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The Health Action Alliance is a unique collaboratio n
between leading business, communications and

public health organizations to help employers

navigate evolving health challenges, improve the

health of workers and engage with public health

partners to build stronger, healthier communities.

Learn more at
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Investing in Mental Health at Work

Second Edition Preface

By many measures, a growing number of companies are investing incr eased energy and resources
to address the mental well-being of their people. They're norma lizing discussion of mental health in
the workplace, providing support to employees seeking to attend t o and protect their own mental

IrELE+PrOofP% O—f—0©'POtOP}101&8E£APAE P1£1P1OERDHEPO st AAPETr £ ¢

Employers have made valuable progress in the last year. This Playb ook—updated for 2023—is
designed to help companies continue that progress in:

Creating a positive, psychologically healthy workplace culture.
Centering equity in workplace mental health strategy.
& 1Y% O—©'Pr~~1AAPAE P»Er£E—/FEUP fOAErEP«fr£ /A P}1C+ECEMAPIOfPAEYIr/E 10 AEF

We've added recommended actions, workplace policy ¢ onsiderations and updated approaches
on topics such as:

Beating burnout

Supporting neurodivergent workers

Cultivating belonging
J1O0—10—0O'PErATAEPAELTIOfAP—OP}tOtE8 £A

No matter what stage of the workplace mental health journey your ¢ ompany is in, this Playbook

is designed to help you take action.




What the Experts are Saying

Top advice shared by business leaders and mental health experts ac ross a year of
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. people who have disabilities, people from the LGBTQ community and people from communities of color. .
: If you are an employer and you are taking a broad-based approach tha t treats your workforce as a :
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launch any kind of mental customers don't get prioritize work in a way J
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who are our employees?
What are their needs? And

going to be there every
day for you. And it’s the
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we have to collect the right right thing to do to have that there’s something for :
kind of demographic data to your teammates ready everyone. That's where the o

get an intersectional view of to do well for themselves market is right now. :

our employee population. and their families. :
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Wizdom Powell, PhD Brian Moynihan Senior Partner, National :
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SIGN UP to receive invitations to our events for the business community.



The Business Case for

Workplace Mental Health

A strong majority of employers acknowledge that workplace mental health must be a priority for the
well-being of their workers and for the health of their business. According to an October 2022
by WTW (formerly known as Willis Towers Watson), 88% of companies took mea sures to address

employee mental health in the last year.

This recent surge in employer action on workplace mental healthis ar ecognition that employers have
a responsibility to identify and reduce the causes of workplace st ress and burnout.
Supporting employees’ mental health plays a big role in recruiting and re taining talent.
of workers expect their employers to play a meaningful role in making sure they are as healthy
as possible, with mental health as a top dimension of health, accordin g to the Edelman Trust
Barometer.
of workers say mental health support will be an important factor when t hey look for future
work, according to the American Psychological Association’s 20 22 Work and Well-being Survey.

P ePO %it¥%APAr—fPAE-tUPO EELfPAZAIUPIrAPIP "}P}t~rEAE+PPTIRFOL EERYPYEAT

to the 2023 State of Workforce Mental Health survey by the mental hea Ith platform Lyra.
Mental iliness is the single greatest cause of work er disability worldwide.
Employees who are depressed miss nearly of work every three months, and up to

more per year than other workers.

Depression also results in of reduced productivity every three months, including impaired
performance for one to two hours of every eight-hour shift.

of missed work days are attributed to burnout, depression or anxiet y.
For every employee experiencing mental distress, employers in cur per year in lost
1Y, fE~E—O—/FEU+Petr£EP~r¥%iP~"AEAPIOf P /E E %RE Qe P 9 £ ER ¥ ©-FE A /AR TroHE
in your workplace using the National Safety Council’s 1)
of full-time U.S. workers have left a previous job due, at least in par t, to mental health reasons.
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- Employersseea $4 return  for every dollar invested in employee mental health support
and treatment.

24% P P+ 1£ Ut %UAPIr%utPl£ErOO—©'PE P—O~%irAtPE i1 RItOUR EPETUEARPP}TOTE £
Assistance Program in the next three years.

*  22% of employers have eliminated cost-sharing for virtual mental h ealth care.

Great gains don't have to come at a great cost.

* The mental health resource employees wanted most was a “more open” mental health culture ,
according to a Mind Share Partners survey.

“Regularly recognizing employees” was just as important to workers as additional mental health
resources, the American Psychological Association found.

= “Across industries, every measure of morale, productivity, perfo rmance, customer satisfaction, and
employee retention soars when managers regularly provide recognition " the Harvard Business
Review reports.

Being generous with praise won't by itself meet the mental needs of you r employees, but it's an element
of the supportive culture that—along with » Er £ — /£ U P} ft@expafidiaccess to treatment and equity in
your approach to mental health—uwill put your company on a path to a hea Ithier workforce and a more

resilient business.

o0 © © 0 0 o o o o ® © © 6 0 06 06 6 06 0 06 06 0 © © 0 0 © 0 0 0 0 0 0 0 0 0o o o

Need help developing your workplace mental health strategy? P=EWUPAEFIr P +PiUT%AEAP a4tV

coaching to help employers develop or evaluate their program.

Contactus at hello@healthaction.org to schedule a free consultation.




Meeting the Moment

Insights from the American Psychological
Association’s Stress in America™ Report

The state of the world today exerts a heavy toll We spend our days trying to process all that is

on Americans’ mental health. happening in the world.

