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A Tool for Managers

i,/ ears ago, mental health was

.. something that people didn’t

talk shout. Now, through the work

of many mdividuals and organizations,
mg with mental health problems is
imcreasing.

Mental health issues are a growing
concera for society and the workplace.
Recognizing the signs and helping
people get carly treatment is cracial.
Too often, mental health problems lead
to absent employees or employees who
are present but not fully fenctoning.

As a manager, how yon set the
smgemmcwmkplaccmaﬁmsm

health This toci has been deveiaped
to help you leam more about mental
health issoes. It provides information
and advice on preventing and recog-
nizing mental health problems, getting

The Conference Board of Canada

> [ HEALTHY
| WORKPLACE |

employees the help they need, plan-
ning for an empioyee’s return to work
after an absence and creating a wel-

to you imﬂaclnma andd:mcﬁy, by
secking professional help. This tool
does not suggest that you diagnose
mentalhcalthpmblems Rather, it is




‘When we think of “poor mental
health.” we often think of mental ill-
nesses sach as bipolar disorder and
schizophrenia. The trath is that the
term refers to these problems but also

Twanr + Trardon mrnds
lﬁu}’ more. k often iﬁc;uum Pﬂ [t

lems such as burnout, stress and lack
of balance, which can lead to more
serious ynyblems.

DID YOU KNOW?

* One in five Canadians will person-
ally experience a mental illness in
his or her lifetime.!

* Mental illness affects all of
us, whether it is directly or
#aerrarazln on Fonmens Jur .—Aml;n..
mluuﬁ,u 41 1a1uu__y piiiw ilid o N

friend or co-worker.2

= Mental illness does not discrimi-

nate—it affects people of all cul-
tures, educational levels, incomes
and ages.

* Mental illness leads to lost produc-
tivity and health-care expenditures,
costing the Canadian economy at
jeast $14.4 billion per year.*

POOR MENTAL HEALTH COSTS
* Lost productivity—Productivity
loss can resuit from absenteeism
and “presentecism” (when an
employee is present at work
but functions at less than full

capacity).’

“fd Rather Say That | Had a Heart Attack”

Why would someone want 1o hide the fact that they are experianc
The answer is simple. People with mental heaith problems are f2r too ofien Stigmatized_

The word “stigma” is an ancient Greek lerm thal once referred to the prick marks that people would

nganmﬂaihmﬂmmm?

problems can ofien result in stereolyping, Tear,

ke the time to leam aboot merdal healfh.

5,2 (2004), pp. 100101

infiict upon el slaves fo demonstrale ownership. Today, it refers fo the invisible prick mark et
WWWMQWWWMMSWQWMMMMW

The best tool fo combat the effects of Stigma is educalion. Knowledge helps people fo become
corfortable around those who have mental health problems. i is imporkand immmanﬁnﬂ%msm

T Asciled W Heather Shupdd i ”Sﬁgﬁm and ka,“’ oA

ient, anger, avoidance and discrimination.

The Conference Board of Canada



= Increased health-care costs—Not
only are health expenditures 50 per
cent greater for workers who report
high levels of stress® but stress-related
absences cost Canadian employers
about $3.5 biltion each year.?

»  Poor relationships—Misunder-

H%ACIAAL BAF BEIRCAEICLE I RACLERA T PJIUUHMH-IIB

can harm relationships among

* Dimunished innovative capacity—
Researchers at Harvard and Yale
pniversities suggest that people
who are overworked or under “time
pressure” are less hikely to think
creatively on the job. In fact, the
more time pressure people feel,
the less guickly their cognitive

elra Tl sawaod frewesatndiens, seooasesicr

Saind @iEs HDOVAEYC Capality
recuperate.

