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Objectives
Why this discussion is
important
Moving from preventing
harm to caring
The Perfect Legal Storm
Unpacking the 13 factors
Who’s job is it anyway?
Taking a system’s
approach

 There is now consistent evidence that certain work situations, including
occupational uncertainty and lack of value and respect in the workplace, are
associated with an increased risk of common mental disorders.13

Why should we
care about
psychological
health and
safety?

 47% of working Canadians agree that their work is the most stressful part of
their day.
 16% of working Canadians say their workplace is a frequent or ongoing source
of feelings of depression, anxiety or other mental illness.
 38.6% would not tell their current manager if they were experiencing a mental
health problem.
 82% of employees with mental health issues indicate it impacts their work,
while only 53% of those with physical health issues say it impacts their work.
 Numerous studies show that employees are more creative and able to achieve
higher levels of job performance when they are in mentally healthy work
environments.


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

 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.

Mental Health
is becoming
mainstream

 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…

•

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.

•

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.

What’s so
funny?
Reducing the
stigma..

• 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.
• Take a few minutes at your table to discuss. What is your initial
reaction to this situation?

So is stress bad?

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

High Stress
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Millennials

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

Ruling in BC case redefines
limits of workplace
discrimination legislation
 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."

• 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:
• a qualified diagnosis from a psychologist or physician for a

WCB Changes

psychological injury
• evidence of exposure to a traumatic event or events at
work.

Here in Alberta
- Legal
Framework

Psychological and
social wellbeing

Expanded
definitions –
Harassment and
Violence

Supervisors

Work Site Parties

JOHSC

Dangerous Work

PSIs

Mandatory OHS
Programs

Oh…and did I
mention POT?

Same Same
Lather, rinse, repeat

The
Standard

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.

• 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

Creating a new language
• Health
• Mental Health (Psychological

Health)
• Psychological safety

• Psychologically health and safe

workplace
• Psychosocial risk factors

• PHSMS

Internal
Responsibility
System

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.

The protection of
psychological health will
require the same
regulatory systems as the
protection of physical
health.

This will involve routine
surveillance of
psychosocial risks and the
development and
implementation of plans
for their abatement, up to
a reasonable standard

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)

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.

 Senior Leadership
Commitment
 Assessing the risks
 A Sponsor

Building a
system not an
initiative

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

So who owns
what…

Human Resources

13 Factors

OHS

✅

Organizational Culture

✅

✅

Psychosocial Support

✅

Clear Leadership Expectations

✅

Civility & Respect

Psychological Fit/Demands

✅

Growth & Development

✅

Recognition & Reward
Involvement & Influence

✅
✅

✅

✅

Workload Management

✅

Engagement

✅

Balance

✅

Psychosocial Protection

✅

✅

Physical Safety

✅

An Integrated
Approach
 “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

Integrated
Worker Health
IWH

Dr. Bill Howatt & Glyn Jones

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?

What is
Psychological
Safety?

Psychological
Health

Mental Health Continuum Model

Substance Use

Behaviour/
Performance

Physical

Thinking/
Attitude

Mood

HEALTHY

REACTING

INJURED

ILL

Normal mood fluctuations
Calm/confident

Irritable/impatient
Nervous
Sadness/overwhelmed

Anger
Anxiety
Pervasive sadness/hopeless

Easily enrages/aggression
Excessive anxiety/panic attacks
Depressed mood/numb

Good sense of humour
Taking things in stride
In control mentally
Can concentrate/focus

Displaced sarcasm
Distracted/lose focus
Intrusive thoughts

Negative attitude
Recurrent intrusive thoughts
Constantly distracted
Can’t focus on tasks

Non compliant
Cannot concentrate
Loss of memory/cognitive ability
Suicidal thoughts/intent

Normal sleep patterns
Few sleep difficulties
Physically well
Feeling energetic
Maintaining a stable weight

Trouble sleeping
Lack of energy
Changes in eating patterns
Some weight gain or loss

Restless disturbed sleep
Some Tiredness/fatigue
Fluctuations in weight

Can’t fall asleep or stay asleep
Sleeping too much or too little
Physical illnesses
Constant fatigue/exhaustion
Extreme weight loss or gain

Physically and socially active
Performing well

Decreased activity/socializing
Procrastination

Avoidance
Tardiness
Decreased performance

Withdrawal
Absenteeism
Can’t perform duties/tasks

Limited alcohol consumption,
no binge drinking

Regular to frequent alcohol
consumption, limited binge
drinking

Frequent alcohol consumption,
binge drinking

Regular to frequent binge
drinking

Struggle to control addictive
behaviours

Addiction

Limited/no addictive
behaviours*
No trouble/impact (social,
economic, legal, financial) due
to substance use

Some regular to addictive
behaviours

Limited to some trouble/impact
(social, economic, legal,
financial) due to substance use

Increasing trouble/impact
(social, economic, legal,
financial) due to substance use

Significant trouble/impact
(social, economic, legal,
financial) due to substance use

What are your
objectives?
Dealing with the
Elephant in the
Room

Making the Case
 Existing policies, procedures
and programs
 Hazard Identification Embedding the 13 Factors
 Supervisory and Employee
Training
 Audits
 Trending and Analysis

Plan-Do-Check-Act
 Incident Investigation and
Reporting Process
 Prevention & Corrective
Action
 Ongoing review of
PHSMS
 Internal Audits
 Management Review
 Continuous Improvement

•

Psychologically
Safe
Leadership Dr. Joti Samra

Psychologically safe leadership (PSL) is identified in the Standard as
leadership that:

•

reinforces the development and sustainability of a psychologically healthy and
safe workplace environment based on a foundation of ethics and stated values;

•

supports and reinforces all line management in the implementation of the
Psychological Health and Safety Management System (PHSMS);

•

establishes key objectives toward continual improvement of psychological
health and safety in the workplace;

•

leads and influences organizational culture in a positive way

•

ensures that psychological health and safety is part of organizational decisionmaking processes;

•

engages employees to:
• be aware of the importance of psychological health and safety;
• be aware of the implications of tolerating psychological health and
safety hazards;
• provide feedback to help the organization determine the effectiveness of
the PHSMS implementation and operation; and
• identify workplace needs regarding psychological health and safety.

Taking the
pulse

 Ensure commitment of organizational leadership
 Establish your baseline profile for the organization

 Revise OHS policy or develop intent statement for PHS
 Identify a workplace sponsor or advocate
 Assess for psychosocial risks

Important
Next Steps

 Provide training for leaders
 Promote awareness of employee benefit programs
 Implement RTW Strategies for mental health related issues
 Communicate the plan
 Measure success – what’s the ROI
 Consider issues related to privacy and the stigma associated with
mental health
 Engage the JOHSC

Resources

Struck Down

Thank You
Questions

Shackleton
& The
Endurance