Despite the ebbing crises of the COVID-19 It's no wonder that the American Psychological
pandemic, the mental health crisis in America has Association’s 2022 survey
continued to climb. In the last few years American uncovered that over a quarter of American adults
rfEEEAPrOtP~—ETfP—0OIr£E— ©P9006(q: sgeltheif dags-sb Biredged they are unable to
crime (75%), the current political climate (66%) function. The impact of today’s stressors on our

and the racial climate (62%) as mental well-being is alarming. 76% of adults

said they have experienced health impacts due
to stress in the prior month with 72% reporting

The murder of George Floyd in May 2020 shed more than one impact like headaches, fatigue,
new light on the pervasive racism and violence anxiousness or feeling depressed or sad.
that Black Americans continue to face.
fueled by racism and As a society, we are emerging from a collective
xenophobia increased by 339% in large U.S. trauma that has tested people’s resilience, even
cities in 2021. People across the globe continue more so for workers from disproportionately
to grapple with severe weather events and a rat~AE3fP~ " ""EO—AE—FA*PTeiP—"1r~/FEP «f
sense of overall uncertainty resulting from a tUtt%—1O~ft+PAEtPE£ AAP «P£—+1+PE0OTrO
rapidly changing climate. Russia’s unprovoked and a sense of helplessness will stay with us well
invasion of Ukraine in early 2022 has left many beyond the pandemic’s end.

Americans feeling saddened, shocked and
1TO0tYaETAAATTE—O'APr t£—é1fP}UP 1A Empoeyeeskare®riMgig all of this trauma and

and gun violence here at home. The majority stress to work, along with whatever personal
of Americans (64%) feel their or family struggles they may be experiencing.

, with 8 in 10 Americans feeling that If workers don’t have access to tools, resources,

. And consumers TViP}1 Ot EAPErEPrfI»>ErELtEUPrffY%UtA/

continue to feel stressed over the economy and health needs, their work performance—and the
money. work environment—uwill be impacted.
{ ] { ] { ]
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development of this Guide. In accordance with HAA'S , HAA has maintained complete editorial control over
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and their workers.



Getting Started

Fundamental Psychological Principles

Employers are not therapists and are not responsible for diagnosin g individual conditions or providing
psychological care. Rather, employers are responsible for cr eating psychologically healthy work
environments, establishing systems that reduce workplace str essors, improving access to care and

fostering supportive relationships.

The Mental Health Continuum

Experts are working to shift the perception that mental health only n eeds to be addressed at times of

crisis. Instead, they're broadening the understanding that we're all on a that's
~"OAErOLEELEUP~er©' —O ' *PGr%u/EP *P}1—0O'P+E'rOP —APHE PPURU EVP-IRACEPLIYR K
Some of us are thriving, others are experiencing struggles or burno ut and still others are in distress.

Weight Change Poor appetite Withdrawn

IN CRISIS STRUGGLING ~ SURVIVING THRIVING EXCELLING
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[ oeomesem | | | ] | [ veromn
| Exhausted | | Poor performance | | Trouble sleeping | | Sleeping well
el o | [
I | | | | |

Socially active

il all] il all

The workplace can support employees at every stage of that continuu m by:

Protecting the mental health of employees who are thriving by creat ing an environment that
minimizes exposure to unnecessary stressors.

Making sure managers are equipped to ask the right questions and pr ovide support and referrals
for employees who are newly experiencing mental health challeng es.

—at%—0O'Pri1y, 1Y% —rEfP}1016E£APs %P —0Of—O0O—+fHErEAP OO FPECHP UR/ELLZO PP
1Y, TE O T fP TOAETrEPIr££POTTIfA+P—O~£Ef—O ' PPI+QAAEAPROLPASEAEC+ETP
accommodations.

Connecting employees in crisis to immediate care and treatment.



Mental health conditions are common and treatable. Yet, workers say shame and stigma
prevent them from seeking the treatment and care they need. That's b ecause negative stereotypes
about mental iliness persist both in and out of the workplace.

Even in the most progressive workplaces, keep their conditions secret. They may be
afraid that being open about them will hurt their reputation, compr omise work relationships or even
jeopardize their job. Stigma can prevent employees from seekin g help and getting better.

Employers can combat stigma by creating a supportive workplace ¢ ulture.




Creating Your Game Plan Part I:

Workplace Culture

TetPO Y%ilEr~tPerAProP EAA—AatfP—"r~/EP OP/E 1P HOARELRLVIRE£FEAP~RPEIULEP A
s EOfr/E— OAP P EVP tOLEr£EPOT£E£?2}1—0O'+PAE ~ PA R } P+ ZEU® PPT e iPEI@HPr P AL E V.

identity, purpose, self-worth and meaningful relationships— and, of course, stress.
Your company’s management practices, the design of the work, and th e physical and social
environments where employees operate all shape the mental wel I-being of your workers.

&EIAPU EYAsPY4sAL OA—)}—£—FEU+PEYUAEPIrOfP« Yat FA/EARE O A EFHPAP DY
your workplace.

You can identify and reduce work-related stress by creating a cultu re of , Where
workers know they won't be punished or humiliated for speaking up with ideas, questions, concerns,
mistakes or their own challenges. You might also need to redesign wor k schedules, redistribute

O YifE rfAPrOfPrff%tAAP/EIPEO—»ETPOtFfAP «PALHYAE~P~rE£t Y%—1tAP PO YU

Challenge your organization not to be complacent about the support y ou currently provide. A
McKinsey survey found a stark between the quality of support employers believe they're
providing and what workers perceive—and this is especially true f or frontline workers. The

survey by the mental health platform Lyra backs this up.
$1%tPrvutPeOtPAALTIAPU EP~rOPATr|IPA P~Y%trALIPrPIAUEI~E£F —~r£EEUP %1

Engage Leadership.

Leaders are uniquely positioned to help employees feel more comf ortable and open talking about
causes of workplace stress and identifying potential solutions . They have the power to set the tone
that lets employees know they'll be safe talking about burnout, anx iety or depression without being

viewed as incapable of doing their jobs.

Modeling a supportive workplace culture is key to building trust a nd laying the foundation for a

psychologically healthy environment. When CEOSs, executives and managers express their own
OEL£OFY%Ur}—f£— A& —tA+PAE<FUPF£1P& '« EPALE —" " "r*P=LQ&E+£P PIT ERE ) PEAETHROPT ARRT C
message that it's okay to ask for help, even at work. It signals that the wor kplace is an environment

that will be supportive and understanding.
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Host town halls, discussion forums and other workplace events where leaders can break down
the stigma around mental health and let employees know they’ll be recognized, not penalized,
for taking care of themselves.

