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		About This Book

								

	
				E[image: mindfullness]mployee wellness is about more than offering fitness programs or occasional wellness activities. It involves creating workplaces where employees can thrive physically, mentally, socially, and emotionally. As organizations face changing workforce expectations, growing mental health concerns, and increasing demands for inclusive workplaces, HR Professionals are uniquely positioned to champion employee well-being while supporting organizational goals.
 This textbook was developed to help students and emerging HR professionals understand the many dimensions of workplace wellness and the role HR plays in creating healthy organizations. Throughout the chapters, readers will explore key topics such as occupational health and safety, mental and physical health, work-life balance, program design, implementation, and evaluation. Using Canadian examples, this resource encourages readers to think critically about how wellness initiatives can support diverse employee needs and contribute to healthier, more productive workplaces.
 Accessibility Statment
 We are actively committed to increasing the accessibility and usability of the textbooks we produce. Every attempt has been made to make this OER accessible to all learners, and it is compatible with assistive and adaptive technologies. We have attempted to provide closed captions, alternative text, or multiple formats for on-screen and offline access.
 The web version of this resource has been designed to meet Web Content Accessibility Guidelines 2.0, level AA. In addition, it follows all guidelines in Appendix A: Checklist for Accessibility of the Accessibility Toolkit – 2nd Edition.
 In addition to the web version, additional files are available in a number of file formats, including PDF, EPUB (for eReaders), and MOBI (for Kindles).
 If you are having problems accessing this resource, please contact us at oer@fanshawec.ca.
 Please include the following information:
 	The location of the problem by providing a web address or page description
 	A description of the problem
 	The computer, software, browser, and any assistive technology you are using that can help us diagnose and solve your issue (e.g., Windows 10, Google Chrome (Version 65.0.3325.181), NVDA screen reader)
 
 
 [image: ]A Note About AI Use
 This textbook was developed with generative assistance from artificial intelligence (AI) tools (ChatGPT, Copilot). The author used Copilot to help with case studies, summaries, learning objectives, and chapter content. All suggestions provided by CoPilot & ChatGPT were reviewed and revised by the author. Wherever AI contributed to content development, the textbook includes a citation and the corresponding prompt to support transparency.
 Feedback
 Please share your adoption and any feedback you have about the book with us at oer@fanshawec.ca
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		How to Navigate this Book

								

	
				Recommended Format: Online Webbook
 You can access this resource online using a desktop computer or mobile device or download it for free on the main landing page of this resource. Look for the “Download this book” drop-down menu directly below the webbook cover. This resource is available for download in the following formats:
 	PDF. You can download this book as a PDF to read on a computer (Digital PDF) or print it out (Print PDF). The digital PDF preserves hyperlinks and provides default navigation within the document. In addition, the PDF allows the user to highlight, annotate, and zoom the text.
 	Mobile. If you want to read this textbook on your phone or tablet, use the EPUB (eReader) or MOBI (Kindle) files. Please refer to your device’s features for additional support when navigating this resource.
 
 Navigating this Webbook
 To move to the next page, click on the “Next” button at the bottom right of your screen.
 [image: Pressbook navigation button which contains the text "Next" and a forward arrow.]
 To move to the previous page, click on the “Previous” button at the bottom left of your screen.
 [image: Pressbook navigation button which contains the text "Previous" and a backward arrow.]
 Keyboard arrows can also be used to navigate. (Note: On smaller screens, the “Previous” and “Next” buttons are stacked at the bottom of the page.)
 To scroll back up to the top of the page, click on the bottom middle of your screen (Note: this will only appear if the page is long).
 [image: Pressbook navigation Up Arrow button.]
 To jump to a specific section or sub-section, click on “Contents” in the top left section of the page. Use the plus sign (+) to expand and the minus sign (-) to collapse the content sections. (Note: On smaller screens, the “Contents” button is at the top of the page.)
 [image: Pressbook navigation "Content" menu which contains links to sections and sub-sections.]
 
	

			
			


		
	
		
			
	
		

		Chapter 1: Introduction to Workplace Wellness and Organizational Health

	

	
		 [image: ]Image by Vitaly Gariev, Unsplash License. Chapter Overview
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		1.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Define workplace wellness, occupational health, and occupational health and safety.
 	Explain the range of wellness and health responsibilities at the individual, organizational, and system levels.
 	Describe the business case for workplace wellness, including impacts on productivity, engagement, and innovation.
 	Identify key trends shaping workplace wellness in the Canadian context.
 
 
 
 Overview
 Employee health and wellness have become central concerns for organizations as work environments continue to evolve. Factors such as increased psychosocial risk, labour shortages, hybrid work models, and rising mental health concerns have shifted attention from traditional safety compliance toward broader, more integrated approaches to employee well-being.
 Workplace wellness refers to efforts that promote and protect employees’ physical, psychological, and social well-being, while organizational health reflects how leadership, culture, systems, and work design collectively influence both employee outcomes and organizational effectiveness.
 
 The WHO (World Health Organization) Definition of a Healthy Workplace:
 	Employee health is now generally assumed to incorporate the WHO definition of health (physical, mental and social) and to be far more than merely the absence of physical disease;
 	A healthy workplace in the broadest sense is also a healthy organization from the point of view of how it functions and achieves its goals. Employee health and corporate health are inextricably intertwined.
 	A healthy workplace must include health protection and health promotion (Burton, 2010).
 
 
 [image: path to resilience & performance. see image description]“Employee Health and Wellness Pyramid” by Koen Liddiard, CC BY-NC-SA 4.0 (JLL Regenerative Workplace, 2021, as cited in Puybaraud, 2022). Image Description Three-level pyramid showing employee health and wellness as a progression from “Feel Safe: Physical, Mental and Social Health” at the base, to “Feel Well: Holistic Well Being” in the middle, and “Flourish: Sustainable Performance” at the top. An upward arrow beside the pyramid indicates growth toward sustainable performance.
  In the Canadian context, workplace wellness is increasingly viewed as both a legal responsibility and a strategic investment, with growing recognition that employee well-being is directly connected to productivity, engagement, innovation, and long‑term sustainability.
 
 Check out the video below to give you an idea of what psychologically healthy and safe workplaces consist of:
  One or more interactive elements has been excluded from this version of the text. You can view them online here: https://ecampusontario.pressbooks.pub/employeehealthwellness/?p=33#oembed-1 
 
 Video: “Psychologically Healthy and Safe Workplaces” by Workplace Safety & Prevention Services [4:21] is licensed under the Standard YouTube License.Transcript and closed captions available on YouTube.
 
 Watch the video on page 1.0 Introduction of the online version of this text.
 
 
	

			
			


		
	
		
			
	
		

		1.1 Defining Workplace Wellness, Health and Safety

								

	
				 
 Definition of Health
 The World Health Organization’s (WHO) definition of health: “a state of complete physical, mental and social well-being, and not merely the absence of disease or infirmity” (Csiernik, 2005).
 WHO further defines a healthy workplace as:
 one in which workers and managers collaborate to use a continual improvement process to protect and promote the health, safety and well-being of all workers and the sustainability of the workplace by considering the following, based on identified needs:

 	health and safety concerns in the physical work environment;

 
 	health, safety and well-being concerns in the psychosocial work environment including organization of work and workplace culture;

 
 	personal health resources in the workplace; and

 
 	ways of participating in the community to improve the health of workers, their families and other members of the community (Burton, 2010, p. 12).

 
 
 
 Workplace Wellness
 Workplace wellness goes beyond preventing illness. It supports employees’ physical, mental, and emotional health, encourages positive social connections, and creates a healthy, supportive work environment. According to the World Health Organization (2010), “a healthy workplace is one in which workers and managers collaborate to use a continual improvement process to protect and promote the health, safety and well-being of all workers” (p. 6).
 Workplace wellness initiatives may include health promotion programs, mental health supports, flexible work arrangements, respectful workplace policies, ergonomic and safe work design, and opportunities for learning and growth. Importantly, wellness is shaped not only by individual behaviours but also by organizational factors such as workload, job control, leadership practices, psychological and social support, and workplace culture (Healthy Ireland @ Work, n.d.; Mental Health Commission of Canada, n.d.).
 Employee Wellness Programs
 [image: ]Image by Andrea Piacquadlo, Pexels License. Employee wellness programs are any activity that centers on creating proactive, positive impacts on the physical and mental health of employees (and sometimes their family members).  A healthier workforce should, in turn, help the company increase productivity, performance and overall financial health of the firm.  Employee wellness programs focus on the health, safety, and lifestyle of the employee, both in and outside of the organization and could include the following:
 	Physical exercise (which could include activities in or outside the workplace, like gym memberships, group fitness classes, walking clubs, meditation, etc.)
 	Nutrition
 	Decreasing stress
 	Substance use (i.e. alcohol, tobacco, recreational drugs) decreases or elimination
 	Decreasing obesity
 	Employee Assistance Programs (EAPs)
 	Lunch and learns/training and development on various health/wellness topics
 
 A study from Weiner, Lewis, and Linnan found that some of the most effective activities involved in wellness programs include support groups, exercise classes, healthy eating habits counselling, and annual physical checkups (Isson & Harriott, 2016).
 Occupational Health
 Occupational health focuses on preventing work‑related illness and injury and promoting safe and healthy working conditions.  Occupational health is interdisciplinary, drawing on medicine, psychology, ergonomics, and public health to ensure work is adapted to workers’ physical and mental capabilities rather than the reverse (World Health Organization, n.d.).
 Occupational Health and Safety (OHS)
 Occupational health and safety refers to the legislative and regulatory systems designed to prevent workplace injury and disease. In Ontario, this framework is governed by the Occupational Health and Safety Act (OHSA), which outlines the duties of employers, supervisors, and workers (CCOHS, n.d.).
 Health and safety systems are typically compliance‑driven and focus on hazard identification, risk assessment, training, incident reporting, and enforcement. Workplace wellness initiatives operate alongside—but do not replace—OHS requirements, extending beyond minimum compliance to proactively support employee well-being.
 [image: ]
 In Ontario, the Occupational Health and Safety Act outlines minimum legislative requirements as well as best practices and action items for both management and employees.
 The Ministry of Labour, Training and Skills Development, the Workplace Safety and Insurance Board (WSIB) (in addition to other responsibilities) and other health agencies help to work together to support occupational health and safety in Ontario.
 
 
 
	

			
			


		
	
		
			
	
		

		1.2 Scope of Workplace Wellness

								

	
				Workplace Wellness Operates Across Multiple Levels:
 	Individual level: physical health, mental health, coping skills, resilience
 	Job level: workload, role clarity, autonomy, ergonomic design
 	Team level: social support, psychological safety, inclusion
 	Organizational level: leadership, culture, policies, and management systems
 
 The Business Case for Workplace Wellness
 Productivity and Performance
 
 According to the Government of Canada (2018):
 	30% of disability claims are related to mental health problems and mental illness
 	1 in 5 Canadians experiences a mental health problem or mental illness each year
 	$50 billion per year is the total cost of mental health problems and mental illnesses in Canada
 
 
 Organizations that prioritize employee health and wellness tend to perform better than organizations that do not.
 
 According to the Workplace Safety and Prevention Services, here are some specific business benefits:
 	Positive employee morale and a reduction in turnover
 	Fewer sick days
 	Consistent customer service
 	Stable production
 	Positive impact on your business’s reputation and brand capital
 	A competitive advantage when recruiting new talent
 	Lower Workplace Safety and Insurance Board (WSIB) costs.
 
 (Workplace Safety & Prevention Services, n.d.)
 
  
 [image: results of workplace stress. see image description]“Business Case for Workplace Wellness” by Koen Liddiard, CC BY-NC-SA 4.0. Content Reference: Burton, 2010. Image Description An unhealthy or unsafe workplace leads to: workplace-related stress:
 	Poor health decisions (e.g., smoking, drinking, overeating, lack of exercise)
 	Chronic conditions (e.g., coronary artery disease, hypertension, diabetes, cancer)
 
 The business then faces an impact on:
 	Cost and resources (accidents and injury, illness, job dissatisfaction, burnout, workplace violence, absenteeism, presenteeism, short and long-term disability, health insurance)
 	Work force and relations (workers’ compensation claims, union grievances, turnover)
 
 The bottom line consequences:
 	Operational strain (increased cost, decrease in productivity, decrease in quality of service, fines, imprisonment)
 	Business failure!
 
  [image: ]
 Check Out the Research Findings:
 According to Gunther et. al., developing a culture of health and well-being is important for many reasons:
 	Employers with higher corporate health assessment scores, a common way to quantify “cultures of health,’’ tend to have a lower health care cost trend, without the need to reduce benefit services or shift more costs to their employees. Given that health care costs represent a significant expenditure for most employers, reducing health care costs is a competitive advantage.
 	A healthier workforce is also more productive. It is estimated that for every dollar saved in direct health care costs, employers receive an extra $2.30 in improved performance or productivity. When an employee is unhealthy, first, they do not perform optimally at work (presenteeism); then, the work is not completed in a timely manner (delayed production). Unwell workers may then not show up for work (absence), and ultimately, perhaps are even lost from the workforce (disability).
 	Other studies have shown superior stock performance by organizations that achieve a culture of health, as measured by receipt of various health and safety awards.
 
 
 Why Should You Care About Workplace Wellness?
  One or more interactive elements has been excluded from this version of the text. You can view them online here: https://ecampusontario.pressbooks.pub/employeehealthwellness/?p=87#oembed-1 
 
 Video: “The Return on Investment (ROI) for Employee Health and Wellness Programs” by Saylor University [5:05] is licensed under the Standard YouTube License.Transcript and closed captions available on YouTube.
 
 Watch the video on page 1.2 Scope of Workplace Wellness, in the online version of this text.
 
 Engagement and Retention
 Organizations that prioritize wellness tend to experience higher levels of employee engagement, morale, and organizational commitment. Workers are more likely to remain with employers who demonstrate care for their well-being, particularly in competitive labour markets.
 Psychologically healthy workplaces support creativity, learning, collaboration, and problem‑solving. Psychological safety—defined as an environment where employees feel safe to speak up, make mistakes, and share ideas—is strongly associated with innovation and continuous improvement (Caburao, 2026).
 
 Research findings: “Building a Culture of Health and Well-Being at Merck” by Cathryn E. Gunther, Virginia Peddicord, Joseph Kozlowski, Yi Li, Danielle Menture, Raymond Fabius, Sharon Glave Frazee, and Peter J. Nigro is licensed under a Creative Commons Attribution 4.0 International License, except where otherwise noted. Modifications: Used section Benefits of a Culture of Health, edited.
 