*  Errors and accidents—Nental
health problems can increase emor

rates and the pember of accidents to help them 1dentify the early
on the job.® signs of stress and mental bealth
*  Legal cases—The Canadian problems.
Human Rights Code indicates that _‘m:zmelypmiewdlmsﬂhmughm -
the workplace should be free of gement
harassment and discrimination and healthy ilfestyie choices.
that employers should accommo- »  Communicate throagh frequent
date employees to the point of two-way communication, and
“undue hardship.”C creale an environment where
employees feel comfortable dis-

The Conference Board of Canada

Healthy work environments are
critical in the prevention of stress
and other mental health problems.
Managers play an important role in
building and sustaining healthy work
covironments. You can be proactive
5y foliowing soine of iic SGZECSHOnS
below.

* Build awareness by making sure

employees have access 10 resources

cussing challenges and concerns.



[

Be clear about performance and
behavioural expectations of
employees.

Create and promote a work culinre
of fairness and respect.

Roie model healthy behaviour.
Allow employees as much flexibility
as possible regarding where and

how work gefs done, 1o help

them balance their personal

and work hives.

Give staff greater control over
how and at what pace they do
their work, and greater input

mto decision-making.

Help employees manage workload
and priorities.

Ensure that people’s skills are

aligned with their job requirements.

. S e

f£Asure that Cmployees have

the tools and information to

do their jobs.

Provide opportunities for growth
and development.

Educate yourself about menial
health issues.

Early detectzon and recognition of

mental health problems are critical o
ensure healthy ouicomes for the indi-
vidual and the organization. For
employers, healthy outcomes translate
into fewer absences and reduced health
benelit cosis. Many of the mome seri-
ous mental health problems may begin
with high stress.

While it is important to leave

diagnosis to the trained heaith-care
professional, vou should be aware

_of some of the early sions of menial
health problems. Some signs to watch

for include:12

Consistent late arrivals or frequent
absences;

Lack of cooperation or general
mability to work with colleagues;
Decreased productivity;

Increased accidents or safety
probiems;

The Conference Board of Canada



= Frequent complaints, fatigue or
unexplained pain;

» Difficulty concentrating, making
decisions or remembering things;

» Decline in dependability—for
msmnce, not achlmng work tasks

» Lower quahty of work;

- 3l ymtamed eare awverenlureoyasswad
A AT REITAL,AAADN WFE EXIWAFD WAR188-EEY

i, or enthusiasm for, one’s work;
» Expressions of strange and
grandiose ideas; and
* Marked personality or behavioural

changes that are “out of character”

Is it a Performance issue?

mightai:maliyhemmma
MEMM Hmzmmmm&mﬁ
health problems as the saurce of performemics
issues. Not only is this good mar
prachice, btﬁﬁwai!aﬁsnha&pywﬁaavmd
wrnngiul dismissal charges. i werk parform-
ance is a concerm, ke the time 1o assess the

As a manager, you can recognize
signs of problems, but you are not
trained to diagnose or treal mental
health problems. That"s up to trained
health professionals. But should you get
mvolved? Yes! As an cifective manager,
WICTI Ou To00ghize the Signs of memal
heaith problems, you should offer to
help. Helping employees to find the
support and resources they need will

The Gonference Board of Canada

100t cause. is poor perfermance on the job a

mm%gcmﬂyggggﬁpg%m heipmred{fceworkabsmce&m:i,

o moriiace? 1 Qoo 4 Sira High S carly detection and treatment are key

levels or 2 mental health problem? No matier to keeping employecs at work.

what the reason is, mnﬁnmmhemm L . o

and pﬁwuﬁéemsmﬂm —— Here’s how you can help:

_ 7 » Take action—but don’t take over—

H you recognize signs of mental
health problems in an employee,
address them with the employee
and ask how you can help.

* Be open-minded—Treat mental
health problems as you would any
other iliness and have empathy—
it conld just as easily be you.



Do your research—Before you
talk to the employee, find ount what
your workplace oifers and what
policies, if any, the orgamization
has to sapport the individual.
Consider options such as shortened
working hours, decreased work-
load, stress management CoUrses

HH] wmlmfnu.uss

Direct employees to appropriate

resources and supporis, soch as

the followmg:

— Information and toolkiis. 'These
resources help employees snder-
stand their rights and responsi-
bilities in the workplace. They
aiso help employees learn more
about, get help with, manage
and prevent the 1

mental health problems. (See
page 9 for a resource list.)

