistics/252311/mental-illness-in-the-past-year-among-us-adults-by-age-and-gender/
https://www.statista.com/statistics/252311/mental-illness-in-the-past-year-among-us-adults-by-age-and-gender/
https://www.ahri.com.au/media/4655/wellbeinglab_workplacesurvey2020.pdf
https://www.ahri.com.au/media/4655/wellbeinglab_workplacesurvey2020.pdf
https://www.ahri.com.au/media/4655/wellbeinglab_workplacesurvey2020.pdf


About Well Excel
Well Excel is an industry leading platform that enhances worker mental wellbeing 
and competence through expert education and science-backed resources.

www.wellexcel.com 

53

http://www.wellexcel.com


www.wellexcel.com


