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Introduction

An organization’s most valuable resource is its employees. Without them, an organization cannot
succeed, be productive or meet its mandate. This is why it is so important to support our employees
so they can be contributing, healthy and well balanced members of the organization.

The World Health Organization (WHO) defines health as “...a state of complete Physical, Mental
and Social Well-being and not merely the absence of disease or infirmity.”" This holistic view
implies that these components are linked together, in a way that makes them interdependent.

The WHO also recognizes that “mental health is a state of well-being in which the individual:
mm realizes his or her own abilities;

mm can cope with the normal stresses of life;

mm can work productively and fruitfully; and

mm s able to make a contribution to his or her community”.

We are however increasingly aware that many people suffer from mental health issues at
different times in their lives. According to the Mental Health Commission of Canada (MHCC),
one in five Canadians experiences a mental health problem or illness in any given year.? Among
those, two out of every three adults who need mental health services/treatment do not receive
it because of the stigma associated with mental illness (MHCC, 2009).

As individuals, we are responsible for our own well-being. Organizations can also play an essential
role. While it is often easier to recognize a physical injury/illness in someone, psychological health
and safety should be treated with equal importance. The manager’s role is to ensure a healthy
and safe workplace to help employees perform well. They are not expected to make a diagnosis
or take care of a person’s illness; only specialists can do this.

In support of employees and those with supervisory functions, this Integrated Framework
encompasses a three-year action plan that ESDC can take to respond to what we have learned
and heard about mental health in the workplace.

! Preamble to the Constitution of the World Health Organization as adopted by the International
Health Conference, New York, 1948.

2 Mental Health Commission of Canada, Making the Case for Investing in Mental Health
in Canada, March 2013.
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Why is Mental Health Important
in the Workplace?

Building a mentally healthy workplace has many benefits. It is not only to meet the managers’
legal obligations? to protect employees’ health and safety; it is also the smart thing to do
and the right thing to do. Research demonstrates that it contributes to employee morale,
reduces absenteeism, and improves productivity and employee retention.

Employment and Social Development Canada (ESDC) has taken positive steps to create
a healthy and safe workplace. These include the introduction of:

a robust occupational health and safety program;

informal conflict management services;

Employee Assistance Services (EAS) for employees and their families;
a disability-absence management initiative;

Duty to Accommodate guidelines;

the ESDC Code of Conduct; and

advisory services for managers through EAS.

However, when it comes to addressing the issue of mental health in the workplace, more
could be done. Mental health can be complex, difficult and uncomfortable for some to deal with.
There is no one magic solution; but we do know that sound workplace management practices
are one of the best ways to prevent problems and increase workplace well-being.

"A healthy workplace is one in which workers and managers collaborate to use a continual
improvement process to protect and promote the health, safety and well-being of all
workers and the sustainability of the workplace..."

— Healthy Workplaces: A Model for Action, World Health Organization

3 As per the Canada Labour Code, Part Il, there is a legal requirement to prevent accidents
and injury to health in any workplace. The duty to provide and maintain psychologically
healthy and safe workplaces is increasingly recognized in jurisdiction in Canada.

(Ref. Dr. Martin Shain, Tracking the Perfect Legal Storm, May 2010)
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What Have We Done to Mobilize
and Inform Ourselves?

A steering committee was established in June 2014 with a mandate to develop an integrated
framework and concrete actions to guide our efforts and priorities in enhancing the psychological
health and safety of our employees. The committee was comprised of employees from various
occupational groups and levels, from different business lines, and from the National Headquarters
and the Regions.

The committee looked at what ESDC is already doing in support of workplace psychological health
and safety (see Diagram 1); what other organizations are doing, and what employees are saying
about their work environment. As part of this exercise, discussions took place with employees,
managers, and bargaining agents to understand their experiences with mental health at work
and to identify suggestions for moving forward. The committee also explored related studies

(e.g. 2011 Public Service Employee Survey, 2012 Association of Professional Executives of

the Public Service of Canada (APEX) Work and Health Survey) to help guide discussions.
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DIAGRAM 1
Indicative ESDC Services/Programs* that support workplace
factors that influence psychological health and safety

ORGANIZATIONAL
CULTURE .