— Employee Assistance Programs.
These programs provide confi-
dential assistance in a number
of forms, including professional
assessment, c@mse}}mg and
you can mwde referzais to
comnamity-based orgamzations
or resources, and provide
employees with the time and
support they need to get help.

ecarrence of

Some mental health problems may

lead to an extended absence from
work. In most cases, however, retem-
ing to work is quite common. Planning
for an employee’s return to work
should begin as soon as is practical

P - A B JEGNRE.. S R, SR
Gl ik UL SiiC iCaves e WOIKpuacc.

Time Mallers

The longes 2n employes is away from the
workplace, the less likely the person will ever
return. in {ack, once on disabilily leave, an

individual has only 2 50-per-cent probability
@Emmﬂsngmmrkaﬁ& smﬁkﬁ:ﬁﬁ.ﬁﬁﬁ

e Ve —Eh!s—ﬁ ¥z y
mmmmw Wpemani

1 Alice Dong, et 4., Gntario Medical
Emaﬁmmwmmwm Y

The Conference Board of Canada



WHILE THE EMPLOYEE
ES ABSENT

Your organization may have a plan
for managing employee absences. Find
out what it is and follow it. If your
organization does not have such a
systemn, here are some things to keep
in mind.
» Develop a plan. Be prepared and

AU FLAAAES U8 gritore, AFus Lraa)

be organized.

* Keep in touch. Doing so will help
in the return-to-work process.

* Make it clear that the employee’s
Jjob is waiting for him or her.
Be clear on what the employer’s
obligation is towards employees
regarding their legal right to have
the same or an equivalent job back
and how long the employer is

Trrmmireet frn o Fer thio

L“ﬁmw TRF WA EIBA.

*» Be understanding. Recovering from
a mental health problem is different

* Work with others. The employee,
manager, haman resources depart-
ment and health-care professionals
(if applicablc) all bave a role to
play in helping the employee
recover and return {o work. For
example, providing a job descrip-
tion to the employee’s health-care
professional can help that person
determine what workplace accom-
modations might be helpful or nec-
essary.

* Don’t rush the return. In many
cases, the return to work should be
gradual. The most likely time for
a relapse is the point at which an
employee retumns to work after
an absence.

THE RETURN TO WORK
Coming back to work after an
absence can be difficult. To ease the

than recovering from a physical tramsition for the employee, make sure

one. Employees often find it more that the workplace is readied and free

difficalt to discuss their problem from stigma, misconceptions and dis-

due to the stigma that surrounds crimination.

mental health issues. . - *__Make it a positive experience. __ _ _ ________
* Know your limiis. It is neither nec- Welcome the employee back and

essar_y- nor appropriate to obtain remember that he or she may be

details about the employee’s spe- uncomfortable or embarrassed

cific mental heaith problem. Ask about the sitnation.

only for the information you need
to help the employee return to work
and to determine any appropriate
accomumodations.

The Conference Board of Canada

* Privacy comes first. Details are
confidential. Uniess the employee
volunteers the information, ;ynh
must not share detailed medical or
personal information with others.



* Talk to the returning employee.

Ask what he or she needs and how
the employee wants to handle ques-
tions from other staff members.

* Encourage the employee to be
prepured for questions. It can be
helptul for the employee to “pre-
pare a line™ to talk about the mental

health problem. Some people also

find positive humour can help to
make themselves and cothers more
comfortable when discussing men-
tal health.

* Help the employee gradually
shift back into work. Make sure
the pace works for the employee—
for instance, some people may
prefer part-time work, at least at
first. If applicable, seck the advice
of the employee’s health-carc
professional.

* Match iasks to the employee’s
abilities.

* Set realistic goals and expectations
with the employee and revisii them

Jrequentiy.
J-l-’. { By 11 f!t‘t‘..:l
mental health problems.

