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1 Let’s Get the Strategy Right 
 

Implementing the right mental health strategy is both a significant challenge 
and a profound opportunity. As a psychiatrist and the CEO of a preventative 
mental health company, I’ve seen firsthand how a well-crafted mental health 
strategy can lead to higher engagement, reduced absenteeism, and 
improved performance. Deloitte's (2019) "The ROI in Workplace Mental Health 
Programs" reveals that for every dollar invested in mental health programs, 
there is a return of $1.62 to $2.18, underscoring the substantial financial 
benefits of such initiatives. According to the study, these returns are driven by 
reduced absenteeism, lowered healthcare costs, and enhanced productivity 
resulting from better mental health and increased employee engagement. 

Beyond the financial aspects, the right mental health strategy enhances 
individual resilience and fosters a supportive, inclusive organizational culture. 
And proactively addressing mental health can prevent more severe issues, 
which in turn reduces long-term healthcare costs, lowers the risk of 
psychological safety claims, and mitigates risks associated with workplace 
stress. 

Consider the broader implications of mental health in the workplace. Mentally 
healthy employees are more creative, productive, and engaged, contributing 
to a positive work atmosphere that encourages teamwork and collaboration. 
Conversely, neglecting mental health can lead to harmful negativity, high 
turnover rates, and significant financial losses. As leaders, we are responsible 
for creating an environment where mental health is prioritized and everyone 
feels supported. 
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The challenge of identifying and executing the right approach for better 
mental health at your organization is similar to a core challenge that I face as 
a psychiatrist, which I frame as helping each person get ahead of adversity. 
Just as each individual requires a tailored approach, every organization 
needs a strategy that fits its specific culture and needs. This can be daunting 

and unclear. Where do you 
start? When is it finished? This 
eBook is designed to guide you 
in developing the right mental 
health strategy for your 
organization, bringing you 
closer to taking meaningful and 
measurable action. 

 

Purpose of the eBook 

The purpose of this eBook is to provide a roadmap for developing and 
implementing an effective mental health strategy that is tailored to your 
organization. Just as I, in my role as a psychiatrist, provide personalized 
mental health care for each individual, workplace leaders can benefit from a 
mental health strategy unique to their organization. This eBook offers 

Case Study: Mid-Sized Financial Services Firm  

A financial services firm exemplifies how an 
organization can transform its culture through a 
comprehensive mental health strategy. The company 
experienced an 11% increase in mood scores, a 93% 
rise in employee and family assistance program 
(EFAP) utilization, and a 50% reduction in 
absenteeism. The firm's proactive approach and 
emphasis on reducing stigma have significantly 
improved overall employee engagement and morale. 



 
 

Page  7  

practical, evidence-based guidance to help you better understand the 
complexities of a workforce mental health program. That knowledge will 
equip you to implement a strategy that both meaningfully supports your 
employees and effectively aligns with your organization's key objectives. 

In the pages that follow, we will explore foundational concepts, assess your 
workplace’s current mental health landscape, consider clear goals, and begin 
understanding what effective interventions look like in the workplace. By the 
end of this guide, I hope you are equipped with the knowledge and resources 
needed to create a resilient, supportive, and mentally healthy workplace. 

Every organization’s mental health journey starts with understanding the key 
components of mental health, extends to evaluating the present state, and 
continues with training and practicing the best mental fitness strategies, both 
individually and across departmental teams. With this framework in mind, 
let's delve into the essential components that will guide your organization 
toward a comprehensive mental health strategy. 
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2 Getting Key Concepts Right 
 

 

Before diving into the practical steps of building your mental health strategy, 
it's crucial to establish a solid understanding of the key concepts that 
underpin mental health and resilience. Just as medical students must grasp 
the fundamentals before practicing medicine, HR and business leaders 
should understand the language and concepts before developing their 
strategy. These foundational ideas will provide the context and clarity needed 
to assess and address your organization’s mental health needs effectively. 
Knowing these concepts is just the beginning; putting them into practice and 
maintaining them is equally important. By familiarizing yourself with these 
concepts and committing to their ongoing application, you'll be better 
prepared to create a supportive and thriving workplace environment. 

 

 

Key Themes: 
• Importance of understanding foundational mental 

health concepts 
• Definitions and roles of mental health, behavioral 

health, psychological safety, and belonging 
Key Insights: 
• Mental health encompasses emotional, 

psychological, and social wellbeing, crucial for 
overall health. 

• Behavioral health focuses on actions that impact 
overall wellbeing and organizational safety. 

• Psychological safety allows open communication 
without fear of punishment, fostering innovation and 
continuous improvement. 

• Equitable treatment and inclusion are essential for 
creating a sense of belonging, which in turn 
enhances engagement and productivity 
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Mental Health 

Refers to emotional, psychological, and social wellbeing. It affects how 
individuals think, feel, and act and helps determine how they handle stress, 
relate to others, and make choices. Good mental health is essential for overall 
health and quality of life. It encompasses a range of factors, including mood, 
behavior, and cognitive functioning, and is influenced by genetics, life 
experiences, and environmental factors. Developing a set of skills that lead to 
mental fitness is essential, as mentally fit individuals are resilient and 
equipped to get ahead of adversity. Like physical fitness, mental health can 
be trained and improved through consistent and intentional practice.  

 

Behavioral Health 

Centers on the actions or habits that stem from mental health. Workplace 
behavioral health focuses on the relationship between individual behaviors 
and overall health, and how these behaviors impact the psychological safety 
and wellbeing of the entire organization. Healthy habits and positive coping 
mechanisms not only benefit the individual, but also create a supportive and 
safe environment for everyone. Behavioral health interventions can address a 
wide range of issues, from managing stress and fostering respect in the 
workplace to overcoming addiction. 

 

Psychological Safety 

The belief that one can speak up without the risk of punishment or 
humiliation. Psychological safety creates an open and inclusive workplace 
culture where employees feel safe sharing their ideas and concerns. It 
encourages innovation, creativity, and collaborative problem-solving. With 
psychological safety, employees can take risks and make mistakes without 
fear of negative consequences, fostering a culture of continuous 
improvement and learning. 
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The 13 factors of psychological health and safety in the workplace are: 

• Organizational culture 
• Psychological and social support 
• Clear leadership and expectations 
• Civility and respect 
• Psychological demands 
• Growth and development 
• Recognition and reward 
• Involvement and influence 
• Workload management 
• Engagement 
• Balance 
• Psychological protection 
• Protection of physical safety 

(Canadian Standards Association & Bureau de normalisation du Quebec, 2013) 

 

Belonging 

Refers to the sense of being accepted and valued within a community or 
organization. It is essential for developing an inclusive workplace culture 
where everyone feels respected. Belonging involves equitable treatment and 
inclusion, ensuring all employees can contribute and succeed. When 
individuals feel they belong, they are more engaged and productive. 
Achieving this involves recognizing and addressing inequities, promoting 
open communication, treating each other with respect, and celebrating each 
team member's unique contributions. By fostering belonging, organizations 
enhance psychological safety and team cohesion. 