	

			
			


		
	
		
			
	
		

		1.3 Canadian Workplace Wellness Trends

								

	
				Key Trends in Canadian Workplaces Related to Wellness
 There are several key trends shaping workplace wellness in Canada today.  These include:
 	An increased focus on mental health
 	Psychosocial risk management
 	Flexible and hybrid work
 	Data‑driven wellness strategies
 
 Mental Health Focus
 Canadian and International businesses have taken an increased focus on mental health in the past 5-10 years.  This focus has become a key influence on Human Resources practices and policies, signaling a transformative shift in how companies perceive and prioritize employee well-being. The importance of mental health in the workplace has gained widespread recognition. Stress, burnout, and other mental health concerns can have detrimental impacts on employee productivity, engagement, and overall job satisfaction. Understanding this, HR departments are increasingly integrating mental health initiatives into their overall employee wellness programs.
 HR professionals are now tasked with developing and implementing strategies to create a mentally healthy workplace. This involves fostering an organizational culture that encourages open conversations about mental health, reduces stigma, and provides support for employees dealing with mental health issues.
 [image: a group of employees for Bell Let's talk]“Bell Let’s Talk 2017” by York Region, CC BY-NC-ND 2.0. One of the most successful strategies is Bell Let’s Talk Day, which started in 2011.  Check more about the Bell Let’s Talk Day initiative and view valuable workplace resources.
 Employee Assistance Programs (EAPs), which often include counselling services, are becoming more common as part of broader health benefits packages.  EAPs have been around for a number of decades and serve to support employees in the workplace, along with the other health and dental benefits often provided.  EAP services often include:
 	Mental health and counselling services (i.e. short-term counselling with a therapist)
 	Workplace and career support (i.e. coaching/support for career transitions)
 	Family and relationship support (i.e. martial/relationship counselling with a social worker)
 	Financial and legal assistance (i.e. referral to a legal professional)
 	Health and wellness support (i.e. nutrition coaching, substance use support programs/in-patient care)
 	Life management services (i.e. help finding childcare, eldercare, or housing)
 
 Most EAPS offer 24 hours a day, 7 days a week, conditional telephone or online chat support.
 [image: ] Take a look at Fanshawe College’s EAP provider: Homewood Health Employee Assistance and Mental Health.
 
 Psychosocial Risk Management
 Psychosocial hazards influence both the mental and physical health of employees, including their capacity to engage and function effectively in a workplace with others. These hazards can lead to psychological and emotional outcomes such as burnout, anxiety, and depression, as well as physical health issues like cardiovascular conditions or musculoskeletal injuries. They are often associated with how work is structured and managed, as well as factors like workplace violence. Globally, psychosocial risks are widely recognized as significant concerns for occupational health and safety, as well as for overall employee productivity.
 Flexible and Hybrid Work
 The shift to remote work, accelerated by the COVID-19 pandemic, has also brought mental health into sharper focus. HR departments have had to grapple with the unique challenges posed by remote work, such as feelings of isolation, blurred boundaries between work and personal life, and the lack of physical separation from work. These challenges have further underscored the need for robust mental health support in the modern workplace.
 [image: ] Check out: Canadian Remote Work Statistics and Trends for 2026
 
 Data‑Driven Wellness Strategies
 HR professionals have been doing a better job in the past 5-10 years of tracking various analytics related to people statistics in their workplaces.  One of these analytic focuses is on wellness in the workplace.  In addition to tracking sick days, absenteeism, leaves of absence, etc., some workplaces are going deeper and tracking the wellness and mental health of their employees.  For example, I work part-time for GoodLife Fitness.  We have an annual associate survey that asks about a number of areas that the company is doing well within and also areas of opportunity.  Many mental health/wellness areas have been identified in both of these areas.  GoodLife Fitness publishes a summary of the results of the survey and includes next steps (action items) the company plans to take (directed by senior management).  One action item the organization has taken is to run a series of optional, virtual Mental Fitness & Well-Being Panel sessions throughout the year.  These sessions are open to all associates and often include a follow-up email with the recording and resources for those who missed the synchronous event.   GoodLife Fitness also employs a senior leader in the role of “Director of Associate Relations, Mental Fitness & Well-Being”.
  
 
 The National Standard of Canada for Psychological Health and Safety in the Workplace
 
  
 The National Standard of Canada for Psychological Health and Safety in the Workplace is a set of guidelines to promote mental health at work.  It is the first of its kind in the world and also includes tools and resources to help prevent psychological harm at work.  It was commissioned by the Mental Health Commission of Canada and launched in January 2013.  The voluntary guidelines help an organization, no matter its size or sector, to promote mental health and have been widely adopted in Canada and across the world.  The Workplace Standard was updated in 2022 to reflect the evolving best practices in the field and new research findings.  A second edition is expected in 2026.
 
 
 
 [image: ]
  
 Consider this recent article from HR Reporter: From Stress to Success – Tracking Happiness in the Workplace
 
 
 Canadian workplaces are increasingly shifting from viewing wellness as a standalone program to embedding well-being into organizational culture and management systems.
 
 “Current Trends in HRM“: Introduction to Business, SAIT Edition by Charissa Lee is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License, except where otherwise noted. Modifications: Used section Mental Health Focus; Added more information on EAPs; Reworded.
 
	

			
			


		
	
		
			
	
		

		1.4 Case Studies

								

	
				Innovative Wellness Programs in High-Tech Companies
 Case 1: Google [image: people working at standing desks next to a window]Exhibit 1: Working at a standing desk. Image by TheStandingDesk, Unsplash License. Google’s wellness program is one that tries to build a happy and healthy work environment. Employees are treated to free snacks and coconut water. To encourage employees to eat healthy snacks, dried fruits and health bars are placed in transparent plastic or glass boxes, while candies and cookies are hidden in opaque jars. Another clever design is that the various foods in the cafeteria are coloured with nutrition information. Food with a red label means that it is unhealthy, while healthy food, such as lettuce salad, has a green label. In addition, aside from the scooters and ping-pong tables we can see in many companies, Google lets its employees design their own standing desks (see Exhibit 1). According to Paul (2014), sitting too much can increase disability by 50 percent among people who are aged 60 and older, even if they go to the gym regularly. Standing desks make Google’s employees feel more comfortable when they work: they find it much easier to brainstorm with their co-workers, and they sit less in the office.
 Google also organized a competition challenging its employees to cook healthy lunches. Moreover, employees have access to a free gym and can take free dance classes. Google also takes care of its employees’ family members. If an employee dies, that employee’s spouse can receive half the employee’s salary for ten years. Anyone who joins Google is immediately eligible for this benefit. On top of the half-salary, the spouse will also receive company stock. If they have children, their children will be given $1,000 per month until they are 19 years old. Gay couples can receive the same benefits.
 
  
 Case 2: Apple [image: weighted mugs, coffee ring coaster, sticky note, & desk exercise book open to a page with a diagram]Exhibits 2 (Coffee mugs), 3 (Coffee coasters), 4 (Healthy sticky notes), & 5 (Design + Health guiding books). Image from Zhang, CC BY-NC 4.0. Part-time employees at Apple enjoy the same health benefits as full-time employees (Eadicicco, 2015). Managers developed a Design Plus Health kit for their employees. The kit contains weighted coffee mugs (see Exhibit 2), which work as dumbbells when the employees drink coffee or water. The kit also contains coasters (see Exhibit 3) with images of teeth so that employees can see the stains they might leave on their own teeth if they drink too much coffee or tea. There are healthy sticky notes in the kit to remind employees to eat healthily or exercise more (See Exhibit 4). Since most people live a busy and fast lifestyle now, they have little time to go to the gym. Apple gave Design + Health guidebooks to its program designers to teach them how to do some exercise in the office (see Exhibit 5).
 
 
  
 Case 3: Intel [image: ]Image by Sweet Life, Unsplash License. Intel started the Encore Fellowship Program for its aging employees in 2011 (Intel, 2015). To bridge the gap between the high-pressure working lifestyle and the more relaxing retirement lifestyle, Intel cooperated with non-profit organizations to provide its retired employees with opportunities to solve technical issues. The retirees can earn a $25,000 stipend and health insurance coverage every year. This program is very useful for senior employees who have difficulty working regular hours but still want to live a meaningful life. Another of Intel’s wellness initiatives is called Health for Life (Intel, 2015). Through Health for Life, the company provides excellent medical and dental coverage and preventive care, as well as access to mental health and fitness resources. Employees can take part in personal development seminars to find effective means to balance life and work. The company also offers online homework assistance for the children of employees who are too busy to help with homework directly. Some Intel offices assist in finding quality child care and priority access to child care centers near the workplace. Programs also include access to summer camps and tax deferral options for child care services. For employees who are worried about taking care of their aging parents, the program offers on-site caregiver training.
 
  
 Case 4: Evernote [image: A wheely robot with two large cameras like eyes]Exhibit 6: AnyBot. Image by Leo Chen, CC BY 2.0. Evernote is considered one of the coolest places to work (Garun, 2012). Evernote sends professional housekeeping staff to its employees’ homes twice per month. This benefit allows busy and hardworking employees freedom from worrying about their home cleaning issues; they can be happier and concentrate on product development. In addition, employees have unlimited vacation allowance if they complete their work. Phil Libin, the CEO of Evernote, encourages his team to take a break from high-pressure work by providing them with a $1,000 travel fund annually (Garun, 2012). The company hopes that employees can work in a good mental state. All workers can see everybody (see Exhibit 6) around the office, which can be useful for having casual conversations with co-workers. Inter-office emails are discouraged because people cannot read the expression on each other’s faces when they communicate through email.
 
 
  
 Case 5: Facebook Employees can take a free dinner home. If they work too late, their family can come to eat with them at work. No one feels strange seeing children in the cafeteria. The company also provides each employee with $3,000 for child care expenses and up to $5,000 for adoption fees. Employees who have just had new babies can receive $4,000. Facebook has also promised to pay for egg freezing fees for its female employees since 2014 (Rooney, 2014). After freezing their eggs, female employees can choose when to put an egg back into their womb. So, when they cannot get pregnant naturally, they can still have children. This service is extremely expensive: each egg freezing treatment costs $10,000, with egg storage fees of $500 per year. The maximum Facebook will reimburse is $20,000 (Rooney, 2014). This benefit will help redefine the conventional gender-biased roles in the workplace – women can now focus on their careers as men traditionally have, instead of having to choose between a career and a family.
 
  
 Besides the aforementioned cases about employee wellness programs, there are some other innovations in this respect. For example, employees at Airbnb are allowed to take their pets to work every day. They can have lunch with their pets and bring them to yoga classes, or even enjoy massages together. According to Messieh’s (2012) observation, unlike Casual Friday in most companies, Airbnb organizes Formal Friday to encourage its employees to dress up on Fridays. Dropbox offers daily breakfast, lunch, and dinner to its employees. The company tries to provide healthy food to its employees and save them from having to cook as well. Similar to Airbnb, Dropbox employees can have happy hours called Whisky Fridays. The workers can turn busy work into a party on these days. Unlike many other companies offering unlimited food, Yammer makes sure its employees maintain a healthy lifestyle with fitness classes on site and free bikes to use during the day. On Valentine’s Day, workers can take free cupcakes. Zynga, as a provider of social video game services, provides the game designers with on-site gaming rooms. Gaming systems such as Nintendo, Xbox 360, and PS3, as well as traditional arcade games, can be found in relaxing lounges (Messieh, 2012). Staff who have just broken up with their partners can take paid time off in Tokyo-based Hime & Company. Managers understand that no one can be productive after a relationship has ended; two or three days off can help refresh employees in this situation. The company also gives staff paid time off to go shopping during the on-sales season. Thanks to this benefit, employees do not have to take half-days off to go to sales or feel guilty about taking their shopping bags into the office (Reuters, 2008).
 Successful Employee Wellness Programs in Some Hospitality Units
 According to the Great Place to Work For survey, the following hospitality companies are good at creating employee benefits: Wegmans, Kimpton Hotels & Restaurants, Marriott, Whole Foods Market, and Hyatt.
  
 Case 1: Wegmans [image: large group of people in a yoga class]Exhibit 7. Wegman’s staff is doing a yoga class. Image from Zhang, CC BY-NC 4.0. Here is an example of a Wegmans employee wellness program from one Wegmans employee (Berman, 2013). Mark Novelli got a warning from a Wegmans nutritionist after finding out his blood pressure was at 180/120. Thanks to the free monthly screenings offered by his company, Mark realized the importance of changing his unhealthy lifestyle and lost 35 pounds in a month. Several years ago, Wegmans started to launch wellness programs to help its workers stay healthy and fit, which included blood pressure and nutrition coaching as well as on-site yoga and Zumba classes. Though these perks are common for tech giants like Google to attract engineering talent, Wegmans stands out for providing such wellness programs to a more diverse workforce. All employees, from executives to checkout cashiers, have access to health advice and fitness programs. According to the CEO of Wegmans (Berman, 2013), the company’s efforts on employee wellness are aimed at the bottom line in addition to corporate social responsibility. Poor health among employees can have negative effects on businesses and cost companies more than half a trillion dollars. From 2008 to 2013, the percentage of Wegmans workers with high blood pressure dropped from 24 percent to 14 percent. Employee health screenings and fitness classes can be considered an extension of the same healthy-living value the company expresses to the public. Pacino, an IT worker at Wegmans, joined a 5K training group offered through the company and dropped 50 pounds in two years. Also, she uses Wegmans’ at-work yoga classes (see Exhibit 7) to get an hour of just me time every week to lessen the pressure. She said that she felt more energetic and that the wellness programs helped her perform her job better.
 
  
 Case 2: Kimpton Hotels & Restaurants Kimpton has approximately 8,100 employees in the United States. According to Kimpton (Fortune, 2015), almost 95 percent of its employees feel trusted by the company and are willing to deliver caring, personal service to guests because of the great perks. The company also provides $1,500 of college tuition reimbursement for all its staff. Besides classes related to work, classes such as stress management, positive employee relations, personal financial management, and English as a second language are all options for the workers. Kimpton has surprised housekeeping staff who work on hot days with boxes of personalized snacks or ice cream treats. Kimpton also rewards loyal staff with gifts or gift cards. Moreover, the staff can invite their family members or friends to have dinner at Kimpton’s restaurants. Kimpton grants employees three days of paid sick leave. If staff have a family member with a serious health condition, they can take 12 to 16 weeks of unpaid time during which their job and benefits are protected. Employees have access to insurance not only for themselves but also for their pets. Knowing that it is depressing to lose a pet, the company offers paid leave for staff to give them time to recover (Great Places to Work, 2015). Kimpton partners with the Trevor Project, the leading national organization that provides services to lesbian, gay, bisexual, transgender, and questioning young people. The company encourages its employees to participate in social media and marketing campaigns as volunteers with the Trevor Project (Great Places to Work, 2015). Kimpton offers tax-preparation services to employees in Miami. Learning from high-tech companies, Kimpton schedules exercise elements such as yoga or organized walks into the agenda of every employee meeting (Great Places to Work, 2015). All hotels and restaurants have healthy snacks on hand for employees, which is similar to the high-tech companies as well. Also, employees can get a membership at a local gym with a company discount and can apply to be reimbursed for wellness activities such as smoking-cessation hypnosis. Another creative employee wellness program is called Kimpton Moments Chips (Toporek, 2015). If an employee offers superior care or service to customers and is witnessed by a co-worker, supervisor, or patron, they will receive a token. These tokens can be redeemed for prizes such as trips, TVs, iPods, and more.
 
