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 An incorporated, not-for-profit body 

 Serving as a unifying structure across the province 

 Helping to facilitate communication among 
workplace health stakeholders 

 Promoting the importance of using a 
comprehensive approach to create healthy and 
safe workplaces in Ontario 
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All Ontario workplaces will: 

 

 Value employee mental, physical, 
and psychosocial health as 
fundamental to organizational 
success; and 

 Adopt and implement a 
comprehensive approach to healthy 
workplace as an integral part of their 
business strategy and operations 



 Comprehensive Workplace Health Approach 

 Key Elements of a Healthy Workplace 

 Organizational Culture 

 Link with Stress & Mental Health 

 What Employers & Employees Can Do 

 Tools & Resources  



1.  Income & Social Status  

2.  Social Support Networks  

3.  Education & Literacy  

4.  Employment & Working Conditions 

5.  Social Environments  

6.  Physical Environments 

7.  Culture  

8.  Personal Health Practices & Coping Skills  

9.  Healthy Child Development  

10.  Biology & Genetic Endowment 

11.  Health Services 

12.  Gender 

 



 

An approach to protecting and enhancing the health 

of employees that relies and builds upon the efforts 

of employers to create a supportive management 

culture and upon the efforts of employees to care for 

their own well-being. 
  

 (Shain & Suurvali, 2001) 



 Addresses 3 key elements of a healthy workplace: 
◦ Occupational health and safety  

◦ Health and lifestyle practices 

◦ Organizational culture  

 Targets both organizational and personal influences on 

health and productivity 

 Is designed to be incorporated into standard operating 

practices as part of the business plan 

 Improves the health and productivity of a workforce 

 



 Occupational Health 
and Safety 

Organizational 
Culture  

Health and  
Lifestyle 
Practices  Healthy  

Productive  
Workplace  
 



 Occupational 
Health and Safety 

 
Healthy  

Productive  
Workplace 

 

Reducing work-related injury, illness and disability by 

identifying and controlling hazards in the physical 

environment. 
 • Air quality 

• Physical, chemical, and 

biological hazards  

• Violence prevention 

• Disability management 
 





Health and  
Lifestyle 
Practices  Healthy  

Productive  
Workplace  
 

Creating an environment that is supportive of and 

encourages health-enhancing lifestyle behaviours. 

• Physical activity 

• Healthy eating 

• Tobacco cessation 

• Reduced alcohol &    

drug use 

• Immunization 





Organizational 
Culture  

Healthy  

Productive  

Workplace  
 

Focusing on the psychosocial issues in the workplace that 

affect the interaction between people, their work and their 

organization. 

• Communication 

• Beliefs, values and norms 

• Management practices 

• Organization of tasks 

• Work-life balance 
 





Healthy  
Productive  
Workplace  

Enterprise 
Community 

Involvement  

Ways of participating in the community to improve the health 

of workers, their families & other members of the community. 

 

• Reducing the carbon 

footprint of business activities 

• Control of pollutants in 

community water & air 

• Fundraising for local charities 

• Opportunities to volunteer 

during work hours 
 



The Conference Board of Canada (2004) identified 9 drivers or 
business benefits for corporate social responsibility: 

 Reputation & brand management 

 Business risk management 

 Employee recruitment, motivation & retention 

 Access to capital 

 Learning and motivation 

 Cost savings & operational efficiency 

 Competitiveness & market positioning  

 Social license to operate: improved relations with regulators 

 Organizational transformation & continual improvement 
 



Employees 
 Improved  

health 

 Increased job 

satisfaction 

Employers 
 Decreased costs 

 Improved 

productivity 

 Increased customer 

satisfaction 

 Improved  business 

 

Society 
 Reduction in use of  

healthcare system 

 Improved health and 

quality of lives within 

communities 



1.   Cost Savings/Cost Benefit 

2.   Employee Engagement 

3.   Positive Organizational Profile 

4.   Due Diligence 



 Less absenteeism 
 Fewer insurance & workers compensation claims 
 Decreased accidents 
 Reduced utilization of drug and extended health care 

benefits 
 Reduced staff turnover & retention of valued staff = 

reduced recruitment, training and induction 
 Improved productivity 



Workplace health is no longer just a 

good idea – research demonstrates that 

it is a crucial investment for an 

organization’s long term success! 

 



 Return of $3 to $8 for every $1 invested                         
in workplace health promotion 

 Average reductions in sick leave, disability, workers’ 
compensation, and benefit costs of 25% 

 There is also a cost to employers who choose to ignore 
the evidence and do nothing – work overload, job 
insecurity & financial fears will result in increasing rates 
of depression and other mental health disorders 

 

(Aldana, 2001; Aldana, Merrill, Price, Hardy, & Hager, 2005; Grant, 2002; Pelletier, 2005) 



Consists of 2 components: 
 Satisfaction: “The level of contentment or 

passion a person associates with his or her 
job/position and the organization.” 
 