Encourage leaders to share their own stories in order to make it okay f or others to do the same.
Our Leadership Storytelling Guide will help supervisors, managers, and other leaders share their
own experiences in a way that’s empowering and inclusive.

Make mental health support a routine part of executive team meetin gs and one-on-one check-
ins with supervisors. Routinely communicate your or ganization’s commitment to supporting your
workforce’s mental health and well-being.

TY%trEPAE—"tP 4Pe¢ V4P TOLEr£P 3 r£EAPYIirA OAPAE +tPA+BROrQPU EPf P %P A

Model behavior that promotes rest and self-care. Taking vacatio n time, maintaining a healthy
O Yi?E—tP}r£r©~tPrOfP ' ri—© 'PrP1 —O©/&EP «P© [EP~PDi—£aPU-© POHR rRPR OF-P
~ ©OFEYs—EELPE PIP~-EL£EE%ULIPArEPOr£ELtAPY%UTALE YurE—OtPAE—"tP 4*P

+  PROTIP: At Eventbrite +Pre£EP+ £ UttAPAEriIP 4PAE1PeYALEP %u—frOP «Pt0t% 0P ~©

to spend time taking care of themselves and connecting with their fami lies.
Incentivize leaders and managers in your organization to make work place mental health a priority
in their teams. Set performance benchmarks that reward leaders wh 0 contribute to a healthier

workplace culture.

Recognize that fatigue and a lack of sleep due to shift work and long h ours carry risks for health

and productivity. Low-wage hourly workers may be juggling mul tiple jobs. Consider ways to

Yt ftA— OPO YUiPA~«tfEE£TA+Prf EAEPYUTI~ Ot % URELEr%APOPHOP R LI PELEE® fF
support for workers who may have unique circumstances or special n eeds.

Consider hiring a «—1+Pci££0O1AAPRF dMerdtaliHealth Ambassador who is responsible for
creating and maintaining a system-wide culture of well-being




Support and train managers.

P ror't%PerAPAE«tPAr " tP—0OIEFO~ftP ©OProP 1 "1£ Ut tlAPYiPO & OPA EEAE PP VAPYEY YE©
according to a 2023 by the HR platform UKG.

Managers are on the front line for employee mental health challen ges. They are often in the best
position to know when employees may need targeted support or when work place changes may be
required to improve mental health outcomes. This responsibili ty for their teams’ well-being adds to

their own stress, so managers need support, too.
Guiding managers to support their co-workers builds cohesive and resilient teams, which is why many
employers encourage managers to check in regularly with employees ab out their mental health and

YVt ' —©OfPEt—Y%UPAETr APr} EEPrOr—£r}£tP}1OteNEAPIOfPAEIL U/EPAT YO —~1

Companies increasingly see the value of mental health training for

managers. More than four in 10 companies already pr ovide this training—
and another three in 10 are planning or considering it, according to a
by WTW.

TetVtPr%utPO YilEr~tP tOLErEPtrEAPAEYr—O% OVATAPPO t4ZE }EE Pr/ALP @B T 4 A+F
tOFtOPA " tPAErEPY, O—ftP~EALE P~ r~+—0©'P+s YERREIC—EPR-DG EAZPY% I+ £ AR DO

Job Accommodation Network (JAN) provides a list of workplace menta | health

you might consider. As you evaluate these programs, look for traini ngs that will help managers:
Identify common workplace stressors and mental health challenges. Managers should feel
equipped to recognize early signs of workplace stress and burnout , as well as urgent warning
signs of mental health distress. Training should also help manag ers recognize the combined, or

F—OAEt%AT~F —OrE+GP—"1r~/FEAP «Per"—£UP ~— ¥ £HG\'R AC PP T424E O E P}PAOVEL A
work performance.

=at%P1AU~« £ —~r£P avadage sheyfld be trained to help employees recognize a crisis
and assist until professional help can be accessed.

Use inclusive terminology. Say'they worry about using the wrong language

when addressing issues like mental health. Over 90% of workplace leaders want access to tools

on

Practice supportive conversations. PTY%r—© —0©'P YuP~tYaE—é~r/E— OPYs ‘Yur AP/ r/EP-
1Yt~ fE—~FP 110?230 ftfP~21~i?—OP~ ©0ftYUArE+ _—GURP~OG P PR E_—ELR ALY ©Of P A
of potential scenarios. Our P at%AP/E —1AP« Y4PE£trf—O©'PlY

supportive conversations.
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Foster a supportive team dynamic. Managers should be able to encourage team members
to check in with one another and create space for group discussions a bout mental health and
support options.

Share workplace resources. P6ror't%APA« ELfP}tPrOr%iP «PAt—%P~""1roUIAPAPO A
and EAP resources, and know how to connect employees to care.

Understand, practice and encourage self-care. Self-care is a valuable, protective factor that
managers should be prepared to encourage for others and themselv es.

‘ . .y . . . .
Identify opportunities for ongoing education. Workplace mental health is an area for continual

—"1Y 01" 10E+PO—~+P " trOAPU EPA« EE£EfPATL|P E//EP /AW PIfEOr A QPR CiftF/: /
updated resources.