  
 Case 3: Whole Foods Market Whole Foods combats high healthcare costs through innovative healthcare and wellness plans as well. One of them is called the Healthy Discount Incentive Program (Mackey, 2013). Based on the degree of wellness, the company offers employees up to 20 percent in additional store discounts. The extra discount depends on the levels of cholesterol, height-to-waist ratio, and blood pressure, along with being nicotine-free. On the other hand, Whole Foods offers a medically supervised program to its unhealthiest team members who are overweight or have heart disease or diabetes. In the program, they receive intensive training to eat and live healthily. According to the company, team members often see so much progress within the first seven days that they realize they can control their health for the rest of their lives. Through these employee wellness programs, Whole Foods not only lowers its costs but transforms lives.
 
  
 Case 4: Marriott [image: Employees standing outside their hotel]Exhibit 8. Over 100 Marriott hotels in the U.S., U.S.V.I., and Canada achieved the TakeCare Healthy Hotel Certification for 2014. Image from Zhang, CC BY-NC 4.0. The National Business Group on Health announced Marriott as the winner of the 2015 Best Employers for Healthy Lifestyles awards (Marriott, 2015a). Marriott was the only winner from the hospitality industry. In 2010, Marriott launched a program called TakeCare Well-being to create a healthy working environment for its employees. The company offers stress management, exercise and fitness, nutrition and weight management, smoking cessation, and financial well-being services to their staff. According to David Rodriguez, the Global Chief Human Resource Officer at Marriott, “Taking care of our associates has been a vital part of the culture at Marriott since its founding in 1927” (Marriott, 2015b, para. 3). Last year, Marriott established a Healthy Hotel Certification program (see Exhibit 8) to publicly recognize hotels for creating a healthy work environment for their associates.
 
  
 Case 5: Hyatt According to Rakesh Sarna, the group president for Hyatt (Martin, 2014), the company is now focusing on connecting guests with employees at a deeper, emotional level. The company tries to elevate the personal potential of hotel employees and their passion for offering service to the customers. Based on a model from the Institute of Design at Stanford, Hyatt developed training to teach its employees how to listen deeply to understand the emotion and the real need behind what guests say. To encourage employees to be creative when they serve customers and to make a positive impact on the customers’ hotel experience, Hyatt honours the most creative teams with the Hyatt CEO’s Award for Innovation. Also, as a member of the Hyatt family, they can have complimentary and discounted stays at Hyatt hotels around the world. During work hours, they can have free meals in associate dining rooms. Fitness activities like Zumba classes and kickboxing are included in the wellness programs to help employees and their families stay healthy. Like Kimpton hotels, the staff have flexible work schedules in addition to paid holidays and vacation.
 
  
 Case 6: Westin Westin realizes the importance of the overall well-being of their staff. The company offers pre- and post-shift stretching wellness programs. Housekeepers often suffer from muscular soreness, so Westin provides specially designed New Balance shoes with arch support and shock absorption to its housekeeping staff (Westin, 2011). Also, employee cafeterias feature healthy menu items featuring Superfoods (food items that contain high amounts of antioxidants, polyphenols, vitamins, and minerals) (Health, 2015). Many scientists believe that eating superfoods can reduce the risk of chronic disease and prolong life. Air quality is also an important factor that can affect the body’s and mind’s wellness. To improve the air quality in its working environment, Westin launched the Breathe program. Each Westin property introduces new ways, such as smoke-free policies, to provide healthier environments for guests and hotel staff (Westin, 2015).
 
  
 Case 7: Qdoba The working environment at most restaurant chains is very different from the typical corporate environment as well. Restaurants can meet obstacles when they apply wellness programs. For example, there may be a budget limit for on-site programs because restaurants may not have many employees. Qdoba Mexican Grill is one of the restaurant leaders that puts emphasis on employees’ well-being. According to Restaurant Business Staff (2012), the company provides financial incentives to encourage employees to live a healthy lifestyle. Staff take part in biometric screening procedures that measure their tobacco habits and report cholesterol levels, which can earn them up to $520 per year. Moreover, if an employee’s spouse or domestic partner completes the biometric screening, the entire team can earn $1,040. Additionally, employees can participate in a program that tracks physical activity and earn rewards up to $400 per year. Qdoba’s owners believe that the positive well-being of team members will help prevent potential healthcare issues, reduce absenteeism, and help control rising healthcare costs. To support the wellness program, the company has created an online portal to guide staff through enrollment and send email reminders.
 
  
 Case 8: Noodles & Company Noodles & Company incentivizes biometric screening among employees, like Qdoba. Also, all employees of Noodles & Company around the world have the freedom to choose how to pursue greater wellness. As Restaurant Business Staff reports (2012), each employee gets balance bucks every six months to spend on anything, such as a gym membership or new running shoes. Though in the short-term, wellness programs raise the company’s cost, they can make a significant difference to the bottom line over time. However, according to Noodles & Company, employers should not focus on the immediate benefits. Having a healthy work-life balance creates a better, more supportive culture, which also leads to improved productivity in the end.
 
  
 
 “Employee wellness innovations in hospitality workplaces: Learning from high-tech corporations” by Tingting Zhang is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License, unless otherwise noted. Modifications: Used case study examples; changed some images.
 
	

			
			


		
	
		
			
	
		

		1.5 Reflective Questions

								

	
				 Reflection Questions
  	How does your organization currently define workplace wellness, and how closely does this align with the WHO’s holistic definition of health (physical, mental, and social well-being)?
 	In what ways does your organization balance compliance with occupational health and safety (OHS) requirements and broader wellness initiatives that promote long-term employee well-being?
 	Which level (individual, job, team, or organizational) do you believe has the greatest impact on employee wellness in your workplace, and why?
 	What is the strongest business case for investing in workplace wellness in your organization (e.g., productivity, engagement, retention, innovation), and how is this measured or demonstrated?
 	How effectively does your organization address psychosocial risks such as workload, stress, and workplace culture, and what gaps or opportunities exist?
 	How have recent trends—such as hybrid work and increased focus on mental health—changed your approach to employee wellness?
 	To what extent is wellness embedded into your organizational culture and leadership practices versus treated as a standalone program or initiative?
 
 
 Microsoft. (2026, May 15). Copilot. [Generative AI chat]. https://copilot.microsoft.com
 Content has been edited 
 Prompt Come up with 5-8 questions for the following chapter’s content.
  
 
 
	

			
			


		
	
		
			
	
		

		1.6 Summary

								

	
				 Chapter Summary: Employee Health and Workplace Wellness
  This chapter explains that workplace wellness is a holistic approach to employee well-being, encompassing physical, mental, and social health, rather than just the absence of illness. It distinguishes between:
 	Occupational health and safety (OHS): legal compliance and injury prevention
 	Occupational health: prevention and adaptation of work to workers
 	Workplace wellness: broader strategies that promote overall well-being
 
 Wellness operates at multiple levels (individual, job, team, organizational), highlighting that employee health is shaped by both personal behaviours and workplace conditions.
 The chapter emphasizes a strong business case: organizations that invest in wellness see improved productivity, engagement, retention, and reduced costs. In Canada, mental health is a major concern, impacting both employees and organizational performance.
 Common wellness initiatives include EAPs, mental health support, fitness programs, flexible work, and training, with increasing focus on creating psychologically safe workplaces that support innovation and collaboration.
 Key Canadian trends include:
 	Greater emphasis on mental health
 	Managing psychosocial risks
 	Growth of hybrid work
 	Use of data-driven wellness strategies
 
 Overall, workplace wellness is positioned as both a legal responsibility and a strategic priority, essential for organizational effectiveness and long-term sustainability.
 
 Microsoft. (2026, May 15). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		Chapter 2: Legal and Ethical Foundations

	

	
		 [image: ]Image by Mikhail Nilov, Pexels License. Chapter Outline
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		2.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Identify key Canadian workplace legislation, including the Occupational Health and Safety Act (OHSA), Human Rights Code, and Employment Standards.
 	Describe the basic purpose of these laws and how they relate to employee rights and workplace wellness.
 	Recognize the concept of the duty to accommodate in workplace settings.
 	Explain the importance of maintaining employee privacy in wellness programs.
 	Describe key ethical principles that guide workplace wellness initiatives.
 	Illustrate how legal and ethical considerations influence workplace wellness practices.
 
 
 
 [image: ]Image by Mikhail Nilov, Pexels License. Overview
 Workplace wellness programs are designed to support employee health, well-being, and productivity. However, these programs do not exist in isolation. They must operate within a framework of laws, policies, and ethical guidelines that protect both employees and organizations.
 In Canada, employers are required to follow several key pieces of legislation that influence how workplace wellness programs are developed and delivered. In addition, organizations must consider employee privacy, accommodation needs, and ethical decision-making.
 This chapter introduces the foundational legal and ethical considerations that shape workplace wellness programs.
 
	

			
			


		
	
		
			
	
		

		2.1 Canadian Workplace Legislation

								

	
				Key Canadian Workplace Legislation Related to Employee Health and Wellness
 Employers in Canada must follow laws that ensure safe, fair, and respectful workplaces. Three important pieces of legislation are:
 1. Occupational Health and Safety Act (OHSA)
 
 The OHSA focuses on keeping employees safe at work.
 	Requires employers to provide a safe working environment
 	Gives workers the right to know about hazards
 	Allows workers to refuse unsafe work
 
 In a wellness context, this means programs must not put employees at risk and should support both physical and psychological safety.
 The OHSA outlines (among other items) the duties of the employers (for example, ensuring that personal protective equipment, materials and clothing are provided and used as prescribed), violence and harassment (employers must have policies in place, have a program to implement the policy, and assess risks of violence), and ensure that toxic substances in the workplace are handled safely.
 [image: ]For more on the OHSA, see: Occupational Health and Safety Act (OHSA) website.
 
 2. Human Rights Code
 
 The Human Rights Code protects individuals from discrimination and harassment.
 	Covers protected grounds such as disability, gender, race, age, and religion
 	Requires equal treatment in employment
 
 Canadian Human Rights Code
 The Canadian Charter of Rights and Freedoms
 The Constitution Act of 1982 is the highest law of Canada and is a landmark document in Canadian history. It achieved full independence for Canada by allowing the country to change its Constitution without approval from Britain. It also enshrined the Charter of Rights and Freedoms in Canada’s Constitution, which guarantees fundamental rights to every human, including: rights of freedom of speech, press, assembly, association, and religion.
 This video: The Charter of Rights and Freedoms from TVO [2:12] explains the various aspects of the Charter.
 The Canadian Human Rights Act (CHRA)
 All people who live in Canada are protected by human rights legislation. This law protects against intentional and unintentional discrimination in the workplace. People have access to the federal government if they have experienced harassment or discrimination when it is based on grounds of discrimination such as race, age and sexual orientation.
 Protected Grounds
 According to the Canadian Human Rights Act (R.S.C. 1985, c. H-6), protected grounds means
 race, national or ethnic origin, colour, religion, age, sex, sexual orientation, gender identity or expression, marital status, family status, genetic characteristics, disability or conviction for an offence for which a pardon has been ordered. Idem: where the ground of discrimination is pregnancy or child-birth, the discrimination shall be deemed to be on the ground of sex. Idem: Where the ground of discrimination is refusal/request to take a genetic tests, disclose or authorize disclosure of results, the discrimination shall be deemed to be on the group of genetic characteristics. (s. 3).

 An example of protected grounds is a student who is studying to complete a diploma program and needs accommodation to complete the coursework.
 The CHRA became effective in March 1978. It proclaims that
 all individuals should have an opportunity equal with other individuals to make for themselves the lives that they are able and wish to have and to have their needs accommodated, consistent with their duties and obligations as members of society, without being hindered in or prevented from doing so by discriminatory practices based on race, national or ethnic origin, colour, religion, age, sex, sexual orientation, gender identity or expression, marital status, family status, genetic characteristics, disability or conviction for an offence for which a pardon has been granted or in respect of which a record suspension has been ordered (Canadian Human Rights Act, R.S.C., 1985, cH-6, s.2).

 Let’s examine this statement in order to fully understand its significance for HRM.
 	“All individuals should have opportunity equal with other individuals to make for themselves the lives that they are able and wish to have”: this means that, considering their desires and abilities, the opportunity to earn a living, which implies the ‘opportunity to work’, should be equal for all.
 	These opportunities should not be hindered by discriminatory practices based on “race, national or ethnic origin, colour, religion, age, sex, sexual orientation, gender identity or expression, marital status, family status, genetic characteristics, disability or conviction for an offence for which a pardon has been granted or in respect of which a record suspension has been ordered”: the CHRA is very specific as to the categories that are deemed discriminatory. These categories have changed over time, following changes in our society. Currently, the issues raised by genetic testing are at the forefront of these societal changes. Is it legal to deny insurance for people known to have a gene mutation that causes or increases the risk of an inherited disorder? These issues are currently being debated (see Canadian Supreme Court decision), and as genetic testing becomes more common, we as a society will have to decide the extent to which it is OK to use this information to make decisions about people.
 
 Harassment
 Harassment is behaviour that annoys or troubles another employee. This may include verbal abuse, bullying, jokes, making faces or comments about another employee, either verbally or through social media. The types of harassment are physical harassment, verbal, sexual and emotional harassment.  An example is an English-speaking employee mocking an employee’s accent from another country.
 Harassment falls under Human Rights, though it is also covered under the Occupational Health and Safety Act (OHSA).  The OHSA defines workplace harassment as engaging in a course of vexatious comment or conduct that is known or ought reasonably to be known to be unwelcome.
 The OHSA requires employers to:
 	Develop a workplace harassment policy.
 	Create a program for reporting and investigating complaints.
 	Conduct investigations into incidents and complaints of harassment.
 	Provide workers with information and instruction regarding workplace harassment.
 
 [image: ]For more information on Canadian Human Rights, check out: The Canadian Human Rights Commission and the Canadian Human Rights Act.
 
 Ontario Human Rights Code
 The Ontario Human Rights Code outlines that there are a number of areas where people cannot be discriminated against.  These include:
 	Age
 	Creed
 	Disability
 	Family and marital status
 	Gender identity and gender expression
 	Race and related grounds
 	Receipt of public assistance
 	Record of offences
 	Sex
 	Sexual orientation
 
 [image: ]See: the Ontario Human Rights Commission for more details.
 
 3. Employment Standards
 
 Employment Standards legislation sets out minimum requirements for working conditions.  This includes rules about hours of work, breaks, and leaves (e.g., sick leave).  The legislation is meant to ensure fair treatment of all employees.  
 [image: ]For more on the Employment Standards Act, check out: Your guide to the Employment Standards Act.
 Wellness programs should align with the above legislation and standards and support employees in maintaining a healthy work-life balance.
 
 
 Canadian Human Rights Code: “3.3 Federal Human Rights Laws” from Human Resources Management – 3rd Edition by Debra Patterson is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License, except where otherwise noted. Modifications: Used section Federal Human Rights Laws.
 
