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EXECUTIVE SUMMARY
This report summarises the development of the awareness and destigmatization campaign and
the psychosocial assessment and recommendations materials, for use on the EMPOWER digital
platform website.
Initially, the team discussed developing new material to form the anti-stigma campaign website
for EMPOWER, and considered the involvement of an external company to assist with the
development of material. However, after an extensive look at existing campaigns, the teams
identified several campaigns that were very well produced and contained the required antistigma and mental health awareness information. Spain, Finland and Poland teams all reviewed
the existing campaigns available in their countries and reported this to the wider WP1 team. As
there weren’t sufficiently informative or appropriate campaigns available in each country, it was
agreed that the most comprehensive campaign material, which was identified during the initial
anti-stigma scope, would be used.
The material selected has been shown to be effective at reducing stigma in the workplace. The
psychosocial assessment and recommendations were developed to give individualized
recommendations for factors that lead to psychological ill-health in the workplace. The tool and
recommendations are designed to match the unique needs of a particular workplace. This
allows for increased awareness that is targeted and adapted to the needs of the employees at
that particular company. This individualised approach complements and builds on the
awareness and destigmatisation material.
In development of the psychosocial assessment and recommendations we were guided by
three basic assumptions: (1) the screening tool should be universal, i.e., it can be used in any
workplace; (2) it should be short so as not to burden employees, (3) screening results should be
easily translated into recommendations enabling changes to be introduced at the individual and
organizational level.
The selection of the awareness and de-stigmatisation material was completed and delivered by
June 2020. The development, piloting, and finalisation of the psychosocial assessment and
recommendations was completed by December 2020.

The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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1 INTRODUCTION
The awareness and destigmation campaign covers two of three modules, which together with
the app intervention form the EMPOWER eHealth intervention (cf. Deliverable 1.3).
The campaign consists of 1) anti-stigma material and 2) psycho-social stressors at work,
comprising of psycho-educational material and recommendations linked to the outcomes of the
psychosocial risk assessment. The anti-stigma material and psycho-educational material will be
presented at a public website. The recommendations will be revealed only to participants in the
RCT.
In the next sections, a short description of the material is presented; for the final material we
refer to the appendices.

2 ANTI-STIGMA MATERIAL
Initially, various options were available for the anti-stigma material – to develop a new
campaign, to use existing materials in the three countries or to use a country-specific campaign
and adapt for the three countries. The EMPOWER team agreed on the use of a previously
created anti-stigma material, with additional adaptations required for each of the EMPOWER
RCT countries for specific information on mental health facts and figures (cf. Appendix 1).
The anti-stigma campaign includes the following sections which provide information, examples
and advice:
●
●
●
●
●
●
●
●
●

What is a healthy workplace?
What is good mental health?
Why mental health matters.
Workplace bullying.
Types of mental health conditions.
Workplace stress, “are they ok?”
Starting a conversation.
Helping a workmate.
Legal rights and responsibilities.

An example is shown below; please note, that the material presented here in English is
confidential due to copyright issues. An agreement has been reached with the developers to
use this material only for translation into Polish, Finnish and Spanish.
ARE YOUR WORKMATES OK?
You may spend a lot of time with your workmates. This puts you in a good position to notice changes
in someone's behaviour or mood, which may indicate that they are not coping. Have you noticed signs
that a workmate is behaving differently? Maybe missing deadlines or getting frustrated with tasks or
people.
If you are concerned that someone you work with doesn’t quite seem themselves, starting a
conversation and checking they’re OK can make a real difference. Having a colleague show concern
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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can often be a turning point, encouraging them to seek support. Remember, it’s not your role to
diagnose depression, anxiety or a related condition, or to provide counselling.
Know the signs
If you’re concerned about someone at work, learning about the signs and symptoms of anxiety and
depression may help you understand what is going on for them, and give you more confidence to ask if
they are ok. It’s important not to make assumptions or attempt to provide a diagnosis or counselling –
but if you are genuinely concerned about someone you can encourage them to seek support and let
them know you’re there to help.
Start a conversation
Try having a conversation about what’s troubling a colleague by asking questions and listening. Offer
care and support and reassure them that you want to support and treat them fairly while respecting
their privacy.
Drugs and alcohol
Some people with depression and/or anxiety can also develop problems with drugs and alcohol. Your
organisation is likely to have policies in place to deal with misuse of alcohol or recreational drugs, but
you could try approaching them about it first. Tell them you have noticed a problem and offer your
support but let them know substance use at work is not accepted and that they need to seek
treatment if they can’t stop.
Suicide prevention
If you’re concerned about someone and their possible suicidal thoughts or intentions, it is important to
give support and assist them in getting help. Ask them directly how they’re feeling and about their
thoughts. Always follow your gut feeling and seek guidance if you are unsure about someone’s
personal safety.

For a complete overview of the anti-stigma material, we’d like to refer to Appendix 1.

3 PSYCHOSOCIAL RISK STRESSORS AT WORK
In addition to the anti-stigma material, the NIOM team have created several psychoeducational
documents that will also be presented at the anti-stigma website. These sections have been
reviewed, edited and approved by the wider WP1 partners. The sections are short pieces of text
containing workplace specific scenarios that may be experienced and offer advice on what to do
if these scenarios are experienced.
Education materials prepared by NIOM relate to such issues as:
•
Presenteeism
•
Work-life balance
•
Time of work including shift work
•
Career development
•
Social support
•
Role ambiguity
•
Job-burnout
•
Remote work
•
Traumatic stress
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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3.1 PSYCHOSOCIAL RISK ASSESSMENT
To raise awareness for factors which lead to mental ill-health at work, we developed a module
devoted to screening basic psychosocial working conditions which were thought to be
potentially stressful for employees in the workplace. This proposal was conceptually grounded
in the typology of workplace stressors developed by Cox and The European Framework for
Psychosocial Risks Management PRIMA-EF1 and supported by a large body of research which
showed direct relationships between workplace stress and burnout, depression, anxiety,
adjustment disorders, somatisation, chronic fatigue, psychotropic drugs consumption and many
others conditions.2,3
The resulting module the NIOM team developed is a brief version of the Psychosocial Risks Scale
(see appendix 2). This consists of a Psychosocial Stressors at Work Scale (PSWS), individual
recommendations for employees and employers based on the screening results, and supporting
educational materials for the website.
The original diagnostic tool consisted of 58 items measuring stress level related to the presence
of 58 potentially stressful work characteristics. In a new version this number was reduced to 16
items. The Psychosocial Risks Scale was preliminary tested in a pilot study conducted among 80
employees representing various branches of economy. The intelligibility of each item was
checked by asking participants of the pilot study about its meaning. The qualitative analysis of
those answers proved that respondents' understanding of the questionnaire items was correct
and in line with theoretical assumptions. The Cronbach alpha coefficient of the pilot equals
0.81.
Following a discussion during an EMPOWER TCC (24/03/March 2020), it was agreed that a
question should be added to the psychosocial risk factor questionnaire to ask employees about
their working environment (including problems with noise, light, temperature). The
questionnaire was adapted by NIOM in response. A copy of the PSWS can be found in the
Appendix 2. Further analyses will be made after the validation study of the Empower app that
will be performed during WP2WP3, which will also include participants from Spain and Finland.

3.2 PSYCHOSOCIAL RISK MANAGEMENT
The results of the Psychosocial Risks Scale constitute the background for the recommendations
addressed both to employees and employers, and the description of psychosocial risks at work,
in the eHealth platform.
Considering that there are two common sources of stress at work: (1) person-related and (2)
organization/work related, we developed the set of recommendations which addressed those
two sources of stress. The recommendations are organized around two general questions: (1)
what can be done by an employer to reduce or eliminate stressors at work? and (2) what kind of
1

Leka, S., Cox, T., & Zwetsloot, G. I. J. M. (2008). The European framework for psychosocial risk management (PRIMAEF). The European Framework for Psychosocial Risk Management: PRIMA-EF, Leka S and Cox T (Eds.), 1-16.
2
Godin, I., Kittel, F., Coppieters, Y. et al.(2005). A prospective study of cumulative job stress in relation to mental
health. BMC Public Health 5, 67 https://doi.org/10.1186/1471-2458-5-67
3
LaMontagne D., Keegel T., Louie A.M., & Ostry A. (2010). Job stress as a preventable upstream determinant of
common mental disorders: A review for practitioners and policy-makers, Advances in Mental Health, 9:1, 17-35, DOI:
10.5172/jamh.9.1.17
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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actions can be taken by an employee to improve his/her functioning at work and, in
consequence, reduce his/her stress burden.
Therefore, the following flow for the psychosocial risk management has been created:
1. Participants will complete the Mini-Psychosocial Risks Scale (16 items) using the app.
2. Based on their overall score (sum of all answers) a summary will be generated indicating
stress levels.
3. Additionally, detailed recommendations will be provided for an employee if the answer
to any item of the questionnaire exceeds a threshold point (see below). The
employee will receive from the EMPOWER system with tailored recommendations
(based on their scores on the Mini-Psychosocial Risk Scale).
4. The employer will receive general information about occupational stress in their
company based upon clustered and anonymous scores of their employees. The
system will not provide this information if the number of employees is less than 10.
Employers will receive recommendations based on the results describing the
actions that can be taken to improve work conditions in the company.
5. This information will also be available for employees to ensure a transparent flow of
information.
6. All the recommendations will be supported by additional educational materials
presented at the Empower anti stigma webpage (see Appendix 4). The
recommendations given are based on good practices and the state of the art in the
field of psychosocial risks preventions and stress management.
An algorithm was developed to match the results of PSWS with recommendations for particular
employees. The recommendations are based on the threshold point -equal/greater 2 points,
which means that if an employee states that his/her level of stress is equal or higher than 2
points on the answer scale, he/she will receive recommendations related to a particular
problem at work. The general score of PSWS will also be calculated and matched with the more
general feedback for an employee as it is presented at the figure below.

The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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Figure 1 - Algorithm for the recommendations based on single item score obtained by an employee.

≤

≥

Figure 2 - Algorithm for the feedback based on the total score of PSWS.
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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Employers, via the backend environment of the eHealth platform (only accessible for contact
person of the SME/public agency such as HR representative, director or high-level managers)
will receive general information about occupational stress in their company (the five most
common stressors). This information will also be available for employees to ensure a
transparent flow of information. Employers will receive recommendations based on the results
of their own employees. Each recommendation describes the actions that can be taken to
improve working conditions in the company. The system will not provide detailed information
on sources of stress if the number of employees is less than 10 to protect the anonymity of
workers. In such cases, employers will receive a more general summary on what can be done to
reduce the level of stress burden at work.
In total, 32 sets of recommendations were prepared. Each set contains different suggestions
for action which can be undertaken either by employers or employees.
Examples of recommendations are given below in Table 1.
Table 1 - Examples of recommendations and suggestions for items 1 and 6 of the PSWS
High score in Psychosocial Risks Scale
Items

Recommendations for employees

Recommendations for employers

Item 1 “Tasks are too difficult”

Investigate what exactly is the source
of your difficulties: Performance?
Procedures? Ongoing permanent
changes?

e.g. Tasks are too complicated, a lack
of ready-made solutions; employees
must create solutions themselves and
rarely receive feedback; the tasks are
difficult to understand / vague; the
tasks are poorly explained; tasks
exceed
employees’
skills
and
competencies.

If you do not know how to perform
your tasks, ask more experienced
colleagues
for
instructions,
suggestions or advice. A good
strategy is to show your involvement telling others about your ideas and
asking for their opinion at the same
time. If you get a new kind of the
task you have never done before,
report your difficulties to a
supervisor. If you do not report the
difficulties that you are experiencing,
you may not receive the help you
need - nobody is a mind reader.

Recommendations for the employer:
• When
you
are
recruiting, consider introducing
selection procedures which allow
you to recruit employees
predisposed to work creatively
and independently;
• Support employees’ agency
and professional development by
following ways/means:
a. By
developing
individual
career paths;
b. By
providing
periodic training in
order
to
improve
professional competen
ces;
c. By
promoting
teamwork
and mentoring;
d. By introducing a
more
participative
approach
to
the
organization of work
and
division
of
work tasks;

If procedures are the problem- make
a checklist for the steps which should
be taken to do your tasks correctly
and verify it with a more experienced
colleague. Keep your checklist
accessible for yourself. Try to get a
good explanation about the task from
your supervisor by asking specific
questions about the tasks that you are
finding difficult. The more detailed
your questions are, the better the
explanation will be. Specific questions
are also show you involvement and
enthusiasm- they show that you really
have tried to investigate the problem
yourself. You may also ask for training
or mentoring in order to enhance
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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High score in Psychosocial Risks Scale
Items

Recommendations for employees

•

your skills.

Item 6 “Lack of control over work”

Recommendations for employers

Sometimes we find it difficult to
adjust to permanent changes
introduced at work. Old habits can be
strong and hinder adapting to new
procedures. This can be frustrating.
Be kind for yourself, admit that you
have limited control over such
circumstances, and give yourself time
to reach the peak of your
performance. You can initiate selfsupport meetings- where employees
can discuss problems, find new ways
of solving them and report difficulties
collectively to supervisors. You could
also apply for training, to broaden
your skills and knowledge.
There are people who love to plan
and organise their working day
themselves, and others who feel
comfortable following a routine
suggested by others. If you belong to
the first group, you may feel
frustrated by limitations of control.
Consider if your lack of influence on
your work is imposed by technology,
production demands or demands of
work (e.g. you have no control over
client flow during the day, then there
is no possibility to adjust the work to
your preferences which results in
poor person-job fit). You need to think
about your ability to adapt. If the
mental costs of this adaptation
exceed gains, the change of job or a
different work post may be the only
solution. If your lack of influence on
own work is imposed by poor work
organization, you may propose some
useful changes to your co-workers
and supervisors. Giving the feedback
about organizational obstacles and
open discussion on solutions which
make the job more controllable is
essential.

