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WORKPLACE STRESS

Make Work Better — Mental Health Matters
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Statistics
Nearly one in five US adults live with a mental illness2.

Workplace stress has been reported to cause 120,000 deaths in the US

each years.

Approximately 65% of U.S. workers surveyed have characterized work

as being a very significant or somewhat significant source of stress in
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each year from 2019-20214.
e 83% of US workers suffer from work-related stress and

54% of workers report that work stress affects their home life3.

e For every $1 spent on ordinary mental health concerns, employers see

a $4 return in productivity gains
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Stress can be harmful to our health and increase mental health challenges. Mental
health challenges can include clinical mental illness and substance use disorders as
well as other emotions like stress, grief, feeling sad and anxious, where these
feelings are temporary and not part of a diagnosable condition. While there are
many things in life that induce stress, work can be one of those factors. However,
workplaces can also be a key place for resources, solutions, and activities designed
to improve our mental health and well-being.

Workplace stress and poor mental health can negatively affect workers through!:
e Job performance

e Productivity

e  Work engagement and communication

Physical capability and daily functioning
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Understanding the Problem

Loneliness. Isolation. Uncertainty. Grief. Fear. Stress can increase these and
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other mental health challenges and can be harmful to our health. The amount
and type of stress experienced varies from person to person due to many
factors, including those experienced at work.

While there are many things in life that induce stress, work can be one of
those factors. Workplace stress and poor mental health can negatively affect
workers through their job performance and productivity, as well as with their
engagement with others at work. It can also impact worker physical health,
given that stress can be a risk factor for various cardiovascular diseases.
However, workplaces can also be a key place for resources, solutions, and

activities designed to improve our mental health and well-being.

Work has always presented various stress. Workers are constantly dealing
with new stressors introduced to the workplace, and in some instances, these
stressors have amplified other issues at work. More than 80% of US
workers have reported experiencing workplace stress, and more than 50%
believe their stress related to work impacts their life at home. Workplace
stressors may include:
e Concerns about job security (e.g., potential lay-offs, reductions in
assigned hours).
e Lack of access to the tools and equipment needed to perform work
safely.
e Fear of employer retaliation
e Facing confrontation from customers, patients, co-workers,
supervisors, or employers.

e Adapting to new or different workspace and schedule or work rules.
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e Having to learn new or different tasks or take on more responsibilities.

e Having to work more frequent or extended shifts or being unable to
take adequate breaks.

e Physically demanding work.

e Learning new communication tools and dealing with technical
difficulties.

e Blurring of work-life boundaries, making it hard for workers to
disconnect from the office.

e Finding ways to work while simultaneously caring for children
including overseeing online schooling or juggling other caregiving
responsibilities while trying to work, such as caring for sick, elderly,
or disabled household members.

e Concerns about work performance and productivity.

e Concerns about the safety of using public transit as a commuting
option.

These, and many other, work-related stressors can take a toll on a person's
sense of well-being and negatively impact their mental health. For some,
these stressors can contribute to serious problems, such as the development
or exacerbation of mental health challenges (e.g., anxiety disorder, depression
disorder or substance use disorders.) Psychologists and psychiatrists are
sounding the alarm about a mental health crisis forming, and data supporting

their concerns have started to emerge. As one example, survey results from

the Centers for Disease Control and Prevention (CDC) suggest that about 40

percent of U.S. adults were experiencing negative mental or behavioral health

effects in June 2020, including symptoms of anxiety disorder or depressive
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disorder, trauma-related symptoms, new or increased substance use, or

suicidal thoughts. An article published by the National Safety Council in

August 2020 detailing a spike in opioid overdoses further highlights the need
for more mental health resources.

Because of the many potential stressor's workers may be experiencing, a
comprehensive approach is needed to address stressors throughout the
community, and employers can be part of the solution. More than 85% of
2021 by

Association reported that actions from their employer would help their mental

employees  surveyed in the American  Psychological

health. The goal is to find ways to alleviate or remove stressors in the
workplace to the greatest extent possible, build coping and resiliency
supports, and ensure that people who need help know where to turn. This
toolkit offers resources and tips that employers, workers, and co-workers can
use to support each other. Unions and worker organizations can also use these
resources to support worker mental health.
OSHA Resources

o Long-Term Stress Harms Everyone in the Workplace. This fact sheet

explains how workplace stress harms individual workers and
employers.

o Workplace Mental Health Fact Sheet. This fact sheet is designed to

equip workplaces with vital information and resources to address
mental health concerns effectively. Available in Spanish.
o Glossary of Frequently Used Terms. This webpage provides definitions

for terms frequently used when discussing stress and mental health in

the workplace.
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Resources Provided by Other Organizations
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CDC: Coping with Stress. This webpage identifies stressors impacting

the general population, provides tips to reduce stress, and links to
crisis intervention services.

CDC: Support for Employees. This resource identifies work-related

stressors and provides stress management tips.

EBSA: Mental Health and Substance Use Disorder Parity. Learn your

rights about job-based mental health and substance use disorder
benefits, the information your health plan must give you, and how to
appeal a denied benefit claim.

NIOSH: Mission Possible: Measuring Worker Well-Being. This post
discusses ways employers can measure worker well-being.

NIOSH: Healthy Work Design and Well-Being Program. This resource

focuses on how work affects overall health and well-being, including

physical, psychological, social, and economic aspects.
National Safety Council (NSC)::
o SAFER: Mental Health and the Workplace. This document

discusses the relationship between mental health, mental

illness, and the workplace; and identifies barriers preventing
people from getting support.
o Promote Employee Mental Health and Well-being. This

resource addresses topics like mental health, stress reduction,
substance misuse and more.

o What Employers Can do When it Comes to Mental Health.