Be a role model for other employ-
ees. Treat the returning employee
with fairness and respect, and use
positive, inclusive language when
speaking about mental health
Make sure the workplace is free
Jrom instances of harassment and
discrimination. If such incidents do
occur, deal with them prompily.
Accommiodate the employee.
Reascnable accommodations are
not “special treatment.” They sim-
ply allow employees to fulhil their
job requirements. An employer is
required to accommodate employ-
ees to the point of “andue hard-
ship.”13 For more information,

see the Canadian Human Rights
Commission’s websife at
www.chre-cedp.ca.

Use existing supporis. Your organi-
zation may have policies or prac-
tices for managing employees’
retumn 1o work, such as diéabiiit_y

Program, if applicable. This pro-
gram may be able to counsel you
and your empleyeﬁs-

The Conference Board of Canada



What Do Accommeodations for People with Mental Health Problems
Look Like??

Accommodations in the workpiace vary by indridual—no one soletion will work for everyone.
The employee, the employer and the employes’s health-care professional should work in parinershi
fo develop a plan.

Some examples of possible accommodations include:

* Providing fiexible work amang s {such 2s 2 later siart time, more frequent bresks, the
opportunity to work from home and time off for counseliing);

Restrutiuing of iasks {for insiance, reducing or elimingiing non-esseniial asks);

« Providing additional time to learn new responsibilities;

» Using aliemate forms of communicalion {such a5 writicn insiructions) to clarily expecialions;

= Facilitating effechve i o-workers (such as assigning ihe employee a mentor,
eoach or “buddy™;

o Helping employess to manage fime pressures and asks {for example, meeling with the employes
requently and helping the employee o priovitize iasks); and

* HBasuring an appropriate work environiment for example, managing noise levels).

Wﬁashmm D.G.: Job Accommmy

W ian Wi enfmedin/Peychisic Mmi.

= B.C. Partners for Mental Health and Addictions Information
[www_heretohelp.bc.caj
. Canadlan Council fer Rehainlﬁanﬁn and ‘Work [www.occrw. org}

. Canafhan Human Rxghis Comm:tssmn [Www clm:—ccdp ca] of your
province’sf/territory’s human rights commission

» Canadian Mental Health Association [www.cmha.ca] (national and local offices
have a number of resources, including Working Well: An Employer’s Guide to
Hiring and Retaining People with Mental lilness)

= Canadian Psychiatric Research Foundation [www.cprf.ca] (has a handbook for
tamilics calied When Something’s Wiong) |

= Centre for Addiction and Mental Health Jwww.camh.net]

» (lobal Business and Economic Roundiable on Addiction and Mental Heaith
[www.mentalhealthroundiable. ca}

The Gonference Board of Ganada 9
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Mental Health Works [www.mentalhealthworks.caj

National Institute of Disability Management and Research {www.nidmar.ca]
Paths to Equal Opportunity website, Ontario Ministry of Community and
Social Servies. [www.equalopportunity.ca] {(accessibility and accommodations
TESOUICES)

World Health Organization [www.who.int/mental_health/media/en/712.pdi}
{research on mental health and work)

%lvamnlm nf fnoalo o 18amdE P oivaer eari\n Snm ef m};ﬁag lnea’% pmb}m:

umll'xw WFA TAFCFEDS NS uuwm “‘5

Canadian Mental Health Association, “Depression Test” [www.cmhba.calgary.ab.
calvirtuallibrary/depressiontest/mdex.aspx]

Mental Health Works, “Recognizing the Problem™ [www.mentalhealthworks.ca/
employers/fag/question2.aspj

B.C. Partmers for Mental Health and Addictions Information, “Wellncss
Modules™ [www.heretobelp.bc.ca/helpmewith/wellness.shiml]

