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Learning Objectives
•

Why this discussion is important

•

Moving from harm to care

•

The Perfect Storm

•

Unpacking the 13 factors

•

Tearing down the fence

•

A system versus an initiative

• It is more important to take care of your physical
health than your mental health.
• Almost 50% of people will develop a mental illness in
their lifetime.
• People with a mental illness are violent and
dangerous.

Fact or Fiction?

• One of the main causes of mental illness is personal
weakness.
• Most workers living with a mental illness receive
treatment for it.
• 1 in 10 workplace disability claims is related to mental
illness.
• The longer a person with a mental illness is away
from work, the easier it is to return.

PTSD

Mental Health
is becoming
mainstream



Yedlin: George Gosbee's death a
devastating reminder of mental health
effects



This brilliant Ottawa tech pioneer had
wealth and a wonderful family. His
suicide shocked everyone.

 Why mental health in the workplace
is often misunderstood and
stigmatized


Councilors shocked one fifth of city
employees report harassment at work,
City of Edmonton



Flood of workplace bullying,
harassment complaints filed against,
Calgary Police Service



Let’s Walk The Talk On Mental
Health This Year, Bell Lets Talk



Sharing My Mental Health Story Was
Tougher Than Olympic Competition,
Silken Laumann

Technological
and social
advances have
left us better
off than our
ancestors…
really?

•

1 in 5 Canadians experience a mental health challenge or illness each year.

•

51% of Canadians experience high job stress.

•

On average, Albertans spend approximately 60% of their waking hours working.

•

Physical activity is important for positive mental health and is a factor in building
resilience.

•

Over 15% of Canadian health care expenditures can be attributed to mental disorders,
but less than 4% of research funding is dedicated to mental health.

•

Until May of 2012, Canada was the only G8 nation without a national mental health
strategy.

•

More than half of people with a psychological health condition do not receive a
diagnosis, and of those diagnosed, less than half receive treatment that meets the
expected standards of practice.

•

A 1998 study estimated the annual cost of mental health problems to the Canadian
economy at $14.8 billion; more recent estimates put the cost as high as $50 billion.

•

1/3 of these costs related to the provision of public health services; the remaining 2/3
were borne by employers.

•

Mental health problems are expected to be the source of more than 50% of all disability
claims administered over the next five years, exceeding even heart disease.

Creating a new language
• Health
• Mental Health (Psychological Health)
• Psychological safety
• Psychologically health and safe
workplace
• Psychosocial risk factors
• PHSMS

What’s so
funny?
Just start
talking…

 https://www.ted.com/talks/ruby_wax_what_s_so_funny_about_m
ental_illness?language=en&utm_campaign=tedspread&utm_med
ium=referral&utm_source=tedcomshare

• Brian manages eight project managers and is often stressed.
He always blames himself when deadlines are not met or his
team turns in poor quality work. He often walks around the
office muttering and cursing under his breath. While his anger
and frustration are usually directed inward, his employees are
edgy because they are unsure who he is angry with and they say
he looks like he is going to have a heart attack any minute.
• Sometimes the tension bubbles over.

Case Study

• Last week you heard that one of his staff curtly told Brian that if
he didn’t chill out he would soon be dead of a heart attack.
Brian responded tersely that he would be calmer if his team
could meet their project deadlines. Brian immediately
regretted his remark and sent an email apology to the team.
The team started gossiping about how hard it was to work
under this anxiety ridden manager… you’ve noticed the
atmosphere on this team worsening, it’s impacting the field
guys and Brian seems increasingly more angry and irritable not
to mention the team’s tension.

Stress is not
all bad
When is stress good?

As stress increases the more primitive areas of our
brain become more dominant
Low Stress

High Stress

1

2

Neocortex
Adult Brain

3

Limbic Brain
4 year old

4

Reptilian Brain
Survival Brain

5

OH&S

Employment
Contract
Law

WCB

The Perfect
Legal Storm Dr. Martin Shain

Law of Torts
(Negligence)

Duty to provide
a
psychologically
safe workplace

Human
Rights
Legislation

Employment
Standards
Legislation

Labour
Relations
Law

• Coverage for psychological injuries, including Post-Traumatic
Stress Disorder (PTSD), will be extended to all occupations.
Coverage of PTSD for first responders remains the same. To get
coverage, workers will need to provide:

WCB Changes

• a qualified diagnosis from a psychologist or physician for a
psychological injury
• evidence of exposure to a traumatic event or events at work.