When delegating tasks,
ensure precise communication.
Make sure that the instructions
given to the employee are
understandable to him/her
• Allocate responsibilities by
adjusting the difficulty level to
the employee’s abilities
Create databases of knowledge
(e.g. in the form of online/offline
documents (manuals, guidelines,
tutorials), which are easy to
access and stored in one place)

e.g. No opportunity to help plan the
work; all activities at work are highly
defined or imposed by external
circumstances with no space for
employees’ involvement.
Recommendations for the employer:
● enable employees to influence
the organization of work or
formulate
company
recommendations.
Introduce
participatory
management
model (the system where
employees share significant
degree of decision-making power
with their superiors);
● broaden the variety of tasks in
terms of control;
● introduce opportunities for
creativity at work by engaging
employees in the process of
work enrichment (bigger role of
an employee in planning and
evaluation
of
own
work
performance) and introducing
new organizational solutions.

Table 2 is an example of recommendations provided for the employee and an employer.
Table 2 - Comparison of the sample recommendations for an employee (left) and an employer (right).
Recommendation for employees who declared stress due
to the lack of social support from co-workers and managers

Recommendations for employers whose employees suffer
from high stress due to the lack of social support from coworkers and managers

The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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Lack of social support at work is a profound factor affecting
our wellbeing, thus, it is important to be active in
developing a supportive social network.

e.g. Lack of help in solving problems and completing tasks;
lack of emotional support and understanding for personal
problems; lack of help in resolving conflicts.

1. Analyse your strengths and weaknesses. If you
find something that could be improved use the
training opportunities available to you, to increase
your competences. Consider how to use your
strengths in teamwork;

Recommendations for the employer:
Please consider: (1) introduction of mentoring for new
employees which can help to socialize them with
colleagues, the work environment, demands and
procedures; 2) Improve the skills of managers by providing
training on how to give constructive and supportive
feedback to employees (3) promotion of team work and
collective efforts to achieve organizational goals; (4)
promotion of collective events which allow for
development of social bonds between employees in your
organization.; (5) support employees by showing an
understanding of work and private life and serve as a good
example of being open to people’s problems at work; (6)
provide training and courses which aim to improve
professional competences of employees; (7) create teams
of experienced and new employees, thus giving them the
opportunity to acquire necessary skills and experience; (8)
facilitate work-life balance.

2. Find one person at work with whom you feel
comfortable sharing your doubts and feelings;
3. If you have problems with asking for help - take a
small step exercise and start to ask people who seem
trustworthy for small things like an opinion on a
particular topic, explanation of some procedure etc.,
4. Be supportive for others if they need it- a good
example usually starts with the reciprocity rule.
5. Do not hesitate to use coaching services in your
organization (if available).

All recommendations were consulted with experts (occupational health professionals,
researchers, representatives of employees and employers) in Poland, Spain and Finland. They
were also edited by the WP1 members and then approved.
Additionally, employers will be provided with a diagram on how to implement the EMPOWER
intervention and the different steps that follow afterwards (a participative stepwise approach).
They will be also provided with references to country-specific institutions or consultants that
could help the companies with this.
All materials that were developed by the WP1 team as described above were provided to the
WP2 team for programming in the digital intervention.
All recommendations can be found in Appendix 3.

4 TRANSLATION AND CULTURAL ADAPTATION OF THE
AWARENESS AND DESTIGMATIZATION CAMPAIGN AND
PSYCHOSOCIAL RISK ASSESSMENT/MANAGEMENT AT
WORK
WP1 teams from Finland (Turku), Poland (NIOM/ULodz) and Spain (FSJD), together with VUB,
conducted the translation and cultural adaptation of the awareness and destigmatization
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.
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campaign, the Mini-Psychosocial Risks Scale and the recommendations for employers and
employees.
The cultural adaptation procedure used followed a “cultural sensitivity approach” 10 involving
three steps: 1) translation and changes to vocabulary and grammar to make content more
understandable for the participants from that setting; 2) evaluation by potential end users and
experts through focus groups or functional alternatives (e.g. interviews, written consultation);
3) modification of the material based on end users’ feedback. Two additional steps were then
added, based on a “negotiated consensus approach”11: one step was added between steps 1
and 2, which was a discussion between the research teams on particularly challenging concepts.
The second was ongoing documentation on modifications and reasons for these
modifications12. The cultural adaptation protocol was developed by VUB and used by partners
from FSJD/PSSJD, NIOM/ULodz and City of Turku when translating the intervention for their
setting.
The final strategy involved three phases: 1) forward translation with cultural adaptation, 2)
negotiated consensus, and 3) pre-testing. This phased approach allowed for linguistic
translation as well as cultural adjustment, while maintaining the empirical and institutional
source material. The forward translation and initial cultural adaptation were completed by a
senior researcher in each setting, who reflected on both linguistic and cultural aspects of the
adaptation. Following this translation there was a meeting between the translators of each
setting team. This meeting focused on discussing any challenging concepts flagged by the
researcher while translating.
The goal of this discussion was to ensure concepts and core parts of the materials remained
consistent with the original text and across all three settings. The final phase was an evaluation
of the translated text through written feedback from the target population. Within our strategy,
three potential users (one employee, one employer representative, and one legal expert from
each country-setting) reviewed all the translated material and provided feedback that informed
any updates to the translated text.
Final adaptation based on consultations with local users
Finally, we conducted online consultations with a group of relevant local stakeholders in each of
the three countries (Local Users Consultations). The main goal of this step in the procedure was
to receive feedback on the EMPOWER project and (the content of) the intervention materials
from stakeholders with different areas of expertise, in order to improve the intervention before
its actual implementation (see Deliverable 1.1; submitted January 2021).
Each of the country (Spain, Poland and Finland) teams selected 6 to 10 potential participants (at
least: one academic from outside the research team, one employee representative, one
employer representative and one occupational health expert or occupational physician) who
were invited to participate in the consultation group. The three country teams then organised a
first virtual meeting with all members of their local consultation group, in which the EMPOWER
project and (parts of) the material were presented to the participants. These virtual meetings
were based on a common script and identical materials, in order to ensure consistency between
the three sites. The meetings were also recorded under participants’ written consent. In the
execution phase, the participants of the local user consultations received an e-mail containing
the materials selected for revision and a standard set of questions about these materials. Each
team collected the answers on the different questions from all participants, in order to be
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.

Page 14 of 57

| The European Platform to Promote Wellbeing and Health in the workplace

D1.2 – Awareness and destigmatisation campaign material

discussed in the second and final virtual meeting. This second meeting allowed for a group
discussion about the EMPOWER project and the materials that were reviewed.
The considered adaptations made included ways of rephrasing parts of the source materials or
adding definitions and synonyms to difficult concepts to ensure comprehension among the
target population. Other factors of usability, like the structure of the text, which was deemed
overly schematic by potential end-users, and overall framing, which end users felt was too
‘negative’ (i.e., focus on ‘illness’ rather than ‘wellness’) were discussed and adapted. Unique
practices and ‘social codes of conduct’ within each setting were also taken into account (e.g., in
the Spanish text, the mention of standing desks was limited due to it not being a common
practice in Spain). Further adaptations were related to the regulations within the field of
occupational health and safety for each of the three settings (e.g., the equality policy and
occupational health care were elaborated on in Finnish documents, and specific employee
break regulations were clarified in Polish documents).

5 CONCLUSIONS
To raise awareness and provide employers with material designed to combat stigma of mental
health issues in the workplace, psychoeducational materials were selected and adapted by
partners involved in WP1. In addition to the anti+stigma material selected, new
psychoeducational material was developed to increase awareness of topics that were deemed
important but for which no existing materials could be found. All this material was combined
into an English draft and sent to WP1 participants for comments and approval in a WP1 meeting
(June 2020). The approved final draft was sent to VUB for translation and cultural adaptation in
June 2020 (Task 1.5).
To raise awareness of factors in the workplace that lead to mental ill-health, we designed a
module to screen for psychosocial risk factors and provide recommendations for employers and
employees. The PSWS, a 16-question tool was developed and adapted to screen employees for
common psychosocial stresses in the workplace. An algorithm was developed to match
recommendations with the screening results of the PSWS.
Care was taken to ensure employee anonymity while providing employers with
recommendations that match the psychosocial needs of their employees. The algorithm and
procedure developed balances providing individualised recommendations, while protecting
employees from potential loss of confidentiality.

The EMPOWER project (www.empower-project.eu) has received funding from the
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APPENDICES
APPENDIX 1 – ANTI-STIGMA MATERIAL
Confidentiality Statement
The material presented in Appendix 1 is confidential and this should be considered before
making the Deliverable public.
Note: In green, those parts that have been culturally adapted to each country (i.e., Finland,
Poland and Spain).

WHAT IS A HEALTHY WORKPLACE
The mental wellbeing of people at work is good for everyone and enhances personal and organisational
resilience (the ability to mentally or emotionally cope with a crisis or to return to pre-crisis status quickly),
and success. Everyone has a role to play, both in looking after their own mental health and creating a
mentally healthy workplace.
While the places we work come in all shapes and sizes, mentally healthy working environments generally
have a few things in common.
• Positive workplace culture. Put simply, they're places where people feel good about coming to
work, and everyone's encouraged and supported.
• Stress and other risks to mental health are managed. Stress, heavy workloads, unrealistic
deadlines, poor communication, uncertainty - these and other factors can all contribute to anxiety
and depression, and it's up to managers and leaders to keep them in check.
• People with mental health problems are supported. Helping employees to stay at or return to
work has clear benefits, both for the individual and the business.
• Zero-tolerance approach to discrimination. As well as being a legal requirement, protecting
employees from discrimination encourages a diverse workforce and ensures everyone gets a fair go.
The good and the bad of workplaces
While being employed is generally better for our mental health than unemployment, some factors at
work can affect our health and wellbeing negatively, such as:
• Work-related stresses, which occur when someone feels that the demands of their role are
greater than their abilities or resources to do the work. While stress isn't the same thing as anxiety or
depression, excessive or long-term stress can increase your risk of developing a mental health
problem, as can;
• Inadequate resources provided, the level of work engagement and potential exposure to
traumatic events;
• Lack of support from colleagues and managers, poor relationships between, ineffective
leadership and manager training availability;
Changes to the organisation, support from the organisation as a whole, recognising and rewarding work,
how justice is perceived in an organisation, a positive organisational climate and a safe physical
environment.
Creating a healthy workplace isn't as difficult as you might think
Here are some ideas:
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• Leaders to make a commitment to mental health in the workplace and offering education or
training in mental health.
• Focus on the work environment: simple things like natural light, plants, standing desk options,
social meeting spaces.
• The worker must have a comfortable physical space in terms of size, temperature, light,
ergonomics, etc.
• Healthy food options.
• Flexible working arrangements combined with physical activity discounts from nearby sports
facilities or internal options to relax.
• Free counselling through an employee assist program.
• Policies to swap pay for leave.
Did you know...
Around 90 per cent of employees think mental health is an important issue for businesses, but only 50
per cent believe their workplace is mentally healthy.
Read the State of Workplace Mental Health in Australia report (PDF)
Key Facts
• It's estimated that 45 per cent of Australians will experience a mental health problem in their
lifetime, the most common being anxiety and depression.
• Although anxiety and depression can be as debilitating as a serious physical illness, less than half
of the people experiencing these conditions seek help.
Anxiety and depression tend to affect people during their prime working years.

WHAT IS GOOD MENTAL HEALTH
It's an expression we use every day, so it might surprise you that the term 'mental health' is frequently
misunderstood.
Mental health is often used as a substitute for mental health problems - such as depression, anxiety
conditions, schizophrenia, and others. But according to the World Health Organization, mental health is
"a state of well-being in which every individual realises his or her own potential, can cope with the
normal stresses of life, can work productively and fruitfully, and is able to make a contribution to her or
his community".
‘Wellness rather than illness’
To make things a bit clearer, some experts have tried coming up with different terms to explain the
difference between 'mental health' and 'mental health problems'.
Rather than being about 'what's the problem?', it's really about 'what's going well?'.
Understanding the mental health continuum
People have also tried to explain the difference between mental health and mental health problems by
talking about a range or a continuum where mental health is at one end, represented by feeling good and
functioning well, through to severe symptoms of mental health problems at the other. Mental health is
not fixed or in a static state, and we can move back and forth along this scale at different times during our
lives.
At the green end of the continuum, people are well; showing resilience and high levels of wellbeing.
Moving into the yellow area, people may start to have difficulty coping. In the orange area, people have
more difficulty coping and symptoms may increase in severity and frequency. At the red end of the
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continuum, people are likely to be experiencing severe symptoms and may be at risk of self-harm or
suicide.
It's important to remember that mental health is complex. The fact that someone is not experiencing
a mental health problem doesn't necessarily mean their mental health is flourishing. Likewise, it's
possible to be diagnosed with a mental health problem while feeling well in many aspects of life.
Ultimately, mental health is about being cognitively, emotionally and socially healthy - the way we think,
feel and develop relationships - and not merely the absence of a mental health problem.
What is mental health in the workplace?
When we talk about mental health in the workplace, we're looking at how our working environments
affect us - either positively or negatively - as well as the effect our mental health has on our ability to do
our jobs.
Work can make us feel good about ourselves and give us a sense of purpose, which helps to protect and
improve our mental health. On the other hand, factors like job stress, bullying or discrimination can
trigger a mental health problem or cause an existing condition to worsen.
Some people's experience of a mental health problem will have no direct connection with their work they might have been managing their condition for a while, for example, while working in different jobs.
Equally, personal or relationship issues might result in someone developing a mental health problem,
regardless of what's going on at work.
But whatever the factors contributing to someone developing a mental health problem, workplaces can
play a key role by being flexible, providing support, and creating an environment where people feel
comfortable raising their concerns and reaching out when they need it.