This blogpost shares information related to new tools

employers can use to improve employee well-being and how
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that saves company's money.

e (CDC(C's Mental Health Data and Statistics. Provides resources that

provide up-to-date statistics around mental health and mental illness.
e HWC: The Healthy Work Campaign. is a public health campaign
focused on raising awareness in the U.S. about the health impacts of
work stress on working people. The campaign includes a variety of
resources with sections specific to employers, individual workers, and
union and worker advocates.
e The Jed Foundation: Tips for Managing Stress. This blog provides an

overview of stress and 5 ways to manage stress.
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Tools and Resources

Guidance and Tips for Employers

Workplaces can have many stressors. Issues in the workplace can exacerbate
the risk of experiencing mental health challenges. Combined, these stressors
can make it more difficult for workers to get their tasks done; threaten their
productivity, happiness, and well-being; and lead to burnout. Because of the
many potential stressors employees may be experiencing, a comprehensive
approach is needed to address stressors throughout the community, and
employers can be part of the solution. More than 85% of employees surveyed

in 2021 by the American Psychological Association reported that actions from

their employer would help their mental health.
The goal is to find ways to alleviate or remove stressors in the workplace to
the greatest extent possible, build coping and resiliency supports, and ensure

that people who need help know where to turn. Reducing workplace stress
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benefits everyone across an organization. It can improve morale and lead to
increased productivity and better focus, fewer workplace injuries, fewer sick
days, and improved physical health (e.g., lower blood pressure, stronger
immune system). All these factors can also lead to reduced turnover among
an employer’s workforce.

In fact, the World Health Organization estimate that for every dollar U.S.

employers spend treating common mental health issues, they receive a return
of $4 in improved health and productivity. Employers can make a difference
when it comes to helping their staff manage stress. Key things they can do
include:

e Be aware and acknowledge that people can carry an emotional load
that is unique to their own circumstances. They may be experiencing
heightened levels of loneliness, isolation, uncertainty, grief, and stress;
and some may face additional demands, such as parents caring for
children or elderly household members; and those with existing
mental health or substance use challenges.

e Identify factors are making it harder for workers to get their jobs
done and determine if adjustments can be made.

e Show empathy. Ensure workers that 1) they are not alone, 2) their
employer understands the stress they are under, 3) there is no shame
in feeling anxious, and 4) asking for help is important. Employers can
reassure employees they are open and receptive to discussions about

employees’ work stress, by creating a safe and trustworthy space.

e Provide access to coping and resiliency resources, workplace and leave

flexibilities without penalty, or other supportive networks and
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services. Research from the American Psychological Association
suggests 50 % of employees find that a lack of paid time off or sick
leave has a negative impact on stress levels at work.

The following resources provide guidance to help employers alleviate

workplace stress and support mental health.
OSHA Resources

e Getting Started Guides for Employers. These aim to help employers
gain confidence about talking to workers about workplace stress,
mental health, and substance use.

o Getting Started Guide for Senior Managers

o Getting Started Guide for Front-line Supervisors

Mental Health Checklists for Employers. These identify ways for
employers to alleviate workplace stressors and support mental health.

o Checklist for Senior Managers

o Checklist for Front-line Supervisors

Workplace Stress Sample Survey Questions. This document provides

sample questions that employers could ask to determine whether
adjustments can be made to reduce workplace stress, and if staff need
mental health support.

Myth Buster Fact Sheet. This dispels myths that might make workers

reluctant to talk about workplace stress and mental health challenges.
Employers could distribute this to employees or display in the
workplace to reduce the stigma surrounding these topics.

Preventing Suicides. This webpage provides information on the 988

Suicide & Crisis Lifeline, and links to access to useful resources.
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e Mental Health Emplovyer Tips — Workplace Stress
Statistics (ZIP) Spanish (ZIP)
e Mental Health Employer Tips — Provide More

Information (ZIP) Spanish (ZIP)
e TALK/DILO Infographic (ZIP) Spanish (ZIP)
e Start the Conversation — ABC Mental Health Videos
e Tips to Improve Relationships — ABC Mental Health Videos
e Build Your mental Health Toolkit — ABC Mental Health Videos
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TALK/DILO Infographic (ZIP) Spanish (ZIP)
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Resources Provided by Other Organizations
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e American Foundation for Suicide Prevention with resources and aid

to those affected by suicide, including Risk Factors and Warning Signs.

e The Center for Construction Research and Training (CPWR) - Opioid

Resources to help prevent opioid deaths in construction.

e Centers for Disease Control and Prevention (CDC) Suicide Prevention

Webpage, providing information on facts, risks and protective factors,
prevention strategies, tips for dealing with stress, and other resources.
o Construction Industry Alliance for Suicide Prevention (CIASP) with
resources, articles, and websites.
e Construction Working Minds, highlighting resources on how to
address workplace suicide for workers, managers, and industry
associations.

e EBSA: Mental Health and Substance Use Disorder Parity. Browse

these tools and resources for employers who offer job-based health
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benefits.

Federal Recovery Ready Workplace Interagency Workgroup -—

Recovery Ready Workplace Toolkit: Resource is designed to help

businesses and other employers prevent and respond more effectively
to substance misuse among employees, build their workforces through
hiring of people in recovery, and develop a recovery-supportive culture.
HWC: The Healthy Work Campaign. Resource includes tools that are
specific to employers including a healthy work survey with

recommendations

Suicide in the Construction Industry: Breaking the Stigma and
Silence: American  Society of Safety Professionals with

recommendations on how to start a conversation in the industry, and
three keys for providing help.

U.S. Department of Labor Office of Workers' Compensation Programs
- New Opioid Policy to Protect Federal Injured Workers that provides

resources to combat the opioid epidemic and reduce the potential for
opioid misuse and addiction among injured federal workers.