 



 
 

Page  11  

3 Getting Contextual with Impact 
 

 

Given the extensive research available, there is no denying that mental health 
shapes team dynamics, organizational culture, and overall business 
performance. When mental health is prioritized, employees are more resilient, 
better equipped to handle stress, and more productive. A 2021 review 
suggests that high-quality mental health initiatives are associated with a 40% 
to 60% reduction in absenteeism and presenteeism. (Wu et al., 2021) 
Furthermore, the American Psychological Association's 2023 "Work in America" 
survey highlights that enhanced mental health support can significantly 
improve wellbeing and reduce absenteeism (APA, 2023).  

Think about it this way: When employees practice healthy behaviors and 
positive coping mechanisms, it creates a safe and supportive workplace for 
everyone. Meanwhile, ignoring mental health can allow negative behaviors to 
take root, undermining psychological safety and damaging the work 
environment.  

Key Themes: 

• The significant impact of mental health on 
organizational performance and culture 

• Linking mental health strategies to organizational 
needs and goals 

Key Insights:  

• Prioritizing mental health leads to resilience, reduced 
absenteeism, and enhanced productivity. 

• Companies with robust mental health programs 
attract top talent and maintain a competitive edge. 

• Effective mental health strategies are proactive, 
including flexible work arrangements and tailored 
wellness programs. 

• Social-emotional support and early intervention are 
crucial for maintaining a healthy work environment. 
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A commitment to mental health also boosts an organization's reputation.  
Organizations known for their mental health initiatives and supportive, 
collaborative workplaces attract top talent and earn positive recognition from 
clients and partners, providing a competitive edge. Research by the APA 
(2022) reveals that 81% of employees will seek workplaces that support 
mental health, and those companies are likely to retain top talent more 
effectively. By offering robust mental health programs, organizations not only 
improve employee wellbeing, but also enhance their reputation, making them 
more attractive to potential hires and partners. 

 

Linking Measures to Interventions 

To see tangible results, it’s important to align mental health strategies with 
your organization’s unique needs. Programs that focus on foundational 
learning, personalized plans, and continuous support set the stage for a 
resilient workforce. These strategies focus on proactive measures to build a 
positive work environment and equip employees with the skills to manage 
stress and adversity. 

For example, implementing flexible work arrangements and wellness 
programs tailored to your team's needs can address specific stressors within 
your organization. Personalized plans ensure that individual needs are met, 
and continuous support provides ongoing resources and check-ins to 
reinforce mental wellbeing. 

 

“Programs that focus on foundational learning, personalized 
plans, and continuous support set the stage for a resilient 

workforce.” 
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Early Social-Emotional Support and Contextualized Programs 

Other, more contextualized programs build on this foundation by emphasizing 
social-emotional support and tailored interventions. Albert Bandura (1971) 
originally termed this approach Social Learning. These strategies involve 
regular monitoring and assessments to identify early signs of mental health 
issues and mental fitness opportunities. You can detect and address issues 
before they escalate by fostering open communication and providing a safe 
space for employees to express their concerns. This approach also requires 
training managers and team leaders to recognize early warning signs and 
respond appropriately, as well as be prepared to help motivate and reinforce 
positive behaviors through observational and peer learning.  

Contextualized group support ensures that interventions are relevant, 
effective, and constructive. Each group within an organization may have its 
unique ideals and culture, and recognizing these differences is crucial. 
Tailored workshops, peer support groups, and stress management sessions 
can be designed to fit the specific needs of different departments or teams, 
ensuring that the support provided is both meaningful and impactful. 

Organizations that prioritize mental health through well-defined strategies 
and context-specific interventions are better prepared to tackle challenges, 
adapt to change, and thrive. By fostering a mentally healthy workplace, 
organizations can unlock their employees' full potential, drive innovation, and 
achieve sustainable growth. 
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4 STEP 1: Assess Your Context 

 

 
 

Conducting a Psychological Safety Survey 

A psychological safety survey helps measure your organization's mental 
health climate, identifying areas for improvement and tracking progress over 
time. Just as a psychiatrist needs a baseline to understand a patient’s health, 
organizations require a similar baseline to assess the mental health status of 
their workplace. Effective surveys should include questions about employee 
perceptions of psychological safety, mental health resources, and overall 
workplace culture. Regularly conducting these surveys helps maintain an up-
to-date understanding of the organization's mental health status and adjust 
strategies as needed. 

 

 

 

Key Themes: 
• Importance of conducting psychological safety surveys 
• Using survey data to inform mental health interventions 
Key Insights: 
• Surveys provide a baseline for understanding the 

mental health climate. 
• Questions should cover job satisfaction, stress levels, 

access to resources, and perceptions of leadership 
support. 

• Data-driven action plans ensure interventions are 
targeted and effective. 

• Regularly updating and communicating results fosters 
trust and continuous improvement. 
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Survey Question Examples: 

• How safe do you feel to speak up about work-related concerns? 

• Do you have access to mental health resources? 

• How often do you feel stressed at work? 

• Do you feel supported by your leadership team? 

 

 

 

Make surveys anonymous to encourage honest feedback and follow up on 
the results with actionable plans. Importantly, surveys must be evidence-
based—backed by scientific and peer-reviewed research.  Tools that provide 
structured approaches to assessing psychological safety within your team 
include: 

 

• The Psychological Safety Index developed 
by Timothy R. Clark (Leader Factor, 2023) 

• The "National Standard for Psychological  
Health and Safety in the Workplace" by the 
Canadian Standards Association and the 
Bureau de normalisation du Québec (2013) 

Case Study: Mid-Sized Retail Chain A retail chain used 
psychological safety surveys to identify key areas for 
improvement and subsequently trained their workforce on all 
13 factors of psychological safety within six months. This led 
to increased employee engagement and EAP usage for the 
first time in five years, showcasing the effectiveness of 
regularly conducted, evidence-based surveys. 
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The National Standard outlines best practices for promoting psychological 
health and preventing psychological harm caused by workplace factors, 
making it a robust framework for developing your survey.  

When designing or selecting your survey, ensure the questions cover a range 
of topics, such as job satisfaction, stress levels, mental health habits, self-
assessments, access to mental health resources, respect in the workplace, 
and perceptions of leadership support. Human resource professionals often 
prefer a one-time survey to avoid overburdening employees, but breaking it 
into shorter, periodic surveys can reduce the perceived time burden and 
provide more continuous data. 