WHY IT MATTERS
Healthy workplaces promote mental health and wellbeing. They are positive and productive and get the
best out of everyone in the workplace. Businesses that care about good mental health and wellbeing
attract and keep top talent because they’re great places to work. The facts are clear: as well as benefiting
employees, a mentally healthy workplace is also better for your bottom line.
A healthy workplace provides a positive ROI
Research by Pricewaterhouse Coopers (PDF) has shown that for every dollar you spend creating a
mentally healthy workplace can, on average, result in a positive return on investment (ROI) of 2.3.
These benefits are derived from a reduction in presenteeism (reduced productivity at work),
absenteeism, and compensation claims.
The Heads Up ROI tool helps you calculate the potential cost savings of taking action to create a mentally
healthy workplace, based on your business size and industry.
Staff will be more engaged
The employer should invest in creating a more mentally healthy workplace. As a result, employees will be
more engaged, more motivated, morale will be higher, and staff will be more willing to go above and
beyond the requirements of their role.
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All of this will add even more to your return on investment and makes for a happier and healthier
workplace that will retain good staff.
‘’Employees are the organisations most important asset. You need to maintain your assets.’’
Why is a healthy workplace important? / Why is it work taking care of employees’ health?
Being known as a workplace that promotes positive mental health and wellbeing can make you an
employer of choice.
This can then assist in:
• recruiting and retaining the best and brightest people
• increasing staff morale and engagement.
Research by Instinct and Reason (PDF) found that three-quarters of Australian employees say a mentally
healthy workplace is important when looking for a job.
A mentally healthy workplace makes legal sense
When it comes to workplace mental health, employers must follow certain legislative requirements.
Both employers and employees have formal rights and responsibilities under anti-discrimination, privacy,
and work health and safety legislation.
The positive social impact
Through a mentally healthy workplace employers can improve the quality of life of employees and their
families.
Workplaces that are inclusive of people with a mental health problem can increase their participation in
the workforce and positively influence community attitudes towards mental health.

MENTAL HEALTH PROBLEMS
Everyone's mental health varies during their life. Mental health exists on a broad continuum or range,
from positive healthy functioning at one end, through to severe symptoms or conditions that impact on
everyday life and activities at the other. Your mental health is not fixed or static but moves back and forth
on your own personal range in response to different stressors.
Everyone's experience of mental health is different. The information below describing the symptoms
should be considered as a guide only. Identifying symptoms in yourself or others doesn’t necessarily
mean that you or someone you work with has a mental health condition. Getting an accurate diagnosis
and the right help always requires a meeting with a healthcare professional.
When someone has a mental health problem, it can impact on how they think, feel and behave. It may
also impact on their physical health. Many people manage their mental health problem well and without
it significantly affecting their work or life.
Mental health problems can range from mild, lasting only a few weeks, to moderate and severe,
impacting on all areas of a person's ability to function day to day.
As mental health problems exist across a range, people can also experience some symptoms without
having an illness.
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With the right supports and treatments, most people affected by a mental health problem recover and
lead healthy and fulfilling lives. Recovery is different for everyone. For some people recovery means no
longer having symptoms, while for others it means learning to manage their symptoms.
Anxiety and depression
Anxiety and depression are the most common mental health problems experienced by people in Australia
and tend to affect people during their prime working years (16 to 64 years).
Everyone's experience of mental health is different; the following information should be used as a guide
only. Equally, having these symptoms doesn't necessarily mean you or someone you work with has
a mental health problem or is feeling suicidal. For an accurate diagnosis and advice, it's important to see a
health professional.
Anxiety
Anxiety is more than just feeling stressed or worried. While stress and anxious feelings are a common
response to a situation where we feel under pressure, it usually passes once the stressful situation is
over, or the 'stressor' is removed.
Anxiety is when these anxious feelings don't subside - when they're ongoing and exist without any
particular reason or cause. It's a serious condition that makes it hard to cope with daily life.
There are different anxiety conditions, each with their own set of symptoms. Only a health professional
can provide a diagnosis and advice on treatment - visiting your GP is a good first step if you're unsure.
Symptoms
Some common general symptoms
• hot and cold flushes
• racing heart
• tightening of the chest
• obsessive thinking
• compulsive behaviour
• 'snowballing' worries
Depression
While we all feel sad, moody or low from time to time, some people experience these feelings intensely
for long periods of time (weeks, months or even years), and sometimes without any apparent reason.
Depression is more than just a low mood - it's a serious condition that affects your physical and mental
health.
People with depression usually experience symptoms for more than two weeks across at least three of
the following categories:
Common general symptoms
Behaviour
• not going out anymore
• not getting things done at work
• withdrawing from close family and friends
• relying on alcohol and sedatives
• avoiding usual enjoyable activities
• having difficulty concentrating
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Feelings
Such as:
•
•
•
•
•
•
•
•
•
•

guilt
overwhelmed
irritable
frustrated
unconfident
unhappy
indecisive
disappointed
miserable
sad

Thoughts
Such as:
• 'I'm a failure'
• 'It's my fault'
• 'Nothing good ever happens to me'
• 'I'm worthless'
• 'Life's not worth living'
• 'People would be better off without me'
Physical symptoms
Such as:
• being constantly tired
• feeling sick and run-down
• having headaches and muscle pains
• a churning gut
• sleep problems
• loss or change of appetite
• experiencing significant weight loss or gain
Symptoms of someone experiencing mental health issues at work
We've discussed what the symptoms of anxiety and depression can look like to help you reflect on your
current state of mind.
Below are some examples of what behaviours can present when you or a staff member is experiencing
mental health issues in a workplace or working environment.
These symptoms will be noticeable for more than two weeks and if they do not subside, it's important to
see a health professional:
Signs and symptoms at work
• not concentrating and performing work duties work
• not meeting deadlines
• attention to detail is less than usual
• less engaged than usual
• lower than usual work standards
• anti-social or withdrawn from colleagues, customers and clients
• not paying regulatory expenses, employee wages and service providers on time or at all
• negative and not solutions focused
• difficulty controlling behaviour at work
• absent from work
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Suicide prevention
Sometimes life can present overwhelming situations that can be difficult to deal with, and people might
consider suicide as a possible solution to end their pain. People with depression and anxiety are also
more likely to attempt suicide than other people.
If you're worried about someone, talk to the person about what's going on and help them seek
professional support.
{Include details of appropriate Suicide helplines}
Signs and symptoms – helping a workmate
If you're concerned that someone you work with doesn't quite seem themselves, starting a conversation
and checking they're OK can make a real difference. Having a colleague show concern can often be a
turning point, encouraging them to seek support. Remember, it's not your role to diagnose depression,
anxiety or a related condition, or to provide counselling.
Are you noticing worrying signs from someone you work with?

ARE YOUR WORKMATES OK?
You may spend a lot of time with your workmates. This puts you in a good position to notice changes in
someone's behaviour or mood, which may indicate that they are not coping. Have you noticed signs that
a workmate is behaving differently? Maybe missing deadlines or getting frustrated with tasks or people.
If you are concerned that someone you work with doesn’t quite seem themselves, starting a conversation
and checking they’re OK can make a real difference. Having a colleague show concern can often be a
turning point, encouraging them to seek support. Remember, it’s not your role to diagnose
depression, anciety or a related condition, or to provide counselling.
Know the signs
If you’re concerned about someone at work, learning about the signs and symptoms of anxiety and
depression may help you understand what is going on for them, and give you more confidence to ask if
they are ok. It’s important not to make assumptions or attempt to provide a diagnosis or counselling –
but if you are genuinely concerned about someone you can encourage them to seek support and let
them know you’re there to help.
Start a conversation
Try having a conversation about what’s troubling a colleague by asking questions and listening. Offer
care and support and reassure them that you want to support and treat them fairly while respecting their
privacy.
Drugs and alcohol
Some people with depression and/or anxiety can also develop problems with drugs and alcohol. Your
organisation is likely to have policies in place to deal with misuse of alcohol or recreational drugs, but you
could try approaching them about it first. Tell them you have noticed a problem and offer your support
but let them know substance use at work is not accepted and that they need to seek treatment if they
can’t stop.
Suicide prevention
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If you’re concerned about someone and their possible suicidal thoughts or intentions, it is important to
give support and assist them in getting help. Ask them directly how they’re feeling and about their
thoughts. Always follow your gut feeling and seek guidance if you are unsure about someone’s personal
safety.
STARTING A CONVERSATION
Have you noticed a workmate behaving differently? Do they not seem their usual self?
Many people will be hesitant to starting a conversation out of fear of
• causing offence or making things worse
• harming their working relationship
• not wanting to get involved
• not being sure how to respond
If you're concerned about someone, approach them and start a conversation. Try to understand their
situation and encourage them to seek support.
Helping the person find further information and support services can also be really useful, as this step can
seem overwhelming for someone with anxiety or depression.
Remind yourself that this is no different to talking about how someone's feeling – the topic is just a bit
more delicate. Remember you may be the only person to have noticed changes in their behaviour or have
the courage to start a conversation. This may be pivotal in them getting the help and support that they
need to get and stay well.
Planning the conversation
When you’re preparing to approach someone, it can be helpful to:
• Find out what help is available within your workplace. If you work in a larger organisation, does it
have an Employee Assistance Program (EAP)?
• Find out what other support services are available
• Consider who should be having the conversation. Are you the best person or would another
workmate or someone from HR be more suitable?
• Think about the most appropriate time and place. Find somewhere private where the person will
feel comfortable.
What to say
Whether you’re a manager concerned about someone in your team or speaking to another workmate,
the following tips will help you have the conversation. Don’t worry if you don’t quite know what to say.
Just by being supportive and listening, you’re helping to make a difference.
Conversation tips
How to start
• There's no one right way of expressing things – the main thing is to be thoughtful and genuine.
• You don’t need to have all the answers – it’s about having the conversation and the support you
offer by talking.
• Say what feels comfortable for you.
• If what you say doesn’t sound quite right, stop and try again. It doesn’t have to be the end of the
conversation.
Listen carefully
• Remember that this is their story, so don’t try to guess how it plays out. Instead, listen and ask
questions.
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• Be aware of your body language. To show you’re listening, try to maintain eye contact and sit in
a relaxed position.
• Repeat back your understanding of what they've said and make sure it's accurate.
Respond
Think about the best way to respond. You can’t fix things, but you can help them along the way. You
might:
• decide that today you're just there to listen and offer support
• talk about it again another time
• keep checking in with them
• reassure them that you'll respect their privacy
• think about what they need now and ask what you can do to help.
Next steps
• Discuss options for further support.
• Finish the conversation with a plan/next steps.
• Appreciate that they opened up and shared their story with you.
• Make a note to check in with them again in a few days.
Unexpected outcome?
• If they don't want to speak about it, respect their choice, but leave the door open for another
conversation at another time.
• You may need to have a few tries to open a conversation.
• Just by showing support and offering to talk, you can make a difference. The person might take
action at a later stage or continue the conversation with others.
• If they disclose that they are at are feeling suicidal or they are planning on taking their own life
seek guidance from a manager, HR professional or EAP immediately, or contact Lifeline.
Look after yourself
If the conversation has worried you, think about how you can relax or debrief. Talk to someone for
support and/or advice but remember to respect the person's privacy.
WHAT ELSE CAN YOU DO TO HELP YOUR WORKMATE?
There are lots of things you can do to support a workmate who is going through a tough time. The level
of support that you are able to provide will vary depending on the relationship that you have with them.
Below are some ideas of what you can do to support someone at work:
What to do
• Have a chat about how they are feeling.
• Suggest they seek support.
• Refer them to resources at work, such as an Employee Assistance Program (EAP).
• Offer them help to make an appointment and find other information.
• Ask them how their appointment went.
• Spend time talking about their experiences.
• Talking openly about mental health.
• Encourage them to exercise, eat well and get involved in social activities.
• If practical, ask them if you can assist with work tasks.
What not to do
• Pressure them to snap out of it, get their act together or cheer up.
• Stay away from them or give them too much space.
• Tell them they just need to stay busy or get out more.
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Assume the problem will just go away on its own.
Available supporting pathways
If you’re worried about a workmate, there's a range of resources you can refer them to.
Useful contacts include:

WORK-RELATED STRESS
Most jobs involve some degree of stress, and this can affect people at all levels within an organisation,
including frontline employees, managers and senior leaders.
Some stress is reasonable, but it becomes an issue when it is excessive and ongoing. There are some
strategies everyone can adopt to manage and reduce their own stress levels, as well as find a positive
work-life balance.
What do we mean by 'work-related stress'?
Work-related stress can occur when there is a mismatch between the requirements of the role, your
capabilities and resources and supports available.
Everyone knows what stress feels like and we've probably all experienced it at some stage – at home,
school or work, or while getting outside our comfort zone, but while this stress is normal, if it is ongoing,
it can become a problem.
There are common stressors in most roles but also specific stressors for certain roles.
Signs of work stress
Stress is a normal response to the demands of work. It can be beneficial in short bursts, helping you stay
alert and perform at your best.
However, prolonged or excessive job stress can be damaging to your mental health. Stress can contribute
to the development of anxiety and/or depression and may cause an existing condition to worsen.
As well as affecting your relationships and life outside work, stress can increase your risk of injury, fatigue
and burnout.
Signs of stress
Physical signs of stress
• chest pain or a pounding heart
• fatigue
• reduced interest in sex
• nausea, diarrhoea or constipation
• getting colds more often
• muscle tension, pains and headaches
• episodes of fast, shallow breathing and excessive sweating
• loss or change of appetite
• sleeping problems
Non-physical signs of stress
• feeling overwhelmed or frustrated
• feeling guilty or unhappy
• being irritable
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•
•
•
•
•

losing confidence and being indecisive
thinking negatively
having racing thoughts
memory problems
excessive worrying.
Contributing factors to work stress

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

working long hours or overtime, working through breaks or taking work home
doing shift work
time pressure, working too hard or too fast, or unrealistic targets
having limited control over how you do your work
limited input into broader decisions by the business
not receiving enough support from supervisors, managers and/or co-workers
job insecurity
high mental task demands, work that requires high-level decision making
a lack of role clarity
poor communication
conflict with colleagues or managers
bullying
low levels of recognition and reward
work that is emotionally disturbing or requires high emotional involvement
poorly managed change, lack of organizational justice
discrimination – whether based on gender, ethnicity, race or sexuality.
Understanding your own stress

Knowing what is contributing to your stress enables you look at the right strategies to manage it. You may
have identified several things in the list above. It can be useful to track your mood to help identify what
things are impacting on your stress levels.