	

			
			


		
	
		
			
	
		

		2.2 Purpose of Legislation for Employee Wellness

								

	
				[image: ]Image by Vitaly Gariev, Unsplash License. When employers design employee health and wellness programs, they need to keep in mind the Occupational Health and Safety Act, Human Rights Code (both federally and provincially) and Employment Standards.  There are other laws that may also apply, so a basic and ongoing knowledge of Employment Law is necessary for all HR Professionals working with employee health and wellness.
 Physical Safety
 Specifically, employees should be assured that their work environments are as physically safe as possible – free from hazards, equipped with proper tools and equipment, safe work practices, emergency preparedness, and ergonomic workspaces.
 Psychological/Mental Safety
 Employees should also be assured that the workplace is psychologically/mentally safe.  This includes the right to a respectful workplace, where it is safe to speak up, they have support for mental health, and the work environment is both inclusive and diverse.
 Equity, Diversity and Inclusion
 One area that has not yet been talked about in this textbook is EDI – equity, diversity and inclusion.  In some workplaces, the acronym used is DEI (diversity, equity and inclusion), or IDEA (Inclusion, diversity, equity, and accessibility).
 Equity
 
 Equity is a process that ensures everyone has access to the same opportunities. Equity appreciates that privileges and barriers exist and that, as a result, we don’t all start from the same place. Instead, each of us comes from a different background. Equity is an approach that begins with acknowledging this unequal starting place and making efforts to address and change this imbalance (Bolger, 2020).
 
 Diversity
 
 Diversity is the presence, in an organization or a community, of a wide range of people with different backgrounds, abilities and attributes, including ethnicity, race, colour, religion, age, gender and sexual orientation.  This term is widely used in North America to describe programs which aim to reduce discrimination; however, anti-racism and race relations practitioners express concern that diversity programs actually limit efforts to combat racism (Canadian Commission for UNESCO, 2012).
 
 Inclusion
 
 Inclusion refers to taking into account differences among individuals and groups when designing something (e.g., policy, program, curriculum, building, shared space) to avoid creating barriers. Inclusion is about people with different identities feeling or being valued and welcomed within a given setting.
 
 [image: ] Refer to the DEI Dictionary for more definitions of diversity and equity language.
 
 Fanshawe College has created The Centre for Equity, Diversity, and Inclusion (CEDI) that supports students to facilitate “an inclusive, respectful campus environment”.  Learn more about Fanshawe College’s EDI Strategic Framework [PDF].
 
 
 Equity, Diversity, Inclusion: “Definitions” from Enhancing Inclusion, Diversity, Equity and Accessibility (IDEA) in Open Educational Resources (OER) by Nikki Andersen is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License, except where otherwise noted. Modifications: Added additional content.
 
	

			
			


		
	
		
			
	
		

		2.3 Duty to Accommodate

								

	
				The duty to accommodate means employers must make reasonable adjustments to support employees’ needs.
 
 The Canadian Human Rights Commission (2026) defines Duty to Accommodate as: “sometimes it is necessary to treat someone differently in order to prevent or reduce discrimination. It refers to the legal obligation that employers and service providers have to make changes to either physical spaces or policies to ensure that everyone can be included. For example, asking all job applicants to pass a written test may not be fair to a person with a visual disability. In such cases, the duty to accommodate may require that alternate arrangements be made to ensure that a person or group can fully participate.
 
 
 Video: The Duty to Accommodate – ASL
  One or more interactive elements has been excluded from this version of the text. You can view them online here: https://ecampusontario.pressbooks.pub/employeehealthwellness/?p=200#oembed-1 
 
 Video: “The Duty To Accomodate – ASL” by Canadian Human Rights Commission – CHRC [5:15] is licensed under the Standard YouTube License.Transcript and closed captions available on YouTube.
 
 Watch the video on page 2.3 Duty to Accommodate, in the online version of this text.
 
 Types of Accommodations
 There are a number of options available for an employer to accommodate an employee with a disability, depending on the unique circumstances of each situation. The following chart provides examples of some specific disabilities and possible accommodations that may be utilized:
 	Disability 	Possible Accommodations 
 	Visual Impairment 	– Text-to-speech software
 – Alternate formats of print materials
 – Magnifiers or CCTVs 
 	Chronic Back Pain 	– Ergonomic chair
 – Sit-to-stand desk
 – Back roll for chairs 
 	Wheelchair Use 	– Modify the physical workspace to make it more accessible
 – Provide wheelchair ramps
 – Provide accessible washrooms 
 	Autism Spectrum Disorder 	– Providing questions for an interview in advance
 – Allowing individuals to have an attendant to help with communication and emotional regulation 
 	Hearing Impairment 	– FM System
 – Closed captioning
 – Providing notes or note-taking support 
 	Anxiety Disorder 	– Flexible work schedules
 – Frequent breaks
 – Pre-recorded presentations 
 	Walks Unsteadily/With Difficulty 	– Ensure accessible access to the building and work space
 – Grab bars in hallways, workspaces, bathrooms, etc. 
  
 In wellness programming, this means not all employees will participate in the same way—and that flexibility is important.
 [image: ]To learn more about the duty to accommodate, see the Government of Canada’s Duty to Accommodate: A General Process For Managers.
 
 
 Types of Accommodations: “Types of Accommodations” from Transition to Employment: A Guide for Supporting Post-Secondary Students with Disabilities by UPEI Career Services & UPEI Accessibility Services is licensed under a Creative Commons Attribution-NonCommercial 4.0 International License, except where otherwise noted. Modifications: Added conclusion.
 
	

			
			


		
	
		
			
	
		

		2.4 Privacy in Workplace Wellness

								

	
				Workplace wellness programs often involve personal or health-related information. Because of this, protecting employee privacy is essential.
 [image: ]Image by Cottonbro Studio, Pexels License. People choose to disclose personal health information in the workplace for many different reasons. Some may need accommodations or support at work, while others disclose to build trust, promote understanding, or challenge stereotypes. In some situations, employees may share information to access legal protections or because coworkers or supervisors have already noticed signs of a problem.
 At the same time, many individuals decide not to disclose personal health information. Concerns about discrimination, stigma, gossip, or negative reactions from others often influence this decision. Some employees feel that their health condition is private and unrelated to their job performance, while others may avoid disclosure because of previous negative experiences, feelings of shame, or a desire to be treated the same as everyone else.
 Research on workplace disclosure highlights several important factors that shape these decisions. Employees often consider how disclosure may affect others’ perceptions of them, how much control they have over their personal information, and the quality of their relationships with supervisors and coworkers. Expectations about possible outcomes also influence whether someone chooses to share information. Disclosure can occur in different ways, ranging from partial disclosure to full disclosure, and in some cases, information may be revealed unintentionally.
 The timing of disclosure is another important consideration. Employees may choose to disclose before being hired, after beginning employment, or later in their careers. Disclosure may also occur during crisis situations and is often viewed as an ongoing process that can change over time. Outcomes of disclosure can include stigma, prejudice, discrimination, emotional distress, unwanted advice, or unfavourable comparisons with others. However, disclosure can also lead to positive outcomes, such as increased understanding, emotional support, and practical workplace assistance.
 Key Privacy Considerations
 Participation Should Be Voluntary
  Ideally, employees should not have to disclose any accommodations they may need unless they want to disclose them.  That said, it is to everyone’s benefit (employee, employer, other stakeholders) that accommodation needs are disclosed to ensure the employee is properly supported and no potential health and safety issues arise.  The next chapter will talk in more detail about how the culture of the workplace can help or hinder such voluntary disclosure.
 
 
 
 Personal Information Must Be Kept Confidential
  Accommodation needs often include very personal details about an employee’s physical and mental health.  Ensuring this information is kept confidential is extremely important and often part of the legal framework.
 One of the ways to ensure that personal information is kept confidential is by having appropriate software/Information Technology supports to keep the data safe and secure where it needs to be within the organization.
 Another way to ensure that confidential information is stored and shared only as appropriate is to follow the laws in Canada.
 
 
 
 
 [image: a webpage secured by chains, with a shield over it, and a globe behind it.]Adapted: “Internet Security Graphic” by Vectorportal, CC BY 4.0. Mods: cropped. Canada’s Privacy Act
 The Privacy Act is federal legislation that protects the personal information of Canadians in the hands of the federal government. It is a crucial piece of Canada’s framework for protecting your privacy interests (Government of Canada, 2021).
 For private sector organizations, the Personal Information Protection and Electronic Documents Act (PIPEDA) sets out the ground rules for how organizations involved in a commercial activity can collect, use or share personal information. The purpose of PIPEDA is to establish, in an era in which technology increasingly facilitates the circulation and exchange of information, rules to govern the collection, use and disclosure of personal information in a manner that recognizes the right of privacy of individuals concerning their personal information and the need of organizations to collect, use or disclose personal information for purposes that a reasonable person would consider appropriate in the circumstances (Government of Canada, 2019).
 The Office of the Privacy Commissioner of Canada (OPC) oversees compliance with PIPEDA, which includes investigating privacy complaints and helping businesses improve their personal information handling practices. Personal information is defined broadly under PIPEDA as any information about an identifiable individual, such as their name, address, email, phone number, date of birth, social insurance number, driver’s license, or blood type. PIPEDA also covers sensitive data, such as an individual’s ethnic origin, social status, and personal health information (Office of the Privacy Commissioner of Canada, 2022).
 An HR professional has extraordinary access to a precious asset: employees’ personal information. HR professionals must treat such information with care. Here are a few recommendations from the OPC to be aware of during recruitment and selection.
 [image: ]What do you think?
 HR should develop clear policies for employees regarding computer and internet use. Do you expect privacy if you use a workplace computer for personal business?
 
 
 The OPC Knows What Can Go Wrong
 The OPC has seen all too often what can happen when personal information doesn’t get the respect it needs. These tips, all based on real-life events, will help you treat all employees’ information with integrity and professionalism.
 Avoid emailing sensitive information to groups.
 What can go wrong? Information was sent to a large group of job applicants whose addresses were accidentally put in the cc field rather than the bcc field, which violated their privacy.
  
 
 Do not include an employee’s address on a form to be signed by the employee’s supervisor.
 What can go wrong? Someone in power accessed an employee’s home address, which could compromise the employee’s safety and security.
  
 
 Set up restrictions or logging mechanisms for people to access data banks.
 What can go wrong? Hundreds of employees had access to others’ sensitive personal information.
  
 
 
 When interviewing prospective staff, have applicants sign separate sheets to enter the building. Better yet, hold interviews in different buildings.
 What can go wrong? When applicants signed in for an interview, they saw the names of all other applicants because everyone had signed the same form.
  
 
 Avoid sending sensitive information electronically. If you don’t have a choice, make sure the message is checked carefully before it is sent.
 What can go wrong? A manager’s skills assessment was mistakenly sent electronically to 321 people in their organization.
  
 
 
 
 
 Data Should Only Be Collected When Necessary
 
 Think about all the information that may be collected from employees in an organization – when they apply their resume and cover letter; when they sign up for benefits, their address, family members, health history, etc.  Is all this information necessary?  If so, how and where is it stored?  Who has access?  Is it safe from a cybersecurity perspective internally as well as externally? Employers must ensure employees feel safe and respected, not pressured to share personal information.
 
 
 
 “3.5 Pay Equity Act & Privacy Act” from Recruitment and Selection by Melanie Hapke is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License, except where otherwise noted. Modifications: Used section Canada’s Privacy Act; Added introduction and key privacy concerns.
 
	

			
			


		
	
		
			
	
		

		2.5 Ethical Principles in Wellness Programs

								

	
				In addition to laws, wellness programs are guided by ethical principles. Ethics help organizations make decisions that are fair and respectful.
 Common Ethical Principles
 	Respect for autonomy: Employees should have a choice about participating
 	Equity and fairness: Programs should be inclusive and accessible
 	Confidentiality: Personal information must be protected
 	Well-being (beneficence): Programs should aim to do good and avoid harm
 
 Legal and Ethical Considerations in Practice
  Legal and ethical factors often work together in shaping wellness programs.
 Example: A company offers a fitness tracking challenge:
 	Legal consideration: Participation must be voluntary
 	Privacy consideration: Health data must be protected
 	Ethical consideration: Employees should not feel pressured or excluded
 
 This example shows how laws and ethics guide decision-making to create programs that are safe, inclusive, and respectful.
 
 
 More Examples of How Legal and Ethical Considerations Influence Workplace Wellness Practices
 [image: ]Protecting Employee Privacy
 
 Employers must protect confidential employee health information collected through wellness programs. For example, if employees complete mental health surveys or health assessments, the information must be stored securely and not shared without consent. Ethical practice also requires employers to avoid pressuring employees to disclose personal medical information.
 
 [image: ]Providing Accommodation
 
 Canadian human rights legislation requires employers to accommodate employees with disabilities, mental health conditions, or chronic illnesses to the point of undue hardship. For example, a workplace wellness initiative may provide modified fitness activities, flexible schedules, or ergonomic workstations for employees with physical limitations.
 
 [image: ] Ensuring Workplace Safety
 
 Occupational health and safety laws require employers to provide a safe work environment. This obligation influences wellness practices such as stress management programs, violence prevention policies, and ergonomic assessments designed to reduce physical and psychological hazards in the workplace.
 
 [image: ] Supporting Mental Health
 
 Employers have both ethical and legal responsibilities to address psychological health and safety. For example, organizations may implement anti-bullying policies, employee assistance programs (EAPs), and mental health training to help reduce stigma and support employee well-being.
 
 [image: ] Preventing Discrimination
 
 Wellness programs must not unfairly disadvantage certain groups of employees. For example, offering rewards only to employees who meet strict fitness or weight-loss targets could discriminate against individuals with disabilities or medical conditions. Ethical wellness programs focus on inclusive participation rather than outcomes alone.
 
 [image: ] Maintaining Voluntary Participation
 
 Ethically, wellness initiatives should be voluntary. Employees should not feel forced to participate in fitness tracking, counselling services, or health screenings. Employers should clearly explain the purpose of programs and obtain informed consent before collecting personal information.
 
 [image: ]Addressing Substance Use Fairly
 
 Workplace substance use policies must balance safety requirements with human rights protections. For example, employees with substance dependence may require accommodation and access to treatment supports rather than automatic disciplinary action.
 
 [image: ]Promoting Work–Life Balance
 
 Employers increasingly recognize the ethical importance of supporting work–life balance, especially in remote or hybrid workplaces. Examples include flexible work arrangements, mental health days, and “right to disconnect” policies that help employees manage stress and avoid burnout.
 
 [image: ] Encouraging Inclusion and Cultural Sensitivity
 
 Wellness initiatives should reflect the diversity of the workforce. For example, organizations may provide culturally inclusive wellness resources, recognize different religious or cultural practices, and ensure programs are accessible to employees from diverse backgrounds.
 
 [image: ] Building Trust Through Ethical Leadership
 
 Employees are more likely to participate in wellness programs when organizations demonstrate genuine concern for employee well-being. For example, employers that involve employees in wellness planning and communicate transparently about wellness goals often create more trusted and effective programs.
 
 
 OpenAI. (2026, May 15). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Give examples of how legal and ethical considerations influence workplace wellness practices.
  