Canathian Mental Health Associafion [online], 8 Teresa M. Amabile, Consiance N. Hadley and
[ofed March 27, 2005]. wewombaca. Steven J. Kramer, “Cresiivity Under the Gun”
Harvard Business Review, 80, 8 (August 2002),
Ibid. pp. 3-11.
Tid. 9 Gaston Hamois and Phyllis Gabricl, Mental Heaith
and Work: fmpari, Issues and Good Practices
1998 estimate, ¢ited in Thomas Stephens and {Geneva: Workd Health Organization and
Nalacha Joubert, “The Economic Burden of Mental Intemationat Labor Organization, 2000).
Health Problems in Canada,” Chonic Diseases
in Ganada, 22, 1 [online]. (2001), fcited March 27, 10 Canadian Human Rights Commission: “Undue
20051 www phat-25pt.go.ca/publicatfedic-mog/ hardship describes the limit beyond which employ-
22-1/6_ehiml. mmﬂmcemdemamnntea@ededm
rommodde Unﬂumﬂmﬁhmusaﬂﬁyms
... whenane whm an ﬁgpiom OF SEEVice Provider SAnnOL Six

10

fain the economic or efficiency cosis nﬁimm:am—
modation,” lonlingl, [cited August 25, 2603).

overer 2004), Igited Augm 94, 2005, v chrcocdp cafpreventing,_ discrimination]
VIR paﬂ @&mﬁﬁﬂmﬂm’mmw page3-en.asp.
repmmovﬁtimﬁ—e o 11 Sources include the following: Mental Health Works

[onling]. icitad March 30, 2005). vavwmental-
Stafistics Canada, “General Social Survey: Time Realttworks.ce; Bill Wilkerson, Roundial
Use,” The Daily fonline]. (Tuesday Novernber 9, Fpadmap fo BMental Disabifity & o)
1598}, [cited August 24, 2005]. wwny statcan ca/ Z004-7005 The Business Years for Mméa! Heafit
Daily/English/591 109/¢99110% him. {onking]. (Toronto: Global Business and Foonomic
Roundizhle on Addiclion and Menial Hezlth, June
{ara Williams and Joste Nonmand, *Siress 2004}, Iciied August 24, 2005]. wanw mental-
al Work,” Canadian Social frends, 78 (i heathroundiabie.cafjung_2004/monitor_june?004.
Sﬂa‘hsilcs Canada, 2003). ' pdf; Heart and Siroke Foundafion of Canadz, and

The Conference Board of Canada
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Canadisn Merdal Health Assotiztion, Coping with
Skress [onling]. (Torontn: 1997), foited Ocinber 77,
2005). werer cmiha cafenglishy/oping with_shess/;
B.C. Pariners for Meniz! Health and Addictions
information [onling], [cied September 29, 2004].
wiw herelohelp.bc.ca.

Merdal Health Works {onling], [cited August 24,
Z005]. wwer mentatheaiitarorks.cz; Canadian
Menital Haalth Association, Depression i e
Workpiace [online], [ofed August 25, 2005].
mm!a fenalichfinty renftrafmbh
mmphmiﬂammpmﬁ 24.pdf; B.C. Pariners
for Menlal Health and Addictions Inlormaiion,
The Primer: Fact Shests on Menlaf Health and
Addictions fssues {oaling], [ciied Seplember 78,
Z004]. www herstoheip be.cafpublications/
Mmﬁsjpnmmdf Bill Witkerson, Roundiable

The Conference Board of Canada

ZIXM 20!5 The Business Yeafs fnr Menmi Haalify
{oniine]. (Toronto: Giohal Busingss and

Fconomic Roundidle on Addiclion and Menizl
Health, June 2004), lofted August 24, 2005].
wwwmeniziheaithroundiable cafjune_2004/
monéor_june2004.pdf. ’

Canadian Himan Rights Commission: “Uncue
hardship describes the limit beyond which empioy-
ers and service providers are not expecied o
aooomrenndale Undue hardshin usually oecrs
when an employer or service mvidﬁr't:anmm sus-
{ain the economic or efficiency cosls of the accom-
modation,” fonline], folied August 25, 2005].

v chcocdp cafpreventing _discrimination/
page3-enasp.
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