WHAT IS WORKPLACE BULLYING?
Bullying is a serious issue in workplaces across Australia and a risk factor for anxiety, depression and
suicide.
Workplace bullying doesn't just hurt those involved. The wider workplace also feels the effects through
lost productivity, increased absenteeism, poor morale, and time spent documenting, pursuing or
defending claims. It is estimated to cost Australian organisations between $6 billion and $36 billion a
year.
The most effective way to stamp out bullying is to stop it before it starts. This means creating a strong,
consistent approach to prevent inappropriate behaviour from escalating, and a positive, respectful work
culture where bullying is not tolerated.
What is workplace bullying
Let's get technical for a second and consider this definition: Workplace bullying
is repeated, and unreasonable behaviour directed towards an employee or group of employees, that
creates a risk to health and safety.
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The emphasis here is on 'repeated', meaning that a single incident of unreasonable behaviour is not
considered bullying. It's still important to deal with what might look like one-off issues, however, as these
have the potential to escalate. The 'risk to health and safety' is also important - in this context, we're
talking about the effect bullying has on someone's mental health.
Bullying can happen in any type of workplace, and to people in any type of role - from front-line
employees through to CEOs.
It can also take lots of different forms, from verbal or physical abuse through to online harassment. In
some cases, workplace bullying extends beyond the working environment - for example, through emails
or texts sent outside work hours.
Examples of bullying behaviour
• abusive, insulting or offensive language or comments (including belittling, demeaning or
patronising someone, especially in front of others)
• unjustified or unreasonable criticism or complaints
• singling someone out and treating them worse from others
• withholding information, supervision, consultation, training or resources deliberately to prevent
someone doing their job
• setting unreasonable timelines or constantly changing deadlines
• spreading misinformation or malicious rumours
• changing work arrangements, such as rosters and leave, to deliberately inconvenience someone
• setting tasks that are unreasonably below or above someone's skill level
• humiliating, shouting at or threatening someone
• excluding someone from taking part in activities that relate to their work
• refusal to acknowledge contributions and achievements (such as finding out that a person's
work – and the credit for it – has been stolen or plagiarised)
• initiation or hazing – where someone is made to do humiliating or inappropriate things
• teasing or playing practical jokes
• refusing annual leave, sick leave, and especially compassionate leave without reasonable
grounds
• playing mind games, ganging up or other psychological harassment
• intimidation (making someone feel less important and undervalued).
Pushing, shoving, tripping and grabbing are considered assault and should be taken very seriously.
Attacks or threats with equipment, knives, guns, clubs or any object that can be used as a weapon should
also be reported.
If you have been assaulted or fear for your physical safety, you may want to consider contacting the
police.
If you've experienced workplace bullying and it's affecting your health and wellbeing, talking to someone
about how you're feeling is a good first step. Make an appointment with your doctor or counsellor.
What is not considered workplace bullying
Some work practices may seem unfair but are not considered bullying if they're within the law and done
in a reasonable manner.
• setting realistic and achievable performance goals, standards and deadlines
• fair and appropriate rostering and allocating working hours
• transferring someone to another area of the organisation/business or role for operational
reasons
• deciding not to select a worker for promotion where a reasonable process is followed
The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.

Page 27 of 57

| The European Platform to Promote Wellbeing and Health in the workplace

D1.2 – Awareness and destigmatisation campaign material
• informing a person about their unsatisfactory work performance in an honest, fair and
constructive way
• informing someone of their unreasonable behaviour in an objective and confidential way
• implementing organisational changes or restructuring
• taking disciplinary action, including suspension or terminating employment where appropriate
or justified in the circumstances.
It's also important to note that a single incident of unreasonable behaviour is not considered to be
workplace bullying. However, any instances of inappropriate or disrespectful behaviour should be dealt
with promptly and seriously before they escalate.
Discrimination and sexual harassment
Discrimination and sexual harassment in employment is unlawful under anti-discrimination, equal
employment opportunity, workplace relations and human rights laws, but in isolation is not considered to
be bullying.
Examples of sexual harassment include unwelcome touching, sexually explicit comments, or requests that
make someone uncomfortable – in person, by email, phone or text message, or online.
For more information or to make a complaint about discrimination or harassment, contact the Australian
Human Rights Commission.
Risk factors
From management styles to the makeup of our workplaces, a number of factors can increase the risk of
workplace bullying.
Work stressors
High job demands, limited job control, organisational change, role conflict, job insecurity, tolerating
unreasonable behaviour or a lack of behavioural standards, unreasonable expectations of clients or
customers.
Leadership styles
A strict and directive leadership approach that does not allow employees to be involved in decision
making. Little or no guidance provided to employees, or responsibilities are inappropriately and
informally delegated.
Systems of work
Lack of resources, lack of training, poorly designed rostering, unreasonable performance measures or
time frames.
Work relationships
Poor communication, low levels of support or conflict between employees.
Workforce characteristics
Some groups of employees are more at risk of being exposed to workplace bullying including casual
employees, young employees, new employees, apprentices/trainees, and employees on return-towork plans, employees in a minority group because of ethnicity, religion, disability, gender or sexual
preferences.
The impact of workplace bullying
Workplace bullying can affect people in a number of ways, including:
• distress, anxiety, panic attacks or sleep disturbance
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•
•
•
•
•
•

physical illness, such as muscular tension, headaches and digestive problems
reduced work performance
loss of self-esteem and feelings of isolation
deteriorating relationships with colleagues, family and friends
depression
increased risk of suicide

LEGAL RIGHTS AND RESPONSIBILITIES
Improving workplace mental health is in everyone's interests, and we all have a role to play. Both
employers and employees have formal rights and responsibilities under discrimination, privacy, and work
health and safety legislation.
Things to know
Discrimination
The Australia-wide Disability Discrimination Act 1992 (Cth) and equivalent state and territory laws make it
unlawful to discriminate against, harass or victimise people with disabilities – including; temporary,
permanent, past, present or future, actual or just presumed mental health problems.
In a workplace setting, discrimination could occur:
• during the recruitment process, in advertising, interviewing and selecting candidates
• when determining terms and conditions of employment such as pay rates, work hours and leave
• in selecting or rejecting employees for promotion, transfer and training
• through dismissal, demotion or retrenchment.
The Act defines ‘discrimination’ to include both direct and indirect discrimination. This means an
employer’s failure to make reasonable adjustments for a worker with a mental health problem may
constitute discrimination, even when on the face of it no ‘direct’ discrimination has occurred.
The Australian Human Rights Commission has developed a brief guide to the Disability Discrimination Act
1992 (Cth).
Healthy and safe workplaces
Workplace health and safety (WH&S) legislation requires workplaces to be, as far as is reasonably
practicable, physically and mentally safe and healthy for all employees. This means steps must be taken
to ensure that the working environment does not harm mental health or worsen an existing condition.
This legislation acknowledges that employees have a responsibility for their own health and safety as
well.
Get an overview of existing and proposed WH&S laws at SafeWorkAustralia
Download Safe Work Australia's reasonably practicable guide (PDF)
Find your local WH&S regulator:
Privacy
Under the Australia-wide Privacy Act 1988 (Cth) and similar legislation in some states and territories,
employers must observe confidentiality and respect the privacy of each employee.

The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.

Page 29 of 57

| The European Platform to Promote Wellbeing and Health in the workplace

D1.2 – Awareness and destigmatisation campaign material

This means that an employee’s mental health problem can’t be shared with anyone without their
permission, unless there is a direct risk to their health and safety or that of others. Any information can
only be used for the purposes for which it was disclosed, such as arranging adjustments in the workplace
to support the employee.
Asking questions
Employers have the right to ask certain questions about an employee or potential employee’s mental
health problem where it is legitimate, necessary and desirable. This may be:
• to determine whether the person can perform the inherent requirements of the job
• to identify if any reasonable adjustments may be needed, either in the selection and recruitment
process or in the work environment and role
• to establish facts for entitlements such as sick leave, superannuation, workers’ compensation
and other insurance.
The overall test is whether the employers enquiries are for a ‘legitimate’ purpose. For example, it might
be legitimate to ask an employee questions about their medication if the job involves operating
machinery.
Making reasonable adjustments
Reasonable adjustments are changes to the workplace or an employee’s role to help them stay at or
return to work after an absence. These changes can be temporary or permanent and are required by law
as long as the employee can fulfil the core requirements of the job – the elements that can’t be altered.
It also makes good business sense (e.g. to retain skilled/experienced staff) to make temporary
adjustments for staff, even if they cannot meet the core requirements of their role. However, this is not a
legal requirement.
Preventing harassment
The Disability Discrimination Act 1992 (Cth) also requires employers to prevent harassment to an
individual experiencing a mental health problem, including physical and verbal abuse.
In practice, this means it’s important to be proactive in identifying conflicts, gossip and bullying in the
workplace, and act quickly to resolve any issues.
Information for employees
If your mental health problem does not affect how you do your job, you have no legal obligation to tell
your employer about it. This applies whether you are a current employee, or a potential employee going
through the recruitment process.
WH&S laws protect your right to a safe workplace, but you also have responsibilities under the same
legislation. You must take care of yourself and others and cooperate with your employer in matters of
health and safety. This applies to all workers, whether they have a disability or not.
As well as this, under the Disability Discrimination Act 1992 (Cth) your ability to work safely is an
'inherent' or essential requirement of any job. If your disability could reasonably be seen to create a
health and safety risk for other people at work, then your failure to tell anyone about that risk could be a
breach of your obligations under WH&S legislation.
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APPENDIX 2 – Psychosocial Stressors at Work Scale
Psychosocial Stressors at Work Scale
Below you can find the list of psychosocial features which are sometimes present in workplaces.
For each feature please indicate whether you think the feature is a characteristic of your workplace (yes or
no) and how stressed that particular feature makes you feel (0 not at all to 4 very much).
If a feature is not a characteristic of your workplace, please mark “no” and move to next item.
Please mark your answers by marking X in the relevant box
Is this feature
present at your
workplace
No

Yes

How stressed does this feature make you feel?

0

1

2

3

Not at
all

4
Very
much

1. Most of my work tasks are too
difficult for me (e.g. too complex,
unclear, above my qualifications)

☐

☐

☐

☐

☐

☐

☐

2. Most of my work tasks are too
easy for me (e.g. too simply, below
my qualifications)

☐

☐

☐

☐

☐

☐

☐

3. Too much work to do

☐

☐

☐

☐

☐

☐

☐

4. Too little work to do

☐

☐

☐

☐

☐

☐

☐

5. Working hours hindering private
life

☐

☐

☐

☐

☐

☐

☐

6. Lack or limited influence on how
the job is performed (e.g. timing,
order or way of completing tasks)

☐

☐

☐

☐

☐

☐

☐

7. Lack or inappropriate means to
perform the job (e.g. tools,
equipment, consumables)

☐

☐

☐

☐

☐

☐

☐

8. Inappropriate work conditions
(e.g. temperature, noise, dirt,
lighting, discomfort, occupational
hazards)

☐

☐

☐

☐

☐

☐

☐

9. Poor communication within the
organisation (e.g. no access to
information, partial, wrong or
conflicting information)

☐

☐

☐

☐

☐

☐

☐
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10. Lack of social support from
supervisors or co-workers (e.g. in
carrying out work, solving
problems, resolving conflicts)

☐

☐

☐

☐

☐

☐

☐

11. Bad working atmosphere (e.g.
conflicts, sense of insecurity,
aggression, unfair treatment, low
morale)

☐

☐

☐

☐

☐

☐

☐

12. Unclear role in a team (e.g.
unclear responsibilities, conflicting
demands, tasks going beyond
formal work obligations)

☐

☐

☐

☐

☐

☐

☐

13. Lack of opportunity for
professional development (e.g. to
gain / develop skills and
competences)

☐

☐

☐

☐

☐

☐

☐

14. The need to adapt to continual
changes (e.g. legal, technological,
knowledge development)

☐

☐

☐

☐

☐

☐

☐

15. Lack work-home balance

☐

☐

☐

☐

☐

☐

☐

16. Remote work

☐

☐

☐

☐

☐

☐

☐
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APPENDIX 3 - Psychosocial Risk Recommendations
English version
Recommendations for employees for each item of Psychosocial Risks Scale when scoring above the
threshold
Note: In green, those parts that have been culturally adapted to each country (i.e., Finland, Poland and
Spain).
Item 1. Tasks are too difficult.
Investigate what exactly is the source of your difficulties: Performance? Procedures? Ongoing permanent
changes?
If you do not know how to perform your tasks, ask more experienced colleagues for instructions,
suggestions or advice. A good strategy is to show your involvement - telling others about your ideas and
asking for their opinion at the same time. If you get a new kind of the task you have never done before,
report your difficulties to a supervisor. If you do not report the difficulties that you are experiencing, you
may not receive the help you need - nobody is a mind reader.
If procedures are the problem- make a checklist for the steps which should be taken to do your tasks
correctly and verify it with a more experienced colleague. Keep your checklist accessible for yourself. Try
to get a good explanation about the task from your supervisor by asking specific questions about the
tasks that you are finding difficult. The more detailed your questions are, the better the explanation will
be. Specific questions are also show you involvement and enthusiasm- they show that you really have
tried to investigate the problem yourself. You may also ask for training or mentoring in order to enhance
your skills.
Sometimes we find it difficult to adjust to permanent changes introduced at work. Old habits can be
strong and hinder adapting to new procedures. This can be frustrating. Be kind for yourself, admit that
you have limited control over such circumstances, and give yourself time to reach the peak of your
performance. You can initiate self-support meetings- where employees can discuss problems, find new
ways of solving them and report difficulties collectively to supervisors. You could also apply for training,
to broaden your skills and knowledge.