ESDC Code of Conduct

Diversity and Employment equity program

® Performance Management

¢ Informal Conflict Management

¢ National Public Service Week

¢ Values and Ethics

Health and Safety e ESDC Code of Conduct
in the Workplace o

Informal Conflict Management

¢ Performance Management

e TBS Policy on Harassment Prevention and Resolution
and Complaint Process

e Workplace Violence Prevention

¢ Employee Assistance Program

¢ Disability Management

® Guidelines on Duty to Accommodate

e Human Resources Service Center

¢ Occupational Health and Safety Program

¢ Diversity and Employment Equity Program

Employee Engagement e Performance Management
and Development o

Learning Policy and other relevant Guidelines
¢ College@ESDC and Career Companion

e Public Service Employee Survey

e Canada School of Public Service
e GC Connex and GC Pedia

¢ Mentoring Program

e Public Service Staffing and Notifications
(now at http://jobs-emplois.gc.ca/)

4 Diagram 1 gives access to the relevant intranet/internet site when clicking on any service or program.
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http://iservice.prv/eng/is/ve/code_of_conduct/code_of_conduct.shtml
http://iservice.prv/eng/hr/employment_equity/index.shtml
http://iservice.prv/eng/hr/pla/index.shtml
http://iservice.prv/eng/hr/oicm/index.shtml
http://www.tbs-sct.gc.ca/arp/nfpsw/gui-eng.asp
http://iservice.prv/eng/is/ve/index.shtml
http://iservice.prv/eng/telework/topics/employee_process.shtml
http://iservice.prv/eng/is/ve/code_of_conduct/code_of_conduct.shtml
http://iservice.prv/eng/hr/oicm/index.shtml
http://iservice.prv/eng/hr/pla/index.shtml
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=26041&section=text#cha1
http://tbs-sct.gc.ca/pol/doc-eng.aspx?id=26040&section=text
http://iservice.prv/eng/hr/ohs/program/violence_prevention.shtml
http://iservice.prv/eng/hr/eap/index.shtml
http://iservice.prv/eng/hr/dm/index.shtml
http://iservice.prv/eng/hr/dta/index.shtml
http://hrsc-csrh.prv/index.html
http://iservice.prv/eng/hr/ohs/index.shtml
http://iservice.prv/eng/hr/employment_equity/index.shtml
http://iservice.prv/eng/hr/pla/index.shtml
http://hrsdc.prv/eng/career/policies_directives/index.shtml
http://intracom.hq-ac.prv/sc-college/eng/college-home.shtml
http://hrsdc.prv/eng/career/index.shtml
http://www.tbs-sct.gc.ca/pses-saff/index-eng.asp
http://www.csps-efpc.gc.ca/index-eng.aspx
http://gcconnex.gc.ca/
http://www.gcpedia.gc.ca/wiki/Main_Page
http://dialogue/grp/Mentoring-Mentorat/default.aspx
https://jobs-emplois.psea-lefp.publiservice.gc.ca/ind100.do?lang=en
http://jobs-emplois.gc.ca/

Work Content e Occupational Health and Safety
and Characteristics e Structural Model

¢ Classification

¢ Performance Management

Clear Leadership ¢ Performance Management
e ESDC Code of Conduct
* Corporate Communications
e ESDC Pride and Recognition Policy

e National Public Service Week
e DM Awards
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http://iservice.prv/eng/hr/ohs/index.shtml
http://servicecanada.prv/eng/initiatives/sm/smnh/faq.shtml
http://iservice.prv/eng/hr/classification/index.shtml
http://iservice.prv/eng/hr/pla/index.shtml
http://iservice.prv/eng/hr/pla/index.shtml
http://iservice.prv/eng/is/ve/code_of_conduct/code_of_conduct.shtml
http://iservice.prv/eng/hr/pride_and_recognition/docs/recognition_policy.pdf
http://www.tbs-sct.gc.ca/arp/nfpsw/gui-eng.asp
http://iservice.prv/eng/hr/pride_and_recognition/topics/awards_of_excellence.shtml

What Did We Hear and Learn
About ESDC'’s Workplace?