U.S. Department of Veterans Affairs - Suicide Prevention with
resources for veterans and their loved ones, friends, and health care
providers.

NIOSH Total Worker Health® Program. This program provides a

holistic approach to worker well-being to assist employers in

improving the safety and health of workers.
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Workplace Interagency Workgroup) — W358 EH* »~ N (Recovery
Ready Workplace Toolkit) : fH#IK (U Y —R) I, B2 OJEH EDE
EBEOWEOERE X0 ShBANCBAIE L, S L., FIEF DA% AT S
ZEIC Ko THME AR L I 2 SR T 23U 2 BAFET 5 DIT&RL D K&
INTGFFS TV ET,

HWC: R v > X— (The Healthy Work Campaign), {HHJi (V
V=) i, HERFH A S ORBEN R FREE L ST, HHFEEAG DY —
ABEENTNET

ERERTOARK R LR EWD 7 AV W OREHE - EHRTEEE
TR D IEICET 2R EE L NV T H R 57200 3 2OF—%
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NIOSH Center of Excellence: Oregon Healthy Workforce Center. This

center provides fact sheets and articles that identify actions employers

can take to support workers and alleviate their stress.

The National Safety Council has provided a list of top mental health,

stress reduction, and substance misuse resources, including:

)

SAFER: Stress, Emotional & Mental Health Considerations.

This playbook educates leaders, supervisors, and human
resources representatives about ways to ensure that workers
returning to the workplace have the mental health support
they need.

Working With Benefits Providers: Mental Health Issues
Checklist. This identifies specific services that employee
assistance programs and health insurance providers can offer
to help workers cope with stress.

Training and Supporting Supervisors in Addressing Substance
Use. This fact sheet speaks of the importance of being a
recovery-friendly workplace.

Opioids At Work Employer Toolkit. This free toolkit offers

materials that will help employers create recovery-friendly

workplaces, including sample policies, fact sheets, posters, and
videos.

Addressing Employee Mental Health and Distress: NSC

— ( Oregon Healthy Workforce Center),

ZOB =T EREPITBEZE L, X DU AZEHT D720 I2H

HIENTETHERET D777 byr— b LibdaRt L TnET,

NIOSH &Rt % — Center of Excellence:7 L = AR #) )& > % —
( Oregon Healthy Workforce Center. = @) T, i & 235583 2 4%
LA RVAZBT 2720100 2 ENTETEERET L7 77 b
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v 7Tl V= —, BB NFHYE I, BGICR - @ BSanE R
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R
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Recommendations for Employers. This resource provides a list

of recommendations and steps employers can take to support

mental health in the workplace.

SHRM Foundation - Field Guide for Mental Health in Your Workplace:

Resource provides tools to evaluate mental health resources, inform

processes for supporting mental health within an organization, and,

ultimately, to help develop a strategy that demonstrates improved

mental health within the workforce.

The American Psychiatric Association Foundation's Center for
Workplace Mental Health

o

Making the Business Case. This website shares information
highlighting why investing in a mentally healthy workforce is
good for your business.

Mental Health Topics. This webpage provides information

about various mental health topics including specific disorders,

warnings signs, and access to care.

Mental Health America

o

Workplace Mental Health Programs. This website offers

resources that employers can use to create supportive work
environments and highlights a national certification program

(the Bell Seal for Workplace Mental Health) that recognizes

employers who stand out in this area.

Mental Health Resources for Employers. Resources include

extensive list on mental health tips, how to integrate better

practices, and how to put employees first.

National Alliance on Mental Illness (NAMI)

o 2DV Y — AL EAE RS ORI R A AR T A OIS Z &
NTELHHRFIRLE R T v 7D Y A MR L E7,

SHRM Foundation (SHRM & —1E3EBITIRIT 5 A o F )L~V 2D BT
A4 K ( Field Guide for Mental Health in Your Workplace) : fHF#JE (V
V= A) AE, AV H NV ARY ) — R BT L, RN O R B L)L R %
XET LT m AL L, BRI, BIEAENO X Z L A D
A IGET HDIEEZ R ET HDOIENLDY — Lzt LET,

KERGHE TS OSSR AT & —

o EVRAT—=A%NED, ZDOU = 7Y A T KRR RERE 2 578 7112
BETHZEDRETDRRICE S TRWHEBZMHT AERZILAL T E
R

0 AUHNNVADME w7, ZOT =T =TI, FEDRE, B0
Hla, 7T ~DOT I RE, SEISERAUH NIV RZET DR A TR
LET,

AUHNA)VAT XY H

o BHED AL BN~V AT T T A, 2O =T A NClk, fFHEIME X
RFT VLGB ZEY BT 72 OIEH TE 2FHIR (U Y —R) Z#RftL,
Z D EFTEEL - TV A A8 T 2 EFERGE T v 7 T L (G0 A
B IV~ A DT DL — L) Z88gH LTV E T,

ofEHFEDIZDDRA L NNV AY ) —A, DIEFRIR (VY —R) 1ZiE, A
VHENASIVADE Y MIBETBIRHER Y A N KOV BRWT T T AERA
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The Mental Health Movement in the Workplace. This blog

entry discusses the benefits of addressing mental health in the

workplace and lists actions that employers can take to do so.
The Ultimate Workplace Mental Health Toolkit. This
document, produced by NAMI’s Chicago affiliate, provides a

primer for employers on mental health, stigma, stress and toxic
stress, and burnout. It also outlines the components of an
overall approach that employers can take to promote worker
well-being and offers several tools (e.g., checklists, surveys,

conversation planners) to help them achieve success.