• Promotion and maintenance of physical, psychological and
social well-being of workers

Here in Alberta
the OHS Act –
the language is
clearer

• Prevent workplace incidents, injuries, illness and disease
• Protect workers from conditions adverse to their health and
safety
• Protection of worker rights to:
•
•
•
•

– Know about health and safety hazards
– Participate in OHS
– Refuse dangerous work, and
– Exercise their OHS rights or fulfill their duties without fear of
reprisal (discriminatory action)

• Employers and supervisors will be required to take measures to
prevent harassment and violence in the workplace. Workers will
be prohibited from engaging in harassing, bullying or violent
behaviours.
• Harassment related sick leave could become a reportable injury
under provincial law.

Here in Alberta
- Legal
Framework

• Employers will be required to develop policies to investigate and
punish harassment, and the law will allow for negligent
employers to be taken to court.
• A recent Supreme Court rules an employees can allege
workplace harassment against people from other companies According to the ruling, "the code is not limited to protecting
employees solely from discriminatory harassment by their
superiors in the workplace.…This may include discrimination by
their co-workers, even when those co-workers have a different
employer."

Oh…and did I
mention POT?

The World is
Changing –
What was once
acceptable is no
longer…

A New Standard of Conduct
• Ensuring psychological safety calls for a new standard of
conduct at work. This standard requires that people
treat one another with fairness, civility and respect
regardless of their power or status within the
organization.
• Examples of conduct that contravene this standard and
may result in mental injury are: bullying; harassment;
discrimination; and the imposition of unreasonable work
demands coupled with refusing employees minimal
levels of control over workload and work pace.

World Health Organization
“Mental health is not just the absence of
a mental disorder. It is defined as a
state of well-being in which every
individual realizes his or her potential,
can cope with the normal stressors of
life, can work productively and fruitfully
and is able to make a contribution to his
or her community.”
*Depression is the leading cause of disability
worldwide, and is a major contributor to the overall
global burden of disease. A target hit in 2017…
**Up until 2012 Canada was the only G8 country
without a mental health strategy…

•
•

The Negative
Effects

•

•

Financial. Mental health conditions such
as depression and anxiety are rapidly
becoming the main cause of disability.
Productivity. In addition to absenteeism,
psychological ill-health is a significant
contributor to ‘presenteeism’, decreases
in performance due to illness or injury
while an employee is still at work
Safety. Reduced psychological health
and safety contributes to accidents,
incidents and injuries. Most jobs require
employees to have good concentration,
social skills and the ability to solve
problems effectively.
Workplace morale. Reduced
psychological health and safety
contributes to conflict and grievances. If
one member of a team is struggling, the
whole team is compromised.

Cost of Doing Nothing Calculator
© 2014

Our Sample
Est. benchmark costs

Frequency

Hrs*Benefits*day
$200/day
Additional avg cost of $1700/yr

Avg 6 days/yr

Now it's your turn
No. of
Case
Employe Study
es
Example

Tangible Risk Factors

Absenteeism
Employees under strain
Uncontested Discipline
Harassment investigations
Grievances

500

$600,000

20% of employees
affected

100

8
6

$170,000

80%
48 wks
40% *week event * 48
wks
20% of workforce* 48
weeks

Estimated Cost of Doing Nothing for One Year

*Presenteeism employee is 50% of productive employee (on average 16 hrs of nonproductivity)

Your Frequency

200

Your Risk
Exposure $

$0
in days per yr

1700

$0

$ cost per emp'ee
per yr

% of emp'ees
affected

in $

# of incidents per yr

$0

$2,000

$0

$20,000
in $

15

$0

$25,000
in $
Your Intangible Risk Factors - fill in the white spaces

Intangible Risk Factors
$60 @
3 hrs/week
Supervisory nagging (repeated $30@
reminders)
10 min/mgr/e’ee
Presenteeism*
Est loss of $320
7.5 x less productivity
(50% of week is unproductive)

No. of
Employees
Affected
Your Tangible Risk Factors - fill in the white spaces
in $ per day

1.5 days (0.5 e’ee; 0.5 HR; 0.5
5 incidents/yr
mgr) $400
$10 000 (min)
2
Interviews, and investigator time
$5000 (min) for all employee/
5
shop steward mtngs