 

 

Linking Measures to Interventions 

Interpreting survey results allows organizations to connect findings to 
appropriate interventions. For instance, if survey results indicate high levels of 
stress and burnout, targeted interventions such as stress management 
training or more personalized and accessible mental health support services 
may be necessary. The goal is to ensure that the interventions are tailored to 
the specific organizational needs identified in the survey. 
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Organizations should use data from these surveys 
to create a mental health action plan. This plan 
might include initiatives like revising workflow, 
providing mental health training for managers, 
and enhancing employee preventative health 
programs. By directly linking survey findings to 
strategic actions, organizations can address the 
most pressing mental health issues within their 
workforce. 

 
"By directly linking survey findings to strategic actions, 

organizations can address the most pressing mental health 
issues within their workforce.” 

 

Communicating Results and Implementing Actions 

Communicating survey results to employees and involving them in 
developing and implementing interventions is essential. This collaborative 
and timely approach fosters trust and ensures that interventions are relevant 
and effective. Regularly reinforcing, revisiting, and updating the action plan 
based on ongoing feedback and data will help maintain a dynamic and 
responsive mental health strategy. 

Avoid the pitfall of seeking complete consensus and perfection. A ten-person 
mental health committee can lead to 
inaction. One of the most effective 
mental health leaders I’ve worked with 
once said, “Do something, not everything, 
and not anything, but do something.” 
Start with a psychological safety survey 
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and commit to three measurable action items. 

By following this first step, you can create a supportive and responsive mental 
health strategy tailored to your organization’s unique context and needs. 

 

“One of the most effective mental health leaders I’ve worked with 
once said ‘Do something, not everything, and not anything, but do 

something.’” 
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5 STEP 2: Determine Your Mental Health Strategy 
 

 

 

Setting Clear Goals and Objectives 

Establishing short-term and long-term goals aligned with organizational 
values is important for a successful mental health strategy. Goals might 
include reducing burnout rates, measured by a decrease in short-term 
disability leaves; increasing employee engagement, marked by an 
improvement in employee Net Promoter Scores (eNPS); or improving access 
to mental health resources, measured by increased awareness of and 
engagement with these tools. Objectives should be Specific, Measurable, 
Achievable, Relevant, and Time-bound (SMART). 

Short-term goals might focus on immediate needs, such as conducting initial 
mental health training sessions or launching an awareness campaign. Long-
term goals could involve integrating mental health support into the 
organization’s overall wellness strategy, ensuring continuous reinforcement 
for sustainability. 

Key Themes: 
• Setting clear, SMART goals for mental health initiatives 
• Understanding and implementing primary, secondary, 

and tertiary interventions 
Key Insights: 
• Short-term and long-term goals should align with 

organizational values. 
• Primary interventions focus on foundational learning, 

personalized plans, and continuous support. 
• Secondary interventions address emerging issues with 

social-emotional reinforcement and contextualized group 
support. 

• Tertiary interventions provide intensive support and 
rehabilitation via professional resources and EAPs. 
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We should review and update these goals annually to ensure that the mental 
health strategy remains aligned with the evolving needs of the organization, 
its employees, and the ever-changing market. And, of course, aligning mental 
health programming with the financial goals of the organization, like reduced 
absenteeism and increased productivity, is a surefire route to sustainability 
and success. Please remember that treating mental health as merely a “nice 
to have” or “just another HR initiative” guarantees failure by inevitably eroding 
whatever individual and organizational gains have been made.  

 

Understanding Primary, Secondary, and Tertiary Interventions  

In my role as both a psychiatrist and the CEO of a preventative mental health 
company, I've dedicated my career to bridging the gap between clinical 
approaches and practical, accessible training solutions for the workforce. As 
a psychiatrist, I can’t help but notice that medical interventions with patients 
are often perceived as boring, inaccessible, and arduous. Conversely, 
workplace wellness programs can feel like uncharted territory—lacking clear 
measurements, dependent on one or two champions, and often not 
evidence-based. There is good in both worlds, and one of the most effective 
ways to address mental health in any organization is through “interventions.” 
While traditionally used in clinical settings, interventions can be equally 
powerful when applied to workplace training and support. 

 

“In my role as both a psychiatrist and the CEO of a preventative 
mental health company, I've dedicated my career to bridging the 

gap between clinical approaches and practical, accessible 
training solutions for the workforce.” 
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Interventions can be categorized into three types: 
primary, secondary, and tertiary. Each plays a crucial 
role in building a comprehensive mental health 
strategy tailored to your organization’s unique needs. 
By understanding and implementing the appropriate 
interventions, we can create a proactive and 
supportive environment that promotes mental 
wellbeing and resilience among employees. 

 

Primary Interventions 

As someone who has spent years working on the front 
lines of mental health, I can tell you that preventative 
measures are essential. Primary interventions provide 
foundational and personalized approaches to 
strengthen resilience. These might include mental 
health education programs, regular wellness 
activities, and work-life balance initiatives. These 
interventions aim to prevent mental health issues 
before they arise by fostering a supportive and 
healthy workplace environment. Foundational workplace mental health 
initiatives are akin to primary interventions for physical health, such as 
community education on exercise and weight loss. 

Primary interventions are proactive measures designed to create a positive 
work environment that promotes mental wellbeing. Examples include flexible 
work arrangements, wellness programs focusing on physical health, mental 
health, and social connections, and resources for building skills like 
mindfulness and stress reduction. 

Just like psychiatrists and psychologists tailor their approaches to meet the 
needs of each patient, leaders must customize primary workplace 
interventions to address the unique needs of the organization and its 
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employees. For example, implementing a mindfulness 
program at a construction site is challenging, just as 
bringing a motivational speaker into a bank may have 
minimal impact. The intervention must match the culture 
and goals of the organization. 

 

“Interventions can be categorized into three types: primary, 
secondary, and tertiary. Each plays a crucial role in building a 

comprehensive mental health strategy tailored to your 
organization’s unique needs.” 

 

Primary interventions can be divided into three key components: foundational 
learning, personalized plans, and continuous support. 