Item 2. Tasks are too easy to do
Sometimes we dream about doing something different to what we usually do at work and receiving more
complex tasks and responsibilities can be one of our ambitions. It is good to consider what kind of
qualifications you possess and what skills should be developed to reach these ambitions. You may
prepare your own development plan to achieve your professional goals. Be (pro-) active and use any
opportunity to show your engagement and commitment to work. Such the attitude often helps the
employee to be recognized, appreciated and promoted.
Hold development discussions and competence assessments (+ examples of common practices in
respective countries).
Low work demands can be very frustrating but there are places with limited possibility of work
enrichment even if the employee asks for it. This can be the case for example for assembly line work.
When everyday tasks do not give us satisfaction our motivation can decrease. You can ask for more
complex work to do and hopefully you will receive it. Under-stimulation and boredom in the long term
may lead to stagnation, diminished sense of personal accomplishment, and life satisfaction. Thus, you
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need to observe if this aspect of work drains your energy and resources. If you have attempted
everything you can to overcome this issue, you might as final solution want to consider changing jobs.

Item 3. Too much work to do
Sometimes an uneven workload during certain periods of time is typical for any given job. For example, in
bookkeeping, the overload can be observed at the end of the billing period. It means that occasional work
overload can often be part of your work characteristics. However, even in such cases it may be possible
to delegate work to another worker for temporary help. This may need to be negotiated with
your supervisor.
Another problem appears when you are constantly overloaded, resulting in taking work home or working
overtime. Usually it is a sign of staff shortage or uneven distribution of tasks. Many people react to such
stressors by intensifying their own efforts, but in the long run this strategy can fail and lead to burnout or
fatigue. You need to inform your supervisor about the problem and suggest they consider a new way to
distribute tasks between staff members.
If your supervisor gives you two time-consuming tasks to do at the same time, you can ask which to
prioritize: “I’ll do my best, but can you tell me which of these two tasks should be done first? I am not
able to do everything at once.” If there is a risk that you will fail if you take another task on, explain that
you are unable to take on extra work, in a calm assertive way. (Being assertive means being direct about
what you need, want, feel or believe in a way that’s respectful of the views of others). In many cases it is
better to refuse politely doing something than saying “yes” resulting in an unfinished or wrongly
completed task.
You need also to assess your working style. Maybe there is a need improve your communication or time
management skills (you could attend courses or read books). Consider reducing time spent on things
which are not essential (chatting, browsing the internet, length of time spent preparing for unimportant
tasks), or perhaps there is a problem with appropriate planning of your work activities. Try to make a
week plan of your work which includes task prioritization, task complexity, urgency and importance.

Item 4. Too little work to do
Having too little work to do can be frustrating, especially when you can see how occupied by work your
colleagues are. This might cause you to have negative thoughts or provoke uncertain feelings.
If you believe that you have too little work to do, ask your supervisor for additional tasks or propose some
specific tasks that you could take on. You may also offer your help to your co-workers. Be active and show
your initiative at meetings. It is important to find an activity which is valuable for others and allow you to
spread your wings (e.g. you may use training opportunities to develop new skills, which was impossible at
times when you had a lot of work tasks).

Item 5. Work hours that interfere with private life
Think about whether you can talk to your supervisor about more flexibility around the hours of starting
and finishing work. If you have been unable negotiate suitable working hours and there are no other
solutions for you in your current role, you may want to assess the opportunities for yourself in the labour
market and consider a change of job.
If your difficulty is due to shift work, remember that it is very challenging. In the long run it can have a
negative impact on your mental and physical health. As working shifts is highly demanding, consider for
how long you would like to continue within this job and/or if there is any possibility to negotiate another
working schedule.
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If you work overtime, think about whether it is because of your time organization or your task
prioritization. Learn about prioritization and time management. Also think about whether this is due to a
problem with concentration and time-wasting. Think about what "steals" your time.
If the reason is task overload, talk to your supervisor about the need for some help.
If you lose much time due to long commutes, you may want to negotiate with your supervisors the
possibility of remote working. If it is not possible, write down your background, skills and strengths, and
look for work that matches your experience closer to home.
When life does not give you a choice, try to limit the negative impact of work schedules on your life - take
care of a healthy diet, physical activity, rest and quality of sleep- the Empower app will help you with it.

Item 6. Lack of control over work
There are people who love to plan and organise their working day themselves, and others who feel
comfortable following a routine suggested by others. If you belong to the first group, you may feel
frustrated by limitations of control. Consider if your lack of influence on your work is imposed by
technology, production demands or demands of work (e.g. you have no control over client flow during
the day, then there is no possibility to adjust the work to your preferences which results in poor personjob fit). You need to think about your ability to adapt. If the mental costs of this adaptation exceed gains,
the change of job or a different work post may be the only solution. If your lack of influence on own work
is imposed by poor work organization, you may propose some useful changes to your co-workers
and supervisors. Giving the feedback about organizational obstacles and open discussion on solutions
which make the job more controllable is essential.

Item 7. Lack of appropriate equipment to perform the job (tools, devices, consumables)
There is the obligation of the employer to provide all necessary tools, equipment or means of production.
However, poor communication about essential work tools and requirements may lead to long-term
problems which may affect your work. It is important to provide information about shortages and
requirements for supplies in advance. All problems with equipment and other things which are necessary
to perform job tasks should be reported asap to your line manager. If this does not lead to an
improvement, you need to consider passing this information directly to top management and/or Unions.

Item 8. Inappropriate work conditions.
Although the employer is responsible for hygienic and safe work conditions, you also have obligations in
this area. To keep your workspace nice and clean you can use 5 seconds rule (+ link from countrywebsite). 5 seconds per day is enough if you do it regularly. 5S stands for the 5 steps: Sort, Set in Order,
Shine, Standardize, Sustain. These steps involve going through everything in a space, deciding what's
necessary and what isn't, putting things in order, cleaning, and setting up procedures for performing
these tasks on a regular basis. It is extremely helpful if you share the workspace with somebody else
(e.g. working on shifts).
If you work in a cold or warm environment, or one that is noisy or dusty, your employer should provide
personal protection equipment which you are obliged to use. If you feel a high level of discomfort while
using them, contact a health and safety engineer or somebody who plays that role in your company.
Sometimes you just need to be trained how to use this equipment or to adjust it to your personal needs.
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Item 9. Poor communication within the organisation
A problem of poor communication may be a result of (1) the lack of psychological safety at work (people
afraid to talk openly or keep information only for themselves) or (2) a wrongly designed communication
flow (the procedure to communicate important things doesn’t work properly, e.g. some people are
excluded, some are overwhelmed by amount of information). The involvement of managerial staff is
needed to improve communication within the organization but to start this process we need signposts. If
you face difficulties in your work caused by lack of information you should (1) actively search for it, (2)
inform your supervisor about consequences of poor information flow, (3) discuss the issue with your
colleagues- it will probably be easier for you to find a good solution for the problem (as you know your
work the best) than for anybody else.
Analysis of your own communication preferences and skills is worthwhile- we can often discover which
channel of communication (telephone, email, etc.) is most effective for us, which is less effective and
what hinders our ability to perceive and understand pieces of information. Sometimes our self-defence
mechanisms block our ability to gain, perceive and process information or understand it correctly. When
we still do not understand something after an earlier explanation of the task, we may not ask for the
information to be repeated because of fear of being negatively evaluated by others. In such cases
psychological counselling, coaching or assertiveness training may be of great value.

Item 10. Lack of social support
Lack of social support at work is a profound factor affecting our wellbeing, thus, it is important to be
active in developing a supportive social network.
1. Analyse your strengths and weaknesses. If you find something that could be improved use the
training opportunities available to you, to increase your competences. Consider how to use your
strengths in teamwork;
2.

Find one person at work with whom you feel comfortable sharing your doubts and feelings;

3. If you have problems with asking for help - take a small step exercise and start to ask people who
seem trustworthy for small things like an opinion on a particular topic, explanation of some
procedure etc.,
4.

Be supportive for others if they need it- a good example usually starts with the reciprocity rule.

5.

Do not hesitate to use coaching services in your organization (if available).

Item 11. Bad working atmosphere in the workplace
Whether we like it or not conflicts are a part of organizational life. It is normal to present different
opinions, approaches to work and negotiate with others the solution which satisfies the needs of parties
the best. If we are open to such negotiations and free of “all or nothing” thinking we are able to
overcome difficulties which conflict may impose. Good conflict resolution implies: (1) recognition of the
problem; (2) open discussion to explore possible solutions that are focused on specific work problems or
tasks, and not personal issues (3) respect for own needs and the needs of others. In most cases finding
common ground is possible- it just demands creativity and moving beyond ego-defences. However, it
often happens that people who are directly involved in conflicts cannot manage the situation. The
quicker you recognize it the better. In such cases you need external intervention of someone who can
serve as a mentor or mediator.

The EMPOWER project (www.empower-project.eu) has received funding from the
European Union’s Horizon 2020 Research and Innovation Programme under Grant
Agreement No. 848180.

Page 36 of 57

| The European Platform to Promote Wellbeing and Health in the workplace

D1.2 – Awareness and destigmatisation campaign material

Ignored and unresolved conflicts may produce other difficulties, such as aggression or bullying. Both
aggression and bullying are the sources of intense stress and suffering. The best tip for everyone who
faces aggression and/or bullying behaviours is to protest assertively. This may mean that we react even to
a very small rule breaking. You may just say: “I feel uncomfortable by your behaviour, could you please
follow the rules?”. You could also warn a person that if such a situation is repeated you will report it.
Remember you have the right to protect your dignity at work.

Item 12. Role ambiguity or role conflict
Role conflict arises when individuals are faced with inconsistent or incompatible demands, whereas role
ambiguity refers to uncertainty about which tasks and responsibilities are part of their role. In both cases
you need to ask for role clarification which should be done by your line manager or the higher
supervisor.
Sometimes people experience inner role conflict e.g. when you want to be a demanding leader and a
friend to your colleagues at the same time. In this case you need to negotiate with yourself and discover
what your priorities and moral standards are. Differentiation between people issues and work
problems will be of great help.

Item 13. Lack of opportunity for professional development
Why do you feel that you are not moving in the direction you dreamed of? Do you know you can do
better, but you have had no favourable response asking for new work challenges or trainings, and you
know the company cannot offer you anything more? Or does your supervisor have a different vision of
your development, that you do not agree with? If you want to stay in the company, make a list of your
strengths and think about how you imagine your career path. Once this vision is clear and you're able to
define it, talk to your supervisor and determine how realistic your plans are for the company.
Your supervisor may be unaware of your strengths or ambitions.
If your supervisor doesn't see a chance for you to grow, and you made all steps mentioned above, you
might start looking for a new job role either within the company, or somewhere else. The question about
the vision of you in the company is often asked at job interviews. This time, define it well and ask yourself
if it has a chance to be realized by your current employer or that you would have to look somewhere else.
Remember that the price for staying where you are is frustration – which might be a very unpleasant
feeling.

Item 14. The need to adapt to ongoing changes (e.g. legal, technological, knowledge development)
Permanent changes at work can be frustrating and may drain our resources just because they appear in
our well -ordered work environment and force us to make additional efforts to fulfil job demands.
Adaptation to small and simple changes is usually smooth and easy. And after a short period
of discomfort we can perform as usual. Big or multistage changes may generate uncertainty, fears and
anxiety. They demand from us to continuously learn new things and test our competencies in new
circumstances. Not everyone likes it.
If the changes are more complex ones related to technology or procedures which should be implemented
- do not hesitate to ask questions: when, how, who, where? Be active at the beginning of the processasking for clarification is your privilege and right. Do not ignore training possibilities offered by the
employer, but if the employer does not show any initiative at this area, find suitable courses outside
organization and ask your employer for the funding or reimbursement. You need also to take care of
your wellbeing, especially at the time of large changes and insecurity – make time to relax, ensure a
healthy diet and take part in physical activity which are essential and will help to decrease tension.
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Item 15. Negative work-home balance
Research shows that lack of work-life balance (WLB) may lead to serious negative effects such as burnout
or workaholism. If you have found that the proportion of time spent at work (mentally and physically) and
at home is compromised, try to find the reason for this (e.g. you have taken too many work
responsibilities or are there psychological reasons that being at work is more satisfying than staying at
home, or your working time collides with your home responsibilities).
If there is a possibility to negotiate with your employer about your working hours or to work remotely,
just do it. Even if it is only temporary solution it may bring some relief to you. If there is no such
possibility, try to prioritize some small home tasks to be able to focus on essentials when you are back
home.
If you suffer from perfectionism- analyse how much time you spend trying to be perfect in main areas of
your life, and what are the gains and costs of these efforts. Try to remind yourself the simple truth, that
“best is the enemy of good", and nobody will pay you for the over-involvement.
Do not ignore the signals from your body- like aches, tiredness, nausea- they appear to inform you that
there is a problem. Try to plan a time for yourself during weekends and weekdays to defuse emotions and
relax, you can also use Empower app to be guided in healthy lifestyles and emotional well-being.