Through research, consultations and feedback, several areas of strength were brought forward:
high overall levels of engagement and positive working relationships were identified within ESDC;
many employees say that they like their job, they are proud of the work they do and that their job
is a good fit with their skills and interests; many also report having good working relationships
with their co-workers and a good rapport with their immediate supervisor.

We also heard that there are areas requiring attention. Some issues that were most often
mentioned include: getting meaningful recognition for work well done; being more involved

in decisions that affect their work (workload, unrealistic timelines and role ambiguity); more
opportunities to learn about mental health and what resources are available; reassurance that
senior management understands what mental health issues are and how they can contribute
to a workplace that promotes mental health; some levels of harassment and discrimination are
present in the workplace. Employees also expressed concerns about managers’ capacity (skills)
to handle the various aspects of managing people that go with the job.

Based on these views and perceptions, what we heard as the most critical and persistent gaps
were a need for:
mm Awareness

* to increase personal understanding of the issue to remove the stigma make it possible
to discuss it.

mm Training

* to tailor training for executives, managers and human resources professionals on how
to support and respond to mental health issues that are present in the workplace.

mm Tools
* to improve communication between senior management and staff;
¢ to influence prompt and effective responses to mental health issues; and

* to provide quicker manager access to expert resources and more tools.

In addition, employees who assume managerial roles require support to learn and implement
sound people management practices.

See Diagram 2 for additional details.
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DIAGRAM 2

Indicative ESDC strengths and weaknesses relative to workplace
factors that influence psychological health and safety

ORGANIZATIONAL CULTURE

¢ Supportive supervisors who are
approachable and empathetic

* Overall culture of respect among
colleagues

* Perception that mental health issues
are not taken seriously by management

¢ Department seen as not managing
conflict well

illness

ﬂ H ¢ Hesitation to talk about mental health/

Employee Engagement and Development

¢ Overall job satisfaction

* Employees proud of the work they do;
work is fulfilling

* Employees willing to put in extra effort
to get the job done

Weaknesses

* Perceived lack of support for career
development and lack of opportunities
for promotion within the Department

e Limited opportunities for some employees
to provide input into decisions that affect
their work, and to be innovative or take
initiative in their work (employees providing
services directly to the public in particular)

e EXs - Lower level of commitment to
the organization among EXs at ESDC in
comparison to EXs in other organizations

* Many employees report that their job is a
good fit with their skills and (to a somewhat
lesser extent) their interests

* Many employees say they can complete
their assigned workload during their
regular work hours (supervisors less so)

* Most employees say they have the materials
and equipment needed to do their job

Weaknesse:

Work Content and Characteristics

* Some employees report stress caused
by heavy workload, unrealistic timelines,
unnecessary approvals, competing
demands and role ambiguity

A Shared Path Towards Mental Health in the Workplace 2015-2018
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Clear Leadership

* Many employees say that they are kept * A perception that Senior leadership need
informed by their immediate supervisor to recognize and understand how they can
about issues that affect their work, contribute to a workplace that promotes
they receive useful feedback from their mental health

immediate supervisor, and their work
is assessed against identified goals
and objectives

¢ Information does not flow effectively
from senior management to staff

® Better preparation for management
roles is needed

* A perception that managers lack abilities
to address individual concerns, and to deal
with the impact of mental health issues
in the workplace

Weaknesses

e A need to recognize work well done

Support and Balance

* Support at work to balance work and * Inconsistency in providing flexible
personal life (ESDC especially, Labour work arrangements
Program and Service Canada less so)

* Availability of flexible work arrangements
(for some)

e Better mechanisms to share information
on resources and dedicated learning
opportunities related to mental health
and illness

e Limited support system for employees
who are alone at a site and report virtually

Weaknesses

Health and Safety in the Workplace

* Positive working relationships * Department has not assessed psychological
with co-workers hazards associated with certain occupations
or established mitigation measures

e Department seems to be working to (where applicable)

prevent harassment and discrimination
® Some reported that harassment
and discrimination on the job continue
to occur

e EXs - Higher level of incivility
comparatively to national sampling

Weaknesses

Sources accessed: 2011 Public Service Employee Survey, 2012 Association of Professional Executives of the Public Service
of Canada (APEX) Work and Health Survey.