Gossip

Your Est. Costs $

400
200
100

1.2
million
$288,000
1.5
million
3.8
million

$0
$ per week

# of affected weeks

$ per week

# of affected weeks

$ per week

# of affected weeks

$0
$0
$0

Same Same
Lather, rinse, repeat

Making the
Case

Legal Case
(demonstrating
due diligence to
employers,
customers,
internal/external
stakeholders)

Financial Costs
(monetary costs of
an unhealthy
workplace,
cost/benefit of
creating a healthy
workplace)

Organizational Profile
(becoming an employer of
choice, demonstrating
corporate social responsibility,
creating added value for
shareholders & stakeholders)

Employee
Health & the
Generations

 Failing to take into consideration the varying
generational expectations among the workforce can
lead to certain demographics feeling unaccounted for –
a contributing factor to disengagement – and be
damaging to their health.
Lifeworks

Physical Safety

The Best
Practice

• The National Standard of Canada for Psychological Health &
Safety in the Workplace was released January 2013
• Culmination of a number of projects and initiatives catalyzed by
the launch of Guarding Minds @ Work (GM@W): A Workplace
Guide to Psychological Health & Safety

Creating a
Cultural Shift

• Championed by the Mental Health Commission of Canada and
developed by the Canadian Standards Association (CSA Group)
• A voluntary set of guidelines, tools, and resources focused on
promoting employees’ psychological health and preventing
psychological harm due to workplace factors
• The Standard identifies 13 factors that contribute to workplace
psychological health and safety
• It is a first of its kind in the world
• Establishes as a best practice threshold for employer practices

Areas Covered
in the
Standard

• Identification of psychological hazards in the
workplace
• Assessment and control of risks in the workplace that
are associated with hazards that cannot be eliminated
(e.g., high job demands that may be associated with
particular professions)
• Implementation of measurement and review systems
that serve to develop, evaluate and sustain a
psychological health and safety strategy in the
workplace
• Implementation of organizational practices focused
on creating and promoting a culture that values
psychological health and safety in the workplace
• Voluntary best practice

•
•

Internal
Responsibility
System

•
•

The protection of psychological health
will require the same regulatory systems
as the protection of physical health.
This means, at a minimum, the adoption
of the psychological health protection
mandate by Joint OH&S committees and
representatives where they exist (and by
employer where they do not)
This will involve routine surveillance of
psychosocial risks and the development
and implementation of plans for their
abatement, up to a reasonable standard
Guarding Minds at Work is the first
Canadian, fully comprehensive
framework for the identification and
abatement of psychosocial risks, serving
the needs of corporate governance,
accountability and stewardship. A Best
Practice to follow.

13
Psychosocial
Factors
#havethattalk - workplace
videos

• PF1: Organizational Culture – is a mix of norms, values, beliefs, meanings,
and expectations that group members hold in common and that they use
as behavioral and problem solving cues. Organizational culture could
enhance the psychological health and safety of the workplace and the
workforce when it is characterized by trust, honesty, respect, civility, and
fairness or when it values, for example, psychological and social support,
recognition, and reward.

• PF2: Psychological and Social Support – Psychological and social support
comprises all supportive social interactions available at work, either with
co-workers or supervisors. It refers also to the level of help and assistance
provided by others when one is performing tasks.

• PF3: Clear Leadership & Expectations – Clear leadership and expectations
is present in an environment in which leadership is effective and provides
sufficient support that helps workers know what they need to do, explains
how their work contributes to the organization, and discusses the nature
and expected outcomes of impending changes.

Breaking
Down the 13
Factors

•

•

Continued…
•

PF4: Civility & Respect – Civility and
respect is present in a work environment
where workers are respectful and
considerate in their interactions with one
another, as well as with customers,
clients, and the public. Civility and
respect are based on showing esteem,
care, and consideration for others, and
acknowledging their dignity.
PF5: Psychological Demands –
Psychological demands of any given job
are documented and assessed in
conjunction with the physical demands of
the job. Psychological demands of the job
will allow organizations to determine
whether any given activity of the job
might be. Hazard to the workers’ health
and well being.
PF6: Growth & Development – Growth
and development is present in a work
environment where workers receive
encouragement an support in the
development of their interpersonal,
emotional, and job skills.