Item 16. Remote work
If you find remote work stressful, check if you can introduce some of the following changes which may
help you to remain effective and more relaxed:
1. Set ground rules with the people you live with - teach them that being at home does not always
mean that you are available for them.
2. Develop routines: (1) arrange your workspace (2) maintain regular working hours, (3) schedule
breaks (you need to move around and to see something other than your files and the computer
screen). If children are at home, you could have some short physical activity with them- they will
be happy and you will relax your body at the same time)
3. Be mindful- do not ignore signals of discomfort in your body (investing in a good chair is
essential for your physical comfort) and mind (preferably do not use your bedroom as an office)
4. Do not hesitate to ask for help if you need it, and make sure to keep in touch with your
colleagues (socially with coffee breaks and formally with meetings).
5. If you have a problem with focusing your attention or believe that your effectiveness is
diminished, consider joining a self-help social media group to exchange experiences and to develop
fresh motivation. You can also use apps which may help you to organize your working time.
6. Develop the habit of protecting your files before you leave your computer – pets and children
can always find a way to destroy what you have already done.
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English version
Recommendations for employers based on staff scores in Psychosocial Risks Scale
The employer will receive a list of the 5 psychosocial risks which cause the most stress among their
employees, followed by recommendations of actions which can be taken to reduce the level of stress. In
the case of companies with 10 or less employees, the list will include all psychosocial risks reported by
employees, where the score is above 2 sorted in frequency order.
Below we present the list of items of MINI Psychosocial Risks Scale together with the recommendations.

Item 1. Tasks are too difficult:
e.g. Tasks are too complicated, a lack of ready-made solutions; employees must create solutions
themselves and rarely receive feedback; the tasks are difficult to understand / vague; the tasks are poorly
explained; tasks exceed employees’ skills and competencies.
Recommendations for the employer:
• When you are recruiting, consider introducing selection procedures which allow you to recruit
employees predisposed to work creatively and independently;
• Support employees’ agency and professional development by following ways/means:
a. By developing individual career paths;
b. By providing periodic training in order to improve professional competences;
c. By promoting teamwork and mentoring;
d. By introducing a more participative approach to the organization of work and division of
work tasks;
• When delegating tasks, ensure precise communication. Make sure that the instructions given to
the employee are understandable to him/her
• Allocate responsibilities by adjusting the difficulty level to the employee’s abilities
Create databases of knowledge (e.g. in the form of online/offline documents (manuals, guidelines,
tutorials), which are easy to access and stored in one place)

Item 2. Tasks are too easy to do
e.g. Tasks are too simple; boring; there is the discrepancy between the employee's high competences and
the simplicity of the tasks.
Recommendations for the employer:
• be aware of the problem of being over-qualified - even a good salary will not compensate lack of
work satisfaction in the long-term;
• tailor the recruitment requirements to the actual needs of the position
• counteract monotony by introducing rotation between different work posts;
• divide the tasks according to the level of difficulty and the capabilities of the employee
• hand over simple tasks to employees who start working in the organization and are in the
process of gaining experience
• introduce a more participative approach to the organization of work and division of work task
• promote workers’ creativity by rewarding innovations that they propose.

Item 3. Too much work to do
e.g. Work under intensive time pressures; too many tasks to do during workday; bad work organization,
uneven distribution of tasks.
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Recommendations for the employer:
• consider hiring seasonal workers to support your staff in times of excessive workload;
• pay more attention to short-term and long-term planning to avoid unnecessary cumulation
of tasks;
• offer time and task management training;
• develop limits of workload based on work analysis;
• monitor top-down, bottom-up information flows to avoid both too much and too
little information;
• promote feedback sharing between employees and managers;
• define more precisely the role of an employee in the organization – range of activities, range
of responsibilities;
• introduce a more participative approach to work organization and division of work tasks.
• Analyse the skills, train the worker and assign to each worker the tasks that are easiest for them
to perform effectively and in the shortest time possible
• Encourage employees to communicate and initiate actions aimed at improving the work process
or eliminating activities that are unnecessary in order to achieve the intended goal, i.e. task
completion.

Item 4. Too little work to do
e.g. Boredom, waste of time which diminishes work motivation and commitment to work.
Recommendation for the employer:
• create a communicative atmosphere so that the employee feels confident and able to report to
you or your representatives their needs and satisfaction with their job (individually) and proposals
concerning potential directions of company development or improvement. Also encourage
employers to use an anonymous questionnaire from time to time (e.g., twice in a year) to receive
feedback from them.
• the analysis of workload for different work posts which will help human resources to rationalize
the employment and help with more even task distribution,
• temporary transfer of some employees to other suitable tasks.
• if it is a long-term condition, consider reducing your workforce or introducing new products,
developing your business using your employees' skills and competences.
• Promote the worker to propose improvement initiatives that enrich the tasks they carry out
Pop-up for the term ‘Rationalize employment’
Organizational effectiveness is the goal of every organization. One of the ways in which it can be
improved is through the use of various rationalizations of business aspects (technical, economic,
personnel). The human resources rationalization pertains to: a) technical solutions which include
workplace design, calculation of optimal number and quality of employees, remediation of surpluses and
deficits and similar technical solutions that are related to human resources, which is generally well-known
in a discipline of human resources management and pertains to the so-called technical or "hard" human
resources rationalization, b) human resources rationalization in the sense of rationalization of each
separate work and people management (leadership) which is less known and applicable, and they pertain
to the so-called psycho-social or "soft" human resources rationalization of work which is primarily the
rationalization of personal work and management of people in an organization (Bogdanovic,
Cingula Marijan, 2015).

Item 5. Work hours that interfere with private life
e.g. Working at times that impedes normal functioning; shift work; night work; work during weekend;
rigid work hours, overtime, long commutes.
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Recommendations for the employer:
• if it is possible, offer your employees flexible working hours;
• remember that according to some studies overtime reduces productivity- you should establish
your overtime policy to prevent unnecessary long working hours; - treat long working hours as a
"special situation" and not as a standard at work;
• you may offer additional benefits for those working on shifts or work hours that interfere with
work-private life (e.g. additional breaks, opportunities to have medical check-ups or physiotherapy
during working hours),
• give employees the opportunity to set up their own schedule, in consultation with other people
with whom they work in shifts;
• provide health education and support for employees, to prevent the negative effects of shifts
and long hours work.
• If possible, jointly plan work shifts together with employees

Item 6. Lack of control over work
e.g. No opportunity to help plan the work; all activities at work are highly defined or imposed by external
circumstances with no space for employees’ involvement.
Recommendations for the employer:
• enable employees to influence the organization of work or formulate company
recommendations. Introduce participatory management model (the system where employees share
significant degree of decision-making power with their superiors);
• broaden the variety of tasks in terms of control;
• introduce opportunities for creativity at work by engaging employees in the process of work
enrichment (bigger role of an employee in planning and evaluation of own work performance) and
introducing new organizational solutions.

Item 7. Lack of appropriate equipment to perform the job (tools, devices, consumables)
e.g. Broken or outdated equipment; tools that are difficult to use; the tools available make the work
slower or less efficient.
Recommendations to employer:
• take care to abide by health and safety rules, for example, by providing, depending on the
needs, collective protection equipment, personal protective equipment, providing necessary training
and familiarizing with the instructions for use of individual devices;
• invest in good quality tools and other essential equipment;
• invest in modern tools designed to do the job;
• systematically inspect the working conditions and equipment used at the workstations;
• provide maintenance services;
• introduce procedures for reporting shortages and advance planning for supplies;
• improve communication and cooperation within the organization to promote reasonable use of
available resources
• annually ask the worker for the new material she/he may need, or replacement equipment
necessary to optimally perform their tasks

Item 8. Inappropriate work conditions
e.g. Environmental risks such as inappropriate temperature, noise, disorder at the workstation, nonergonomic workspace, inappropriate lighting.
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Recommendations for the employer:
• take care of health and safety rules by systematic control of working conditions, carrying out
measurements of harmful factors in accordance with the regulations, and taking actions aimed at
eliminating the existing hazards
• familiarize the employee with the principles of safe work at the position;
• ensure proper health prophylaxis, i.e. provide employees with appropriate medical examinations
and first aid rules;
• invest in new technology which minimizes hazards at the workplace
• provide a nice and relaxing environment in areas where people eat and spend breaks;
• personalise and adapt the workspace to the worker (e.g. adjust the height of the chair and
workspace to fit the employee’s requirements)

Item 9. Poor communication within the organisation
e.g. Lack of necessary information; incomplete or false information; lack of collaboration and
communication culture; excess of unnecessary information.
Recommendations for the employer:
• improving communication and cooperation in the organization, (e.g. soft skills training, various
means of communication: intranet, newsletters, meetings, designing an effective communication
flow between and within departments);
• introducing a participative approach to problem solving;
• developing the social and information support network within the organization
• give employees the opportunity to make some decisions, e.g. on shift working hours, division of
labour between employees.

Item 10. Lack of social support
e.g. Lack of help in solving problems and completing tasks; lack of emotional support and understanding
for personal problems; lack of help in resolving conflicts.
Recommendations for the employer:
Please consider: (1) introduction of mentoring for new employees which can help to socialize them with
colleagues, the work environment, demands and procedures; 2) Improve the skills of managers by
providing training on how to give constructive and supportive feedback to employees (3) promotion of
team work and collective efforts to achieve organizational goals; (4) promotion of collective events which
allow for development of social bonds between employees in your organization.; (5) support employees
by showing an understanding of work and private life and serve as a good example of being open to
people’s problems at work; (6) provide training and courses which aim to improve professional
competences of employees; (7) create teams of experienced and new employees, thus giving them the
opportunity to acquire necessary skills and experience; (8) facilitate work-life balance.

Item 11. Bad working atmosphere in the workplace
e.g. Conflicts; unhealthy relationships in the workplace (aggression, teasing, slandering, unequal
treatment); rivalry; feeling uncomfortable;
Recommendations for the employer:
• defining and communicating the values of the organization;
• introduction of “zero tolerance policy” for aggression, bullying, discrimination and other
undesirable behaviors;
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• develop procedures for reporting misconducts;
• develop and communicate clear and easy to follow rules of periodic
assessment and possibilities of career development;
• educate and train your staff in issues of organizational ethics
• exchange team workers or work shifts, making more homogenous groups avoiding conflicts.

Item 12. Role ambiguity or role conflict
e.g. Unclear role in the organization / team; unclear expectations; doing work which belongs to others;
unclear division of tasks; lack of defined responsibilities; differences between commitments and actual
requirements and expectations.
Recommendations for the employer:
• provide clear description of duties and responsibilities for each employee;
• allocate specific responsibilities to individual employees;
• make the organizational structure transparent (who is responsible for what, who distributes
tasks, who checks work performance, who makes decisions);
• make meetings a place for open discussion and clarification of doubts (regular meetings
improve the communication flow);
• adapt the organizational structure to the nature of work and tasks (if possible, avoid dual
management where one person has more than one boss);

Item 13. Lack of opportunity for professional development
e.g. Working below qualification level, underestimation of skills, lack of promotion, career development
inconsistent with employees’ knowledge, possibilities and expectations.
Recommendations to employer:
• Recruit employees in accordance with their possibilities, expectations and
professional ambitions;
• clearly define individual career paths together with the employee;
• establish cooperation with a coach / career advisor;
• enable participation in training and mentoring programs in the organization;
• encourage employees to share their knowledge and experience with others (internal trainings,
workshops);
• be open to employees’ development initiatives (e.g. enabling participation in courses during
working hours, reimbursement of training fees);
• appreciate and recognize initiative of employees;
• demonstrate your interest in employees' skills and competences;
• make use of the employees’ potential;
• be open to employees’ needs, expectations, intentions and development directions;
• identify the employees' strengths and weaknesses and build on them (development centre);
• train managers in providing constructive feedback.
• modify the directions of the company's activities, using the skills and qualifications of your
employees.

Item 14. The need to adapt to ongoing changes (e.g. legal, technological, knowledge development)
e.g. Frequently introduced changes in procedures, work organization, and law which affects work. Lack of
support during the adaptation and implementation of changes, lack of communication about changes.
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Recommendation for the employer:
• consider a participative approach to change management (invite your employees to take part in
the process of preparation of organizational/technological changes);
• prepare your staff about upcoming changes and developments in advance (e.g. by distributing
the information, discussing the planned steps of the adaptation process, offering training);
• build the base of knowledge (e.g. in the form of on-line documents which are easy to access);
• support employees at the time of change by mentoring
• provide the worker with the technological means necessary to carry out both organizational and
legal changes

Item 15. Negative work-home balance
e.g. The work collides with private life demands.
Recommendations for the employer:
• be open for flexible work arrangements;
• if possible, provide benefits helping with reconciliation of work and home responsibilities
(e.g. possibility to take a child to work or work from home when a child is ill, social events for workers
and their families, flexible working hours for parents with small children etc.);
• counteract overload / overtime work (e.g. by recruiting additional employees if it is needed,
temporal changes in division of work);
• show your good will in solving people problems at work.

Item 16. Remote work
e.g. working outside of the office.
Recommendation for the employer:
Information and communication technology allow you to stay in constant contact with colleagues,
efficiently organize your activities, and manage time spent on work and family matters. It also offers the
ability to work in different places and at different times of the day, and care for family members. If the
work does not take place during the strictly defined hours and days of the working week, it gives rise to a
feeling of constantly being at work, lacking a longer period of time devoted exclusively to private life. As a
result, it may significantly disrupt the work-home relations and, consequently, social relations.
• analyse employees’ needs in terms of the equipment they require and do your best to provide it
for them when they are working from home. Allow workers to temporarily take home the equipment
they use at work: such as a computer, monitor, keyboard, mouse, printer, chair, footrest or lamp.
You should keep a record of these items to avoid confusion when office-based work is resumed;
• remote workers should be given guidance on how to prepare a workplace at home to ensure it is
ergonomically sound;
• staff should be encouraged to take regular breaks (every 30 minutes) to get up from their desks,
move around and stretch;
• remote workers should be trained and supported in the use of computer hardware and
software. Tele- and videoconferencing tools for example, may be essential for home-working but can
be problematic for employees not accustomed to using them;
• good communication must be ensured at all levels, from strategic information provided by
management to the responsibilities of department leads. Remember the importance of routine social
interaction between colleagues. While the former can be incorporated into scheduled online
meetings, the latter can be implemented through online chats or "virtual coffee break" meetings;
• the risks of workers feeling isolated and under pressure must not be underestimated. This can
lead to mental health problems if not supported. Effective communication and support from the
management and the ability to maintain informal contact with colleagues are important;
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• please note that an employee may have a partner who also works remotely or children who
need care because they do not attend school or attend online lessons. Others may be caring for
someone elderly or chronically ill or those who are in isolation or quarantine. In these circumstances,
management should be flexible about staff working hours and performance.
• remember that performing work in a remote system does not require the employee to be fully
available 24 hours a day.
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APPENDIX 4 - ADDITIONAL PSYCHOEDUCATIONAL MATERIAL
PRESENTED AT THE WEBSITE
English version
Note: In green, those parts that have been culturally adapted to each country (i.e., Finland, Poland and
Spain).