+  PROTIP: Jacobs involves managers and peers in mental health support. All managers r eceive
training to foster psychological safety, and over 2,000 employ ees (including members of the
?2AE— £ 1:PerOtP}11OPAEY%Ur—O©FfPrAPF 1 OAErEP«1r£ /£ + AP PO AR AE PPT aHP/4P ALE
also tailors support to its remote and hybrid employees by encouraging t hem to connect with
~ELIr'ETAPAE Y E'PO—YAEEr£EP~ 41tP}Y%IriAP %P {1 f—Ar/£E— OPALfAA—"OA*

Workers in some industries like veterinary medicine, healthcar e and manufacturing are at higher risk

e Y PAE—~—f3+PAE}AErOo~tP —AEATP VP& OIPE-—OPEO+ @ A APr }+ O 24 AE P PEf i — Q@+ O P
won't be adequate here, so you'll want to explore more advanced tra ining for managers in these

rOfP EetYPe—"et¥?2Y—AiPATELE —O© ' A*PTe1P NER ~+O/E PGP 50 #QUEsdectiryht A E ¥4
training appropriate for your setting. These trainings shou Id equip managers with an understanding

of available resources, how to make a referral and when to involve hu man resources.

+ PROTIP: Asan employer of over 15,000 veterinary health and pet care workers, Mars, Inc.
1YY — E—atAP tOLETEPIr£/E+PeY "ProPt £ Ut IAPORWBREDREPFTUPIPP £ « 1
—APrAA— ' ©FfPrPF}EffUGPAE PAEIL U/AEPE I —Y%P EViORUPLE ULTEAPHR fOF @Y £
dedicated team of in-house social workers provides ongoing suppo rt by caring for the unique
mental health needs of the company’s veterinary workers.




Keep in close touch with your teams.

Use anonymous employee surveys and other feedback
mechanisms to better understand the unique mental health
needs of your workforce, workplace stressors and challenges
accessing treatment.

Design a strategy that feels natural to your organization.
Ensure you include workers at all levels of seniority

and from communities with unique needs. Commit to a
timeline for following up.

, a global management consulting
8Ys +Pe AETfPIPF £ }r£EPGt £t Pwekkiidhgr +GPrP
virtual session to collect feedback from employees.
Thousands of workers across the organization joined
the event, submitting over 300 ideas for workplace
Oft££O0tAA*P/fr%O©tUPY%IE0OFfPATAIP—O&E PO,
initiatives currently underway.

JIUTYUEPIr~iP OPU ELUPEOf—O'A+P 1L Y, EEQO— A
progress made. Employees need to feel they are being

heard, otherwise they'll be unlikely to continue sharing

their perspectives.

Consider pulse surveys on mental health and culture like
E AtP atwuifRIIR | , and

Explore making mental health metrics part of managers’
performance reviews to align incentives around a
supportive work environment.

Get managers together for a series of focus groups on the
most pressing areas of concern within their units.

NtEPY%U—""Y EAP' TEAPE P—"1% OtPr¥%utrAP +P~
by your team and track employee perception of your

progress over time. Remember, the goal of tracking is to

receive honest input about your company’s progress —

EritP~r%utP© EPAE PEOFEELUPLIYUTAAEYIPE £ U
true feelings.



Cultivate belonging & peer support.

P ror'tV%PerAPAEtPAr"i1P—0OIE1©~1P OProP1"1£ UtilAPYIFO & OPRA EEAE P APYEA E©

according to a 2023 by the HR platform UKG.

Managers are on the front line for employee mental health challen ges. They are often in the best
position to know when employees may need targeted support or when work place changes may be
required to improve mental health outcomes. This responsibili ty for their teams’ well-being adds to

their own stress, so managers need support, too.

Guiding managers to support their co-workers builds cohesive and resilient teams, which is why many
employers encourage managers to check in regularly with employees ab out their mental health and
Yt —O©fPEsT—Y%UPETr APr}y EEPrOr—£r}£tP}1 O+ 6MEAPIrOfPAELY Vi EPATYLO —~1

Belonging and psychological well-being are closely linked.
People reporting the highest levels of exclusion also report great er stress and loneliness and indicate
EerEPAEtUPr~~""1£—_APELTAAPrAPIPY%IAEEL/AP +Pf 1% IRAA—F OPRONREINT © PA § ORI
belonging aligns with higher productivity and innovation, and f ewer missed days of work.
Go further:  Our P atuAPrPeOt?AAETF
roadmap to demonstrating your corporate values, communicati ng with employees and developing

policies with belonging in mind.

APU EP rit1P—OEtO/LE — O©Or£Pta YuEAPE P~E£ /£ POYSAOR}AEHE—GHPU-BPAA® BRI EAL T

peer support to reduce stigma around mental health. S ome companies have established mental health
ally programs, where employees volunteer for dedicated peer su pport training.
At Google, more than 2,000 employees have received training to list en with compassion
rOfP at%PAEY YA *PTetALtP 1OALErEPIrE£ £ Prff—1APRREPVadER «P ddtah~ "1ro(
}J31P—f1O0&E —etfPIUPAEFP}EELTPf APALE —~ 1% AP © POF Pti4PER AVE CAr-AP Y. HAP 1 f
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The Power of Employee Resource Groups

Employee resource groups (ERGs) exist in 90 percent of
Fortune 500 companies , partly because they have been
shown to increase inclusion and belonging among historically
excluded communities. That makes them a valuable resource

for supporting employee mental health. According to WTW,

38% of companies work directly with their ERGs for a
tailored approach to addressing mental health concerns,

and another 27% are planning or considering this type of
partnership.

If your organization already has ERGs, encourage their

EXrftYVaAPAE Pt }Y%Ur~tP tO/Er£Ptr£/APrAPrPitUPY,—
tools or training for ERG leaders to become mental health

ambassadors, and encourage them to surface and share

unigue mental health challenges that might exist within their

networks. ERGs are also a great forum for inviting a trusted

community leader to speak with employees about mental

health and support options.

+ PROTIP: Many employers |, including Johnson &
Johnson, RetailMeNot, Verizon Media Group and
Zillow Group, have created ERGs dedicated to
employee mental health. When employees know
others who have experienced a mental health
condition, have a place to go for support and are
armed with knowledge, they are set up to feel more
secure at work.

e Gofurther:  Our Guide to Building a Mental Health
Employee Resource Group will help your organization
recruit ERG leaders and members, equip a mental
health ERG for success, and identify opportunities for
collaboration between ERGs to tap into the energy and
insights of your people.
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Reinforce your workplace culture with a mental heal th policy.