American Psychological Association

)

Supporting Employee Mental Health When Reopening the
Workplace

This article offers suggestions on ways that employers can
make the transition back to onsite work easier after working
remotely for a lengthy period of time.

Stress Management for Leaders Responding to a Crisis

This fact sheet offers tips for leaders (e.g., supervisors,
managers) to help them handle their internal stressors so they
can lead effectively.

Striving for Mental Health in the Workplace Guide. This

resource shares tips on how to shift workplace culture to
address mental health stigma and support employee well-

being.

The U.S. Department of Veterans Affairs

O

For Leaders: Helping Employees in the Aftermath of Loss. This
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document explains what employers can do to support grieving
staff.

e Health Action Alliance provides resources to help you address

workplace mental health no matter your role in the organization.

o "Love, Your Mind" Employer Guide: A mental health toolkit

with customizable templates to help you support your team.

o Belonging in the Workplace: A Guide for Employers: A guide to

help leaders build a strategy for fostering belonging and

decreasing polarization.

FENEGEWR DAY v 72 BT HI2DIMBTE LN LI LTV E
R

® (T 7 Ta VAR, MERNORENZBIRL < MDA F L RIS
T L7200 Y YV — At L ET,
o "Love, Your Mind” fEHEHNA K: F—Lb A2 XETHDICH AL~ A
RAETRT VT L= R B AT A VAL AY —)L %y |,
o W ~DOTE EAZEDIDDOH A KV =X —0FrEa e L, b
ZWD S D T2 OIS A REEES 2 DITESLOTA R,

Training Resources

The idea of talking about stress and mental health at work might feel scary
or too personal. These can be sensitive topics that require a foundation of trust
and goodwill to broach, or alternatively, the support for a worker to seek
external resources and assistance outside of the workplace.

However, there are ways in which employers, supervisors, and co-workers can
support each other, and training is available on a variety of relevant topics.
Ideally, employers should provide training for supervisors and workers to help
them recognize the signs and symptoms of stress. Through this training,
Employers, supervisors, and workers will know what to say, how to listen, and
how to support others at the workplace who are struggling; learn about ways
to build coping and resiliency skills; and know what avenues are available if
professional help is needed either for themselves or their co-workers. Unions
and worker organizations can also serve an important role in supporting

workplace mental health and well-being through their member services as

BEIHEEFHRR (VY —2XR)

TR ML RARA L H AL AZDNWTEET LW D E 2L, W, SUIE AR
TEDLDE LNET A, THHIE, B EONADEEEL LI LT D EMED R
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DDIETT,

L, HE, BEEELRORENEVICKETE 2 HERD Y, S F 720
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L Z DI R 28R 2 T2 oI BB I L — = TR S
VERHVET, ZO N —=0 7 %@ U T, HHE, BEHE KOG @E I, 7
HEIRED, EOXIITH I RE)N, £ LTE LTV LIS T N % 308
T HHEEMY | KRS LB S0 A X NV ERET 5 HiEE TN B RS X
XFEE DT DI HIR 2B T R UBERGAEIT ED X D REBRATE 0%
L2 ENTEET, FEMESLTBEREZ, A "= —EZXLH EM KD =
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well as their outreach and community engagement work.

These training resources offer useful starting points for employers,

supervisors, and employees:

6D == (VY —2) 1 EHE, BEEELAOWEREICE
S>THMRHBERZRE L £,

e The National Council for Mental Wellbeing offers Mental Health First | ® A Z /L7 =)L E—A VT EFEES T EEECWE M RS O JR k%
Aid, which teaches people how to identify, understand and respond to FeE L, B L, fHST D HEE ANLIZHA DA L HZ VA~V AT 7—A T
signs of mental illness and substance use disorders. Multiple trainings A RERMELTOWET, HHO ML —=2 7 (—EHiE A —F v L) kS
are offered (some of which are virtual), and they target different areas . SF I FE o (7RG, K BMS 7 # —55) kg L LT
(e.g., workplace in general, fire and EMS sector). Train-the-trainer F9, hb—F =D == 770l T NE, RS 0T AU N=NEHEO
programs are offered for employers that wish to have a staff member HH M —FT =T b 2 L E2HET HHEHAFICRE SN AR TE IR
become a qualified trainer and then provide training more broadly S hb—=U7%RLET, S HIT, BFEILNCBH & BRI LT, FE
throughout the organization. Additionally, companies can work DU =T A FO=—XZHEDLET R L —=0 7 RZDOMDY YV — R %
directly with NCBH to have them develop training and other resources HTHIEHTEETEEMIZOLH )
tailored to meet the needs of their specific worksite (more details are
available here).

e The QPR Institute offers a one-hour online course, QPR Gatekeeper | ® QPR #FZEAT (Institute) (X, BAE TH L A[REMEOH D AQ) . #i&EHP) |
Training, that provides insight on how to question (Q), persuade (P), BN ROFIECEAT 2IMEZRMT 2 1 KOF > 740 a—XThD
and refer (R) someone who may be suicidal. QPR Gatekeeper Training Z 2t L T\ E 7,

e The U.S. Department of Veterans Affairs offers a Stress First Aid slide | ® SKEIREEARIL A MV RAISENLOREZEET H70ODOT7 L— LT —
deck, which is a 30-minute presentation (developed for first I ERMT D 30 DT VBT — v a v (RAIDINEF B ST, )
responders) that provides a framework to improve recovery from stress THDHANVARIGEDAT A KT v X2 LT ET,
reactions.