Aggression
Depending on its intensity and source, aggression at the workplace may be a threat to the
health and wellbeing of employees. Even a relatively low but repeated exposure to aggressive
acts causes visible disturbances in the mental, social and professional functioning of
employees.
The European Commission defines aggression at work as "all those situations in which an
employee is offended, intimidated or attacked in work-related circumstances and it directly or
indirectly threatens his/her safety, well-being and health."
Given the source of aggression, we can classify it as follows:
1. External-organizational aggression:
• "criminal" aggression - when the perpetrator is a person from outside the organization
committing crimes, acts of sabotage or terror on organization premises.
• client aggression - when the perpetrator is e.g., client, student, patient, prisoner or
passenger.
• aggression resulting from personal relationships of employees - when partners, family,
or friends of an employee commit acts of aggression against them or others on the
organization’s premises.
2. Internal-organizational aggression:
• Interpersonal aggression which appears between co-workers and within co-workersupervisor relationships.
• Organizational aggression - occurring in organizations with job roles that may
experience threatening situations (bailiffs, financial control officer etc.) or in organizations
with an unsupportive organizational climate, enabling or even promoting extreme
competition and violent solutions of existing problems without respect to human dignity.
According to many scientists studying the phenomenon of aggression at work, the most
common forms of aggressive behaviours are:
1. Displaying hostility, e.g., raising the voice, swearing, offensive gestures or comments,
threats, insinuations, social boycotting, exclusion, ignoring someone’s presence, spreading
false information about a victim, excessive and unjustified criticism, unfair assessment of
work, projects destructions.
2. Intentional obstruction of work (obstructionism), including deliberately slowing down
the team's work by leaving the workplace, being late to meetings, losing documents,
making mistakes, being unprepared for work, delaying tasks, concealing important
information, equipment or turning on fire alarms.
3. Overt aggression – for example, throwing objects, physical attacks, sexual harassment,
theft and destruction of property (e.g., damage to machines and equipment, scratching the
car, deleting important files or installing a virus on computers).
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The consequences of exposure to aggression at work affect not only victims, but also
organizations. After an aggressive incident, victims often experience increased feelings of anger,
irritation, anxiety, depression, discouragement, helplessness, thoughts of resignation, low
energy. They may also feel guilty and have low self-esteem. Physical complains often
accompany psychological problems. Victims may suffer from headaches, recurring migraines,
stomach aches, nausea, insomnia, sleep disturbance, and increased muscle tension. Witnesses
of aggressive incidents may also feel anxiety and discomfort. During the period when workplace
aggression is experienced, social and professional life also suffers - relationships
with colleagues change, interpersonal conflicts occur more often, there is a strong desire to
change or leave work, and productivity decreases. The perception and attitude of the employee
towards the management may also change, with a lack of trust in the management caused by
feeling unsafe at work, which affects productivity, commitment to tasks and compliance with
professional ethics.

Job burnout
Job burnout is a state of fatigue or frustration that can occur in anyone who performs a specific
job for some time. This condition is characterized by emotional exhaustion and a reduced sense
of one's own professional achievements. Emotional exhaustion is a feeling of emotional load,
emotional void, fatigue, and lack of energy that are associated with the work performed. Job
burnout also has a tendency to negatively affect one's professional achievements, own
performance and skills.
It was previously thought that job burnout affected social service sector employees (teachers,
nurses, social workers). However, we now understand that type of profession is not always a
key factor in the development of job burnout. There are many different professions who
experience burnout, including policemen, lawyers, telecommuters, engineers, IT specialists,
builders and accountants.
Both individual and environmental factors are responsible for the development of job burnout.
What are the personal risks of burnout? Researchers are expanding this list every year. These
risks are:
• perfectionism, high (idealistic) expectations of oneself,
• strong need for recognition (the will to do a lot for others, in order to be appreciated),
• putting other people's needs first while not noticing their own,
• sense of being irreplaceable (reluctance to delegate tasks to others),
• a tendency to work intensively ("hard"), until overload and exhaustion
• treating work as the main activity in life.
What features of the work environment can lead to job burnout?
• high / conflicting job requirements, time pressures,
• difficulties relating to the combination of a managerial position and lack of relevant
support,
• unsupportive, stressful atmosphere at work,
• no opportunity to make decisions and influence work organization,
• limited opportunity to express opinions,
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Lack of communication (between employees as well as between employers and
employees),
• administrative restrictions,
• pressure from superiors,
• bad organization of work,
• lack of resources (human, financial),
• lack of prospects for promotion,
• ambiguity of the professional role,
• lack of positive feedback,
• lack of teamwork,
• lack of social support.
Professional burnout undoubtedly has negative effects in every area of life. It adversely affects
both physical and mental health. The negative effects of job burnout can lead to serious mental
disorders such as: depression, anxiety disorders and even addictions.
If you're wondering if you are experiencing job burnout, you should answer the following
questions:
• Do you feel dissatisfied with your work?
• Do you feel constant fatigue due to being overworked?
• Do you avoid contact with your superiors and colleagues?
• Do you have low self-esteem?
• Do you stop appreciating your professional achievements?
• Do you have trouble sleeping (you can't easily fall asleep and often think about work)?
• Do you feel anxiety, anger, a sense of emptiness or do you have physical symptoms
when thinking about work (muscle tension, stomach-ache, nausea, diarrhoea)?
If you answer yes, to most of the answers, it is worth talking to your work/management/line
manager in the first instance. If you do not feel comfortable with that, perhaps talk to an
external expert (psychologist, doctor, coach) for help and advice
If you feel that you are suffering from job burnout, go to the website: www…

Presentism
Presentism is a widespread phenomenon whereby an employee attends work despite health
problems. Whether a sick employee shows up at work depends on many factors.
The most common reasons for working despite a health condition are:
• fear of having no time to catch up,
• the possibility of losing employment or part of earnings due to being absent from work,
• fear of losing customers, defaulting and reducing the organization's income,
• reluctance to burden co-workers with their duties or lack of replacement.
Therefore, the greater the loss due to absence from work, the greater the likelihood of
undertaking professional duties despite poor health.
The decision to "go to work or stay at home" also depends on:
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the type of health condition, the severity of its symptoms, and how much they hinder
normal functioning.
• health self-assessment.
• habits and attitudes towards work and employers (loyalty, sense of responsibility,
excessive involvement in work),
• the ability to match work (type of tasks, how they are performed) to current capability.
• organization policy (e.g., tolerance of employee absence, care for the health and safety
of the staff).
The less bothersome the symptoms are and the more motivated we are to work, the more likely
we are to go to work despite the suffering a condition. It cannot be clearly stated whether
presentism is a positive or negative phenomenon. Excessive workload of a sick employee, could
reduce the body’s ability to regenerate and potentially worsen the condition, extend its
duration, increase the risk of health problems, and job burnout. However, if the symptoms of
your disease have only a slight impact on work, or if it is possible to change your work post
temporarily, then attending work can be beneficial for you, the employee, and for your
employer. Such a solution minimizes the costs associated with absence from work, and it
enables active participation in social life, which provides motivation to take better care of your
health. On the other hand, if the presence at work while ill feels compulsory, it may be the sign
of an unhealthy process which drains our resources.
Professional development
Professional development means maintaining essential knowledge and skills necessary to
perform tasks in the current job, as well as developing additional competences for promotion or
transfer to another position. Ongoing development of knowledge, enhancements in technology
and production and expanding of job roles, force virtually all employees to constantly learn and
adapt. It is often necessary to improve existing competences and to acquire new ones, to
ensure we remain a competent part of the workforce, to apply for promotion or seek different
job roles. A lack of development can be a source of stress, may reduce self-esteem, and cause a
lack of job satisfaction. In addition, hard skills (e.g., knowing how to repair PC, prepare
documents or operate complicated machines) and soft skills are becoming more and more
important. They are also known as "people skills" or "interpersonal skills". Soft skills focus on
the way you relate to and interact with other people. Examples of soft skills are conflict
resolution, time management, and dealing with challenging customers. Possessing such skills
helps to cope with difficult and stressful situations and can also be a positive asset to have when
applying for promotion or a new job. When professional development is blocked by external
factors (e.g., lack of promotion opportunities) or internal factors (e.g., lack of motivation to
change), we experience frustration and work ceases to give us satisfaction. We may feel a lack
of energy, lack of sense of daily achievements, and low self-esteem. That is why it is important
to treat professional development as a long-term process that requires thoughtful, planned
action. It is good to think about your professional goals, how to achieve them, and what blocks
this development. Only then our actions can be effective. If you feel that your career is stuck,
try talking about it to your manager. You could also check if there are any new personal
development or job opportunities in your department, or other departments in your
organization. It is never too late to learn, and if your employer does not offer development
prospects, it is worth thinking about your future and what you want to achieve, even seeking a
career elsewhere could be an option.
Remote Working
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The rapid development of information and telecommunications technology has resulted in
many changes in the undertaking and organization of work, communication, science and the
emergence of new professions. More and more often "remote working" or "teleworking" is
introduced in organizations. The main concept is to perform work outside the organization's
place of work and deliver the results of work via the Internet or by means of other techniques.
There are four types of teleworking: a) home-based work, b) combined work (part of the tasks is
performed at home, part in the organization), mobile work (performed in the field), c)
telecentre (performing work in a specially designed place, outside the organization but close to
the place of residence) and d) overseas work (performing work in different parts of the world).
The first two ways of undertaking work remotely are most often used. This allows organizations
to reduce production and service costs, as well as ensure continuity of work and safety of
employees (for example, fewer accidents on the way to and from work or greater protection
from COVID-19). This way of working can also be beneficial for the employee. It enables greater
flexibility of working time, creating more convenient conditions for improving performance,
saving time and money spent on commuting to the workplace, integrating professional and
non-professional duties.
Unfortunately, teleworking also carries some risks. Working from home limits direct contact
with co-workers and superiors, which makes communication difficult and limits the possibility of
getting help in difficult tasks. It is not always possible to create appropriate technical and
ergonomic conditions for work (having the right equipment, IT tools, appropriate furniture, and
lighting to work with a computer). If the work environment is shared, for example with family
members (e.g., children and other care-dependent persons, a partner doing remote work), it
may hinder concentration, motivation and mobilisation to work, and may sometimes cause
family conflicts. Working from home sometimes blurs the borderline between work and private
life, which can lead to a feeling of constant presence at work. As a result, remote work becomes
a source of mental and physical stress. As a consequence, we may feel pain in our spine or
shoulders, headaches, painful and burning eyes as a result of inappropriate working conditions,
annoyance (tension), exhaustion and a sense of loneliness and less effective work.
The good news is that most remote working problems can be dealt with. This applies both to
the way it is carried out and reducing the adverse effects.
Recommendation for the employers
• Allow workers to temporarily take home the equipment they use at work: such as a
computer, monitor, keyboard, mouse, printer, chair, footrest or lamp. You should keep a
record of these items to avoid confusion when office-based work is resumed.
• Remote workers should be given guidance on how to prepare a workplace at home to
ensure it is ergonomically sound.
• Staff should be encouraged to take regular breaks (every 30 minutes) to get up from
their desks, move around and stretch.
• Remote workers should be trained and supported in the use of computer hardware and
software. Tele- and videoconferencing tools for example, may be essential for homeworking but can be problematic for employees not accustomed to using them.
• Good communication must be ensured at all levels, from strategic information provided
by management to the responsibilities of department leads. Remember the importance of
routine social interaction between colleagues. While the former can be incorporated into
scheduled online meetings, the latter can be implemented through online chats or "virtual
coffee break" meetings.
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The risk of workers feeling isolated and under pressure must not be underestimated.
This can lead to mental health problems if not supported. Effective communication and
support from the management and the ability to maintain informal contact with colleagues
are important.
• Please note that an employee may have a partner who also works remotely or children
who need care because they do not attend school or attend online lessons. Others may be
caring for the elderly or chronically ill and those who are in isolation or quarantine. In these
circumstances, management should be flexible about staff working hours and
performance.
Recommendation for employees
If you find remote work stressful, check if you can introduce some of following changes which
may help you to remain effective and more relaxed:
1. Set ground rules with the people you live with - teach them that being at home does
not always mean that you are available for them.
2. Develop routines: (1) arrange your workspace (2) maintain regular working hours, (3)
schedule breaks (you need to move around and to see something other than your files and
the computer screen). If children are at home, you could have some short physical activity
with them- they will be happy, and you will relax your body at the same time)
3. Be mindful- do not ignore signals of discomfort in your body (investing in a good chair is
essential for your physical comfort) and mind (preferably do not use your bedroom as an
office)
4. Do not hesitate to ask for help if you need it, and make sure to keep in touch with your
colleagues (socially with coffee breaks and formally with meetings) or with an occupational
health professional.
5. If you have a problem with focusing your attention or believe that your effectiveness is
diminished, consider joining a self-help social media group to exchange experiences and to
develop fresh motivation. You can also use apps which may help you to organize your
working time.
6. Develop the habit of protecting your files before you leave your computer – pets and
children can always find a way to destroy what you have already done.
Role ambiguity and role conflict
All employees, regardless of age, education or professional experience, have a role to play in
every organization. The requirements of each role results from the purpose of the work
performed (e.g., providing medical assistance, assembly of machine parts, manages
accounting), required competences, procedures and standards of its performance,
organizational structure and management (managing own and other people's work,
coordinating activities of many teams or departments). Each role in the organization is defined
in the form of rules, regulations, and instructions to be followed. However, the role may not
always be described in sufficient detail, may be ambiguous and not fully understandable. This
can lead to discrepancies between the job description and the actual requirements, as a result,
stress occurs.
If the employees are uncertain about what to do and what is not their responsibility, in what
order tasks must be performed, or when the criteria for assessing the work performed are
unclear, these experiences are examples of role ambiguity. This situation is conducive to making
mistakes and disorganized work, causing mental discomfort, uncertainty about their skills and
the results of their own work, fear of making a mistake, and negative assessment of superiors.
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This is accompanied by emotional tension, and sometimes physical ailments or complaints a
result of stress (e.g., headache, stomach-ache…). The conflict of roles thus brings additional
negative effects.
The conflict of roles occurs when:
• the instructions given by supervisors or expectations as to the type, manner, order, and
deadline of work are contradictory or render tasks impracticable (e.g., save cleaning
products and ensure high standards of cleanliness; go on a business trip and at the same
time prepare a quarterly report).
• when employees are urged to achieve goals in a manner inconsistent with standards or
causing moral dilemmas (e.g., breaking safety rules to achieve a goal quicker or deciding
which patient obtains medical help first when there are limited resources).
• when it is necessary to perform tasks that go beyond formal obligations.
• the employees perform various roles and good fulfilling of one of them limits or
prevents the fulfilment of others (e.g., involvement in professional work resulting in neglect
of family responsibilities).
The role conflict disturbs interpersonal relationships in the workplace, and sometimes in the
family, promotes a lack of job satisfaction, neglecting duties, increases burnout, evokes the
willingness to quit the job and contributes to reducing work efficiency.
If you want to know more: www…