Note: In the matter of mental health, perceptions are often as important as facts, especially if generalized or recurrent.
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How Can We Approach Mental Health
in the Workplace?

It becomes evident that many workplace factors can influence mental health.> We have identified
five categories of workplace psychosocial factors that contribute to a healthy and safe workplace
and may moderate negative effects of workplace demands on employees and organizational
outcomes. These are:

1. employee engagement and development;

2. health and safety in the workplace;

3. work content and characteristics (job fit, workload management);
4. clear leadership direction; and
5

. support and balance.

The overall context of ESDC organizational culture contributes to these five factors. Organizational
culture is pervasive and powerful; it is about lived experiences in the workplace; the explicit and
implicit processes, beliefs, attitudes and assumptions of people. There is a shared responsibility
for creating an organizational culture that supports mental health in the workplace.

What Do We Want to Create?
Vision, Outcomes and Guiding Principles

The vision for ESDC is to be a workplace that promotes psychological health and safety
and encourages employees and managers to address mental health concerns openly.

Over the next three years, ESDC will progressively work towards our vision while ensuring a balance
between promotion of health, prevention of harm and resolution of incidents/concerns
which all support a psychologically healthy and safe workplace.® ESDC will:

mm Promote understanding, awareness and acceptance

* Employees have the information to recognize signs of their own stress levels
and know how to seek help.

* Increase confidence to openly discuss mental health at work.
mm Equip managers and executives to proactively support employees in maintaining
good mental health and addressing mental health issues

* Protect the health and safety of employees to prevent injury/illness at work.

5 CSA Group and Bureau de normalisation du Québec. (2013). Psychological Health and
Safety in the Workplace — Prevention, promotion, and guidance to staged implementation.
CAN/CSA-Z1003-13/BNQ 9700-803/2013. Mississauga, Ontario. The 13 factors of the National
Voluntary Standard are found within these five categories and the overarching factor
that is organizational culture.

6 Ibid.
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mm Build supportive mechanisms for employees and managers dealing with mental
health challenges

* Proactively access stay-at-work initiatives, support for recovery
and return-to-work planning.

Our workplace environment needs to foster healthy, safe, positive and productive work
experiences for all employees. The outcomes (see Diagram 3) set out for ESDC under
this Framework will enhance that experience.

The following principles will guide us in our day-to-day interactions as we work towards
our vision and outcomes.

Respect

Respectful workplace relationships at all levels, including senior managers, managers,
employees and employee representatives.

Shared responsibility

Active participation of all workplace stakeholders:
mm cach individual is responsible for their own health; and

mm employees and managers are mutually responsible to communicate any issues
that may impact their work, well-being and/or the health of the workplace.

Senior management engagement

Visible commitment to:
mm develop and sustain a psychologically healthy and safe workplace;

mm include considerations related to psychological health and safety in organizational
decision-making processes; and

mm dentify and conform to the legal requirements applicable to ESDC to provide
a healthy and safe workplace.
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DIAGRAM 3
Activities linked to outcomes

BY DOING THESE... ESDC EXPECTS TO REACH THESE OUTCOMES...
Promote understanding, e Better general awareness about what to do to manage
awareness and acceptance their own mental health.

¢ Effectively managed conflict: early, informally and directly
(not allowed to fester).

* Reduced fear of reprisal and confidence about accessing
support systems (formal or informal) including from their
manager.

* Reduction in stigma and greater appreciation for diversity.

* Increased confidence to support colleagues who may face
challenges; where to turn for support and how to access
supports early.