Real-World Solutions RROLROMRR
All Workers TRTDOHEE
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Workers across all industries and sectors deal with workplace stress. Research from

the American Psychological Association suggests workers who perform manual

labor or work in customer service, sales or entertainment are more likely than
workers in administration, management, or desk jobs to say they have experienced
symptoms of physical fatigue, cognitive weariness, and emotional exhaustion at
work quite frequently or more often in the past 30 workdays. The workers
experiencing these symptoms were also more likely to say that mental and physical
problems kept them from achieving their goals at work in the past month.
Similarly, across all industries, lower-level employees were more likely to
experience the negative impacts of work-related stress and over 30 percent had felt
fed up with work frequently or more often in the past 30 days.

General stress-reduction strategies and incorporating mental health supports will
benefit workers. Below are examples of approaches and ideas some employers have
found to be beneficial:

o Shine alight on mental health at the highest level and keep the topic in the
forefront. Organizations can create a sense of psychological safety and
demonstrate their commitment to address workplace stress and mental
health by having their leaders come forward to address these topics and
share their own stories about stressors or mental health struggles. If the
boss can admit to having trouble, this communicates acceptance and
empathy to others who are struggling. Across the world, top-level senior
managers have done just that, holding organization-wide virtual webinars,
issuing emails, or communicating via other means to let their staff know
they are not alone and should not be ashamed if they are struggling.
Talking about mental health is not a “one and done” activity; it should be

broached repeatedly. For example, you could include mental health as an
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agenda topic during every all-hands meeting, instruct managers to select a
mental health topic to explore each month, and encourage them to find
authentic ways to talk about their selected topic with staff throughout the
month. Also, CEO and President videos, emails, and weekly all-employee
calls that focus on mental health help demonstrate empathy and remind
workers to pay attention to their mental health and reach out for support
when needed.
Promote self-care, mindfulness, and general mental well-being.
Organizations are implementing strategies to educate workers about self-
care and mindfulness activities to help them cope with stress. Employers
and supervisors are encouraged to engage their workers to determine what
strategies may be most supportive in their workplace. Examples include:
o Providing access to mobile apps that aim to build emotional
resilience and improve sleep habits.
o Offering “Mindful Moment” meditation sessions for workers
multiple times a week or full web-based meditation or yoga classes.
o Identifying internal staff who can lead self-care activities for the
entire company (e.g., weekly, virtual, guided meditation sessions).
o Implementing structured wellness challenges centered on self-care
activities to encourage employees to engage in wellness activities.
o Hosting virtual yoga classes or virtual workouts.
o Supporting mental health awareness campaigns.
o Providing information on Employee Assistance Programs.
Provide a forum for interested workers to share personal stories and

support one another. To spark important mental health conversations,

some companies feature stories from workers who are willing to share their
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life experiences on topics such as self-care, caring for children with special
needs, and seeking drug and alcohol recovery services virtually. Hearing
stories like this from a respected friend and colleague can inspire others to
open up and join the conversation. Other ideas include adopting a Drug
and Alcohol amnesty program to encourage workers to come forward and
seek help for substance use rather than a “No Tolerance” policy.

Check in with workers on a regular basis to see how they are doing and if
they have suggestions on how to alleviate workplace stress.

No matter whether it is done as a one-on-one interaction (in person or
virtually) or as an anonymous online survey, the best way to help workers
is to ask them what is stressing them at work. While some workers may not
want to discuss their stress or mental health at work, providing a
supportive environment to do so allows workers to share any ideas they
may have on how to lessen the stress for employers to implement. Some
examples of effective strategies include:

o Askleaders to regularly check in with each worker via email or 1:1
conversation to ask how they are doing and if they need anything
to improve their working experience.

o Launch a series of in-house surveys to ask workers how they are
faring, whether they are working too many hours, if they are
experiencing virtual meeting fatigue, and whether they are having
difficulty maintaining their creativity when they are physically
separated from their colleagues. Then use feedback to form
employee focus groups and brainstorm ideas to improve the work

experience.
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o Set aside time to conduct check-in meetings, either as a small
group or one-on-one, before starting a work shift, at a point
throughout the workday, or at the conclusion of work to hear from
employees about stressors they are experiencing.

Provide and expand health and employee assistance program benefits and
services. Employers can make a difference in their workers’ lives by
securing or expanding health care packages and employee assistance
program services that address mental health and well-being. For example,
they can consider implementing, at no cost to workers, weekly self-care
instructional/training videos, one-on-one health coaching for staff and
their spouses, manager well-being calls, weekly well-being
communications, live meditation sessions and activity breaks, resiliency
and stress management activities, and morale-boosting activities. Other
useful resources may include daily group counseling sessions for
employees experiencing challenges with caring for children, elderly, or
family or household members with disabilities.

Support an attitude of gratitude. It is important to make a concerted effort
to be positive, identify and praise workers’ achievements, and encourage
staff to look for the good that still exists around them. For example,
consider launching an “attitude of gratitude” challenge that focuses on the
positive, or an employee recognition program to highlight workers (via
social media, articles, and live Webcasts) who have taken action to support
each other or their broader communities. Keeping it simple, creating a
virtual gratitude board for workers to share what they are grateful for can

be beneficial.

Promote a culture of safety and health in the workplace. To promote
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compliance, top leadership and managers within the company should lead
by example and consistently reinforce safety practices and look for
opportunities to get workers involved. Employers can alleviate concerns by
ensuring that workers are supplied with necessary protective gear and
implementing other protective measures that will keep them safe and
healthy, at no cost to workers.

Educate workers about the organization’s existing safety precautions and
ask for their feedback. The absence of information can cause worries to
fester. To prevent this, employers should communicate with their workers
regularly in a language they understand to explain what protection
measures they have implemented to protect them. More importantly,
employers should then ask their workers for feedback on those measures
to determine if more can be done to make them feel safe, such as
implementing new procedures or helping to enforce protective measures
among co-workers and customers. OSHA has created a sample list of

questions (see Sample Survey Questions) that employers can use to gauge

their workers’ perception of existing protective measures. With this
feedback in hand, employers can either implement additional protective
measures to reduce workers’ concerns, or at least explain why a certain
course of action has been taken.