Sexual harassment at work
According the International Labour Office (ILO), sexual harassment is a behaviour of a sexual
nature that is unwelcome and offensive to its recipient.
Sexual harassment may take two forms:
1. Quid pro quo or sexual blackmail, when a job benefit - such as a pay rise, a promotion,
or even continued employment is made conditional on the victim acceding to demands to
engage in some form of sexual behaviour.
1. Hostile working environment where the conditions are intimidating or humiliating for
the victim. There are two dimensions of a hostile work environment: (1) unwelcomed
sexual interest (e.g., commenting on sexuality or gender of other people; unwanted
advances, gossiping about sexual life of others) and (2) so called gender-based harassment
(e.g., intimidation of somebody or unfair treatment just because somebody is a woman or a
man)
You need to remember that it is the responsibility of the employer to provide work conditions
that are free from sexual harassment. This means that both the perpetrator and the employer
are responsible in the case of continuing humiliation or harassment at work. If the employer
receives information about the suspected misconduct, he/she should take proper actions to
investigate the situation and resolve the problem.
In our experience, people are not always aware of what kind of behaviours are considered
sexual harassment, thus we provide some examples below:
Physical form of harassment:
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1. Unwelcome touching including pinching, patting, rubbing, purposefully brushing up
against another person, hugging or kissing or any other form of physical contact.
Verbal forms of harassment:
1. Inappropriate invitations to go out on dates
2. Intrusive questions about your private life that made you feel offended
3. Intrusive comments about your physical appearance that made you feel offended
4. Making inappropriate sexual gestures
5. Telling lewd jokes, or sharing sexual anecdotes
6. Staring in a sexually suggestive or offensive manner, or whistling
7. Sexually suggestive comments or jokes that made you feel offended
8. Asking sexual questions, such as inquiries about your sexual history or your sexual
orientation
9. Making offensive comments about someone's sexual orientation or gender identity
Non-verbal forms of harassment:
1. Inappropriate staring or leering that made you feel intimidated
2. Sending or showing you sexually explicit pictures, photos or gifts that made you feel
offended
3. Displaying inappropriate sexual images or posters in the workplace
4. Somebody indecently exposing themselves to you
5. Somebody made you watch or look at pornographic material against your wishes
Cyber-harassment:
1. Unwanted sexually explicit emails or text messages
2. Inappropriate advances that offended you on social networking websites such as
Facebook, Instagram or in internet chat rooms.
Research has shown that sexual harassment can lead to mood and anxiety disorders, decreased
fitness, problems with sleep and disturbances in intimate relationships. It can also negatively
impact a person’s self-esteem, belief in a good, safe world and trust in people, memory,
attention and thinking processes and may lead to suicidal behaviours.
Sexual harassment also affects witnesses to these unwelcome behaviours, who may feel
stressed and hopelessness. They may not intervene due to fear of being harmed themselves.
If sexual harassment is not properly approached in the organization, it may result in decreased
productivity and quality of products and services, higher staff absence and turnover rates, low
morale and decreased commitment and loyalty.
If you want to know more: www…
If you need help: [local helplines and resources]

Traumatic stress
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People in both their private and professional life experience dramatic situations that they find
difficult to deal with. These types of traumatic events have serious potential for causing
psychological suffering. Traumatic events are defined as any situation in which there is a
serious threat to the life or health of an individual or people close to them. These are situations
where we are confronted with death, or physical and mental suffering. Usually, such events are
difficult to foresee or even unpredictable. Therefore, when traumatic events occur, we usually
say to ourselves: “it cannot be true”, "something like this cannot happen to us".
The occupational risk of experiencing traumatic events primarily relates to people working in
emergency services (firefighters, physicians, nurses, paramedics, specialist rescue teams), police
and correctional officers, prosecutors and soldiers. In these professions, people confront
cruelty, severely injured victims of accidents and disasters, risk their own lives to help others,
participate in actions that are risky to life or health, work with dangerous or aggressive people.
However traumatic stress can also affect other professions, such as, production workers,
teachers, shop assistants, when serious accidents, assaults, robberies, technological/natural
disasters etc., are experienced.
Such events trigger the entire chain of psychological and physiological reactions, which are a
normal response to highly threatening situations.
Sometimes, however, the strength of this reaction is so profound that you need a specialist
consultation (psychologist, psychiatrist), which aims to reduce the severity of suffering
experienced.
It usually seems to us that dreadful events could have been avoided, or we feel that they should
not have happened to us. These events leave us with unpleasant and painful memories, anxiety
and uncertainty.
For many people participating in traumatic events, the most difficult period is "getting out" of
the threatening situation, when the worst is over and strong emotions are still felt. Everyone
expects that we are alright - after all, we survived the worst - but we often still feel bad, and
may try to hide it from other people, even our loved ones, for fear that what we are
experiencing. Sometimes, we are just ashamed to ask others for help. If you have experienced a
situation like this, or you know someone who has, the information and instructions provided
here will help you to have a better understanding of the emerging reactions, you will also learn
what to expect and what to do.
Reactions to traumatic events
Shock
Just after the traumatic event you may feel numb. It may be difficult for you to figure out what
really happened or to remember everything. Often, people feel as if someone has just woken
them from a nightmare and they are not quite sure if what happened was real or a dream.
Thoughts about the event
Painful experiences and graphic memories of past events can "get into" into your head. You
don't want to think about them, you want to forget about them, but they persistently return,
often at the least expected times. These thoughts and images may appear when you are awake
(when you try to live your life as normal) or in your dreams. The memories may become so
expressive and accurate that you begin to relive the whole event.
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Anger
Anger is a common reaction to a traumatic event. Often the question arises: "Why did this
happen to me?" In search of answers, you can look for a "scapegoat", or the person who is
responsible for what happened. Your internal tension and negative emotions can accumulate
and lead to uncontrolled outbursts of anger, even towards people who have nothing to do with
the situation.
Anxiety
This is another reaction to a traumatic event that often changes our value system, destroys a
belief that the world is safe and predictable. What we have experienced illustrates how easily
very bad and cruel things can happen and how dangerous the world is around us. People are
often afraid that a similar event may happen again, they feel worried about the safety of their
loved ones, and they can become overprotective of children. The anxiety associated with a
traumatic event can be so paralyzing that the fear of leaving home arises.
Shame and feeling guilty
Feeling shame or guilt are also typical, natural reactions. It may feel like we did not utilize all the
possible options to avoid danger. We blame ourselves for not doing enough or for something
else that "certainly" would not have led to what happened. Sometimes people blame
themselves for surviving while others lost their lives or health.
Helplessness
You can feel completely helpless - deprived of control over your feelings and reactions. You may
be afraid that you are "going crazy" and ashamed of your behavior.
Loss
Sometimes it happens that you are the only person who survived, e.g., from an accident in
which others died. Such events cause deep sadness and despair. It is often to find reality and
meaning in life and control despondence.
Physical reactions
The stress you experience can be expressed not only in the form of thoughts and emotions that
are difficult to bear, but also reflected in the reactions of your body. Below you can find a list of
typical physiological symptoms that you may experience:
• fatigue
• rapid heartbeat, the impression that it will jump out of the chest
• tremors of the whole body or limbs may appear right after the event
• nausea, diarrhea, vomiting, difficulty breathing (throat dryness, short shallow
breathing)
• tightness of the chest
• headache, neck and spine pains and other muscle aches.
• Sleep disorders are a typical post-traumatic reaction:
• difficulty falling asleep
• frequent waking up
• getting up at dawn and having trouble falling asleep again
• nightmares.
Loss of interest in the surrounding reality
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After a tragic event, people often experience difficulties associated with returning to everyday
life. Matters that were interesting before the event may cease to engage us. Typical feelings
include numbness and automatic and non-reflective performance of daily activities. Survivors of
such events often report that they feel "washed out" or empty, nothing pleases or interests
them, they do not care about anything.
Loss of self-confidence
A common result of a traumatic event is a loss of confidence. This can be manifested, for
example, by the fact that the work that is usually carried out, becomes more difficult and
requires more effort to do. Sometimes even everyday activities seem to absorb all the energy
we have in ourselves.
Feeling alienated
After experiencing a traumatic event, nothing may seem quite as it did before. We may feel a
sense of stigmatization, where it is difficult for us to talk to others. We can feel lonely and
alienated from our close surroundings. If this reaction is accompanied by persistent aggravation
and anger, it can cause serious family problems.
What can you do?
• Do not expect that traumatic memories and unpleasant feelings and emotions will
quickly disappear - they usually disappear and return from time to time.
• Trying to forget what happened, avoid people or situations reminiscent of an event,
may help only briefly. Denial is a coping mechanism which is not effective in the long run.
• Sometimes, you can't forget what happened – thoughts and images can come back no
matter how much you try to forget about them. What you can try to achieve is a state in
which these reminders will no longer be so dramatically painful. You can tell to yourself: “It
is my past, now I am safe, life goes on.”
• If you find it difficult to deal with memories, try to talk about your experiences. Perhaps,
one trusted person or specialist (GP, psychologist, psychiatrist).
• Avoid alcohol and other psychoactive substances – after consuming it, the memories
that you wish to free yourself from may worsen.
• If, despite the passage of time, nothing changes in your well-being, seek professional
help. You can also take advantage of professional help at any moment where you feel
overwhelmed by all what has happened.

Work-life balance
The concept 'work-life balance' is the ability to divide time and focus between work and private
life. Work-life balance is about maintaining a balance between professional responsibilities and
all aspects of our personal life, e.g., family life (childcare, relationships with loved ones), social
life (relationships with other people, activities in organizations), and various types of interests.
The balance between free time and time spent at work is extremely important and brings many
benefits. Rest is important to improve performance at work and create a sense of satisfaction
with the tasks performed.
Work-life balance, from a professional perspective, means organizational practices on the part
of the employer that will help us balance professional and personal obligations, e.g., flexible
working hours, the possibility of remote work at the request of the employee, integration
events with the participation of family and loved ones, social activities in the form of additional
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benefits (holiday allowances for families, the possibility of taking a child, a dog to work,
workplace kindergartens).
A positive effect of this concept is building the organization's brand as a socially responsible
business (caring for employees and their families), whereby such an enterprise becomes an
attractive place of employment.
Disruption of work-life balance can lead to negative consequences, e.g., worsening of an
employee's mental well-being. Studies show that a high level of conflict between work and
private life leads to a higher level of occupational stress. It also increases the risk of burnout and
deterioration in family relationships.
If you want to know more about work-life balance, visit: www…

Social support at work
Social support is one of the main factors reducing the impact of various types of stressors on
human life. This is a special kind of social relationship in which we exchange emotions,
thoughts, and feelings. A supportive person gives his/her time, energy and advice to a person
who needs help. We can get various types of support, e.g., emotional support (expressing care,
love and trust), informational (providing information or advice to solve a problem), instrumental
(financial assistance, help at work or household duties or other material help).
Social support is an extremely important factor. Relationships with other people that we
establish throughout our lives are an essential element of this process. If these relationships are
positive, they can be a source of support, especially if we find ourselves in a difficult situation.
The presence of family, friends, acquaintances, neighbours, colleagues and managers can be
invaluable.
Work is one of the areas of our lives in which the support provided by people from our
environment turns out to be extremely important. Everyone will experience a difficult or
conflicting situation at some point in their life are, both at work and home. Support helps to
reduce stress, tension and anxiety related to work. It can also strengthen the employee's ability
to deal with problems which may arise in the future. It becomes a source of protection against
difficult situations, such as ill-treatment by other colleagues or superiors. Studies show that a
high level of social support prevents the development of various types of disorders
(e.g., depression, workaholism, burnout), and can also have positive effects on somatic
health, e.g., protects against the development of cardiovascular disease.
If you want to know more about social support in the workplace, visit: www…
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