A written workplace mental health policy articulates your compan y's commitment to preventing and
addressing mental health issues among your employees. It's an im portant way to communicate your
Orf£EtA+PtAEI}£E—A+P~"1rOUPO % A+P}%iriPALE ©AYP4DGP P UR —OPIVE+AEREPME Yt

care and support options.

Go further: Use the checklist in our
to get started.

Beating Burnout
Putting it all together

Burnout is one of the most common ways mental stress shows up
In your employees. Here’s how the tips you've read so far in this
Playbook will help you address burnout head-on.

Burnout is chronic workplace stress that has not been successfully managed.

Ji~-T0—a—0©O'P}EY%O EAP—APEIPEVUAEPALEIIPAE Prf it /OPOCERPER BRLIAE/BP-
1" TAE—OrEPIUrEAE— ©O-P tOLETEPf—ALETrO~—PPHRPrefic"Ri0APARA+EATOTOTAAT

their work.

Burnout is caused not just by too much work , but through a mismatch between the employee
and their environment, says Dr. Jacinta Jimenez, author of “The Bur nout Fix.”
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JOB MISMATCHES THAT LEAD TO BURNOUT
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To solve burnout , employers should:

Strengthen your company’s psychological safety by encouraging honest conversations about the
mismatches that can lead to burnout. Have managers ask questions like, “Ho w are we doing with
overload?” “Is there a better way to do this?” or “Do you have enough cont rol over your day and
your responsibilities?” and discuss solutions (and what’s working w ell) with their direct reports.

Check in regularly with team members. Ask employees how they are feeling. Look out for
changes in mood that could signal burnout. You can share the mental he alth continuum to give
your employees a common language to assess their mental state.

Be a model for setting limits. Resist emailing your team after hours or on weekends. Take your
vacation time (scheduling it and making plans helps ensure that you’ Il actually get away). Fully
disconnect when you do go on vacation—if you're checking email, you'r e working and sending

a signal that you expect the same from your teams.

Continually improve your support. Feeling burnt out is not your employee’s fault, so it's not

"OPAE+f"Pr£ ©tPAE PEU*P $r£—0'PO—AP}EYO EAPTadLE £ OO TERPR Vi HER VriB Y
personal resilience, a culture of wellness and continuous impro vement of your company’s systems
rofPO Y%iji OA*
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Creating Your Game Plan Part Il:

Mental Health Equity

Certain communities within your workforce may have unique menta | health challenges. These may
be the product of systemic inequities in community conditions that und erpin health, inequitable or
harmful experiences when accessing medical care, cultural sti gmas, discrimination or other factors.
You can help combat these challenges and support your workforce by p rioritizing equity in your

approach to workplace mental health.

Here are six steps you can take to center equity in your workplace men tal health strategy:

GrUPE—Or}£tPOr'tAProfPrff%tAAP EfY%UPAEAAFAP

are the top cause of work-related stress. And in just one year, “c overing monthly
expenses” has risen from number nine to number one on the list of employe es’ worries, according to
a November 2022 from Mercer. Second on the list is the ability to retire, ahead of work- life

balance.

—O©rO~—rEProU—tEUP—APO—ftA %trf+P Ut /EP AE-HRAEYS S OPE CPEOIOL U PER f — 45H
are well established. Meanwhile, Black households typically hav e less accumulated wealth
than white households, even at the same level of income.

Tet%tlAP' ™ fPYtrA OPA PrffY%tAAPE@xC+r PraRPYOAUEAREERIREPT 1£ Ut +tAPO PristP

AEr}ETPrY%tP " VatPi% fE~AE—O0tPA—0O~1P /1 UP &% tPrEPONPIf—ATR % P~ MOHFPI0 P46 @t
health and are more loyal to their organization.
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disparities in opportunity, experience and pay. Then, implement t argeted policies to close these gaps.
—Or££U+P ' ritProUPEO©rOo~—re£P}10t6 £AAPU EP 41 Y%U+PAB—PrAPUHAE © VA POERYEST

and tuition support, available to all employees.
T PY%ifE~1PEOrOo~—rEPALEYTIAA,
Prepare employees for retirement with an employer-sponsored reti rement plan.
$1£1P+ £ ULtTtAP}E—E£fPrPAr«1£UPO+A£P}UP 41 Y% X4OOPEE e tP YUPf—Ar}—£—/EUP

GrvaEOt%UPO—/AProPtUt% /AP~ ©OAELATOAEP £ P 4G AP <R AA 1@ -P4PP Ort-H £ P/
Make it a habit to share information about how to access these programs in ord er to reduce
stigma about utilizing them.

Lean on your employee assistance program (EAP) vendors to go the extra mile in educating
UOTE%uPt £ 0U+tAPr} EEPOrEIAPrOr—E£r}£3PAE PA 1" *P6rORAE UGHP - Pe@r®—~/A& P
counseling, but many workers don't know what's available to them.

TOA—fIYuPrff—/E— Or£PEOroO~—re£P—0~10 /& — D ARMEP R PEPBP Y B +U CtROVAERLE
~e—£f~TYatPALE —11OfA+P1Y «tAA—"OrePf10I£ AT QERPETFRAP P LAFFPIBHE —17:

phone bills and internet.

Ensure your employees feel heard — and that you're hearing
from all communities.