Regularly provide safety and health training that includes a focus on
mental health and ask for worker feedback. Education and training are
important tools for informing workers and managers about workplace
hazards and controls so they can work more safely and be more productive.

Employers should ensure mental health and workplace stress are included

in trainings. Trainings should always be done in the language the workers
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understand. Employers should underscore their business model succeeds
when workers stay healthy and finish the day and go home safely. Workers
feel trusted when employers ask them for ideas or improvements and
follow-up on suggestions. When possible, provide them time during work
hours, if necessary, to research solutions.

Protect workers from workplace violence. Conflict is stressful, both when
it occurs and when workers anticipate that it might. Employers must find
ways to help de-escalate and prepare for these stressful situations, such as
having workers approach non-complying customers in teams of two;
training them on threat recognition, conflict resolution, and nonviolent
responses; and providing backup support in the form or managers,

security, or law enforcement. See OSHA’s workplace violence webpage for

additional resources.
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Hybrid Workforces

The U.S. workforce has drastically changed over the last few years. While some
workers are in-person, others are fully remote, and another subset are doing
both—a hybrid workplace where the amount of time working remote and, in the
office, can vary from day-to-day and week-to-week. These workplace policies can
provide flexibility for workers but may also create difficulties. Some remote
workers may feel isolated and less connected to their team. Others may find that
the lines between personal life and work life can become blurred, or that they are
working too much.

According to the American Time Use Survey, in 2021, 38 percent of employed

persons did some or all their work at home and 68 percent of employed persons

did some or all their work at their workplace. These numbers are up from 2019
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data where workers were less likely to work at home (24 percent) and more likely
to work at their workplace (82 percent). As workplace arrangements have changed,
so have the boundaries between work and home. As a result, many workers feel
accountable 24 hours a day, seven days a week. Since more workers are able to
work from home for at least some part of their week, many have also not felt
justified to use vacation time.

This constant focus on work chips away at mental well-being. Compounding the

problem, a National Bureau of Economic Research study suggests the workday has

gotten longer for those working at home, and that peak work emailing times are
starting earlier in the day and ending later, resulting in worker fatigue. Moreover,
some remote workers feel isolated and lonely because they are no longer making
daily trips to a physical workplace where their face-to-face interactions with co-
workers anchor them to a community. The following offer examples of actions that
some organizations have taken to address these concerns:

o Establish mental health days. Some employers have introduced monthly or
quarterly mental health days to combat employee burnout, specifically
instructing staff to use these paid days off to step away from their work
tasks and prioritize their mental health. Coined with a variety of names
(e.g., Take a Break Day, You Day, A Day for Me), these extra days are not
allocated as extra vacation days because anxious workers may feel they
cannot justify taking vacation time. 7he key is to set specific dates for these
mental health days and encourage workers to take advantage of them, so
they feel it is acceptable to unplug for the day and take care of themselves
without guilt since everyone else in the organization is also doing so at the
same time.

e Set and respect boundaries. Some workers feel they must communicate
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around the clock to prove they are being productive. Employers can
automatically reduce workers’ stress levels by being upfront about
expectations and letting them know they are not required to check and
respond to emails during all hours of the day. Consider encouraging
workers to establish “quiet hours” where they turn off email notifications
during the evening and weekends. Managers and supervisors can set a
good example by scheduling their own “quiet hours” and by refraining
from communicating during non-business hours to show that it is
acceptable to unplug during certain parts of the day.

e Plan social gatherings. Providing opportunities and platforms for workers
to interact with each other will help keep them connected to their co-
workers and the organization. Consider coordinating
activities/gatherings, such as virtual book clubs, lip sync battles, trivia
games, team coftfee breaks, holiday gatherings, hobby chats, music jams,
and online games. The goal is simple: have fun and give co-workers an
opportunity to connect and get to know each other better, either by doing
something playful (like playing a game of “Guess Who,” where co-workers
submit random facts about themselves prior to a virtual meeting and the
team guesses which fact matches which person) or something more
focused, like asking the team to pick a mental health topic to explore or
share their personal stress-reduction strategies. Events can be
spontaneous or planned. For example, organizations could hold “Keeping
Connected” sessions once or twice a month to give workers a chance to

talk and share tips on staying active and other mentally healthy activities.
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Parents and Other Caregivers
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Juggling work and family responsibilities has always been challenging. This is true
not only for parents, but also for people caring for elderly, medically vulnerable, or
disabled family members. When workers cannot find adequate caregiving support,
they often leave the labor force. Others stay at their jobs, but the constant pressure
of trying to balance work and caregiving responsibilities can take a toll on their
mental well-being. The following provide examples of strategies and activities that
some employers may wish to consider implementing to help working parents and
caregivers:

e Be compassionate, empathetic, and do not make workers feel like they
need to hide their family-based commitments. Working parents and
caregivers worry their employers will view their personal obligations as a
strike against them. Workers worry that additional requests for time off to
address caregiving tasks will annoy management and threaten their job
security. Employers can put their workers’” minds at ease by showing
empathy and giving workers permission (through organization-wide

communications) to put the needs of their loved ones first and assure them

access to paid leave benefits. Hosting family-friendly events is another way
that employers can show their workers’ families are valued. An example of
such events may include offering a ‘Take Your Kids to Work’ Day and
inviting workers and their families to attend a tour of an animal sanctuary,

a costume contest, family bingo, or remote karaoke.

e Offer flexibility and extended telework. There is no one-size-fits-all
scheduling solution for working parents or caregivers. Some may want to
continue working full-time but need to shift their hours to certain times of

the day. Others may wish to temporarily shift from a full-time to part-time

schedule or propose a job-sharing scenario. The most useful thing to do
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is allow working parents and caregivers as much flexibility as possible to
follow a schedule that works best for their family’s needs. For some, this
may mean starting the day earlier and ending earlier. For others, it may
mean blocking off certain hours of the day to attend to their family
members and letting their co-workers and managers know they will be
unavailable during those times and not checking emails.