• Foundational Learning 
The first step in primary interventions includes raising 
awareness about core mental fitness techniques and 
setting clear expectations for maintaining good mental 
health. This foundational learning involves educating 
employees about skills like stress management, 

emotional regulation, and other standard practices essential for mental 
wellbeing. Implementing a “Respect in the Workplace” program is an 
often-overlooked primary mental health intervention. A short program 
that creates shared language and standards around bullying, abuse, 
harassment, and discrimination can have a significant positive cultural 
impact. By providing standard-setting training and resources, 
organizations can equip their workforce with the foundational 
knowledge and skills needed to build and sustain mental health. 
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• Personalized Plans 
While foundational learning establishes a base, 
personalized plans address individual needs. Just like 
psychiatrists and psychologists use cognitive-behavioral 
assessments to tailor their approaches for each patient, 
organizations should customize mental health strategies 

for their employees. This involves assisting with the self-assessment of 
each individual's mental health status and creating specific action 
plans that align with their unique challenges and goals. Personalized 
plans increase the efficacy of mental health interventions by making 
them relevant and directly applicable to the individual's circumstances. 
Personalized sounds complicated and unscalable, but this is no longer 
the case. Today's best-in-class digital tools are rapidly improving 
access and pushing wide-open the opportunities for organizations to 
provide individuals with personalized mental health support. 
 

• Continuous Support 
Mental health is not a one-time initiative; it’s an ongoing 
journey. Leaders often struggle with this concept, as 
financial results are quarterly, yearly, and seasonal. In 
short, organizations run on a timeline—mental health, 
however, does not. Continuous support is crucial for 

maintaining progress and preventing a decline into ill-health. This 
involves providing employees with the right practices and tools that fit 
their personalized plans and encouraging regular engagement with 
these practices. Continuous support could include ongoing access to 
mental health resources, regular check-ins, and adaptive strategies 
that evolve with the employee's needs over time. 

By integrating these three components—foundational learning, personalized 
plans, and continuous support—primary interventions can effectively foster a 
mentally fit and resilient workforce. This holistic approach not only addresses 
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immediate mental health needs, but also builds a robust framework for long-
term wellbeing. 

 

“The intervention must match the culture and goals of the 
organization.” 

 

Secondary Interventions 

Secondary interventions help manage 
emerging mental health challenges or 
bolster unique mental fitness opportunities 
within the workplace by leveraging social 
reinforcement. While primary interventions 
focus on preventing issues from occurring, 
secondary interventions center on 

addressing emerging issues to steer them away from getting worse and to 
help make things better. Using diabetes as an analogy for a physical illness, 
secondary interventions target those with slightly elevated blood sugar, 
providing tools and developing skills to reduce their blood sugar, such as diet 
plans and group support. In mental health, secondary interventions target 
those at risk of burnout, high conflict, and exhaustion to help develop skills 
that will prevent a slide to ill-health. And, importantly, secondary interventions 
are most effective when they engage not just the individual, but groups of 
individuals in an organization. Creating group learning and accountability has 
been shown to produce the best outcomes for secondary interventions 
because observational and peer learning are often more effective motivators 
for behavior change. 
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Secondary interventions are social learning measures 
designed to reinforce positive group dynamics when 
individual challenges begin to emerge. These could 
involve stress management workshops, peer support 
groups, or any intentional and psychologically safe 
conversations with colleagues. By proactively 
addressing issues in a group context, secondary 
interventions help reinforce the social-emotional skills 
learned in primary interventions, preventing problems 
from escalating and impacting team dynamics or other individuals. 

 

“Secondary interventions help manage emerging mental health 
challenges or bolster unique mental fitness opportunities within 

the workplace by leveraging social reinforcement.” 

 

• Contextualized Group Support  
• Once potential issues are identified, it's time to 
implement contextualized group support. Like 
psychiatrists and psychologists developing specific 
treatment plans based on individual assessments, 
organizations should customize their interventions to 

their teams’ specific needs. This might include tailored workshops for 
departments under tight deadlines or peer support groups that address 
common challenges. Contextualizing these interventions within the 
group setting ensures that the support is relevant and effective. Each 
group within an organization may have its own unique ideals and 
culture, and recognizing and supporting these differences enhances 
the overall impact. This social learning and group support also provides 
a safe space for social-emotional expression, allowing employees and 
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leaders to discuss areas of improvement or strength without 
repercussion. 
 

• Early Social-Emotional Expression 
The next step is early social-emotional expression, 
which involves creating environments where 
employees feel safe to express their thoughts and 
feelings. Training managers and team leaders to 
foster open communication and providing them with 

the tools to facilitate these conversations is a priority. This employee 
expression allows for timely support, highlighting areas where 
intervention may be needed and preventing minor issues from 
developing into major problems. Understanding and respecting unique 
cultural or group dynamics makes early social-emotional expression 
more nuanced and effective. In short, the most mentally healthy 
workplaces talk about everything—good, bad, and in between. They 
also give leaders the right language to navigate challenging 
conversations when tensions rise. 
 

• Adaptive Systems 
Dynamic and adaptive support systems are vital for 
sustaining the effectiveness of secondary interventions. 
This involves creating an environment where employees 
feel comfortable seeking help and are aware of the 
resources available to them. Support systems could 
include employee assistance programs (EAPs), peer 

support networks, and regular mental health check-ins that adapt to 
evolving employee needs. Ensuring that employees have continuous 
access to these resources helps them maintain mental wellbeing and 
prevents relapse into more severe conditions. These systems must be 
flexible enough to accommodate various ideals and cultural nuances 
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of different groups within the organization, ensuring that all employees 
feel supported. 

 

”By proactively addressing issues in a group context, secondary 
interventions help reinforce the social-emotional skills learned in 
primary interventions, preventing problems from escalating and 

impacting team dynamics or other individuals.” 

 

By focusing on contextualized group support, early social-emotional 
expression, and dynamic and adaptive systems, secondary interventions 
complement primary interventions to effectively manage emerging mental 
health challenges and harness the benefits of social learning in the 
workplace. This approach not only addresses current issues, but also 
reinforces the social-emotional skills learned in primary interventions, 
building a resilient and supportive organizational culture that respects and 
nurtures the unique dynamics of each group. 

 

Tertiary Interventions 

Tertiary interventions focus on providing intensive support and rehabilitation 
to help individuals recover and return to work effectively. They provide crucial 
support for employees who are experiencing significant mental health 
challenges. While primary and secondary interventions are more proactive 
and preventative, tertiary interventions address issues that require immediate 
and professional attention. To keep with the physical health diabetes 
example, tertiary interventions would be aimed at individuals with a diabetes 
diagnosis who require insulin or other medications to help prevent serious 
complications. 
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• Professional Support and Rehabilitation 
• At this stage, the focus shifts from general workplace 
programming to channeling employees toward 
medically trained professional support. This could 
involve referring employees to specialized treatment 
programs, ensuring they have access to mental health 

professionals, and facilitating their participation in structured 
rehabilitation plans. Workplace leaders must be able to recognize when 
challenges surpass the scope of workplace interventions and require 
medical expertise. 
 

