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challenges continue to get in the way of achieving a mentally
healthy workplace. One of the most pervasive challenges is
workplace culture.
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Organizations commit millions of dollars each year to designing
the optimal compensation and benefits packages for their
workforces. They spend considerable resources providing
perks to attract and retain high-performing employees in their
marketplaces. Top talent is hired to lead the charge, forming
strong human resource and benefit teams. Yet, organizational
goals can fall short if the company culture fails to engage
employees and provide an environment where they can thrive
and want to come to work. How important is it to build cultures
of well-being and engagement, and what might that look like?
The topics of workplace culture, well-being and engagement
are forefront in the minds of employers. According to the 2015
Integrated Benefits Institute (IBI) member survey (Integrated
Benefits Institute, 2015), four out of five of the most important
health and productivity management issues are related to
workforce health and well-being. The figures below reflect the
percentage of employers who indicated these categories
as “very important.”

When we talk about the impacts of depression, we’re not
just talking about people feeling down or lacking motivation.
Depression often impacts people’s ability to concentrate and
utilize their cognitive functioning. One organization, Families for
Depression Awareness, has provided an acronym, “ROAM,” to
illustrate the areas of thinking affected by depression: reasoning,
organization, attention and memory. In the workplace,
depression-related cognitive challenges manifest as trouble
concentrating, indecisiveness, forgetfulness and more.
Statistically, depression is associated with reduction in focus and
productivity equivalent to 2.3 lost workdays per month (Wang,
2014). The Impact of Depression at Work Audit (IDeA), which
evaluated the societal and economic burden of depression
in the workplace, revealed that nearly 40 percent of workers
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Only by coupling strong policies and a positive culture together
will employers ultimately move employees to seek help when
they need it, resulting in a more healthy, present and productive
workforce. There are a number of ways employers can help
make this happen:
Adopt policies that support employees’ mental health
and wellness. Employee handbooks should clearly state
the company’s resolve to educate supervisors and employees
about common mental health concerns and how to talk with
someone about their concerns, support employees who face
mental health issues, treat those with mental health issues
fairly and without retaliation, and to make employees aware
of options and benefits that may be available (e.g., short-term
medical leave, employee assistance program, flexible hours,
work remotely, etc.). Leverage relationships with all vendors to
infuse best-in-class tools and resources related to behavioral
and mental health into an overall strategy.
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Don't know where
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Train and/or talk to managers and supervisors. Even the
most generous estimates indicate that slightly more than half of
employers train managers to recognize mental health problems
and help employees get treatment. Employers benefit in the
short and long-term by training managers about mental health
conditions and ensuring that staff is able to provide support to
employees who may be suffering from depression.
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Evaluate – and address – sources of stress in the
workplace. Policies or practices that create stress can
be counterproductive – uncertain work schedules, punitive
practices, inattention to bullying, negative peer pressure, etc.
Inattention to these issues in the workplace can add to stress
that employees experience in their lives away from work. Rather
than making assumptions as to contributors to workplace
stress, ask employees – either through surveys or focus groups.
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Reduce the stigma. By bringing information about mental
health into the open – and sharing similar experiences when
possible – employers can implicitly support early identification
of symptoms, inspire employees to seek assistance, promote
use of the EAP for accessing care and encourage pursuit of
symptom management (and wellness). Consult EAP and other
vendors for additional support, when needed.
Share resources. Many nonprofit organizations have free
or low-cost resources available to help employers improve
and support workplace mental health. Capitalize on resources
available to help understand, communicate about, address and
support those affected by depression. Here are a few:
> Right Direction from Employers Health and the
American Psychiatric Association Foundation

Negative effect
on job

Develop benefit offerings with
reduced out-of-pocket expenses for
mental health care.
Regularly promote and make
available help and benefits through
company-sponsored Employee
Assistance Program, wellness
programs or other resources.
Roll out campaigns and trainings to
raise awareness about depression
and educate on the signs, symptoms
and ways to seek help.
Adjust policies for time off to
seek help, relax and rejuvenate.
Encourage a culture where these
things are welcomed and supported.
Outline in policies and re-affirm
through education, transparency
and support for a positive culture.
Transparent and open dialogue
about mental health issues
communicated frequently. Visibility
and messaging from leadership
on the importance of self-care
and overall concern for personal
well-being to influence a
positive culture.
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> ICU from the American Psychiatric Association
Foundation
> Mental Health First Aid at Work from the
National Council for Behavioral Health
> Coping with Stress (brochure, workshop, webinar)
and More Than Mood from Families for
Depression Awareness
Where Policy Meets Culture
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