	

			
			


		
	
		
			
	
		

		2.6 Reflective Questions

								

	
				 Reflection Questions
  	Why is it important for workplace wellness programs to follow Canadian laws such as the Occupational Health and Safety Act (OHSA), Human Rights Code, and Employment Standards legislation?
 	How do physical safety and psychological safety work together to create a healthy workplace environment?
 	Think about a workplace, school, or volunteer experience you have had. Did you observe examples of equity, diversity, and inclusion (EDI)? What impact did these practices have on the environment?
 	Why might some employees feel uncomfortable disclosing personal health information at work? What can employers do to create a safer and more supportive environment for disclosure?
 	In your opinion, what does “duty to accommodate” mean in practice? Provide one example of an accommodation that could support employee wellness.
 	Why should participation in workplace wellness programs remain voluntary? What problems could occur if employees feel pressured to participate?
 	How can employers balance collecting employee wellness information with protecting employee privacy and confidentiality?
 	Which ethical principle discussed in this chapter (autonomy, equity and fairness, confidentiality, or beneficence) do you think is most important in workplace wellness programs? Explain your reasoning.
 	Consider the example of a workplace fitness challenge. How could the program unintentionally exclude or disadvantage some employees? What changes could make it more inclusive?
 	How can ethical leadership help build employee trust and improve participation in workplace wellness initiatives?
 
 
 Microsoft. (2026). Copilot. [Generative AI chat]. https://copilot.microsoft.com
 Content has been edited 
 Prompt Come up with 10 questions for the following chapter’s content.
  
 
 
	

			
			


		
	
		
			
	
		

		2.7 Summary

								

	
				 Legal & Ethical Foundations
  Workplace wellness programs must balance employee well-being with legal and ethical responsibilities. Understanding these foundations helps organizations:
 	Follow Canadian laws
 	Support diverse employee needs
 	Protect privacy and confidentiality
 	Create fair and inclusive wellness initiatives
 
 By applying these principles, organizations can build programs that are not only effective but also respectful and responsible.
 
 Microsoft. (2026, May 15). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		Chapter 3: Organizational Culture and the Role of HR in Organizational Health and Safety

	

	
		 [image: ]Image by Vitaly Gariev, Pexels License. Chapter Outline
 3.0 Introduction
 3.1 Understanding Employee Health and Wellness Culture
 3.2 Organizational Culture and Employee Wellness
 3.3 Key Components of a Healthy Workplace Culture
 3.4 The Role of Occupational Health and Safety (OHS)
 3.5. The Role of Human Resources (HR), Leadership, and Interdepartmental Collaboration
 3.6 Equity, Diversity, Inclusion (EDI), and Organizational Culture
 3.7 Workplace Wellness Programs and Employee Well-Being
 3.8 Case Studies of Organizational Culture and Workplace Wellness
 3.9 Best Practices for a Culture of Employee Health and Wellness
 3.10 Further Reading and Open Educational Resources
 3.11 Reflective Questions
 3.12 Summary
 
 
	

		


		
	
		
			
	
		

		3.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Define the key components of a culture of health and safety in the workplace
 	Describe the roles of Human Resources, Occupational Health and Safety and leadership in interdepartmental collaboration
 	Explain the benefits of equity, diversity, and inclusion (EDI) and wellness in organizations
 	Recall examples of successful workplace wellness cultures within case studies
 
 
 
 Overview
 Organizational culture refers to a system of shared assumptions, values, and beliefs that show employees what appropriate and inappropriate behaviour is (Chatman & Cha, 2003; Kerr & Slocum, 2005).
 [image: ]Image by RDNE Stock Project, Pexels License. Organizational culture has a powerful influence on employee health and wellness. Employees are affected not only by workplace policies and procedures but also by organizational values, leadership styles, communication practices, workplace relationships, and expectations surrounding work.
 A positive organizational culture can improve employee morale, increase engagement, strengthen psychological safety, and support employee well-being. In contrast, unhealthy workplace cultures may contribute to stress, burnout, workplace conflict, absenteeism, and reduced productivity (Government of Canada, 2018).
 Human Resources (HR) and Occupational Health and Safety (OHS) professionals both contribute to creating healthy organizational cultures. HR departments often focus on employee relations, engagement, inclusion, training, accommodation, and wellness initiatives, while OHS professionals focus on workplace hazard prevention, safety education, and physical and psychological health and safety.
 Modern organizations increasingly recognize that employee wellness requires collaboration across departments. HR, OHS, leadership teams, supervisors, and employees all contribute to building workplace cultures that prioritize safety, inclusion, respect, and wellness.
 This chapter examines how organizational culture influences employee health and wellness and explores the important roles HR and OHS professionals play in supporting healthy workplaces.
 
	

			
			


		
	
		
			
	
		

		3.1 Understanding Employee Health and Wellness Culture

								

	
				What Is a Culture of Employee Health and Wellness?
 A culture of employee health and wellness exists when employee well-being is consistently prioritized in organizational decisions, leadership practices, policies, and everyday interactions.  Employee wellness is holistic and recognizes that employees are affected by both workplace and personal factors. Workplace wellness involves creating environments that support physical, mental, emotional, social, and occupational well-being (CCOHS, 2022).
 Organizations with strong safety cultures:
 	Encourage open communication about hazards and concerns
 	Promote employee participation in safety practices
 	Provide ongoing education and training
 	Support physical and psychological safety
 	Hold leadership accountable for employee well-being
 	Continuously improve health and safety practices
 
 
  
  
 A strong workplace culture extends beyond legal compliance. Organizations that prioritize wellness create environments where employees feel valued, respected, and supported.  According to the Government of Canada workplace health and safety includes injury prevention, mental health, workplace hazard management, violence prevention, and wellness promotion (CCOHS, 2022).
 
 
 
	

			
			


		
	
		
			
	
		

		3.2 Organizational Culture and Employee Wellness

								

	
				What Is Organizational Culture?
 
 Organizational culture refers to the shared values, beliefs, attitudes, behaviours, and practices that shape how people interact within a workplace.
 
 It is influenced by facets of workplace culture such as:
 	Communication styles
 	Leadership approaches
 	Employee morale
 	Workplace relationships
 	Decision-making
 	Psychological safety
 	Employee engagement
 	Responses to stress and conflict
 
 (Huff, 2014)
 Employees experience organizational culture daily through leadership behaviour, workplace expectations, policies, teamwork, communication, and organizational priorities.  Healthy organizational cultures promote employee wellness, inclusion, trust, and collaboration.
 Dimensions of Employee Wellness
 Employee wellness is often described as multidimensional. Organizations that support wellness recognize that employee well-being involves multiple interconnected areas.
 [image: ]Physical Wellness
 
 Physical wellness involves maintaining physical health and preventing illness or injury.
 Examples include:
 	Ergonomic workstations
 	Fitness initiatives
 	Healthy workplace policies
 	Injury prevention
 	Access to healthcare benefits
 
 
 
 
 [image: ] Psychological and Emotional Wellness
 
 Psychological wellness includes emotional resilience, stress management, psychological safety, and mental health support.
 Examples include:
 	Mental health resources
 	Stress management education
 	Employee Assistance Programs (EAPs)
 	Burnout prevention initiatives
 	Supportive leadership
 
 
 
 
 
 [image: ] Social Wellness
 
 Social wellness focuses on positive workplace relationships and a sense of belonging.
 Examples include:
 	Team collaboration
 	Respectful communication
 	Inclusion initiatives
 	Mentorship programs
 	Peer support networks
 
 
 
 
 [image: ] Financial Wellness
 
 Financial stress can significantly affect employee well-being.
 Organizations may support financial wellness through:
 	Retirement planning education
 	Benefits education
 	Financial literacy workshops
 	Fair compensation practices
 
 
 
 
 
 Occupational Wellness
  [image: ]Occupational wellness involves finding meaning, satisfaction, and balance in work.
 Employees are more likely to experience occupational wellness when they:
 	Feel valued
 	Have opportunities for growth
 	Experience manageable workloads
 	Maintain work-life balance
 	Feel psychologically safe
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		3.3 Key Components of a Healthy Workplace Culture

								

	
				 Leadership Commitment
 Leadership plays a critical role in shaping workplace culture. Employees often model the behaviours demonstrated by managers and supervisors.
 Effective leaders:
 	Demonstrate commitment to employee well-being
 	Communicate openly about safety and wellness
 	Allocate resources toward wellness initiatives
 	Respond appropriately to workplace concerns
 	Promote respectful workplace behaviours
 
 When leadership visibly supports health and safety initiatives, employees are more likely to participate in wellness programs and report hazards.
 
 
 Employee Participation
 Healthy workplace cultures encourage employees to actively contribute to safety and wellness initiatives.
 Employee participation may include:
 	Joint Health and Safety Committees (JHSCs)
 	Wellness committees
 	Employee surveys
 	Peer support initiatives
 	Mental health advocacy programs
 
 Ontario workplaces with 20 or more regularly employed workers are generally required to have a Joint Health and Safety Committee under the Occupational Health and Safety Act (OHSA) (Government of Ontario, 2017).
 
 
 Physical Safety
 Physical safety involves identifying and reducing workplace hazards that may cause injury or illness.
 Common workplace hazards include:
 	Slips, trips, and falls
 	Repetitive strain injuries
 	Hazardous materials
 	Noise exposure
 	Poor ergonomics
 	Violence and harassment
 
 (University of Ottawa. n.d)
 Employers are legally required to take every reasonable precaution to protect workers.
 
 
 Psychological Safety and Mental Health
 Psychological safety refers to an environment where employees feel comfortable expressing concerns, asking questions, contributing ideas, and discussing challenges without fear of humiliation, discrimination, or retaliation.  Psychological health is a major component of employee wellness. Workplace stress, burnout, toxic workplace cultures, harassment, and excessive workloads can negatively affect employee mental health.
 Psychological safety also includes:
 	Mental health support
 	Respectful communication
 	Anti-harassment policies
 	Work-life balance initiatives
 	Stress management support
 
 The National Standard of Canada for Psychological Health and Safety in the Workplace has helped many Canadian organizations develop strategies to support mental wellness.
 
  
 Common workplace mental health concerns include:
 	Burnout
 	Anxiety
 	Depression
 	Compassion fatigue
 	Workplace stress
 	Emotional exhaustion
 
 Organizations that prioritize psychological health often experience improved morale, engagement, retention, and productivity. Groups such as CAMH can provide business resources to assist organizations in learning about the effects of psychological health and how to better support it in the workplace.
 
 
 Continuous Improvement
 Healthy organizations regularly evaluate their workplace practices.
 Continuous improvement may involve:
 	Incident investigations
 	Employee feedback
 	Policy reviews
 	Wellness program evaluations
 	Ongoing education and training
 
 Organizations that continuously improve their wellness practices are better prepared to respond to changing workforce needs.
 
 
 
	

			
			


		
	
		
			
	
		

		3.4 The Role of Occupational Health and Safety (OHS)

								

	
				OHS and Employee Wellness
 [image: A worker in a high-visibility vest and a hard-hat.]“Occupational Safety and Health” by ILO-Asia-Pacific, CC BY-NC-ND 2.0. Occupational Health and Safety (OHS) focuses on protecting employees from workplace injuries, illnesses, and hazards.
 Although earlier workplace wellness approaches focused primarily on physical safety, modern OHS practices increasingly recognize the importance of psychological health and employee well-being.
 Occupational health and safety legislation in Canada is regulated federally, provincially, and territorially.
 In Ontario, the primary legislation is the Occupational Health and Safety Act (OHSA), as previously mentioned in Chapter 2. The OHSA establishes the rights and responsibilities of employers, supervisors, and workers.
 Worker Rights Under the OHSA
  Ontario workers have three fundamental rights:
 	The right to know about workplace hazards
 	The right to participate in health and safety activities
 	The right to refuse unsafe work
 
 These rights are foundational to Canadian workplace safety culture.
 
 
 Internal Responsibility System (IRS)
  The Internal Responsibility System (IRS) is a key principle in Canadian workplace safety.
 The IRS emphasizes that:
 	Everyone in the workplace shares responsibility for safety
 	Employers, supervisors, and workers each play a role
 	Collaboration improves hazard prevention
 	Safety is integrated into daily operations
 
 The IRS supports proactive prevention rather than reactive responses.
 
 
 [image: ]
 Consult the Government of Ontario’s OSHA website for a detailed breakdown of rights, responsibilities, and regulations under OHSA.
 
	

			
			


		
	
		
			
	
		

		3.5. The Role of Human Resources (HR), Leadership, and Interdepartmental Collaboration

								

	
				Healthy workplace cultures require collaboration across departments.
 Role of Human Resources
  Human Resources departments contribute significantly to employee wellness.
 HR responsibilities may include:
 	Recruitment and onboarding
 	Workplace accommodation
 	Employee relations
 	Wellness programming
 	Mental health support initiatives
 	Training and development
 	Diversity and inclusion initiatives
 	Policy development
 
 HR professionals also help ensure compliance with employment standards, human rights legislation, and workplace harassment policies.
 
 
 
 HR and Psychological Wellness
  HR departments increasingly support:
 	Employee Assistance Programs (EAPs)
 	Flexible work arrangements
 	Burnout prevention strategies
 	Conflict resolution
 	Mental health education
 
 HR professionals often act as connectors between employees, leadership, and external support resources.
 
 
 
 
 Role of Occupational Health and Safety (OHS)
  OHS professionals focus on preventing workplace injuries and illnesses.
 Responsibilities may include:
 	Hazard identification
 	Workplace inspections
 	Incident investigations
 	Safety training
 	Ergonomic assessments
 	Compliance monitoring
 	Emergency preparedness
 
 OHS teams may also collaborate with HR regarding disability management and return-to-work planning.
 
 
 
 Role of Leadership
  Leadership influences organizational culture through communication, decision-making, and resource allocation.
 Leaders support healthy workplace cultures when they:
 	Model respectful behaviour
 	Prioritize employee well-being
 	Encourage collaboration
 	Promote transparency
 	Support inclusive decision-making
 	Respond appropriately to employee concerns
 
 Leaders who actively participate in wellness initiatives often increase employee trust and engagement.
 
 
 
 
  
 HR and OHS Collaboration
  [image: ]Employee wellness initiatives are often most effective when HR and OHS departments work collaboratively.
 Examples of collaborative wellness initiatives include:
 	Workplace mental health programs
 	Violence and harassment prevention
 	Accommodation and return-to-work planning
 	Employee wellness education
 	Burnout prevention initiatives
 	Psychological safety strategies
 	Wellness policy development
 
 HR professionals may focus more heavily on employee experience and organizational culture, while OHS professionals may focus on workplace hazards, prevention strategies, and safety compliance. Together, both departments contribute to healthier and more supportive workplaces.
 
 
 Benefits of Collaboration
  Interdepartmental collaboration improves:
 	Communication
 	Employee trust
 	Program effectiveness
 	Compliance with legislation
 	Workplace morale
 	Organizational resilience
 
 [image: ]For example, HR and OHS departments may collaborate on:
 	Mental health initiatives
 	Workplace accommodation plans
 	Violence prevention programs
 	Return-to-work strategies
 	Wellness education campaigns
 
 Collaborative workplaces are often better equipped to address complex employee wellness needs.
 
 
  
 
	

			
			


		
	
		
			
	
		

		3.6 Equity, Diversity, Inclusion (EDI), and Organizational Culture

								

	
				Understanding EDI
 Equity, diversity, and inclusion (EDI) are essential components of modern workplace wellness. These three terms were defined in Chapter 2.2.
 Equity
 
 Equity involves recognizing that individuals may require
 different levels of support and access to opportunities.
 
 Equity differs from equality. Equality treats everyone the same, while equity acknowledges systemic barriers and seeks fair outcomes.
 