• Employee Assistance Programs (EAPs) 
EAPs play a vital role in tertiary interventions, providing 
employees with access to confidential counseling and 
support services. These programs can help employees 
navigate acute personal and professional challenges, 
offering resources and referrals to specialized care 

when needed. Continuous support, such as regular check-ins and 
follow-up care, is essential to prevent relapse and ensure sustained 
mental health improvements. 
 

• Ongoing Responsibility of Workplace Leaders 
As employees transition into tertiary care, the 
responsibility of workplace leaders also changes. 
Leaders must focus on channeling employees to the 
appropriate professional resources and supporting 
them through this process. This involves maintaining 

open communication, providing accommodations as necessary, and 
ensuring that employees feel supported throughout their recovery 
journey. Leaders should also be trained to recognize the signs that 
indicate a need for tertiary intervention and know how to facilitate 
effective access to these resources. 
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Tertiary interventions address the most severe workplace mental health 
challenges by focusing on professional support and rehabilitation, EAPs, and 
continuous care. This approach not only supports individual recovery, but also 
reinforces the overall mental health strategy by providing comprehensive 
care at all levels. Integrating tertiary interventions with primary and 
secondary measures helps create a holistic and responsive mental health 
framework, ensuring that all employees receive the support they need. 

 

 

“Integrating tertiary interventions with primary and secondary 
measures helps create a holistic and responsive mental health 

framework, ensuring that all employees receive the support they 
need.” 
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6 STEP 3: Implementing Mental Health Training 
 

 

Now that we've discussed the importance of setting clear goals and 
understanding the various levels of interventions, it's time to delve into the 
practical aspects of implementing these strategies through tailored 
employee training programs well-suited for your workforce. Effective mental 
health training is the backbone of a resilient and supportive workplace. These 
programs must be structured, personalized, and collaborative to address the 
diverse needs of your employees and the unique dynamics of your 
organization. Here’s how to implement structured mental health certification, 
personalized resilience training, and group-based training to build a robust 
mental health framework. 

 

“These programs must be structured, personalized, and 
collaborative to address the diverse needs of your employees and 

the unique dynamics of your organization.” 

 

Key Themes: 
• Structured, personalized, and collaborative training 

programs 
• Tailoring training to address diverse employee needs 

and organizational dynamics 
Key Insights: 
• Certification programs ensure a consistent 

understanding of mental health principles. 
• Personalized resilience training addresses individual 

challenges and goals. 
• Group-based training promotes peer support and 

collective responsibility for mental health. 
• Effective training programs are adaptable, engaging, 

and evidence-based. 
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Structured Mental Health Certification 

Certification programs standardize mental health knowledge and ensure 
ongoing education and recertification. Such programs can be offered 
through professional development courses, online certifications, and in-house 
training sessions. Certification ensures that employees and managers share 
a consistent understanding of mental health principles and best practices. 

These mental health programs can include topics such as recognizing signs 
of mental health challenges, providing initial support, and understanding 
when to refer employees to professional help. Regular recertification and 
ongoing qualification activities keep skills and knowledge current, ensuring 
continuous improvement in mental health support. 

 

Certification programs can be geared to different levels within the 
organization, from basic mental health awareness training for all employees 
to advanced courses for managers and HR professionals. These programs 
can help create a knowledgeable and supportive workforce capable of 
addressing mental health challenges quickly and effectively, before they 
escalate. 

 

 

 

Case Study: Mid-Sized Financial Services Firm A 
financial firm implemented headversity’s proactive 
mental health training, leading to significant 
improvements in employee engagement and overall 
morale. By focusing on reducing stigma and 
increasing the utilization of their EFAP, the firm saw a 
93% lift in EFAP use and a 50% reduction in 
absenteeism. This demonstrates the effectiveness of 
structured mental health certification programs in 
enhancing workplace wellbeing. 
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Personalized Resilience Training 

Tailored programs meet individual needs and provide strategies for personal 
development and coping. These can include one-on-one coaching, 
personalized resilience plans, and self-guided learning modules. Personalized 
training ensures that each employee receives the support and skills they 
need to manage stress and build resilience. 

Personalized resilience training might involve assessments to identify 
individual strengths and areas for improvement, used to inform customized 
action plans. This tailored approach can significantly enhance the 
effectiveness of resilience training by addressing specific personal challenges 
and goals. 

 

For example, one-on-one coaching sessions with mental health professionals 
can help employees develop personalized coping strategies and resilience-
building techniques. Self-guided learning modules, available through online 
platforms, can provide employees with flexible and accessible resources to 
improve their mental health at their own pace. 

 

Group-Based Training 

Collaborative training sessions build team resilience and offer the benefits of 
peer support and social learning. Group activities can include engaging 
workshops, team-building exercises, and facilitated discussion groups. These 
sessions promote a sense of community and collective responsibility for 
mental health. 

Case Study: Critical Infrastructure Provider A critical infrastructure 
provider launched data-driven campaigns and used psychometric 
data to track mental health trends, which significantly improved 
stress management skills and overall employee wellbeing. This 
highlights the impact of personalized resilience training in addressing 
specific personal challenges and goals. 
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Group-based training can also improve communication and teamwork, as 
participants learn to support one another and address mental health issues 
collectively. This approach builds a supportive work environment where 
employees feel connected and empowered to take care of their mental 
wellbeing. 

Workshops on stress management, communication skills, and conflict 
resolution can provide employees practical tools to handle everyday 
challenges. Team-building exercises, such as group mindfulness sessions 
and collaborative problem-solving activities, can strengthen bonds and 
promote a culture of mutual support. 
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7 STEP 4: Engaging Employees and Promoting 
Participation 

 

 

Having laid the groundwork with a solid understanding of mental health 
concepts, set clear goals, and implemented comprehensive training 
programs, the next crucial step is engaging employees and encouraging their 
active participation in these initiatives. For a mental health strategy to be truly 
effective, it must resonate with the employees it aims to support. This involves 
not only providing the right resources and training, but also fostering a culture 
where mental health is openly discussed and valued. In this section, we will 
explore strategies for communicating your mental health programs, 
motivating employees to get involved, and creating an environment that 
promotes ongoing engagement and support. 

 

 

 

Key Themes: 
• Strategies for effective communication and 

engagement 
• Fostering a culture that values and openly discusses 

mental health 
• Key Insights: 
• Utilizing multiple communication channels effectively 

promotes mental health programs. 
• Incentives and rewards boost employee participation. 
• Feedback mechanisms ensure programs meet 

employee needs and preferences. 
• Creating mental health champions enhances 

engagement and peer support. 
 