People across your workforce will only feel supported if you comm it to collecting—and responding

A Beffflr~i*P=a1%UPAEY%OLIUAPAE-rEPrvaiPro OU " EAPYEALEPFrAREERIPHHP ALY P U E
getting a representative sample of your full workforce. (In sma ller companies where a person’s

identity might be revealed through their demographic data, crea te a safe environment for one-on-

one conversations.)

ff—E—Or££U+P ritPAE%IPAEtPAELTr AP 1i—O'Pf i ~£MAPT@UAPA} ™K AERT HO-HE AP
demographic makeup of your workforce.
Mars, Inc . holds routine calls, pulse surveys and listening sessions with ERGs to i mprove

— EAPEOfIYUAEIOf—©'P +POr/EPALt~—&~PL 1ELr EroUPA R VAP AARIYP THT P -0
Y%t£tOr©OEPE PIP' £ Ir£EPO Yjs ¥%~1PIUP 41% —0O'PAEHRARBR PG PY/E—4 DVRHC/E PETA

cultural nuances, particularly in countries where mental health is stro ngly stigmatized. For example,
in some areas, they do not ask about mental health directly and instead ask a bout sleep patterns
or energy.

{ o o
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STEP 3: Familiarize yourself with the unique challenges fac ed

JOPE 1£ UttAPY "PALt~—&~P 'Y ELA*
Understanding the unique stressors and experiences of your wor kforce is essential to cultivating a
workplace culture of belonging  and identifying appropriate solutions for support.

£r~i+P$—ArOo—~+P A—r©P "t1%—~rO+PGr~—é~P&ARIPOH FHAP PIVE—~OCGP&Of EQORE-
face unigue mental health stressors as a result of both current and historical discrimination.
According to the American Psychological Association , 75% of Black adults say the racial climate in
E+tPY*N*P—APrPA—'"©—&é~rOALEPA E%U~TP +PAEYTIARYRA/E PP 1+iE £ P EOP ~+OF OB MtP
from violence and crime (89%), mass shootings (89%) and gun violence (87%). Similarly, 72% of
LGBTQ+ adults feel as though their rights are under attack.

In the workplace, people of color often experience numerous forms of r acial discrimination, including
microaggressions and bias. Over half of LGBTQ+ people report hearing jokes about gay or lesbian
people from their coworkers. And the majority of young adult women (62%) report that most days

their stress is completely overwhelming.

* Gofurther:  Factsheets from the American Psychiatric Association will give you greater insight into
E+tP~r££3©'tAPer~1fP}UPAt:~—6~P'% ELAPA PU EPYOPAEr—E£ %PU E%Prity,r

Keep in mind that people have complex and overlapping identiti es, not all of which are outwardly

visible. For instance, a person can be Black, a caregiver, LGBTQ+ and have a disability—and any or all
TePEIALP—f1OE—A —1tAP rUPrat~AEPAEIPAEL Y ERE+ROP® £+ AR D PPO FPA ©OF it
for conditions you may have no experience with personally, and let pe ople embrace their whole
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Supporting Neurodiversity

Teams with neurodivergent members — individuals with a range of devel opmental, mental health
rOfPELIY4© —O'Pf—A Y%Uf1ViA+PAE 1P "AEPOI££? |0 TVCR+PIGE £ + OFE—© CFFEffHEP-fOEP «
disorder (ADHD) and autism spectrum disorder (ADSD) — can be up to 30% more innovative because

EtUP' Tt EPEIP}1OTELEP +Pf—a41%UtOLEP —OfATEAPIEP+OYE r~«tAPE PL1Y, }£17 2/

* Andyet: Inthe DEI statements of Fortune 500 companies, only 30% mention disabil ity — and only
EettPAlt~—é~r££UP 1O0OLE— ©OtfPOTEY f—OFWA—EU*

About one in six of the world population is neurodivergent, which makes it important f or companies to
be proactive about inviting conversations around accommodat ions in the workplace (see Part 3 of this
playbook for more details).

Here are tips to supporting neurodiversity in your organization
‘ - . . . . . . .
Start at the hiring process. If you know a candidate is neurodiverge nt, invite a neurodivergent
employee onto the interview panel to be able to talk about what it’s lik e to work at your company.

tP/Ee E'EEEPO—/E+P O} r%Uf—O*P YUPtUr 1£+4PPABAYPIITR ER EAVPRELER &Y
1" P EEPAET?2}JU?ALET'PAE Pt£Pt £ Ut1APO« P rUR—+OIPPF «t ®~EQEW P Y—
provide.

6ritPr~~31AA—}—£—FEUPEtPALEIOfr¥%f*PARY £ IR~ P CEAPRAEFIPP 11 £ —0O'A
f—8atY%t©&EP Y% EtAP +P+ " 1£ Ut3AProfP1%1010&L£ProUPP-&fPO-OfEQEPAE PPIfRPA=
their disability by asking for support.

Co-design workspace policies—and even workspaces. This cover s desk layouts, lighting
design, noise, privacy and other factors in the physical environme nt that may have a strong and
disproportionate impact on neurodivergent workers.

 Gofurther: The Employer Assistance and Resource Network on Disability Inclusion , or EARN,
provides additional information about creating a supportive work environment for neurodivergent
employees.
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Embrace authenticity in the workplace.

Discrimination at work is another major source of stress. As an employ er, you're in a position to
1% t10t0EPf—A~Y%U—"—Or/E— OBOt/E+T1Y%UP— /£ IQRAERE 1)G AP ©FEP EIPROA A Ba* P-N £ rY.
reviewing, updating and reminding your employees about your co mpany’s anti-discrimination

policies. Here are some additional steps you can take:

Communicate equity, diversity, inclusion and belonging as a co re company value in your policies,
hiring process, onboarding materials, company website, social media and other company
communications.

Educate your team to recognize, prevent and address and bias in the
workplace.

Provide multiple channels for employees to safely report harassm ent or discrimination. Not all
employees feel safe reporting to their manager or human resourc es. Alternative reporting options

—O~£EfIPIrPftA—'©OrEtfPf—O0t%A—AUP A~ YUHEWMPT £ UttPUTA E%U~TP 'Y

&*PU E%UP~"1rOUP a4t %APIrPeU}%—fPO YU|Prvu%ro't f OFNT Sris PA AdwakdP £ P " —
—©? 4~1PO Uit UA+PEOfTI%AEIOf—O'PAr£PO "1 © f P 1andfebRyredler £ YuPr¥
working from home.