 Diversity
 
 Diversity refers to the presence of differences within a group.
 
 Workplace diversity may include:
 	Race and ethnicity
 	Gender identity
 	Sexual orientation
 	Disability
 	Age
 	Religion
 	Indigenous identity
 	Socioeconomic background
 	Language and culture
 
 
 Inclusion
 
 Inclusion means creating environments where all individuals feel
 respected, valued, and able to participate fully.
 
 An inclusive workplace:
 	Encourages belonging
 	Respects differences
 	Removes barriers
 	Values diverse perspectives
 	Promotes accessibility
 
 
 Why EDI Matters in Workplace Wellness
  EDI and wellness are closely connected.
 Employees who experience discrimination, exclusion, or inequitable treatment may face:
 	Increased stress
 	Reduced psychological safety
 	Lower job satisfaction
 	Higher absenteeism
 	Burnout
 	Mental health challenges
 
 
 
 Inclusive workplaces often experience:
 	Improved innovation
 	Better collaboration
 	Higher employee engagement
 	Improved retention
 	Enhanced organizational reputation
 
 
 
 
 Research consistently shows that diverse teams contribute broader perspectives and more creative problem-solving.
 
 
 Psychological Safety and Inclusion
  [image: ]Employees are more likely to feel psychologically safe when organizations:
 	Address discrimination and harassment
 	Encourage respectful communication
 	Support diverse leadership representation
 	Provide anti-bias education
 	Respond seriously to complaints
 
 Inclusive workplaces help employees feel valued and supported.
 
 
  
 
	

			
			


		
	
		
			
	
		

		3.7 Workplace Wellness Programs and Employee Well-Being

								

	
				Modern wellness programs focus not only on individual behaviours but also on organizational culture and workplace conditions.  Effective wellness programs address both individual and organizational factors.
 Examples of Workplace Wellness Initiatives
 [image: ]Physical Wellness
 
 	Ergonomic assessments
 	Fitness memberships
 	Healthy workplace policies
 	Vaccination clinics
 	Nutrition education
 
 
 
 
 [image: ]Mental Health Wellness
 
 	Mental health training
 	Employee Assistance Programs
 	Stress management workshops
 	Peer support programs
 	Flexible scheduling
 
 
 
 
 
 [image: ]Social Wellness
 
 	Team-building activities
 	Mentorship programs
 	Employee recognition initiatives
 	Community involvement opportunities
 
 
 
 
 [image: ]Financial Wellness
 
 	Retirement planning education
 	Financial literacy workshops
 	Benefits education
 
 
 
 
 
 Benefits of Employee Wellness Programs
  [image: ]Organizations that invest in employee wellness programs may experience:
 	Reduced absenteeism
 	Increased productivity
 	Improved employee engagement
 	Better retention
 	Lower workplace injury rates
 	Enhanced morale
 
 Employees may personally benefit through wellness initiatives by experiencing:
 	Improved mental health
 	Better work-life balance
 	Increased job satisfaction
 	Reduced stress
 	Stronger workplace relationships
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		3.8 Case Studies of Organizational Culture and Workplace Wellness

								

	
				 Case Study 1: Bell Let’s Talk and Mental Health Awareness [image: Bell Employees in a group photo promoting "Lets Talk Day".]“Lets Talk Day” by York Region, CC-BY-NC-ND 2.0. Canadian telecommunications company Bell Canada launched the Bell Let’s Talk initiative to promote mental health awareness and reduce stigma (Bell, n.d.).
 Key features include:
 	Public awareness campaigns
 	Workplace mental health initiatives
 	Employee education
 	Community investment in mental health services
 
 The initiative helped normalize conversations about mental health in Canadian workplaces.
 Discussion Questions
 	How can mental health campaigns improve workplace culture?
 	What role does leadership play in reducing mental health stigma?
 
 
  
 Case Study 2: Microsoft Canada and Flexible Work [image: ]Image by Devon Pankiw, Pexels License. Microsoft Canada has promoted flexible and hybrid work arrangements to support employee wellness and work-life balance (Microsoft, n.d.).
 Key wellness practices include:
 	Flexible scheduling
 	Remote work options
 	Inclusive workplace initiatives
 	Employee mental health supports
 
 Flexible work arrangements can improve employee autonomy and reduce commuting-related stress.
 Discussion Questions
 	What are the advantages and disadvantages of hybrid work models?
 	How can organizations maintain inclusion in remote workplaces?
 
 
  
 Case Study 3: Healthcare Sector Burnout Prevention Healthcare organizations across Canada have increasingly implemented wellness initiatives in response to employee burnout.
 Examples include:
 	Peer support programs
 	Psychological wellness training
 	Trauma-informed leadership
 	Resilience education
 	Access to counselling services
 
 (CIHI, 2025).
 The COVID-19 pandemic highlighted the importance of psychological health and workplace support systems.
 Discussion Questions
 	Why are healthcare workers particularly vulnerable to burnout?
 	What strategies can organizations use to support employee resilience?
 
 
  
 
	

			
			


		
	
		
			
	
		

		3.9 Best Practices for a Culture of Employee Health and Wellness

								

	
				Possible techniques you can implement to have a safe and healthy work environment include the following:
 Know Safety Laws
 	Provide training to employees on safety laws.
 	Have a written policy for how violations will be handled.
 	Commit the resources (time and money) necessary to ensure a healthy work environment.
 	Involve employees in safety and health discussions, as they may have good ideas as to how the organization can improve.
 	Make safety part of an employee’s job description; in other words, hold employees accountable for always practicing safety at work.
 	Understand how the health (or lack of health) of your employees contributes to or takes away from the bottom line and implement policies and programs to assist in this effort.
 
 Health, Safety, and Wellness Policies and Procedures Competencies
 	 Identify health, safety, and wellness compliance standards for the organization.
 	 Establish health, safety, and wellness policies, procedures, roles, and responsibilities for leaders and employees that meet organizational compliance standards.
 	 Provide training programs for leaders and employees on their roles and responsibilities in maintaining a safe workplace.
 	 Educate the workforce on established health, safety, and wellness policies and procedures.
 	 Monitor adherence to organizational health, safety, and wellness policies and procedures. Implement measures to mitigate risks to the health and safety of employees.
 	 Develop a disability management program to support employees requiring workplace accommodations and modifications.
 	 Implement a disability management program that respects and acknowledges the value of all employees in the organization.
 	 Address the environmental concerns of employees.
 
 
 “9.13 Promoting a Culture of Safety, Health, and Wellness” from Human Resources Management by Debra Patterson is licensed under a Creative Commons Attribution-NonCommercial-Sharealike 4.0 Unported License. Modifications: Used the first section, removed paragraphs 1&2.
 
	

			
			


		
	
		
			
	
		

		3.10 Further Reading and Open Educational Resources

								

	
				 [image: ]Health and Wellness for Public Servants
 Canadian Centre for Occupational Health and Safety
 Healthy Workplaces [PDF]
 Canadian Workplace Health and Safety.  Government of Canada – Workplace Health and Safety. 
 Canadian Health and Safety Workplace Fundamentals (eCampusOntario OER).
 Health and Safety in Canadian Workplaces (Open Textbook Library).
 Equity, Diversity, and Inclusion.  University of Waterloo – Inclusive Instructional Practices OER Collection.
 Northern Lights College – Equity, Diversity, and Inclusion Resource Library.
 Mental Health and Wellness.  Canadian Centre for Occupational Health and Safety – Workplace Mental Health Toolkit.
 Canadian Centre for Occupational Health and Safety – Business Case for Workplace Wellness.
 
 
	

			
			


		
	
		
			
	
		

		3.11 Reflective Questions

								

	
				 Reflective Questions
  	What characteristics define a healthy workplace culture?
 	How can HR and OHS departments collaborate effectively?
 	Why is psychological safety important in organizations?
 	How does EDI contribute to workplace wellness?
 	What wellness initiatives would you recommend for a modern workplace?
 
 
 Microsoft. (2026). Copilot. [Generative AI chat]. https://copilot.microsoft.com
 Content has been edited 
 Prompt Come up with 5-8 questions for the following chapter’s content.
  
 
 
	

			
			


		
	
		
			
	
		

		3.12 Summary

								

	
				 Organizational Culture and the Role of HR in Organizational Health and Safety
  Organizational culture plays a significant role in shaping employee health and wellness. Healthy organizational cultures promote safety, inclusion, collaboration, respect, psychological safety, and employee engagement.
 Human Resources (HR) and Occupational Health and Safety (OHS) professionals both contribute to workplace wellness in different but interconnected ways. HR departments often focus on employee relations, wellness initiatives, inclusion, accommodation, and organizational culture, while OHS professionals focus on hazard prevention, safety education, and workplace health and safety practices.
 Collaboration between HR, OHS, leadership teams, and employees is essential for creating supportive workplace environments. Organizations that integrate wellness, safety, and inclusion into their culture are often better equipped to support employee well-being and organizational success.
 Equity, diversity, and inclusion are also important aspects of organizational culture because inclusive workplaces help employees feel respected, valued, and psychologically safe.
 As workplace expectations continue to evolve, organizations are increasingly prioritizing employee wellness, mental health, flexibility, and psychological safety as key components of a healthy workplace culture.
 
 Microsoft. (2026, May 25). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on organizational culture.
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		4.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Define physical wellness and explain its importance in the workplace.
 	Identify the relationship between fitness, ergonomics, and chronic disease prevention.
 	Describe how workplace design and healthy work environments can support employee physical wellness.
 	Identify common workplace fitness programs, such as on-site gyms, virtual fitness classes, and step challenges.
 	Describe the purpose of workplace nutrition education programs, including healthy eating workshops and meal planning initiatives.
 	Identify common chronic diseases that may affect employees, including diabetes and hypertension.
 	Describe workplace strategies that support chronic disease management and employee well-being.
 	Identify workplace wellness initiatives that support women’s health, including maternal health and menopause support.
 	Recognize the role employers play in promoting healthy lifestyles and physical wellness among employees.
 	Describe how physical wellness initiatives can contribute to employee health, productivity, and workplace engagement.
 
 
 Microsoft. (2026, May 21). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt The chapter title is Physical Wellness in the Workplace and turn the following into LO using Blooms taxonomy (level 1): ● Fitness, ergonomics, and chronic disease prevention ● Workplace design and healthy environments ● Fitness programs (on-site gyms, virtual classes, step challenges) ● Nutrition education (healthy eating workshops, meal planning) ● Chronic disease management (support for diabetes, hypertension, etc.) ● Women’s wellness (maternal health, menopause support)
  
 
 Introduction
 [image: ]Image by Mikhail Nilov, Pexels License. Physical wellness is an important part of overall employee health and well-being. In Canadian workplaces, organizations are increasingly recognizing that employee wellness extends beyond preventing injuries and includes promoting healthy lifestyles, physical activity, nutrition, disease prevention, and supportive work environments.
 Healthy employees are often better able to manage workplace demands, maintain energy levels, and participate fully in their work responsibilities. Research has also shown that employee wellness initiatives may contribute to reduced absenteeism, improved morale, and increased workplace engagement (Stewart Black & Bright, 2019).
 This chapter explores physical wellness in the workplace, including ergonomics, fitness programs, workplace design, nutrition education, chronic disease management, and women’s wellness initiatives. The chapter also examines how employers, HR professionals, and Occupational Health and Safety (OHS) professionals contribute to healthier workplace environments.
 
	

			
			


		
	
		
			
	
		

		4.1 Understanding Physical Wellness

								

	
				Physical wellness refers to maintaining a healthy body through regular physical activity, healthy nutrition, disease prevention, sleep, and safe lifestyle practices. In workplace settings, physical wellness also includes ensuring that work environments support employee health and reduce the risk of illness or injury.
 In addition, absenteeism due to sickness and injury are on the rise.  As a study by Llyod, et al. (2025) found, in the UK sickness absence rates (for both illness and injury) was 2.6% in 2022, the highest level it has been since 2004.
 Physical wellness is closely connected to other dimensions of wellness. For example:
 	Physical health can affect mental and emotional wellness.
 	Chronic illness may influence financial and social well-being.
 	Workplace stress may contribute to physical symptoms such as fatigue, headaches, or high blood pressure.
 
 As discussed in earlier chapters, organizational culture influences employee wellness. Organizations that value employee well-being are more likely to promote healthy habits, encourage participation in wellness initiatives, and create supportive workplace environments.
  
 
	

			
			


		
	
		
			
	
		

		4.2 Fitness, Ergonomics, and Chronic Disease Prevention

								

	
				 Workplace Fitness and Physical Activity
  [image: ]Regular physical activity is associated with many health benefits, including improved cardiovascular health, increased energy, reduced stress, and a lower risk of chronic disease. However, many modern jobs involve long periods of sitting, repetitive tasks, or limited movement.
 To support employee wellness, organizations may implement workplace fitness initiatives such as:
 	On-site fitness centres
 	Gym membership discounts
 	Walking clubs
 	Stretch breaks
 	Virtual fitness classes
 	Wellness competitions
 	Step-count challenges
 
 These programs encourage employees to incorporate movement into their daily routines. Even moderate physical activity can positively affect employee health and wellness.
 Example: Workplace Walking Challenges
 Some organizations organize workplace walking or step challenges where employees track their movement using mobile apps or fitness devices. These initiatives may promote teamwork, motivation, and healthy competition while encouraging physical activity.
 
 
 
 Ergonomics in the Workplace
  Ergonomics refers to designing workspaces, tools, and tasks to fit the physical needs of employees. Poor ergonomic practices can contribute to discomfort, fatigue, repetitive strain injuries, and musculoskeletal disorders.
 Common ergonomic hazards include:
 	Poor posture
 	Repetitive movements
 	Heavy lifting
 	Awkward positioning
 	Prolonged sitting or standing
 
 
 
 Employers can reduce ergonomic risks by providing:
 	Adjustable workstations
 	Ergonomic chairs
 	Proper lighting
 	Safe lifting equipment
 	Ergonomic keyboards and accessories
 	Employee education and training
 
 
 
 
 Ergonomics is important in both office and non-office environments. For example, healthcare workers may require lifting supports, while office workers may need properly adjusted desks and computer monitors. According to the Canadian Centre for Occupational Health and Safety (CCOHS), ergonomic workplace design can help reduce injuries and improve employee comfort and productivity (CCOHS, 2024).
 
 
 Chronic Disease Prevention
  Chronic diseases are long-term health conditions that often develop gradually over time. Common chronic illnesses affecting Canadian workers include:
 	Diabetes
 	Hypertension
 	Heart disease
 	Obesity
 	Arthritis
 	Asthma
 
 Lifestyle factors such as physical inactivity, poor nutrition, stress, smoking, and inadequate sleep may increase the risk of chronic disease.
 
 
 Organizations can support chronic disease prevention by:
 	Promoting physical activity
 	Providing wellness education
 	Offering healthy food options
 	Supporting smoking cessation initiatives
 	Encouraging preventive healthcare
 
 Prevention-focused wellness initiatives may improve employee well-being while reducing long-term healthcare costs and absenteeism.
 