 



 
 

Page  35  

“Having laid the groundwork with a solid understanding of mental 
health concepts, set clear goals, and implemented 

comprehensive training programs, the next crucial step is 
engaging employees and encouraging their active participation 

in these initiatives.” 

 

The implicit goals of any HR professional are: 

1. Do no harm. By this, I mean don’t make things worse; only 
implement a program that is evidence-based. When executing a 
program, ensure it is the industry gold standard and used by not 
thousands, but millions of learners. 

2. Create a zero eye-roll zone. HR professionals all fear the eye roll of, 
“Here we go, yet another HR program.” So, beyond evidence-based, 
you must implement something easy, engaging, and sometimes 
even fun. Make sure the programs you implement are ones that you 
personally enjoy. 

 

Communication Strategies  

Your internal communication channels are an effective way to promote 
mental health programs within the organization. This includes emails, 
newsletters, intranet posts, and team meetings. Clear and consistent 
messaging is key to encouraging participation and reducing stigma. Take 
stock of every communication channel available to you and plan how to use 
them all for the launch and ongoing communications. Remember, creating a 
positive mental health environment makes your organization look good. The 
louder you are, the more positive momentum you can create for your 
program. 
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Communication strategies should highlight the benefits of mental health 
programs, share success stories, and provide information on available 
resources. Open and transparent communication can help normalize 
conversations about mental health and make employees feel more 
comfortable seeking support. 

It's important to use various communication methods to reach all employees, 
including digital platforms, printed materials, and face-to-face meetings. 
Regular updates on mental health initiatives, progress reports, and reminders 
about available resources can help keep mental health at the forefront of 
organizational priorities. 

 

Encouraging Employee Involvement  

Incentives and rewards can motivate employees to participate in mental 
health initiatives. Examples include recognition programs, wellness 
challenges, and mental health days. When we establish mental health 
champions within our organizations, we improve engagement and provide 
peer support. 

It’s best to further encourage employee involvement by using feedback 
mechanisms, such as suggestion boxes or regular surveys, to ensure that 
programs meet their needs and preferences. Empowering employees to take 
an active role in shaping mental health initiatives fosters a sense of 
ownership and commitment to the overall strategy. 
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Recognizing and rewarding employees actively participating in mental health 
programs can boost morale and encourage others to get involved. Deloitte 
(2013) has found that organizations with recognition programs have 14% 
higher employee engagement, performance, and productivity compared to 
those without recognition. Mental health champions can serve as role models 
and advocates, helping to promote a culture of openness and support 
throughout the organization. 

The most successful mental health initiatives I have seen take root in an 
organization start by aligning the program to the charitable giving campaign 
that the organization already supports. Something like: “For every employee 
who completes resilience training, we donate $2 to our charity of choice!” 
Who can argue with that? 

 

Case Study: Critical Infrastructure Provider A 
critical infrastructure provider faced challenges in 
rolling out mental health programs due to stigma and 
barriers among their dispersed and hourly employee 
base. Seeking a solution that could address these 
unique challenges, they implemented headversity’s 
mental health platform. The results were significant. 
They achieved 35% user engagement with headversity 
SOLO, indicating a high level of employee interest and 
participation. Over 300 hours of trackable training 
time were recorded, with employees engaging in the 
training organically in the flow of their work and life. 
The initiative also gained full executive leadership 
support and was successfully integrated into their 
safety program. Additionally, there was an 11% 
improvement in confidence when facing challenges, 
goals, and stressful situations, demonstrating the 
effectiveness of the program in enhancing employee 
wellbeing and resilience. 
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8 STEP 5: Measuring Impact and Continuous 
Practice 

 

 
With a comprehensive mental health strategy in place and employees 
actively engaged, it's essential to measure your initiatives’ success and 
commit to continuous improvement. Understanding the impact of your 
mental health programs allows you to refine and enhance them, ensuring 
they meet the evolving needs of your workforce. This section will guide you 
through evaluating the effectiveness of your strategy, using key performance 
indicators, and implementing ongoing review processes. By regularly 
assessing and adjusting your approach, you can maintain a dynamic and 
responsive mental health framework that fosters a resilient and supportive 
workplace. 

 

 

 

 

Key Themes: 
• Evaluating the effectiveness of mental health initiatives 
• Utilizing real-time impact analytics for continuous 

improvement 
Key Insights: 
• Establishing key performance indicators (KPIs) helps 

measure success. 
• Regular reviews and qualitative feedback provide 

deeper insights. 
• Real-time data and continuous psychometrics enable 

adaptive and responsive strategies. 
• Commitment to ongoing evaluation and practice 

ensures long-term relevance and success. 
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Evaluating Your Strategy’s Effectiveness 

Establishing key performance indicators (KPIs) and collecting feedback helps 
measure the success of mental health initiatives. KPIs might include 
employee satisfaction scores, participation rates in mental health programs, 
and changes in absenteeism. Regularly reviewing these metrics helps identify 
areas for improvement and ensures that the mental health strategy remains 
effective and relevant. And be sure to gather qualitative feedback through 
focus groups or individual interviews, as this can also provide deeper insights 
into the impact of mental health initiatives. 

Following the SMART goal framework in step two enables realistic, measurable 
goals and progress tracking over time. Regularly assessing the effectiveness 
of interventions and making necessary adjustments based on feedback and 
data will help ensure continuous improvement and long-term success. 

 

Ongoing Review of Real-Time Impact Analytics  

Continuous psychometrics and real-time impact analytics allow for regular 
adjustments and improvements to the mental health strategy. These tools 
can provide insights into employee wellbeing and the effectiveness of 
interventions, helping organizations stay responsive and adaptive. 

Using technology to track real-time data on employee engagement and 
mental health can provide a dynamic view of the workplace’s mental health 
climate. This approach enables organizations to make data-driven decisions 
and continuously refine their mental health strategies to meet evolving needs. 

For example, digital platforms and mobile apps can collect real-time data on 
employee stress levels, mood, and overall wellbeing. Analyzing this data will 
identify trends and areas of concern, allowing organizations to intervene early 
and provide targeted support. 
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By integrating these ongoing evaluation and continuous practice methods, 
your organization can ensure that its mental health strategy remains 
effective, relevant, and responsive to the needs of your employees. This 
commitment to continuous improvement will help build a resilient and 
supportive workplace where mental health is prioritized and nurtured. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Case Study: Critical Infrastructure Provider A critical 
infrastructure provider utilized psychometric data to track 
mental health trends, which significantly improved stress 
management skills and overall employee wellbeing. By 
implementing data-driven campaigns, they were able to 
correlate safety incidents with mental health trends and 
intervene proactively. This approach showcases the 
importance of real-time impact analytics in maintaining 
an adaptive and responsive mental health strategy. 
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9 Case Studies and Success Stories 

 

 

 

Real-World Examples 

To illustrate the real-world impact of a well-implemented mental health 
strategy, we present several case studies from diverse industries. These 
examples highlight how different organizations have successfully 
implemented a tailored mental health strategy for their workforce to 
effectively overcome challenges and achieve positive outcomes. 