Take steps to prevent discrimination and bias in the workplace.

When employees do not feel accepted in the workplace, they may feel pres sured to “code-switch™—
or adjust their style of speech, appearance or behavior in order t o conform and be accepted by the
dominant work culture. Code-switching can take an exhausting tol | on mental health when employees
have to routinely and consciously monitor their speech and behav ior. Inviting people to be their
whole, authentic selves in the workplace can reduce stress, as well as promote social connection and

greater engagement with the job.
Here are more ideas to build on that approach:

Practice authentic leadership. Employees thrive under lead ers they can trust, connect with
and relate to. Authentic leadership encourages that trust thro ugh displaying self-awareness,
empathy, ethics and accountability.

Hire and center diverse leadership. Encourage mentoring an d coaching relationships that help
facilitate upward mobility across varying identities.

JtO—tOPU E%UPfYtAAP~ f1APIrOfP~ Y%UYt~/AEP Y%PROTELE UP/AEPYE ¢I/AEPAK L+ ALYE 2 PY,
Include pronouns routinely during introductions, on name tags or e mail signatures.
Consider company-wide participation in various heritage and p ride celebration days.

&*PUE%UP~"T"1rOUP 41 %APIrPeU}Y%—fPO % iPr¥Y%rO‘t + OFHT FrisPAABdwakd £ P —
—©0©? 4~1tPO Uit UA+PEOfTIYUALErOf —O'PA-rEPO 1O O f Pland feblRyredder £ YaPry
working from home.
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Meet Gen Z's Expectations
on Mental Health

high rates diagnoses

* Authenticity:
“Authenticity is the most important value for Gen Z.”

e Inclusion:
report

measure

e Mentorship:

loneliness
miss a week

higher retention rates



=41%PrPO—ffP%rO tP P tOAErEP{r£/EPALEA— ©OF
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competitive in the market for talent as employees PitU—}£tP}1Ote/EAPrOfPO % iPrvu%ro:

T PtOAEY%TIPU EI%UIP ri—O©'PAE<tPO %ilE£r~tPrAPOt®OFfPAQRPMPfRAEIEWRPEP U EIY:
will be accessible by all, consider these actions:

NE Y EPIr%iOAAPIOfP Ai%UP~r%t' —OtYaAP A Vs EAHPIHU—f PET P-OLUPEA O frPF

assistance with childcare and spaces such as lactation rooms for ne w parents.
During the COVID-19 pandemic shutdown, the turned
a hospital conference room into a one-room school for 22 children o f its employees, equipping
students with laptops to connect with their virtual teachers and hiri ng an in-person teaching

assistant to support online learning.

&©O0—A+tPU EY%P J APA PAritP OP 1OAr£PI{r£ AP —OREIEUPATI OB P AER IE
and potential remedies, then provide them the resources they need t o lead on proposing,
implementing and evaluating solutions.

GraEOT PO —FP~""EO—LAUP YU'rO—ar£E— OAPA+ABPPitGE+ERYEBELZELPAP AT
NtiiP EEPrOfPUrY%aEOt%UPO—/AP'1Of1%?ProOfP AT 0E+FHAAPYQLP %ICA PEUY%T R,

T©0©t~AEPt £ UttAPO—EPAf~—rf£f—atfP~Y%U—AKAPREIP NYEPLEAPEY < EDP/HH-
and mental health topics. See the in this Playbook for details.
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Creating Your Game Plan Part llI:

Eighty percent of employees

national and community services

STEP 1:

the Mental Health Parity and Addiction Equity Act

601tPitUPriutr A

Self-Compliance Tool



STEP 2:

Collaborative Care Model

Center for Workplace Mental Health

e Go further:
list of 12
recommended questions

+ PROTIP:
Capital Group’s



STEP 3:

Mental Health America (MHA)

CNIEIES

Educate your employees.

Train leadership.

GY% AP GPer'—f£UP}I©}8EAY

$—'ef£—'«/EP GAIP EftVP}tC & EA*

=41%P GPO YijAe thax

+ PRrOTIP: Capital Group

e Go further: list of six questions



STEP 4:

Americans with Disabilities Act

e Go further:
U.S. Department of Labor

TIProfP}t0teEPY £Et~AE— OProfP¥%i—0AA
rights

STEP 5:

FindTreatment.gov

988lifeline.org



Mental Health America
The National Alliance on Mental lliness

free mindfulness apps
One Mind Psyber
Guide

Small Business Health Options
Program



Once you've begun creating a psychologically healthy workplac e culture and strengthening access

to the mental health support your employees need, you should explor e additional steps to sustain
UTEYUP TtOAEE +PE£LIOTEL£?2EPU EYUP TO©AErEP I rE /F« PESIPAY OVAARRIA ERAPEE T Yar £1P
wins along the way.

Here are six steps to build on your journey:

1. t~""tProOP &~—rEPr%AOtYP *P61OAIEPS$IrE/AP ~FE—©

P " Y%UtPArOPO+U00P}UrOfA+PO ©OYs 8 E£A+P' "01% 0O 1 GQE PU T B r EOF FOHF PHERO F 4

to shift our mental health culture from awareness to action. Use our to amplify
Mental Health Action Day (May 18, 2023) across your company’'s employe e and customer networks.
2. Build relationships and expertise to support your i nitiative.
1
Rely on expert organizations to keep you updated on the latest workpla ce mental health
breakthroughs, best practices and connection to other like-minde d organizations to support
workplace mental health. Some examples include, The , (the organization
who created this resource), and
) and all

TAtYP~ OETOLEPIrOfPYIA EYU~TAPs UPI 1£ Ut Y%UAP OFEO P 1E£r~1P 1OLEIrEPfr

Encourage leaders across your organization to attend workplac e mental health conferences
and trainings.

Encourage existing business networks, local chambers of commer ce or industry associations to
coalesce around workplace mental health issues. Invite menta | health experts to the table as
advisors.