Equip managers and executives ¢ |dentified occupations with psychological hazards
to proactively support employees and put mitigation measures in place.
in maintaining good mental health

. . e Better awareness of how to support employees
and addressing mental health issues PP ploy

in maintaining good mental health.

¢ Confident management cadre able to understand and
effectively address situations of mental illness in the workplace
and have the supports they need to do so.

* Enhanced familiarity with resources available to managers
to address mental health issues in the workplace.

¢ Strengthened conflict management, Interpersonal
and people management skills.

Build supportive mechanisms for ¢ Collective commitment to support recovery, for example
those dealing with mental health through organizational systems and policies that support
challenges creative and flexible work arrangements to try to keep

people at work, when healthy, as long as possible
and to facilitate gradual return to work.

Action Plan

The Framework offers a series of concrete actions that leverages existing ESDC programs, services
and tools; aligns with ESDC and Government of Canada’s initiatives (Performance Management,
Blueprint 2020) and links to best practices from the federal public service, industry, and ESDC'’s

branches and regions.

The identified actions set out below places emphasis on the promotion of health and the
prevention of harm, while reinforcing our capacity to support resolution of incidents/concerns.
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Targeted Current Programs

Audience and Services Actions

PROMOTION OF HEALTH

Executives m Organize discussion/learning :
: : sessions with senior management :
(i.e. PMB) to inform/educate on
mental health and get a strong
or visible commitment.

e What is mental health
in the workplace?

¢ The Framework/Your role
as sponsors

* What do we need to stop,
start and continue doing?

Effort = high

Priority = high
m Identify and promote executive i
: learning options at three levels: :

® Me and my mental health

* mental health in my team

* mental health framework
for my unit (multiple delivery
mechanisms)

APEX Breaking the Silence Training
could be used as a resource. :

Effort = medium
Priority = medium :
........................ ,,,,,.

Employees i o Health Canada’s m Develop a menu of learning options : W
and managers |  Employee appropriate to meet ESDC needs :
i Assistance : to enhance understanding
Services of mental health.
i e Service Canada * Various learning resources
College exist such as the Joint Learning

Program, Mental Health
Commission of Canada, etc.

Effort = medium

Priority = high

T T Berecons Berecons Berecons i
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Targeted Current Programs

Audience and Services Actions

U Year 2

m Connect with the Canada School
of Public Service to explore how
mental health may be integrated
into their existing suite of learning :
products. :

Effort = low

Priority = medium : : :
T T PP P P P
: m Establish procedures/protocols i
: to facilitate access to mental : :

health learning opportunities.

Effort = low
: : Priority = medium : : : :
........................ O PP PRI
Employees i o Informal Conflict : m Develop new learning tool to |
i Management facilitate discussions and resolve :
Services : workplace conflict when mental
health issues could be part

i & Values and Ethics ) .
: of the situation.

Effort = high
Priority = high

: Increase proactive promotion
: of coaching services.

Effort = low
Priority = high :
........................ ,,,,,.
Managers and m Develop a dedicated iService site ‘'
employees on mental health where self-serve :

information is accessible to all
employees to reinforce learning,
understanding of issues and help
manage personal/workplace
challenges.

Effort = high
Priority = high

........................ T I R L R R
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Targeted Current Programs

Audience and Services Actions
Employees : ¢ Health Canada’s : Develop and make accessible a suite of practical learning
¢ Employee : tools and resources that build personal resilience, and hones
Assistance ¢ in on skills such as healthy thinking patterns, stress-reduction
Services ¢ techniques and self-care, in particular but not limited to:
m Offer ‘Developing Personal i

Resilience Resources’ sessions
for all employees (through Health
Canada) across regions.

Effort = low

Priority = high : : :
PP PP P P P
: m Implement and promote a il
: 'mental health passport’ tool for :

employees to use as a check-in

on their own mental health

(based on a Statistics Canada’s

model).