 
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		4.3 Workplace Design and Healthy Environments

								

	
				Healthy Workplace Design
 The physical work environment has a major influence on employee wellness. Workplace design includes factors such as:
 	Air quality
 	Lighting
 	Temperature
 	Noise levels
 	Workspace layout
 	Cleanliness
 	Access to natural light
 
 
  
  
  
 Poor workplace environments may contribute to stress, fatigue, illness, and reduced concentration. Healthy workplace environments, however, can support employee comfort, productivity, and well-being.
 
 
 Modern workplaces increasingly incorporate wellness-focused design features such as:
 	Sit-stand desks
 	Quiet workspaces
 	Relaxation rooms
 	Collaborative areas
 	Green spaces
 	Natural lighting
 
 
  
  
  
 Remote and hybrid work environments have also increased the importance of home office ergonomics and flexible workspace design.
 
 
 Safety and Physical Wellness
 Workplace safety and physical wellness are closely connected. Organizations have legal responsibilities to provide safe work environments and reduce hazards that may harm employees.
 Examples of workplace safety initiatives include:
 	Hazard assessments
 	Safety training
 	Emergency preparedness
 	Personal protective equipment (PPE)
 	Infection prevention measures
 	Violence prevention programs
 
 
  
  
  
 As discussed in earlier chapters, HR and OHS professionals often work together to support both safety and employee wellness
 
 
  
 
	

			
			


		
	
		
			
	
		

		4.4 Workplace Fitness Programs

								

	
				Organizations use different types of wellness initiatives to encourage healthy lifestyles and employee participation.
 On-Site Fitness Facilities
 Some organizations provide on-site gyms or exercise facilities to make physical activity more accessible for employees. Access to fitness facilities may encourage exercise before work, during lunch breaks, or after shifts.  However, smaller organizations may choose alternative wellness initiatives due to budget or space limitations.
 One example of an on-site fitness facility is at Canada Life in London, Ontario.  Employees have a gym outfitted with cardio and weight training equipment, a group fitness studio where an on-site instructor teaches various types of fitness classes, and a shower/locker room facility.  The centre was available at a very economical rate prior to the COVID-19 pandemic, and since then, the gym has been free to all employees.
 Personally, as a fitness instructor in my Part-time employment, I have taught yoga at three different workplaces in London, Ontario, to employees who wanted to have exercise during or after work hours.  The cost of my instructor rate was paid for by the organizations.  When I worked in industry as an HR Professional, I used my own experience as a fitness instructor to teach yoga and meditation classes as lunch and learns to employees at businesses I worked for.
 
 
 Virtual Wellness Programs
  Virtual wellness programs became increasingly common during the COVID-19 pandemic and continue to be used in many workplaces today.
 Examples include:
 	Virtual yoga classes (this was something I offered to other employees on Zoom at Fanshawe College during the COVID-19 pandemic years)
 	Online fitness sessions
 	Wellness webinars
 	Stretch breaks
 	Guided meditation
 
 Virtual wellness initiatives can improve accessibility for remote and hybrid employees.
 
 
 
 Wellness Challenges
  Organizations may also organize wellness challenges to increase engagement. Examples include:
 	Step challenges
 	Hydration goals
 	Healthy eating challenges
 	Team fitness competitions (Fanshawe College has offered this event in the past as part of a fundraiser for United Way)
 
 Although wellness challenges can motivate employees, organizations should ensure programs remain inclusive and avoid creating pressure or unhealthy competition.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		4.5 Nutrition Education and Healthy Eating

								

	
				Nutrition is an important component of physical wellness. Healthy eating supports energy levels, concentration, immune function, and overall health.
 Organizations may support nutrition education by offering:
 	Healthy cafeteria options
 	Nutrition workshops
 	Meal-planning education
 	Wellness newsletters
 	Access to nutrition professionals
 	Healthy snack programs
 
 Nutrition education programs generally focus on helping employees make informed choices rather than promoting restrictive diets.
 Meal Planning and Workplace Wellness
  [image: ]Image by Sarah Chai, Pexels License. Meal planning can help employees develop healthier eating habits while reducing stress and saving time. Workplace wellness programs may teach employees how to:
 	Prepare balanced meals
 	Read nutrition labels
 	Plan healthy lunches
 	Budget for healthy eating
 	Maintain healthy eating habits during busy schedules
 
 Organizations should also recognize that employees may experience barriers to healthy eating, including financial challenges, cultural food preferences, food insecurity, or limited access to healthy food options.
 Inclusive wellness programs should respect diversity and avoid stigmatizing employees based on food choices or health status.
 
 
 Example of a Workplace Wellness/Nutrition Program
 
  One or more interactive elements has been excluded from this version of the text. You can view them online here: https://ecampusontario.pressbooks.pub/employeehealthwellness/?p=411#oembed-1 
 
 Video: “Erin’s Testimonial” By Eat More Move More Weigh Less [2:57] is hosted on Vimeo.com. Transcript.
 
 Watch the video on page 4.5 Nutrition Education and Healthy Eating, in the online version of this text.
 
 
	

			
			


		
	
		
			
	
		

		4.6 Chronic Disease Management in the Workplace

								

	
				Many employees manage chronic illnesses while remaining active members of the workforce. Supportive workplaces can help employees continue working safely and effectively.
 Workplace Accommodations and Support
 Organizations may support employees with chronic illnesses through:
 	Flexible scheduling
 	Modified duties
 	Remote work options
 	Wellness benefits
 	Medical accommodations
 	Employee assistance programs (EAPs)
 
 
  
  
  
 Under Canadian human rights legislation, employers have a duty to accommodate employees with disabilities to the point of undue hardship (more details can be found in Chapter 2).
 
 
 Supportive workplace practices can improve employee well-being, inclusion, and retention.
 Reducing Stigma
 Employees living with chronic illnesses may worry about discrimination or stigma in the workplace. Organizations can help reduce stigma by:
 	Promoting respectful communication
 	Protecting confidentiality
 	Educating employees about inclusion
 	Encouraging supportive leadership
 
 
  
  
 Psychologically safe workplaces allow employees to seek support without fear of judgment or discrimination.
 
 
 
	

			
			


		
	
		
			
	
		

		4.7 Women’s Wellness in the Workplace

								

	
				Women’s wellness is receiving increased attention within workplace health and wellness programs. Historically, some workplace wellness initiatives overlooked issues specifically related to women’s health.
 Today, many organizations are developing supports related to:
 	Pregnancy and maternal health
 	Fertility treatment
 	Menopause
 	Menstrual health
 	Breastfeeding accommodations
 
 
 
 Maternal Health and Pregnancy Support
  Pregnant employees may require accommodations to support their health and safety. Examples include:
 	Modified duties
 	Flexible scheduling
 	Additional rest breaks
 	Remote work arrangements
 	Safe working conditions
 
 Supportive maternity and parental leave policies can also improve employee retention and workplace satisfaction.
 
 
 
 Menopause Support
  Menopause can affect employees in different ways and may influence physical comfort, concentration, sleep, and stress levels. Some organizations are beginning to implement menopause-related supports and education programs.
 Examples of workplace menopause supports include:
 	Flexible work arrangements
 	Temperature control options
 	Wellness education
 	Access to healthcare benefits
 
 Reducing stigma around menopause contributes to more inclusive and supportive workplace cultures.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		4.8 The Employer’s Role in Physical Wellness

								

	
				[image: ]Image by Alexander Suhorucov, Pexels License. Employers play a significant role in shaping workplace wellness culture. Organizations that prioritize wellness often integrate employee health into workplace policies, leadership practices, and organizational values.
 
 Effective wellness programs commonly include:
 	Leadership support – for example, leaders should participate in some of the physical health programs that are launched in an organization to actively role model their support
 	Employee participation – it is a good idea to survey and/or talk to employees prior to initiating various programs to gauge interest levels and hence strive for more on-going participation
 	Inclusive program design – as was mentioned, talk to or survey employees to find out what wants and needs they have for physical wellness.  For example, if the majority of employees do not want to do exercise during working hours though instead would enjoy before or after work activities, creating a program that adheres to favoured hours would likely be more embraced and utilitlized.
 	Accessibility – the physical needs of employees should be considered.  For example, if you have employees in wheelchairs, having activities they can also enjoy would be beneficial.
 	Ongoing evaluation
 	Collaboration between HR and OHS
 
 Employees are generally more likely to participate in wellness initiatives when organizations create supportive and respectful environments.
 
	

			
			


		
	
		
			
	
		

		4.9 Example Case Study: Physical Wellness in the Workplace

								

	
				 Case Study: The Distribution Centre Dilemma
  Educational Resources Ltd. (ERL) operates a large distribution centre that employs 85 warehouse associates. Over the past year, HR has noticed an increase in absenteeism, musculoskeletal injuries, and workers reporting fatigue. Several employees have indicated that long periods of standing, repetitive lifting, and limited opportunities for movement breaks contribute to physical discomfort.
 A review of workplace health data revealed:
 	A 22% increase in back and shoulder strain injuries.
 	Higher absenteeism among employees working extended shifts.
 	Low participation in the organization’s voluntary fitness reimbursement program.
 	Employee survey results showing many workers feel physically exhausted by the end of the workday.
 
 The HR Manager has been asked to develop a physical wellness strategy that improves employee health while reducing injury rates and absenteeism.
 Discussion Questions
 	What physical wellness challenges are evident in this workplace?
 	What factors may be contributing to the increase in injuries and fatigue?
 	Why might employees not be using the fitness reimbursement program?
 	What workplace design or ergonomic improvements could be implemented?
 	How can HR encourage participation in physical wellness initiatives?
 	What metrics should HR track to evaluate the success of the program?
 
 HR Analysis
 Physical wellness extends beyond fitness programs and includes workplace design, ergonomics, injury prevention, nutrition, sleep, and opportunities for movement throughout the workday. Effective interventions might include:
 	Ergonomic assessments.
 	Stretch-and-flex programs before shifts.
 	Enhanced lifting training.
 	Scheduled movement breaks.
 	Wellness challenges focused on activity and recovery.
 	Education on sleep and fatigue management.
 
 HR should evaluate outcomes using injury rates, absenteeism data, employee surveys, and participation rates in wellness activities.
 Reflection
 If you were the HR Manager, which initiative would you implement first and why?
 
 OpenAI. (2026, June 11). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 4 similar to the case studies in the other chapters
  
 
 
	

			
			


		
	
		
			
	
		

		4.10 Reflective Questions

								

	
				 Reflective Questions
  	Why is physical wellness important in Canadian workplaces?
 	How can ergonomics improve employee health and safety?
 	What are the benefits and limitations of workplace fitness programs?
 	How can organizations support employees living with chronic illnesses?
 	Why is women’s wellness becoming a more important workplace issue?
 	How does workplace design influence employee health and productivity?
 
 
 
 
	

			
			


		
	
		
			
	
		

		4.11 Summary

								

	
				 Physical Wellness in the Workplace
  Physical wellness is an essential component of healthy workplaces and employee well-being. Canadian organizations increasingly recognize the importance of supporting physical health through ergonomics, fitness initiatives, healthy workplace design, nutrition education, chronic disease management, and inclusive wellness practices.
 Employers, HR professionals, OHS practitioners, and employees all contribute to creating workplace environments that support health and wellness. Organizations that invest in employee wellness may experience improved morale, engagement, productivity, and organizational effectiveness.
 The next chapter will examine mental and emotional wellness in the workplace, including stress management, burnout prevention, psychological safety, and workplace mental health supports.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Given the chapter learning outcomes, write content for the chapter of my college level course in Ontario that includes as much open resource content as possible and ensure it is cited with links I can access.
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		5.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Define mental and emotional wellness within the context of workplace health and wellness.
 	Explain the relationship between workplace stress, burnout, and employee well-being.
 	Identify common workplace stressors and their impact on employee performance, engagement, and organizational outcomes.
 	Describe the signs, symptoms, and stages of burnout.
 	Examine evidence-based approaches to stress management and burnout prevention.
 	Explain the concept of resilience and strategies for building resilience in the workplace.
 	Analyze the role of psychological safety and psychologically healthy workplaces.
 	Describe the Canadian Standards Association (CSA) Psychological Health and Safety Standard (CSA Z1003).
 	Evaluate the responsibilities of HR professionals in supporting mental health and emotional wellness.
 	Discuss the legal, ethical, and organizational implications of workplace mental health initiatives.
 
 
 Microsoft. (2026, May 27). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Turn the following into learning outcomes for the chapters (likely need more LO): Stress management, burnout prevention, and resilience, Psychological Health and Safety Standard (CSA Z1003), Mental health support (EAPs, mindfulness, stress management, mental health first aid), Work-life balance (flexible work arrangements, time-off policies)
  
 
 Overview
 Mental and emotional wellness has become a central issue in modern workplaces. Organizations increasingly recognize that employee well-being is directly connected to productivity, engagement, retention, innovation, and organizational culture. Mental health concerns affect employees across industries and occupations, influencing absenteeism, presenteeism, turnover, workplace relationships, and organizational performance.
 [image: ]Image by Yan Krukau, Pexels License. Since 2014 the number of publications about employee well-being in the HRM research area has been on a sharp increase (from just over 20 in 2014 to just under 160 in 2023).  That number jumped drastically from 2020 to 2023 (Bhoir & Sinha, 2024).
 Human resources professionals play a critical role in creating supportive environments that promote psychological well-being. HR departments are often responsible for developing wellness initiatives, implementing mental health supports, training leaders, and ensuring compliance with workplace health and safety obligations.
 In Canada, workplace mental health has received growing attention due to rising rates of stress, anxiety, depression, and burnout. According to the Mental Health Commission of Canada (2022), approximately one in five Canadians experiences a mental health problem or illness in any given year. Workplace factors can either contribute to psychological harm or support positive mental health outcomes.
 Mental wellness extends beyond the absence of illness. It includes the ability to manage stress, maintain healthy relationships, adapt to change, and function effectively in personal and professional settings. Emotional wellness similarly involves emotional awareness, regulation, coping abilities, and resilience.
 This chapter explores workplace stress, burnout, resilience, and psychological health and safety. It also examines the role of HR professionals in promoting mentally healthy workplaces.
 
	

			
			


		
	
		
			
	
		

		5.1 Understanding Mental and Emotional Wellness

								

	
				Mental Health Stats:
 	21.4% of the working population experienced mental health problems and illnesses that affected their productivity.
 	In 2019, depression became the leading global cause of disability leaves.
 	Post-COVID – high-risk mental health issues have risen from 14% (2017-2019) to 35% (Sept 2025).
 	Mental health problems and mental illnesses account for approximately 30% of short- and long-term disability claims. And they are rated one of the top causes of disability claims by over 80% of Canadian employers.
 	Mental health conditions are the leading cause of disability, absence, and presenteeism, with an economic burden estimated at 51 billion dollars per year in Canada, 20 billion of which is from direct workplace losses.
 