 Commitment: “Inspiration to do one’s best 
work; to perform at levels beyond what is 
expected, while making a meaningful 
commitment to improving one’s health and 
enhancing organizational performance.” 

 

(Schmidt & Marson, 2006) 

 
 



 Expectations of the role of business and how it 

fulfills its responsibility to society are rising 

 Organizations that pay attention to the health of the 

workplace gain by improving their profile  

 Communities increasingly expect public sector 

organizations to be socially responsible 



 Canada’s Criminal Code states (Section 217.1): 
“Everyone who undertakes, or has the authority to direct how 

another person does work or performs a task is under a legal duty to 

take reasonable steps to prevent bodily harm to that person.”  

“Bodily harm” is defined broadly as “Any hurt or injury to a person 

that interferes with the health or comfort of the person …” 

 

 Organizations may be liable for creating workplace 
environments that create excessive stress 
 

 

 

 



 The pattern of shared values, 
beliefs, and assumptions 
considered to be the 
appropriate way to think and 
act within an organization. 

 
   (Langton & Robbins, 2007) 

 



  “Creating a healthy organization involves creating a culture of 
trust and respect, where recognition, flexibility, control, good 
communication, purpose and balance are valued.  When 
organizational health is approached from a cultural 
perspective versus taking a program approach – there is a 
much greater likelihood of affecting employee well-being 
(mental, physical, spiritual, emotional and social).” 

   
(Human Resources Professionals Association of Ontario, 2005) 



“In a great workplace, trust manifests itself in every relationship.  

Managers believe that employees want to be productive, 

encouraging them to participate in the business.  Employees act 

like owners. They’re enthusiastic and passionate about their work 

and the company’s mission.  In a high-trust environment, people 

cooperate and collaborate, leading to positive workplace 

interactions, higher profits and greater productivity.”  
(Great Place to Work Institute Canada, n.d.)  

 



 The link between an 
unhealthy organizational 
culture and the growing 
problem of stress and 
mental health issues is 
well documented 





  



  





 H1N1 virus affected 9% of our workforce but                            
potentially could have affected up to 35%  

 Increased levels of absenteeism and lost productivity   
comparable to Ontario-US power outage Aug. 2003 

 Many executives, workplace health practitioners & human 
resource professionals worked hard to put their business 
continuity plans into effect  

 H1N1 was a standing agenda item in the highest boardrooms of 
the country 

 Many public sector organizations invested significant resources to 
address this threat to their workforce 

 

(Beck, 2009; Ottawa Public Health, 2009; Canadian Manufacturers & Exporters, 2009; HRSDC, 2009; 
Treasury Board of Canada Secretariat, 2009) 



 

 

Your most 

important asset 



 Risk management an important focus in the 

workplace  

 Need to be proactive and take an “upstream” 

approach to preventing problems 

 The approach to pandemic preparedness helped to 

mitigate the effect of H1N1 in Canada, but there was 

still some incapacity of the workforce 

 There is a new threat on the horizon that demands 

our attention 



 Mental illness will strike 1 in every 5 Canadians: 

90% caused by depression and anxiety, with up to 

35 million lost workdays a year  

 The H1N1 pandemic caused stress and anxiety, 

as well as absenteeism and decreased 

productivity 

 Public sector will be just as vulnerable to an 

incapacitated workforce due to stress and mental 

health problems in the future  
(Grant, 2009) 



 



 Stress and mental health issues are resulting in 
increasing absenteeism, and short and long-term 
disability rates 

 Likely to be source of more than 50% of all disability 
claims over the next 5 years 

 Employees overwhelmed by organizational stressors 
and not feeling supported become disengaged and are 
at higher risk of chronic diseases 

 Employee engagement directly linked to organizational 
performance and productivity 

 

(Global Business & Economic Roundtable on Addiction & Mental Health, 2007; Samra, 
Gilbert, Shain & Bilsker, 2009; Lowe, 2007) 



 Operating in a rapidly                           

changing environment 

 Restructuring 

 Downsizing 

 Focus on “business” of government 

 Change in mix of workers 

 Highly unionized 



 Poor morale issues and high levels of 

stress leading to: 

 Increased absenteeism 

 Decreased pool of qualified workers 

due to recruitment problems & 

increased retirements 



 1997 APEX study of the Executive cadre in the 
Canadian federal public service showed:  

 

 High levels of stress and distress 

 Distress levels, short-term health complaints 

& longer-term health disorders were caused 

by lack of job control 

 Less related to lifestyle habits  



 

 The repeated survey in 2002 found that the health 

status of executives in the public service had actually 

deteriorated from the previous five years  

 

 The 2007 Study on the Health & Well-Being of 

Executives showed high scores for all dimensions on 

the burnout scales, 75% were in the high range for 

fatigue & 64% think of leaving the organization every 

month or more frequently 

 



 How can we create healthy public 

sector workplaces when the 

executives who need to lead the 

transformation are struggling with 

high levels of stress and burnout 

themselves?  

 



Communication/Governing Structure: 

 Top down & bottom up communication 

 Collaborative approach 

 Team work  

 Employee involvement in decision-making  

 People-centred values 

 Emphasis on innovation & creativity  



Employee Relations: 

 Job satisfaction  

 Employee engagement 

 Fairness 

 Sense of employee 

autonomy 



 Horizontal & Vertical 

Communication 

 Social Support 

 Beliefs, Values & Norms 

 Leadership Style 

 Organization of Work 

 

  

 Work-life Balance 

 Job Control & Decision 

Making 

 Defined Mission & Vision 

 Management Practices 

 



 Management practices in 

organizations are influenced by 

the workplace culture and the 

workplace culture is impacted 
by management practices.  

    (Duxbury, 2004)  



 What leaders pay attention to, measure and control on a regular 

basis  

 The reactions of leaders to critical incidents and organizational 

crisis  

 Observed criteria by which leaders allocate scarce resources  

 Deliberate role modeling, teaching and coaching  

 Criteria for allocating rewards  

 Criteria for recruitment, selection, promotion, retirement & exiting 

                                                                            (Duxbury, 2004) 

 
  



 Obtain senior management approval 

 Form a Healthy Workplace Committee  

 Survey employees re needs and interests 

 Synthesize and analyze the data 

 Develop a 3 - 5 year plan  

 Implement plan 

 Evaluate results  

 



 Ensure there is clear communication 
 Provide training to supervisors re supporting employees 
 Encourage healthy workplace policies 
 Set reasonable clearly-defined expectations & be a 

good workload coach 
 Empower employees & create environment of trust 
 Give positive feedback 
 Value input from employees at all levels 
 Assist employees to balance work and home 
 Provide mentoring, orientation & training  



 Share responsibility of creating a healthy workplace   
 Contribute to initiatives within the workplace   
 Communicate workplace issues of concern 
 Ask manager to act as a workload coach if 

experiencing job overload  
 Participate on workplace committees to improve 

health & safety 
 Develop supportive relationships with others at work  



 CFO Framework for Mental Health & 

Productivity 

 Business Health Culture Index 

 Guarding Minds at Work 
 



 Cost of ignoring workplace health issues 

is significant  

 Only 13% Canadian workplaces measure 

costs of employee stress 

 87% workplaces do not! 
 
    (Lowe, 2006) 



http://www.mentalhealthroundtable.ca/nov_07/CFO_Report_FINAL%20No

v%202007.pdf 

http://www.mentalhealthroundtable.ca/nov_07/CFO_Report_FINAL Nov 2007.pdf
http://www.mentalhealthroundtable.ca/nov_07/CFO_Report_FINAL Nov 2007.pdf


 Extended group/healthcare 

 Employee assistance 

 Absenteeism 

 Replacement workers 

 Short & long-term disability 

 Presenteeism 

 



 Measures four conditions of culture: Control, Demand, 
Effort, Reward   

 Four simple questions about the key factors influencing 
stress & satisfaction in the work environment can be 
administered individually or inserted into other workplace 
health surveys 

 From responses, the Stress-Satisfaction Offset Score 
(SSOS) can be calculated for each individual employee 

 SSOS results are used to calculate the BHCI 
     

        (Shain, 2001) 

 





Answer each question with either Yes or No. 

 Effort – I consider my workload reasonable.  

 Demand – I can complete my assigned workload during 

my regular working hours. 

 Control – I have a say in decisions & actions that 

impact on my work. 

 Reward – I get adequate recognition from my 

immediate supervisor when I do a good job. 