 

Key Themes: 
• Real-world examples of successful mental health initiatives 
• The practical application and impact of mental health 

strategies in various organizational contexts 
Key Insights: 
• Recognizing the Importance of Data: Using data-driven 

approaches and psychometric tracking can significantly 
enhance the effectiveness of mental health programs. 

• Leadership Involvement: The success of mental health 
initiatives often depends on strong leadership involvement. 

• Psychological Safety: Creating a culture of psychological 
safety is crucial for improving engagement and reducing 
mental health-related incidents. 

• Continuous Support: Ongoing support and structured 
training programs are key to improving employee resilience 
and reducing turnover. 

• Integrated Wellness Strategies: Integrating mental health 
initiatives into the broader wellness strategy can lead to 
increased employee engagement and reduced burnout. 

• ROI and Organizational Alignment: Aligning mental health 
programs with organizational goals not only enhances 
performance but also shows a strong return on investment. 
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Case Study: Mid-Sized Retail Chain  

Background: During the COVID-19 pandemic, this organization played an 
essential role as a service provider, facing unprecedented challenges that 
impacted company morale and mental health, leading to high turnover. 
Seeking to improve employee morale and corporate culture, the company 
focused on mental health and psychological safety in the workplace. 

Solution: This mid-sized retail organization partnered with headversity, 
selecting them for their proven ability to engage hard-to-reach 
populations and provide comprehensive training on all 13 psychological 
safety factors. 

Results: 

• Training Implementation: Delivered training on all 13 factors of 
psychological safety across 80+ locations in just six months. 

• Employee Feedback: 80% of learners agreed that psych safety 
training helped them think of ways to create psychological safety in 
the workplace, and 89% were motivated to act positively after team 
training. 

• Increased EAP Use: Increased EFAP/EAP use for the first time in five 
years was attributed to headversity’s intervention. 

• Completion Rates: 60% of teams completed 10 or more TEAM 
trainings. 
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Case Study: Global Petroleum Company 

Background: This organization sought out proactive mental health 
support for its employees to address pervasive mental health stigma and 
increasing safety-related incidents caused by stress and distraction. 

Solution: The company chose headversity for its sustainability, useful 
health data, and the ability to configure the platform to suit the company’s 
unique branding standards. 

Results: 

• People Scores: Experienced a 9% improvement in year-on-year 
People Scores (employee engagement). 

• Consistent Learners: Achieved twice as many consistent learners 
(employees who regularly access learning each month) compared 
to the industry average. 

• Global Recognition: Reached top quartile employee engagement 
and internal impact measure and company champions received a 
Global EVP Award for their part in achieving these results.  

• Engagement Initiatives: Developed “Wellness Wednesdays,” “Feel 
Good Fridays,” and mental health minutes using headversity micro-
training for weekly safety meetings. 
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Case Study: Critical Infrastructure Provider 

Background: This company faced challenges with mental health program 
implementation due to stigma and barriers among their dispersed, hourly 
workforce. They sought a solution provider with a track record of engaging 
difficult-to-reach populations. 

Solution: The organization implemented headversity’s platform across 
their U.S. and Canada operations, focusing on proactive training for 
frontline employees. 

Results: 

• Engagement: Achieved 35% unique user engagement with 
headversity SOLO. 

• Training Time: Over 300 hours of trackable training time, engaged 
by employees organically. 

• Leadership Support: Gained full executive leadership support and 
integration into their safety program. 

• Improved Confidence: Employees experienced an 11% improvement 
in confidence when facing challenges, goals, and stressful situations. 
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Case Study: Mid-Sized Financial Services Firm  

Background: As a top employer prioritizing mental health, this 
organization struggled with low utilization of existing mental health 
solutions. They sought a proactive training partner that approached 
mental health positively and helped build workforce resilience. 

Solution: The company implemented headversity’s mental health platform 
to provide comprehensive training and support. 

Results: 

• Absenteeism Reduction: Achieved a 50% reduction in absenteeism. 

• Mood Scores Improvement: Gained an 11% increase in mood scores, 
as measured by their Cultural Health Index (CHI). 

• EFAP Utilization Increase: Saw a 93% increase in EFAP/EAP utilization, 
indicating a significant reduction in mental health stigma. 

• Voluntary Upskilling: 31% of the workforce voluntarily trained skills 
with headversity SOLO. 

 

These case studies demonstrate the transformative 
power a well-structured, bespoke mental health 
strategy can have for any organization in any 
industry. Each organization's journey above 
highlights unique challenges and innovative 
solutions, which I believe provides valuable insights 
into how effective a tailored mental health program 

will be for each workplace. As we move forward, I would like to distill these 
experiences into actionable lessons that can help guide your organization's 
approach to mental health and resilience. 
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“These case studies demonstrate the transformative power a 
well-structured, bespoke mental health strategy can have for any 

organization in any industry.” 

 

Lessons Learned 

Drawing from the successes and challenges faced by these organizations, 
several key lessons emerge that can inform your approach to developing and 
implementing a mental health strategy: 

1. Leadership Commitment is Crucial: Successful mental health initiatives 
often begin with strong support from leadership. Executive backing not 
only legitimizes the importance of mental health but also ensures the 
necessary resources and attention are allocated to these programs. For 
example, executive leadership support significantly contributed to the 
global petroleum company’s success in improving People Scores and 
receiving global recognition. 

2. Tailor Programs to Meet Specific Needs: Each organization has unique 
needs and challenges. Customizing mental health programs to address 
these specific requirements enhances their effectiveness. The mid-sized 
retail chain tailored its approach by focusing on all 13 factors of 
psychological safety, resulting in increased EAP usage and improved 
employee engagement. 

3. Promote a Stigma-Free Environment: Reducing mental health stigma is 
essential for encouraging employee participation in mental health 
programs. The mid-sized financial services firm’s proactive approach 
led to a significant increase in EFAP use and a reduction in absenteeism, 
demonstrating the impact of creating a supportive, stigma-free 
environment. 

4. Utilize Data-Driven Insights: Leveraging data to track mental health 
trends and measure program effectiveness is critical. The critical 
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infrastructure provider’s use of psychometric data to inform their mental 
health strategy resulted in improved stress management and overall 
employee wellbeing. Continuous review and adaptation based on real-
time data can help maintain the relevance and effectiveness of mental 
health initiatives. 

