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A workplace issue

Economic burden:

"10 to 25% of Canadian workplaces effectively mentally
injurious — not good for the mental health of their
employees” ... “leading cause of short-term disability and
long term disability —it's the biggest single reason people
are off work for periods of time”

“estimated at $51-billion” ... * up substantially over the past
decade”

Speech of the Honourable Michael Kirby
on Workplace Mental Health

http://www.youtube.com/watch?v=cagf TFxOc6Xo&feature=player embedded




WSIAT Decision No. 1945/10

“The distinction Is, therefore, substantively
discriminatory against injured workers who develop a
mental disability.

Mental disability i1s an enumerated ground in
subsection 15(1) of the Charter.

Subsections 13(4) and (5) of the WSIA therefore
Infringe subsection 15(1) of the Charter.

The provisions of subsections 13(4) and (5) of the
WSIA are not saved by section 1 of the Charter as a
reasonable limit demonstrably justified in a free and
democratic society.”
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Mental Injuries Tool (MIT) Group:

= The Mental Injuries Toolc?r'oup was established
in 2009 out of a stakeholder sub-committee of
worker representatives and the Occupational
Health Clinics for Ontario Workers who were
charged with "supporting worker
representatives in taking action on prevention
and workers' compensation”.

This sub-committee held a workshop in 2010 to
select projects which could be developed jointly
to address common concerns. The topic which
received the most interest was mental injuries
(workplace psychosocial risk factors;
recoghition & compensation for mental injuries).




MIT group - who's involved:

Laura Lozanski, CAUT

Terri Aversa, OPSEU

Sari Sairanen, UNIFOR

David Chezzi, Andréane Chénier, CUPE
Nancy Johnson, Erna Bujna, ONA

Valence Young, ETFO

Gerry LeBlanc, Sylvia Boyce, USW

Chris Watson, Mary Shaw , UFCW 175/633
Jane Ste. Marie, John Watson, OSSTF
Kathy Yamich, Workers United Union
Charlene Theodore, OECTA

Sophia Berolo, University of Waterloo
Ashley McCulloch, Carleton University
Andy King, LOARC (Labour, OHCOW, Academic Research Collaboration)
Maryth Yachnin, IAVGO

Alec Farquhar, Kristen Lindsay, OWA

Curtis VanderGriendt, Ted Haines, Mark Parent, Andre Gauvin, Brenda
Mallat, Valerie Wolfe, John Oudyk (OHCOW)




L MIT Group Reviewed Available Tools

» Looked at theories of jobs stress:
Job Demand — Control model (Karasek)
Effort —- Reward Imbalance model (Siegrist)
Transaction Process model (Lazarus & Folkman)
Organisational Justice (Kivimaki et al)

= Looked at survey instruments and tried
them out - compared experiences
UK-HSE, JCQ, GM®@W, SOBANE and others ...




COPSOQ

Copenhagen Psychosocial
Questionnaire

(COPSOQ II - short version)

http://www.arbejdsmiljoforskning.dk/Sp%C3%B8rgeskemaer/Psykisk%20arbejdsmili% C3%B8.aspx?lang=en




COPSOQ Psychosocial Hazards:

PSYCHOSOCIAL HAZARDS.

Demands

+ Quantitative demands—not
having enough time

+ Work Pace—having to work at
a high pace

« Emotional demands—work
that invelves emetional issues

Work Organization

+ Influence—having influence
over your work

« Possibilities of development—
able tolearn new things, take
initiative

+ Meaning of work—feeling
that your work is important
and meaningful

« Commitment—feeling that

your workEIace makes a posi-
tive contribution

Relationship

« Predictability—being kept
well informed, having enough
information

+ Recognition—being appreci-
ated and treated fairly

+ Role Clarity—knowing what

is expected and having clear
objectives

+ Leadership—supervisor has
planning skills, values yourljob
satisfaction, listens and helps

Work Values

« Trust—information from
management is trustworthy;
management trusts workers

+ Justice and respect—conflicts
resolved fairly, work distrib-
uted fairly

Work/Life Balance
+ Inseficient job satisfaction

+ Work/family conflict

Offensive Behaviours

+ Undesired sexual attention,
threats of violence, physical
violence, bullying, harassment,
and discrimination

Kristensen, T.5, Hannerz, H, Hogh, A, & Borg, V.
(2005). The Copenhagen Psychosorial Question-
najre — g toof for the assessment and fmprove-
ment of the psvchosodal work environment,
Seandingwian fournal of Work and Emifronment
Health gifa), 438-40.



Prevention

individual oraanization

- coping and
appraisal skills

- wellness,

relaxation techniques | awareness, screening

(mindfulness) (surveys)
- therapy, - Employee
counselling, Assistance Programs
medication, support | (EAP), Return to Work




MIT Tools:

Website http://www/ohcow.on.ca/MIT
Guide

Survey (often use Survey Monkey)

You-Tube videos

Posters, cards

[training materials]*

[mini-MIT: shortened guide for workplaces]*
App http://www.ohcow.on.ca/MITApp

Webinar
http://www.ccohs.ca/products/webinars/work

place_stress/



a Mental

. reaching IR
young workers ...

= TIn partnership with the
CCOHS, we've created
an app that allows you
to do the survey and
have your own personal
score

http://www.ohcow.on.ca/MITApp

app built and rr ned by

"7 CCOHSE -




Back Workplace Stress MNext
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your energy that it has a negative effect on your
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¢ Back Workplace Stress
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Are You Ready to Do I1?
Stages of Change

Pre-contemplation (Not Ready) — “what problem? That’s just the
way things are in this line of work — always has been, always will.”

Contemplation (Getting Ready) — “maybe things could change
but | don’t know If I'm prepared to change? It is easier though, just
going along with things the way they are, but maybe ...?7?”

Preparation (Ready) — “things could be better and | think it's
worth the effort to try — let's get together and figure out how to do
something about this ...”

Action — “we’re going to make the following changes and hope
things will improve — I'm glad we’re finally doing something about
this!”

Maintenance — “so, we've made the changes, they might need a
bit of tweaking, but | think this is going to work out in the long run”

modified from: http://en.wikipedia.org/wiki/Transtheoretical Model




Drivers
(sticks and carrots): §

1.

Costs ($51 Billion)

2. Risk (do you want to read about your

workplace in the newspaper?)

. Legal liability (Martin Shain's work)
. Worker retention and recruitment (good

place to work)

. Excellence and sustainability
. The right thing to do - "law is the

conscience of those who have none”
(James Ham, 1983 TAPA Conference)




Mary Deacon, Chair, Bell Mental
Health Initiative (Oct 24/13%)

= A lot of organizations have the attitude
that they can't go down this road
because it leaves the organization
vulnerable to criticism.

* They have to accept that this is a
journey - need to admit the
organization is not perfect - we will
make progress but also will make
mistakes & learn.

* Rotman School of Business - 7th Annual Mental Health in the Workplace Forum (Oct 24/2013)




Thank youl