Effort = medium
Priority = medium

e Health Canada’s 4NN Increase promotion of Employee | | |
: Employee Assistance Services: : : :
Assistance : * Booths across regions
Services ]
® EAP sessions at Managers’
tables
¢ Additional discussion on
use of EAP to identify trends
and future actions
Effort = low
Priority = high :
PP PP PPPPPPPPP F TSP PRSPPSO P P TR
: e Corporate m Increase communicationsonthe : B : B : N

Communications issue of mental health and access :
: various communication vehicles.
For example:

¢ Intersection articles
¢ HR Info RH bulletin

* Videos and articles by employees
with “lived experience”
(podcasts, interviews, etc.)

e Hearing more from DMs
(i.e. blog)

Effort = medium (high for videos)
Priority = high

14 A Shared Path Towards Mental Health in the Workplace 2015-2018 INTEGRATED FRAMEWORK — March 2015



Targeted Current Programs

Audience and Services Actions

PREVENTION OF HARM

Human : o DTA Guidelines m Enhance how HR existing programs i
Resources ‘o DTA online : and services can support mental :
: training, suite : health in the workplace.
: of tools Effort = low
i e Proactive absence : Priority = medium : : : :
management PN oo oo PRI
and return to work, : m Enhance integrated approach : i
which includes: to providing human resources : :
Process guide and : advisory services to managers
on-line training (LR, DTA, etc.).
: Effort = low

Priority = medium :
........................ TR PO -STOOE SOOI

Managers : e Occupational m Identify psychological hazards
i Health and for certain occupations where
Safety Program, : employees are at higher risk
including a of exposure to critical incidents
Hazard Prevention : and/or cumulative stress and
Program ensure management action plans

developed to mitigate risk:

¢ Collaborate with the Policy Health |
and Safety Committee to |dent|fy
occupational groups at risk.

* Conduct hazard assessment |
for those occupational groups
most impacted and develop
management action plans.

* Incorporate results as part of u
the National Hazard Prevention :
Program.

Effort = high
Priority = high

D Occupational Implement a standardized process to identify hazards
Health and i impacting physical health and safety and take measures
Safety Program ; to address in a timely manner.

m Implement workplace inspection |
guidelines and check list. :

Effort = low
Priority = high

........................ T T T T T R R R R
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Targeted

Audience

Employees ]

Current Programs

and Services

ESDC Code
of Conduct

Office of Values
and Ethics

TBS Policy

on Harassment
Prevention
and Complaint
Process

Informal Conflict

Actions

.4V Reinforce a zero tolerance for
harassment in the workplace:
Promote the prevention of
harassment, discrimination,
bullying through Values and
Ethics training and awareness.

Effort = low
Priority = high

C I Year 1

Management
Services
........................ , ,,,,.
Managers i e Health Canada’s : m Reinforce People Management : W
i Employee : and Leadership skills:
Assistance * Leverage and promote available
Services programs/services to support
e ESDC Workforce managers.
Plan '
Effort = medium
Priority = high
RESOLUTION OF INCIDENTS/CONCERNS
Employees : Build informal networks to support employees dealing with

........................ T T T T T R L R R

A Shared Path Towards Mental Health in the Workplace 2015-2018

: possible challenges and other employees to be supportive.

m Support to team-based
conversations — provide a

process and hands-on guides
for teams (and their managers)
to learn and develop together:
Having the conversation

with my team.

Effort = high
Priority = medium

T Feeeeees Feeeeees Feeenennd

m Develop a peer support program

: to help employees respond in a
supportive manner to co-workers
who may be struggling.
e Pilot: year 2
e Full implementation: year 3

Effort = high
Priority = medium

INTEGRATED FRAMEWORK — March 2015



Targeted Current Programs

Audience and Services Actions
Human : Build capacity for HR practitioners in supporting managers
Resources : : dealing with mental health challenges in the workplace.
- Mental health first aid for all .
Labour Relations practitioners :
Effort = low
Priority = high
Bere i U U Peeeed
m Create action learning i

opportunities for HR practitioners :
to share experiences, best practices :
and discuss challenges. :

Effort = high
Priority = medium : : :
........................ P ST SO
Managers ¢ Build capacity for managers to discuss challenges around

i mental health issues and learning from colleagues’ experience. :

m Create action learning opportunltles |
to share experiences, and discuss :
challenges and solutions. :

Effort = high

Priority = high : : : :
Fere e P P TR
m Organize specialized sessions .
: through Health Canada to address :

trends/challenges.