Use these to build relationships with mental health

organizations in your community.
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3. Measure your work.

As you build your workplace mental health program, you'll want to un derstand the impact on

employee satisfaction and overall healthcare costs. You can as sess changes in uptake of mental health

AE Y Y E+Pt " 1£ UttPArE—Aer~£E£— OPO—EP}1O0te EAPIRP{PLIGHE RARLL @i APPIrap ¢
1y, fE~-E—O0—E£U+P1O'r't"10LEProfPi»E—EU*PTY%UIO PO EMPHE /EAPALPIIRPRIOLRP A
conducting anonymous employee surveys, organizing focus grou ps and using other assessment tools

AE PtOr£ErEIP}tO0186E£APIOfPIY, ‘Yur A*

You may also want to know how your programs and outcomes compare to other bu sinesses:

‘
The is a comprehensive approach that assesses an organization’s

workplace mental health programs and services.

+P a1t fPYUP/EIPStr£AUPCc Y%UiP r'ir— ©+Peft£1APT"1£ 0t

ATEY%U~TAP «PO %UiPAEY%IAA T VAAPIOfPIYs O—ftAP~ "1r GE—L PO YEYREP Okt fEo P~
organizational recommendations.

A MESSAGE FROM
One Mind at Work (OMAW)

INDUSTRIES REPRESENTED:

130+

MEMBERSHIP BENEFITS:

Mental Health at Work Index
Global Forum

8 million+

evidence-based guidance

The Best is Yet to Come

christina.mccarthy@onemind.org
FAQs



4. NtfiPr~~Ytif—Ar£k— OP YuP~tYuE—E~r/E— ©OF

Organizations like and P atv%Pevr 1O %iAPs VPt 1£ Ut YVAP A P}t
~tYVaE—61fP %UP—0Of1'1Of1OALUPr~~%if—/AT{POYVPPRAELf% O PIRG PLILOAEAP 1OA
1Y, Yr " APrOfPAEYrET —1tA*PNS$I6+PE-1PN$SI6P EOMALIV.®FPOfPCAU~PSE}

program that equips HR professionals and people managers to understa nd
critical mental health topics and identify appropriate approa ches to help. External training and
validation through such programs is an important signal to employees , both new and prospective,

that your organization takes this work seriously.

5. Celebrate your achievement and inspire others to fo llow
your example.

NtFiPlE}E—~Pr~i© O£ff' " 1O&EPe UPU EUPO YU Er~%HUEADERIEP—IOAEPH® Fet VP~
to follow your lead. There are several programs that highlight best -in-class employer programs to
support workplace mental health:

1
Jointly awarded by the

Johns Hopkins Bloomberg School of Public Health and the Luv u Projec t, this award recognizes
T 1E Ut %APO Pt OAEYrELtPEIrfiVaAe —1P—OP~-ORLVer ELPRAUP+OEPMITMEP AT
mental health practices in their own organizations.

Launched in 2019, The this Can Happen Awards celebrate companies
and individuals who have shown excellence in their approach towar ds positive mental health for
their employees and colleagues.

Employers can apply in several categories, including
TEAEAAErOf—O'POT££OTAAPIY, *YUr AP}UP~""1roUPA —ai+P &4 P Prid £YrfiPP —YEP+ P
"LE Ut %AP~rOPrEA" PO " —OrEtP—Of —O—fEr£AP %uUPHEFIOAPO WR MEC++P4 R OAEVEA
wellness.

6. Advocate for changes to mental health policy and investment.

Joining with other companies or business associations can help call s tate and federal attention to the

obstacles that stand in the way of mental health for the broader comm unity—obstacles that can be

best mitigated through tax incentives, public investment or chan ges in government policy.
Need help developing your workplace mental health strategy? P=EWUPAEIr P +PtUtYViEAP 41¥%
coaching and training to help your company climb the workplace me ntal health maturity ladder.
Contact us at to schedule a consultation.
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digital resource hub

Conversation Guide for Managers
* Tips for Leadership Storytelling
Cultivating Belonging in the Workplace
* Guide to Building a Mental Health Employee Resource Group

Employer Planning Guide
e Sample CEO Letter
Social Media Toolkit

SIGN UP
hello@healthaction.org

988lifeline.org

Online Treatment Locator



National Domestic Violence Hotline

National Sexual Assault Hotline

The Steve Fund

The Trevor Project

Veteran Crisis Line

Healthy Workplaces

Center for Workplace Mental Health

Total Worker Health®

Checklist for Mentally Healthy Workplaces

2022 Mind the Workplace

Mental Health Roadmap

National Alliance on Mental Iliness

Mental Health First Aid at Work

Mental Health Toolkit

One Mind At Work

Workplace Mental Health and Wellness

Work Design for Health

Guidelines on Mental Health at Work



Job Accommodation Network

Reasonable Accommodations page

ADA National Network Centers

Enforcement Guidance on the ADA and
Psychiatric Disabilities

Mental Health and Our Changing Climate: Impacts, Inequities, Response S

Climate Mental Health Network

Roadmap to Climate Change Mental Health

National Domestic Hotline
National Resource Center on Domestic Violence

Stalking Prevention, Awareness & Resource Center (SPARC)

National Alliance for Eating Disorders



Anti-Defamation League

Racism, Bias and Discrimination Resources

National Sexual Violence Resource Center

#NowWhat: The Sexual Harassment
Solutions Toolkit

Race Forward
Right to Be
Soteria Solutions

The Safe Zone Project

Belonging Begins with Us:

Don’t Wait. Reach Out.:

How Right Now:

ICU Program:

Mental Health Action Day:

Mental Health America:

°© Drugs at Work
Impairment

Substance Abuse and Mental Health
Services Administration (SAMHSA)

American Foundation for Suicide Prevention

Workplace Violence



Seize the Awkward:

e Sound It Out:

Start by Believing Campaign:



