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How to tackle

your nine biggest
workplace mental
health challenges

In the wake of Covid, prioritising employee
wellbeing has never been more crucial.
So how can HR solve employees’
struggles, without a stress ball in sight?

Words by Megan Tatum
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been ethically or morally compromised
at work. Healthcare professionals

faced morally injurious conditions

du ring Cov id, for cx.lmp]c, thanks to

a lack of PPE and impossible decisions
around allocation of equipment such

as ventilators, And while not a mental
illness in itself, it can contribute to other
mental health problems, such as PTSD
and low morale.

“Moral injury is a feeling of being
let down by thosc in charge, so we
need to look for ways to educate
senior managers about their impact,
creating a culture of respect, providing
support and resources for employees,
and encouraging open dialogue about
cthical issues,” says Dennis.

And while non-medical organisations
may be less exposed to this risk, there’s
still plenty of action that can be taken
to ensure ethics and values are being
lived up to. “Organise an offsite for the
C-suite with experiences that highlighe
the negative and positive impacts of
their behaviour,” Dennis suggests, or
“carry out workshops on the company's
values, working on things like holding
cach other accountable and bringing
maximum self-awareness”.

Substance abuse
Active addiction can create
major challenges for HR
professionals. And the issue
is on the rise in the UK. A survey by
recovery platform Recoverlution in July
2022 found that 38 per cent nI'iwnplc
currently have or have previously had an
addiction disorder or know someone in
that situation. There are lots of reasons
for this, says Recoverlution founder
Daniel Fincham. Prevailing stigmas in
the workplace around addiction beinga
personal choice can create a vicious cycle
where organisations refuse to support
staff. And home working can mean
addictive habits more casily take hold,
but are harder to spot. “This can mean
that any personal substance abuse issues
can bleed into and become part of an
individual’s work habits,” says Fincham.
“I was working during the peak of my
addiction and mental health crisis, so
l knl"“' ﬁ“[hﬂnl.! h‘)\\' h.lrl.' 1[ can hc to
struggle personally while also doinga
9-5 job. Even when I was in recovery, |
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“Personal
substance
abuse
issues can
bleed into
and become

part of an

individual’s
work habits”

Daniel Fincham, Recoverlution

wasn't aware of resources and support
from workplaces.”

Theres no one-size-fits-all solution,
he points out. “But HR managers
‘hUuld \ignp()\t resources L'[l'l.plu_\"l.'f\
can turn to in the face of addiction
and, more generally, should hold wider
conversations to thrgc a culture where
individuals feel comfortable rurning
to their peers, line managers or HR

department about any
substance abuse issues, regardless of
whether an individual is in the office
or working from home.”

Trouble at home

While mental health can

certainly rake a hit ar work,

with conditions such as stress,
anxiety and burnout often linked to
tough working environments, it’s also
truc thata \lguiﬁc.mt proportion of
challenges stem from the personal rather
than the pmfc\sinnal. As with substance
abuse, this can often create a difficult
juggling act for HR teams when it comes
to knowing when and how to offer
appropriate support.

It's important to ensure all managers
and supervisors are equipped to
identify signs of difficulty, wherever it's
stemming from, says Joc Gaunt, founder
of wellbeing company hero: “This should
provide them with the interpersonal
and emotional capability to deal with
the employee in a professional but
empathetic way.”
Also, make sure there’s plenty

of signposting in place to connect
employees with helpful chird-party
organisations, such as domestic abuse
charities. And finally, keep an accurate
log of interactions to ensure a safe work
environment for all. “An employee who's
a bit teary following a fall out with a
partner is very different to someone who
might be acting erratically, leaving carly,
starting late and being aggressive to
team mates.
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nrecent years, wellbeing and mental health has
risen to the top of the agenda for the majority of
oorganisations. The CIPD's Heaith and Wellbeing
at Work 2022 report, p partnership
with Si found

leader can undermine it all. Be they
amanager whe
to strcss and bur

expectations, or a

to the

lasting h.r‘:uct of the pandemic, including a gru—;terfncus on
mental health (81 per cent) and better support for people
working from home (72 per cent).

The report also revealed, howver,
that leaders' focus on wellbeing in
ncral has - perhaps prediceably. as
Corid fades 10 some extent from most
waned lighly.
of those HR
professionals surveycd fele cmployee
wellbeing was on senior bosses’
agendas, which was down from 75 per
cent the previous year. The propartion
belicving leaders encourage a focus o
hrough their actions

fell from 48 to 42 per cent
Yet there are of course plenty of

challenges still remaining,

From a spike in lonclincss
stemming from

the switch to

remote work,

talingering stigma around severe
mentalillness, here arc ninc of the
biggest workplace issues - and expert

suggestions on what to do about them.