   



The results of the SSOS in aggregate form: 

 Provide a score for the average stress & satisfaction for the 

workforce as a whole 

 Provide a measure of the extent to which the health culture 

of an organization is working for or against its business 

objectives 

 Can be used as a benchmark from which personal & 
organizational improvements can be made  



Available from The Health Communication Unit (THCU) 
http://www.thcu.ca/Workplace/pdf/2009_03_10_Organizational_Culture.pdf 

http://www.thcu.ca/Workplace/pdf/2009_03_10_Organizational_Culture.pdf


 

http://www.guardingmindsatwork.ca/ 

http://www.guardingmindsatwork.ca/


 Guarding Minds @ Work (GM@W) is a new free resource that  
focuses on psychologically safe & healthy workplaces 

 Developed by the Consortium for Organizational Mental 
Healthcare (www.comh.ca), a research centre within the 
Faculty of Health Sciences at Simon Fraser University 

 Project Team – Dr. Samra, Dr. Gilbert, Dr. Shain & Dr. Bilsker  

 Commissioned by Great-West Life Centre for Mental Health in 
the Workplace & funded by the Great-West Life Assurance 
Company 

                  (Consortium for Organizational Mental Healthcare, 2009) 

http://www.guardingmindsatwork.ca 

http://www.comh.ca/
http://www.guardingmindsatwork.ca/


GM@W provides: 
 An explanation of the concept of psychological safety & 

health  
 The business, legal & health case for why this is critically 

important to all Canadian employers  
 Practical, user-friendly tools designed specifically to 

measure the psychological safety & health of your 
workplace 

 Concrete actions that you can take to improve the 
psychological safety & health of your workplace  

 Tools to evaluate whether what you've done works   
 



 Assessment Resources 
◦ Organizational Audit 

◦ Initial Scan Survey  

◦ PSR-12 Employee Survey  

 Action Strategies 
◦ Risk Report Card 

◦ Effective Actions 

◦ Action Planning Worksheet 



1.  Identify organizational needs 

2.  Determine appropriate assessment components 

3.  Identify key participants 

4.  Create a communication plan 

5.  Sign up for the GM@W Dashboard 

 





 

 

 

 

 

 

 

 

 

http://www.cgsst.com/eng/acceuil-sante-psychologie-travail.asp 
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http://www.mentalhealthworks.ca/ 

http://www.mentalhealthworks.ca/


 

http://www.gwlcentreformentalhealth.com/english/index.asp 

http://www.gwlcentreformentalhealth.com/english/index.asp


 Start a noon-time walking club for staff 
 Offer healthy food choices in cafeteria  & vending 

machines – find out about Eat Smart Program 
 Offer flu immunization clinic 
 Support employees trying to quit smoking 
 Ensure outdoor workers have access to sunscreen 
 Accommodate pregnant workers allowing regular 

breaks for nutrition & rest 
 If hosting business functions, offer non-alcoholic 

choices & healthy menus  



 Eat well with Canada’s Food Guide – choose a 
variety of foods & decrease fat, salt & sugar  

 Be physically active  
 Reduce alcohol intake 
 Stop smoking & avoid triggers  
 Keep immunizations up-to-date 
 Sleep for amount needed to feel refreshed 
 Try relaxation techniques to help manage stress 



 Comply with all applicable legislation 
 Have joint health and safety committee or designated 

health and safety representative 
 Train supervisors & managers regarding responsibilities 
 Provide employees with job variety 
 Implement healthy workplace policies 
 Provide safe and ergonomically correct workspace 
 When resolving conflict, look for root causes  
 Train supervisors & managers to deal with harassment 

& bullying complaints 
 



 Wear personal protective equipment specific to job 
function 

 Comply with safety procedures 
 Report workplace hazards to supervisor  
 Attend WHMIS training & other hazardous materials 

training related to job  
 Stay home if sick to prevent transmission of 

communicable diseases 
 Contact supervisor if ergonomic concerns at work 



 Baby Boomers are retiring at an alarming 
rate 

 It is going to become increasingly difficult 
to find & retain good employees in the 
very near future 

 Becoming an employer of choice to 
attract, recruit & retain good workers will 
more and more depend on creating a 
healthy workplace that goes far beyond 
legislated minimum standards 



 Considerable urgency to keep workplace 
health on the business agenda 

 We have seen the vulnerability in our 
workforce and need to manage the new risk 
related to stress and mental health issues 

 There is an opportunity to leverage the past 
pandemic situation into a sustainable 
development strategy 

 Need to strive for a healthy and resilient 
workforce in the future – a healthy 
workplace is the solution 



 Occupational Health 
and Safety 

Organizational 
Culture  

Health and  
Lifestyle 
Practices  Healthy  

Productive  
Workplace  
 



 Local Healthy Workplace Award winners: 

 MDS Nordion 

 Statistics Canada 

 Calian Technologies  

 Resources and services available through the Ottawa 

Public Health Business Health Line                                              

613-580-6744 ext. 24197 or businesshealth@ottawa.ca 

 

 

mailto:businesshealth@ottawa.ca
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