Provide more caregiving-friendly benefits. Some organizations may
extend  their leave required

policies  beyond  what s

by Federal or State family and medical leave laws to help caregivers meet

family obligations; others offer stipends, some of which allow workers to
hire relatives or friends to provide in-home care and receive
reimbursement; and some have expanded back-up care benefits to help
families access child or elder care coverage when their normal pre-
arranged care falls through. The following offer examples of strategies that
some U.S. companies have introduced to help workers:

o Extending paid family caregiver leave policy so that workers have
the option to take more time off to address caregiving
responsibilities

o Giving paid parental leave to working parents, offering this benefit
to both full-time workers and hourly workers, and allowing them
to use it all at once or intermittently.

o Providing periods of full paid leave for those who need it to meet
caregiving responsibilities.

o Allowing workers facing caregiving hardships to take paid time off

to provide care either to a child or elder.

o Increasing the number of days workers can tap into backup care
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benefits, which provide funding a day to hire an in-home childcare
provider.

o Offering workers subsidized child support that can be accessed
either in-home or at a care center.

o Allowing workers to take short-term sabbaticals or leave and retain
their job and benefits without penalty if they need time off to take
care of their family members.

o Implementing a job-sharing program so that those who need to
reduce their hours can do so.

o Implementing a voluntary leave donation program so that
employees can share unshared leave with those in need

o Initiating eldercare benefits, providing workers access to care
coordinators who specialize in helping seniors live independently
at home with dignity while simultaneously reducing the stress and
work for their family caregivers.

Provide options for onsite caregiving support if possible. Employers can
expand their onsite childcare programs for workers, finding ways to place
more of their staff’s children in workplace childcare/learning centers at a
reduced fee.

Establish parent and caregiver forums. Hosting online video meetings for
working parents and other caregivers to explore ideas for balancing work
and caregiving responsibilities can also be beneficial. Not only do such
forums provide a place for people to commiserate, but they can serve as an
important source of practical advice, as colleagues can alert each other of

local babysitters or daycare centers with openings; consider collaborating

with each other to form small caregiving “pods” or micro-schools; or share
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tips for homeschooling, setting up new family schedules, or offering book
and educational resource recommendations.

Set up online enrichment activities for workers’ children. Some employers
have found ways to help working parents fill some of the enrichment gaps.

Examples include:
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Young and New Workers FEERUFAER

According to the National Institute of Mental Health, the prevalence of mental

illness is highest in young adults aged 18-25 years. Young workers, as well as
anyone who is starting a new job (regardless of age), may find it stressful to start
anew job and lack long-term ties and relationships with their boss and co-workers.
In a hybrid workplace, these workers might not receive adequate in-person
training and mentoring, and they may feel confused about their job duties and
expectations, unsure where to go for guidance, and concerned they will not
perform well. The following identify actions employers can take to help young and

new workers feel more secure and less isolated:
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Invite new employees to meet with leadership. CEOs, Presidents, and
other organizational leaders could consider scheduling “Getting to Know
You” meetings periodically throughout the year to reserve time to meet
with new employees, learn about their backgrounds, and give them an
opportunity to ask questions. Doing so can be an important team-building
exercise.

Get to know young and new workers quickly, check on them often, and
consider mentoring programs. Young and new workers may have a hard
time feeling like they are part of the team. To address that, supervisors and
co-workers should make a concerted effort to reach out to them and
actively pull them into the fold. One example to accomplish this is to create
a “buddy system,” which involves asking co-workers to look after each
other and instructing them to call or e-mail their buddy weekly or biweekly
to ask how they are doing. Mentoring programs can also be very beneficial,
both professionally and emotionally. Not only does assigning a mentor to
someone demonstrate the organization is invested in helping the new
worker grow, but it can also jumpstart the formation of a workplace

friendship and offer a confidante. Reverse mentoring can also make a new

employee feel like a valued team member. This involves finding ways for
new workers to mentor more established workers (e.g., having new

workers help an older worker improve their social media skills).

Enhance onboarding and orientation programs. In addition to formal
training, workers normally rely on various informal channels to learn about

an organization’s operational practices. For example, they learn by

observing other workers, dropping into someone’s office to ask questions,
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or absorbing tips and information during lunchtime or “water cooler”
discussions. Employers should enhance their orientation and onboarding
programs, and establish a virtual onboarding program to pull new workers
together regularly to deliver information about operational practices; help
them create a supportive network where they can openly chat about their
onboarding questions (e.g., filling out human resources paperwork);

the

organization’s goals and objectives; and help workers understand their role

deliver planned presentations from leadership; expand on
in the organization’s success.

Be aware of the mental health challenges that young people face. Some
studies suggest that young people may be disproportionately affected by
mental health challenges. Employers can help their young workers by
demonstrating empathy and ask whether there is certain support they
need. As a starting point, employers could consider developing a peer-
support group for young workers to help them connect with and support
one another and identify areas where they might collectively need more
help from leadership to succeed in their new positions. Employers should
also reinforce an open dialogue with this demographic of workers and

encourage them to speak up.
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Healthcare and Other Frontline Workers
Healthcare workers, nursing home staff, and other frontline workers, such as
Police, Fire and EMS personnel, morticians, and others are facing severe stress,

exhaustion, and compassion fatigue. They may work grueling hours, and be

struggling with grief and a feeling of despair. Employers can do the following to
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help reduce some of that stress:

Have reasonable expectations. Healthcare workers are performing a
crucial role and doing the best they can with the limited resources
available. Encourage employees to make self-care a priority, keeping
consistent daily routines when possible (e.g., try to get adequate sleep,
make time for eating healthy meals, and take breaks during work shifts to
rest, stretch, or check in with supportive colleagues, coworkers, friends,
and family).