Ignorant managers
It docsn't mastes how good
3 company’s policics on
mental health are or how
diligently HR teams work to create
asupportive and inclusive culture. a
ly ignorant or inscnsitive tcam

=

supervisor who puts zero effort
ing a safe cnvironment in

which staff can sharc theie mental
health challenges,
a poor manager on both culture
and individuals can create a major
e for HR personnel.

Tricky as this might be to navigarc.
the only real solutio

wow that may be influcncing
their behaviour, Can you create an
opportunity tolisten to the individual,
awindow through which a helpful
and supportive intervention can
be made? Holding the problematic
manager to account is important,

feen
unaware they arc being offensive
and are able to change
their behan
tis Aagged”

r once

Next, ask the manager to actively
participate in a mental health
initiative, Dennis suggests. But -
and here's the trick ~ scek out their
though
of the pre

athy and awarcncss, while also
ensuring chey sill feel listened

o, rather than simply lectured at

The bottom linc, says Dennis, is to
nderstand the danger of doing,
nothing and check for systemic issucs
ofthi Eind and a oric fuleure”,

‘Work from home
loneliness
here are plenty of upsides
the remote or hybrid work
patterns that have now become the
norm in many secvors, such as shorter
commutes, greatcr Acxibilicy and the
capacity to hire from a talent pool
that extends far beyond a 20-mile
radius. But chis also comes with new
sisks for mental health - inchading
lonclincss. This scems to particularly
affect younger generations: in a survey
0£2,000 UK and US consumers by
Chargifi in 2021, an overwhelming
oo fworkers aged 18-34 said the
ad found it harder to make friends and
maintain relationships wich colleagues
of the switch, wh
cent of millennials and Gen Z-crs
expressed real concern about the risk of
lonclincss in the long trm.
Organisations need to acknowledge
chis and tal
Sarah Coghlan, global director of
men's health promotion at Movember.
This could include generating more
[ I I

€ proactive steps. says

“Don’'t make
assumptions
abouthowa
colleague's
mental
health might
affect their
work - ask
how you

can support
them"”

Andrew Berrie, Mind

Severeiliness
stigma

The UK has made significane
strides when it comes to
lifting the taboo on commen mental
alth conditions, such as depression
and anxiety. But there is still pleney
work for organisatians to do when it
comes to add stigma chat

Wellbeing

at mental heakh charity Mind. Plus,
remain open minded and ditch any
preconceived klcas about what support
may help someone. “Its best not to
make assumptions about a

mntal health or haw it

voucan support them with open. non-
yudgemental questions, and liscen to
theit response.”

‘Overwork and

burnout

The lase couple of years have

scen a significant spike in stress
and burnout at work. And that's in no
small part thanks to the way in which
remote work conditions can all wo
casily blur the boundarics berween work
. More than half of Brics say
they've worked longer hours from home,
according 1o a 2021 poll by Hays, with
25 per cent purting in an extra 10 ho
aweek on average. 16 no wonder then,
that the same period has also scen  big
uptick in stress, with two thirds
cen) of remote workers suffes
symptoms of burnout, accordin
global recruitment platform Monser.

Organisational attempes to eackle

this sort of problem can feel superficial,
warns Phil Rimmer, head of HR ac law
firm Slater Heclis. Think lunc
yoga sessions when in reality ¢

allocated and n 1don't think
should feel the need w0

persists around less commaon and more
severe menal illnesses, including
phrenia, bipolar disorder and

reamwork, she says, as “bringing
together people who wouldn't usually
work on the same projects can help
promote new ideas and ways of
thinking, and that benefies us both
ally and "

personality disorders. In fact, a 2021
survey by charity Rethink Mental
Tllness found that the vase majority (81
per cent) of people severely affecred by
meneal illness stll reported widespread
d ide and outside

And don't think the obligatary
Christmas party will cut it cither,
Coghlan adds: “Having a wide
variety of options for activities such
as office sports teams, book d

s means cveryos
included and has the chance

art in somet
interested i

the workplace. Significantly, 61 per cent
said this stigma had prevented them
from applying for  job or promotion
atwork.

“The best thing [organisations] can
dois to make surc they creace an open
culeure where all staff feel able to talk
about their mental health,” savs Andrew
Berric, head of workplace wellbeing

Introdhsce a policy as uach.” he syt
*Itis more about communication and
sctting boundarics.”

Scnior kadership teams could sct
aclear example by articulating thae
they only expect responses to theie
awn emails wichin work hours, for
instance, or video conferences could be
limited to a shorrer window within the
middic of the working day
averspill. Each organisation will nced
to experiment with their awn solutions
- and accept the change will take time.
“Three years on we are still adjusting
both in our personal and professional
lives, but one chings for sure: we
need to be diligent and scnsible,”
sums up Rimmer

prevent