•

•

Continued…

•

•

PF7: Recognition & Reward –
Recognition and reward is present in a
work environment where there is
appropriate acknowledgement and
appreciation of workers’ efforts in a fair
and timely manner.
PF8: Involvement & Influence –
Involvement and influence is present in a
work environment where workers are
included in discussions about how work is
done and how important decisions are
made.
PF9: Workload Management – Workload
management is present in a work
environment where assigned tasks and
responsibilities can be accomplished
successfully within the time available.
PF10: Engagement – Engagement is
present in a work environment where
workers enjoy and feel connected to their
work and where they feel motivated to
do their job well.

• PF11: Balance – Balance is
present n a work environment
where there is acceptance of the
need for a sense of harmony
between the demands of personal
life, family, and work.

• PF12: Psychological Protection –

Continued…

Psychological protection is
present in a work environment
where workers’ psychological
safety is ensured.

• PF13: Protection of Physical

Safety – Protection of physical
safety is present when a workers’
psychological, as well as physical
safety , is protected from hazards
and risks related to the workers’
physical environment.

PHSMS

• PF1: Organizational
Culture

• PF7: Recognition &
Reward

• PF2: Psychological
and Social Support

• PF8: Involvement &
Influence

• PF3: Clear Leadership
& Expectations

• PF9: Workload
Management

• PF4: Civility & Respect

• PF10: Engagement

• PF5: Psychological
Fit/Demands

• PF11: Balance

• PF6: Growth &
Development

• PF12: Psychological
Protection
• PF13: Protection of
Physical Safety

Case
Study

What side of the fence are
you on?
 “many HRM leaders are evaluating how
they can develop the “H” within the OHS.
The changing landscape creates a new
opportunity for HRM and OHS to explore
how they can work more closely together
and align functions to increase the
likelihood that all employees are physically
and psychologically safe.”
 Dr. Bill Howatt and Glyn Jones

 Assessing the risks
 Champions and a Sponsor

Building a
system not an
initiative

 Internal resources and
expertise
 Senior Leadership
Commitment
 Confidentiality, diversity, and
stakeholder participation
 Develop and communicate
policy on PHS

How would your organization respond to the
following?

Assessing for
psychological
risks?

•

Is your workplace committed to
minimizing unnecessary stress at work

•

Do your supervisors care about
employees’ emotional well-being and
know how to manage for this?

•

Does your organization make an effort to
prevent harm to employees from
harassment, discrimination and/or
violence?

•

Would your employees describe the
workplace as being psychologically
healthy?

•

Does your workplace deal effectively with
situations that may threaten or harm
employees (e.g., harassment,
discrimination, violence)?

•

How does your organization deal with
change?

The Opportunity –
Making the Case
 Establish the baseline – data collection
 Existing policies, procedures and programs
 Audits
 Hazard Identification
 13 Factors
 Trend Analysis
 Risk Assessment
 https://www.howatthronline.com/phsgap/

From the HR
Lens – start
with the
obvious

•
•
•
•
•
•
•
•
•
•
•

Stress-related illnesses
Absenteeism
Pre-senteeism
Turnover
Short-term Disability
Long-Term Disability
Workplaces grievances
Workplace conflict
Health and safety infractions
Human rights violations
Other incidents/adverse events

What are your objectives?
 PHSMS Targets and Metrics
 Vision
 Implementation Teams
 PHS Strategy
 Training Plan
 Communication Plan
 Revise and develop policies and procedures
 Change Management
 Organizational Critical Event Preparedness
 External Stakeholders

Implement the Plan
 Prevention & Corrective Action
 Incident Investigation and Reporting
Process
 Review of PHSMS
 Establishing Performance Monitoring
Process
 Internal Audits
 Management Review
 Continuous Improvement

Integrated
Worker Health
IWH

Dr. Bill Howatt & Glyn Jones

Shackleton
& The
Endurance

Resources

Thank You
Lesley Mackinnon
Manager, Safety & Ability Management
Bethany Care Society

Guarding
Minds @ Work

Assessment
Tools
Organizational
Review
Initial Scan
PF-13 Employee
Survey

Action
Strategies
Risk Report Card
Action Responses
Action Planning
Worksheet

Evaluation
Criteria
Evaluation
Planning
Worksheet