Effort = medium
Priority = medium

i & ESDC Code : m Reinforce a zero tolerance N
' of Conduct for harassment in the workplace: :
e Office of Values - Revisit ESDC Procedures/process :
: and Ethics to respond to issues of harassment :
: (formal and informal) and
improve ability to resolve issue

: e TBS Policy
: of harassment more effectively.

on Harassment

Prevention :
and Complaint Effort = medium
Process : Priority = high

¢ o Informal Conflict
Management

A Shared Path Towards Mental Health in the Workplace 2015-2018 INTEGRATED FRAMEWORK — March 2015



Dependencies

mm Branch and regional engagement at both the leadership and branch/regional
representative levels.

mm Engagement and alignment with related programs, projects, services and tools.

mm Many actions identified above are dependent on the collaborative effort
of various HR disciplines.

Monitoring

The framework is an evergreen document that will be monitored through regular data collection
and with the participation of managers, employees, Human Resources and external partners
(e.g. Health Canada).

Progress will be reported to senior managers (at critical stages in the implementation) to ensure
ongoing actions and initiatives are meeting the needs of employees and the organization.

A full review will be achieved at the end of the three year plan.

Conclusion

At some point, anyone may need to deal with mental health issues. Through commitment and
understanding, each of us, ESDC's employees, managers and executives are on a path to improving
the psychological health and safety in our workplaces.

This means creating a workplace culture more knowledgeable about mental health,
more understanding of mental health issues, and better equipped to support our employees
or colleagues when a mental health issue or illness is at play.

Note: EDSC would like to acknowledge the contribution made by NxKnowledge

Corporation in the development of this Integrated Framework.
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Resources
General Information

mm Public Health Agency of Canada: Mental Health

mm Health Canada: Healthy Living — Mental Health

Resources for Managers

mm A Manager’s Guide for Mental Health First Aid in the Workplace

mm Managing Mental Health in the Workplace: How to Talk to Employees,
Deal with Problems, and Assess Risks (PDF)

mm [Viental Health Works — Nationally available program of the Canadian
Mental Health Association.

Workplace Strategies for Mental Health

A Workplace Guide to Psychological Health and Safety — Guarding Minds at Work

A Shared Path Towards Mental Health in the Workplace 2015-2018 INTEGRATED FRAMEWORK — March 2015
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http://shop.csa.ca/en/canada/occupational-health-and-safety-management/cancsa-z1003-13bnq-9700-8032013/invt/z10032013
http://shop.csa.ca/en/canada/occupational-health-and-safety-management/cancsa-z1003-13bnq-9700-8032013/invt/z10032013
http://www.mentalhealthcommission.ca/English/system/files/private/Workforce_Tracking_the_Perfect_Legal_Storm_ENG_0.pdf
http://www.mentalhealthcommission.ca/English/system/files/private/document/Investing_in_Mental_Health_FINAL_Version_ENG.pdf
http://www.mentalhealthcommission.ca/English/system/files/private/document/Investing_in_Mental_Health_FINAL_Version_ENG.pdf
http://www.phac-aspc.gc.ca/mh-sm/index-eng.php
http://www.hc-sc.gc.ca/hl-vs/mental/index-eng.php
http://www.managers-gestionnaires.gc.ca/eng/mental-health-first-aid-workplace
http://www.mentalhealthworks.ca/sites/default/files/free_resources/MHW_Managing_Mental_Health_In_The_Workplace_optimized.pdf
http://www.mentalhealthworks.ca/sites/default/files/free_resources/MHW_Managing_Mental_Health_In_The_Workplace_optimized.pdf
http://www.mentalhealthworks.ca/
https://www.workplacestrategiesformentalhealth.com
http://www.guardingmindsatwork.ca/info/index
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