Know the signs and symptoms of stress. Experiencing or witnessing life
threatening or traumatic events impacts everyone differently. In some
circumstances, the stress can be managed successfully to reduce associated
negative health and behavioral outcomes. In other cases, some people may
experience clinically significant distress or impairment, such as acute

stress disorder, post-traumatic stress disorder (PTSD), or secondary

traumatic stress (also known as vicarious traumatization). Compassion

fatigue and burnout may also result from chronic workplace stress and
exposure to traumatic events. Workers feeling stressed may have trouble
concentrating, sleeping, and have a general lack of motivation. Other
symptoms may include irritation, anger, sadness, depression, decreased
energy, and nervousness/anxiety, and new or increased substance use. Ask
employees to identify factors that cause stress and work together to
identify solutions.

Know where employees can get help. Provide or share information about
coping, resiliency, and mental health resources. See the getting started
supervisors and senior managers for tips and

guides for frontline

resources.
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e Resources Specific to Healthcare Workers:

(@]

Protecting Health Worker Mental Health: A Call-to-Action

Webinar
NIOSH: Training and Resources for Health Workers and Mental

Health.

The Mental Health Technology Transfer Center: Provider Well-

Being Initiative

The Schwartz Center for Compassionate Healthcare: Mental
Health and Wellbeing Resources for Healthcare Workers

CDC: Public Health Workers and Health

Support  for

Professionals.

National Alliance on Mental Illness: Health Care Professionals

Resources.

e NIOSH Resources for healthcare leaders:

(@]

(@]

NIOSH Impact Wellbeing Campaign: gives hospital leaders

evidence-informed solutions to reduce healthcare worker burnout,
sustain wellbeing, and build a system where healthcare workers
thrive.

NIOSH Worker Well-Being Questionnaire (WellBQ):

Understand how your workforce is doing and identify ways to

improve healthcare worker wellbeing.

Leadership Storytelling Guide: Help hospital leaders talk publicly

about getting help for their own mental health concerns and
encourage staff to do the same, using this guide from the Health
Action Alliance.

Total Worker Health®Strategies: Train front-line supervisors to
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help their staff balance their work responsibilities using supportive | ®  Dr. Lorna Breen Heroes Foundation Toolkit (Dr. @ 75 « 77U — L B b
supervision. EY—NFy b H{EOY —F =0 BRBET TV r—va rnbRA
e Dr. Lorna Breen Heroes' Foundation Toolkit: Learn three simple steps HIZR A L Z N~V ZIZEAT 2 EMZHIBR L A % » 7 03B &3 5 AlgetE o
hospital leaders can follow to remove intrusive mental health questions BHARAEIVAIVATT BT RDBT-DIT, IRO 3 DOFEEIR AT >
from their credentialing applications and make it safe for staff to seek the TErNET,
mental health care they might need. ® T AUMFRGEHE D BREBIIET A N RPERER S AT AN EREEE O
HREY R 7 WO T-DICEMTE D 12 OFHLMIESSAIADY X N %EGH
e American Hospital Association's Suicide Prevention Guide: Explore a ~NET,
curated list of 12 evidence-informed interventions that hospitals and
health systems can implement to reduce the risk of suicide among | ® CDC NIOSH Science Blog - Pz « BsE S : Pz - BBEEDO L —=7
healthcare workers. DFMZONTIT ALY Yy IREFEOBEDONT AL LDEZETED
e« CDC NIOSH Science Blog - Supportive supervision: Learn more about oL g,
training front-line supervisors in supportive supervision so they can help
their staff balance their work responsibilities.
Outreach Materials [ERN Y g

It is imperative to talk about mental health; shine light on the stressors; strategize
about ways to alleviate stress them; and be on the lookout for signs and symptoms
of stress and mental health emergencies so that people can either direct
themselves, their friends, co-workers or family members to helpful coping and
resiliency resources or other supportive networks and services if needed. The key
is to build awareness, and the outreach products identified below will help with
that goal. Workers and employers alike will benefit from the information, and the
latter may wish to use these resources as building blocks for creating an awareness
campaign within their organization. Employers, unions, and worker organizations
can and should take all steps to protect the mental health of workers. Unions and

worker organizations can also serve an important role in supporting workplace
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mental health and well-being through their member services as well as their

outreach and community engagement work.

OSHA Resources

Support One Another Toolkit (ZIP) Spanish (ZIP). Provides tips on
creating a workplace culture that support mental health by talking about
mental health.

Working Together poster. Provides a brief overview of steps employers

and workers can take to address stress and mental health in the workplace.

Supporting Your Co-Workers poster. Provides concrete tips that people

can use to support their co-workers, offering suggestions on how to be
respectful when broaching stress and mental health topics, how to listen
compassionately, how to determine if more assistance is needed, and how
to follow up on concerns.

Worker-Fatigue Webpage. Focuses on worker fatigue and includes

information about the impact of demanding work schedules and measures
workers and employers can take to prevent worker fatigue and fatigue-
related injuries and illnesses by providing or participating in education,
training, and fatigue management programs.

Helping Your Co-Workers and Yourself poster. Offers general tips on ways

employers and co-workers can help each other address stress and mental

health, and advice for those currently facing mental health challenges.
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