5. Engage Employees Through Varied Communication Channels: 
Effective communication strategies through multiple channels can 
significantly boost employee engagement. The critical infrastructure 
provider achieved high engagement rates by communicating its mental 
health initiatives through various platforms, ensuring that the message 
reached all employees. 

6. Foster a Culture of Continuous Improvement: Mental health and 
resilience training should be an ongoing effort, not a one-time initiative. 
Regularly updating and refining programs based on feedback and data 
helps maintain a dynamic and responsive mental health strategy. This 
continuous improvement approach was evident in the financial services 
firm’s success in maintaining high levels of employee engagement and 
wellbeing. 

By applying these lessons to your organization's mental health strategy, you 
can also create a resilient, supportive, and mentally healthy workplace that 
fosters both individual and organizational success. 
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10 Resources and Tools 
 

 

As HR and workplace leaders, having practical resources at your fingertips 
can significantly enhance the implementation and sustainability of your 
mental health strategies. 

 

Additional Reading and References 

Stay informed about the latest research and best practices in workplace 
mental health. Here are some recommended readings to further your 
understanding: 

• The Mindful Leader by Michael Carroll 

• Resilience at Work by Kathryn McEwen 

• The Stress Solution by Dr. Rangan Chatterjee 

Key Themes: 
• Essential resources and tools for developing and maintaining 

a comprehensive mental health strategy 
• Practical applications and benefits of various tools in real-

world organizational settings 
Key Insights: 
• Tools like the Psychological Safety Index (PSI) and the 

National Standard for Psychological Health and Safety 
measure and improve the mental health climate. 

• Structured programs, including certification and personalized 
resilience training, equip employees with essential skills. 

• Technology enables ongoing monitoring and improvement of 
mental health initiatives, including confidential counseling 
and support services. 

• Feedback mechanisms like suggestion boxes, surveys, and 
focus groups gather employee input to refine strategies. 

• Recognition programs and wellness challenges encourage 
participation in mental health initiatives. 
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Support and Contact Information 

Get expert guidance and support to successfully implement a mental health 
strategy. Here’s how you can access the help you need: 

• Professional Consultants: Connect with mental health professionals 
who can offer tailored advice and support. 

• Training Organizations: Partner with organizations that provide mental 
health training and resources. 

• Online Resources: Utilize online platforms and tools for ongoing 
education and support. 

• Industry Networks and Forums: Participate in networks and forums to 
share experiences and learn from peers. 

 

Ready to elevate workplace wellbeing? Connect with our team to explore how 
we can help you implement these strategies and create a thriving, resilient 
organization. 

Easily Email a Meeting Request now:  

1. Click HERE. 
2. Your email client will open with the subject and body pre-filled. 
3. Review the email and make any adjustments needed. 
4. Click "Send" to send the email. 

 

 

 

 

 

mailto:sales@headversity.com?subject=Implementing%20Workforce%20Mental%20Health%20Strategy&body=Hi%2C%0A%0AI%27d%20like%20to%20discuss%20how%20to%20implement%20the%20right%20mental%20health%20strategy%20for%20my%20organization.%20%0A%0ACould%20we%20please%20schedule%20a%20meeting%20to%20discuss%20this%20week%3F%20%0A%0AThank%20you
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11  Conclusion 
 

Throughout this guide, we've explored the critical components of a 
comprehensive workplace mental health strategy. We began by 
understanding the importance of mental health and its impact on 
organizational culture and performance. We delved into primary 
interventions, emphasizing foundational learning, personalized plans, and 
continuous support. Secondary interventions built on this foundation by 
focusing on social-emotional reinforcement, contextualized group support, 
and dynamic and adaptive systems. Finally, we addressed tertiary 
interventions, highlighting the transition from general workplace 
programming to professional medical support. 

As a psychiatrist and CEO, I’ve seen the profound impact that a well-
structured mental health strategy can have on an organization. It’s not just 
about preventing burnout or reducing absenteeism; it’s about creating a 
workplace where people feel valued, supported, and empowered to thrive. We 
want to create workplaces that 
drive people to get out of bed on 
Monday morning. Identifying and 
implementing the right approach 
for mental health in your 
organization is akin to the tailored 
care I provide to each patient. Just 
as each person requires a unique 
plan, so too does each workforce. 
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“Identifying and implementing the right approach for mental 
health in your organization is akin to the tailored care I provide to 
each patient. Just as each person requires a unique plan, so too 

does each workforce.” 

 

This eBook provides a roadmap for developing 
and implementing an effective mental health 
strategy tailored to your organization. We’ve 
covered foundational concepts, goal setting, and 
the implementation of structured mental health 
certification, personalized resilience training, and 
group-based training. We’ve also emphasized the 
importance of engaging employees, measuring 

success, and committing to continuous improvement. 

Drawing on the experiences from our case studies, we have seen tangible 
results that underscore the value of these strategies. For instance, 89% of the 
mid-sized retail chain’s employees were motivated to act positively post-
training, the mid-sized financial services firm saw a 50% reduction in 
absenteeism, and a critical infrastructure provider recorded a 35% unique 
engagement with their mental health platform. These examples highlight the 
real-world impact of prioritizing mental health in the workplace. 

As you move forward, remember that 
creating a mentally healthy workplace 
requires commitment, collaboration, and 
ongoing effort. It’s an evolving process 
that should adapt to the needs of your 
employees and the dynamics of your 
organization. By prioritizing mental 
health, you are investing in the wellbeing 
and success of your entire team. 
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Take action today by conducting a psychological safety survey, setting clear 
goals, and implementing targeted interventions. Engage your employees, 
measure your progress, continuously refine and reinforce your strategy. 
Together, we can create a workplace where mental health is a priority, and 
everyone is empowered to take control of their own mental health. 

 

Ready to elevate workplace wellbeing? Connect with our team to explore how 
we can help you implement these strategies and create a thriving, resilient 
organization. 

Easily Email a Meeting Request now:  

1. Click HERE. 
2. Your email client will open with the subject and body pre-filled. 
3. Review the email and make any adjustments needed. 
4. Click "Send" to send the email. 

 

 

 

 

 

 

 

 

 

 

 

 

mailto:sales@headversity.com?subject=Implementing%20Workforce%20Mental%20Health%20Strategy&body=Hi%2C%0A%0AI%27d%20like%20to%20discuss%20how%20to%20implement%20the%20right%20mental%20health%20strategy%20for%20my%20organization.%20%0A%0ACould%20we%20please%20schedule%20a%20meeting%20to%20discuss%20this%20week%3F%20%0A%0AThank%20you
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