 (Fuda, 2026)
 [image: ] Mental Wellness
  Mental wellness refers to a state of psychological well-being in which individuals can cope effectively with normal life stressors, work productively, and contribute to their communities (World Health Organization [WHO], 2022). Mental wellness involves emotional regulation, cognitive functioning, coping abilities, and social connectedness.
 Mental wellness is influenced by multiple factors, including:
 	Workplace culture
 	Job demands
 	Leadership quality
 	Workload
 	Social support
 	Financial stress
 	Physical health
 	Life events
 	Access to healthcare and supports
 
 
 
 
 [image: ] Emotional Wellness
  Emotional wellness refers to the ability to understand, express, and manage emotions effectively. Emotionally well employees are often better equipped to manage conflict, communicate effectively, adapt to change, and maintain positive workplace relationships.
 Emotional wellness includes:
 	Self-awareness
 	Emotional regulation
 	Empathy
 	Stress management
 	Healthy coping skills
 	Positive interpersonal relationships
 
 Organizations that foster emotional wellness often experience stronger teamwork, improved morale, and reduced workplace conflict.
 
 
 
 
 
 Icons: “Mental Health” & “Emotion” by piksart, Flaticon License.
 
	

			
			


		
	
		
			
	
		

		5.2 Workplace Stress

								

	
				[image: ]Image by Yan Krukau, Pexels License. Workplace stress continues to rise as organizations and employees adapt to rapid global change and increasing job demands. Common sources of stress include excessive workloads, unclear or conflicting job expectations, and concerns about job security. When stress becomes overwhelming, employees may experience mental and physical health challenges such as depression, difficulty concentrating, memory problems, irritability, and anger. Over time, prolonged stress can lead to emotional exhaustion, reduced effectiveness, cynicism, and burnout. These mental health challenges often contribute to increased absenteeism, lower productivity, and higher employee turnover, all of which can raise organizational costs related to staffing and health benefits. In addition, employees and leaders who struggle to manage ongoing stress may have difficulty adapting to workplace challenges, which can negatively affect leadership performance and organizational stability (Walinga, 2021).
 Canadians often cite work as a major source of stress in their lives.  According to Foster and Barnetson (2016), “almost three quarters of Canadian workers report that their work entails some stress, with 27% reporting that work is ‘quite a bit’ or ‘extremely’ stressful.”
 Defining Stress
 
 “Stress is a reaction to a situation – it isn’t about the actual situation. We usually feel stressed when we think that the demands of the situation are greater than our resources to deal with that situation. For example, someone who feels comfortable speaking in public may not worry about giving a presentation, while someone who isn’t confident in their skills may feel a lot of stress about an upcoming presentation. Common sources of stress may include major life events, like moving or changing jobs. Long-term worries, like a long-term illness or parenting, can also feel stressful. Even daily hassles like dealing with traffic can be a source of stress.” (CCOHS, 2025b).
 
 
 “Workplace stress is the combination of harmful physical and emotional responses that can happen when there is a conflict between job demands on the worker and the amount of control a worker has over meeting these demands. In general, the combination of high demands in a job and a low amount of control over the situation can lead to stress.” (CMHA, n.d.).
 
 Some stress can be positive and motivating. Moderate stress may enhance focus, energy, and performance. However, chronic or excessive stress can negatively affect mental and physical health.
 The following graph shows how stress can be both positive and negative on a continuum:
 [image: The stress continuum.]Figure 5.2.1 “The Underload Overload Continuum” from Organizational Behaviour, CC BY 4.0. Mods: Recoloured & redesigned. Image Description The image depicts a graph that plots the level of stress against employee performance. At the low end of stress, performance decreases due to boredom, absenteeism, apathy, and decreased motivation. At the high end, performance decreases due to insomnia, irritability, increased errors, and indecisiveness. In the middle of the graph, performance is at its highest and is marked as “optimal”. This increase is attributed to high motivation, high energy, sharp perception, and calmness.
  Are the Japanese Working Themselves to Death?
 Karoshi literally means death from overwork, and unofficial estimates are that as many people die each year from karoshi as from traffic accidents in Japan—approximately 10,000. In 2016, the legal claims of karoshi rose to a record high of 1,456 according to government figures. Additionally, just under 2,000 suicides linked to work-related causes were reported. In October 2017, the latest employee death that shook the media was 31-year-old journalist Miwa Sado, and before that, 24-year-old Matsui Takahashi, an employee working at Dentsu advertising agency, leapt from the roof on Christmas Day 2015.
 These incidents are just two of many that occur more frequently in Japan due to the culture of overtime and stress within the work environment. Each of these women logged over 100 hours of overtime over the course of one month. Often, the causes of death include heart failure, stroke, and suicide due to the stress, lack of sleep, and sleep deprivation that is caused by being overworked. Takahashi posted on Twitter, “It’s 4 a.m. My body’s trembling, I’m going to die. I’m so tired.” Soon after her death, the president of Dentsu resigned from his post.
 [image: ]“Rush Hour at Shinjuku” by Chris 73/Wikimedia Commons, CC BY-SA 3.0. Many reports suggest that performance reviews are marked negatively for those who don’t work lots of overtime, while others suggest employees must strive to make good impressions on their bosses, and staying late or working extra is perceived as loyalty to their jobs and companies.
 The Japanese government has taken strides since the two incidents to implement policies to help to combat karoshi for good. One attempt implemented in 2016 is A Premium Friday plan, where Japanese workers are allowed the chance to leave at 3 p.m. on the last Friday of each month. This has only made some employees busier because some companies have organized their monthly finances to hit sales goals before the end of the month. Little success has been seen from this initiative. One Tokyo-based IT Service company forced employees to wear purple capes on the third Wednesday of the month if they worked late, which was a very bold and visual tactic to showcase the “working late is not cool” vibe. This shaming tactic worked, decreasing the overtime worked by 50 percent. Some companies have implemented individual changes, such as breakfast offerings and allowing time off as needed.
 Changing the Japanese work culture will take time. Although these small changes have not made a large impact yet, the discussion is widening, and workplaces are becoming more aware of the need for drastic changes in policy to counteract the growing issue of stress in the workplace.
 
 Questions:
  	What measures can a manager take in order to counteract the stress-related issues within the work environment?
 	What considerations should a manager take before implementing changes to a work environment and policies when managing a global team?
 	What environmental and cultural factors can affect an employee’s work ethic and their level of stress in their workday?
 
 
 
 Common Workplace Stressors
  [image: ]Workplace stressors vary across industries and roles, but common examples include:
 	Workload and Time Pressure: Excessive workloads, unrealistic deadlines, and understaffing can create chronic stress. Employees may feel overwhelmed when expectations exceed available time and resources.
 	Lack of Control: Employees who have little autonomy over their work often experience higher stress levels. Micromanagement and limited decision-making authority can reduce job satisfaction and increase frustration.
 	Poor Leadership: Ineffective communication, inconsistent expectations, lack of support, and toxic management practices contribute significantly to workplace stress.
 	Workplace Conflict: Interpersonal conflict, harassment, bullying, and incivility can create emotionally unsafe work environments.
 	Job Insecurity: Economic uncertainty, organizational restructuring, layoffs, and precarious employment may increase anxiety and emotional distress.
 	Work-Life Imbalance: Long working hours, excessive overtime, and difficulty disconnecting from work can interfere with personal responsibilities and recovery time.
 	Organizational Change: Frequent organizational change, mergers, technological disruption, and role ambiguity can create uncertainty and stress.
 
 
 
 Table 5.2.1 Typical Stressors Faced by Managers 	Stressor 	Example 
 	Role ambiguity 	Unclear job duties 
 	Role conflict 	Manager is both a boss and a subordinate. 
 	Role overload 	Too much work, too little time 
 	Unrealistic expectations 	Managers are often asked to do the impossible. 
 	Difficult decisions 	Managers have to make decisions that adversely affect subordinates. 
 	Managerial failure 	Manager fails to achieve expected results. 
 	Subordinate failure 	Subordinates let their manager down. 
  
 
 “18.2 Organizational Influences on Stress” from Organizational Behaviour by J. Stewart Black et al. is licensed under the Creative Commons 4.0 International License. Modifications: Used Typical Stressors Table and Case Example.
 
	

			
			


		
	
		
			
	
		

		5.3 The Impact of Workplace Stress

								

	
				Chronic stress affects both employees and organizations.
 Individual Effects
  Employees experiencing chronic stress may develop:
 	Anxiety
 	Depression
 	Sleep disturbances
 	Fatigue
 	Irritability
 	Difficulty concentrating
 	Reduced motivation
 	Physical health problems
 	Substance misuse
 
 Stress may also weaken immune functioning and increase the risk of cardiovascular disease and other chronic illnesses.
 
 
 
 Organizational Effects
  Workplace stress can lead to:
 	Increased absenteeism
 	Presenteeism
 	Higher turnover
 	Reduced productivity
 	Workplace accidents
 	Poor morale
 	Increased healthcare costs
 	Reduced employee engagement
 
 Presenteeism occurs when employees attend work while unwell and function below their normal capacity. In many organizations, the financial costs associated with presenteeism exceed those related to absenteeism.
 
 
 
 
 How Stressful Is Your Job?
  Download a PDF version of this assessment. 
 Instructions
 This instrument focuses on the stress level of your current (or previous) job. Think of your job, and answer the following items as frankly and honestly as possible.
       	       Question 	Strongly Disagree 	Strongly Agree 
 		I am often irritable with my coworkers.
 
  	1 	2 	3 	4 	5 
 		At work, I constantly feel rushed or behind schedule.
 
  	1 	2 	3 	4 	5 
 		I often dread going to work.
 
  	1 	2 	3 	4 	5 
 		I often experience headaches, stomachaches, or backaches at work.
 
  	1 	2 	3 	4 	5 
 		I often lose my temper over minor problems.
 
  	1 	2 	3 	4 	5 
 		Everything I do seems to drain my energy level.
 
  	1 	2 	3 	4 	5 
 		I often interpret questions or comments from others as a criticism of my work.
 
  	1 	2 	3 	4 	5 
 		Time is my enemy.
 
  	1 	2 	3 	4 	5 
 		I often have time for only a quick lunch (or no lunch) at work.
 
  	1 	2 	3 	4 	5 
 		I spend considerable time at home worrying about problems at work.
 
  	1 	2 	3 	4 	5 
  
 Scoring
 To score this instrument, first add up your score:
 	If you scored 1–18 points, you see yourself as having a normal amount of stress.
 	If you scored 19–38 points, you feel that stress is becoming a problem.
 	If you scored 39–50 points, you feel that stress is a serious problem.
 
 Where did you score on this instrument? Does this seem like an accurate description of the real situation? On the job you described, what could you do to reduce stress levels?
 
 
 
 How stressful is your job: “Management Skills Application Exercises” from Organizational Behavior by OpenStax – Rice University is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 (CC BY NC-SA) license, except where otherwise noted. Modifications: Used this section only; Added answer key.
 
	

			
			


		
	
		
			
	
		

		5.4 Burnout

								

	
				Defining Burnout
 Black and Bright (2019) define burnout as “a general feeling of exhaustion that can develop when a person simultaneously experiences too much pressure to perform and too few sources of satisfaction.” The World Health Organization (2019) classifies burnout as an occupational phenomenon rather than a medical condition.
 
  One or more interactive elements has been excluded from this version of the text. You can view them online here: https://ecampusontario.pressbooks.pub/employeehealthwellness/?p=642#oembed-1 
 
 Video: “How Burnout Makes us Less Creative” By TED [5:05] is licensed under the Standard YouTube License. Captions and transcripts are available on YouTube.
 
 Watch the video on page 5.4 Burnout, in the online version of this text.
 
 Burnout typically involves three dimensions:
 	Emotional exhaustion
 	Cynicism or detachment from work
 	Reduced professional effectiveness
 
 Signs and Symptoms of Burnout
  Employees experiencing burnout may display:
 	Chronic fatigue
 	Emotional exhaustion
 	Reduced productivity
 	Increased irritability
 	Withdrawal from coworkers
 	Reduced job satisfaction
 	Difficulty concentrating
 	Feelings of hopelessness
 	Increased absenteeism
 
 
 
 
 Causes of Burnout
  Burnout is often linked to organizational factors rather than individual weakness. Common causes include:
 	Excessive workloads
 	Lack of recognition
 	Insufficient staffing
 	Limited control
 	Poor leadership
 	Unclear expectations
 	Lack of social support
 	Value conflicts
 	Burnout in Helping Professions
 
 
 
 
 
 Burnout is particularly common in healthcare, education, social services, and caregiving professions due to emotional labour and high job demands.
 Emotional labour refers to the management of emotions to meet organizational expectations. Employees in customer service and care-oriented roles may be required to display empathy, positivity, or emotional composure regardless of their true feelings.
 Are You Suffering from Burnout?
  Download a PDF version of this assessment. 
 Instructions:
 Check whether each item is “mostly true” or “mostly untrue” for you. Answer as honestly as you can. When you have finished, add up the number of checks for “mostly true.”
      	Question 	Mostly True 	Mostly Untrue 
 		I usually go around feeling tired.
 
  	——— 	——— 
 		I think I am working harder but accomplishing less.
 
  	——— 	——— 
 		My job depresses me.
 
  	——— 	——— 
 		My temper is shorter than it used to be.
 
  	——— 	——— 
 		I have little enthusiasm for life.
 
  	——— 	——— 
 		I snap at people fairly often.
 
  	——— 	——— 
 		My job is a dead end for me.
 
  	——— 	——— 
 		Helping others seems like a losing battle.
 
  	——— 	——— 
 		I don’t like what I have become.
 
  	——— 	——— 
 		I am very unhappy with my job.
 
  	——— 	——— 
  
 Scoring
 This instrument measures your self-perceptions regarding burnout. To score it, add up the number of times you answered “mostly true.” If you answered mostly true seven or more times, you may be suffering from burnout. If you received a high score, consider what actions you can undertake to reduce the level of burnout.
 
 
 [image: ]
 Check out this quick read from the Human Resources Director (HRD): Has burnout lost its meaning?
 
 Are you suffering from burnout: “Management Skills Application Exercises” from Organizational Behavior by OpenStax – Rice University is licensed under a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 (CC BY NC-SA) license, except where otherwise noted. Used this section only; Added answer key.
 
	

			
			


		
	
		
			
	
		

		5.5 Stress Management and Burnout Prevention

								

	
				Organizations can reduce stress and prevent burnout through proactive strategies.
 Organizational Strategies
  [image: ]Workload Management: Organizations should ensure workloads are realistic and manageable. Staffing levels, scheduling practices, and performance expectations should align with employee capacity.
 Supportive Leadership: Leaders who communicate openly, provide support, and recognize employee contributions can reduce workplace stress.
 Employee Participation: Employees should have opportunities to participate in decision-making and provide feedback regarding workplace issues.
 Recognition and Appreciation: Recognition programs can increase morale and reinforce positive workplace culture.
 Clear Communication: Transparent communication reduces uncertainty and role ambiguity.
 Psychological Safety: Employees should feel safe expressing concerns, asking questions, and discussing mental health challenges without fear of punishment or stigma.  More will be discussed about psychological safety later in this chapter.
 
 
 Individual Strategies
 Employees can also develop personal stress management strategies, including:
 	Time management
 	Physical activity
 	Sleep hygiene
 	Relaxation techniques
 	Mindfulness practices
 	Healthy nutrition
 	Social support
 	Boundary setting
 	Seeking professional help
 	Developing self-awareness
 
 
 While personal coping strategies are valuable, organizations must avoid placing full responsibility for stress management on employees. Workplace stress often originates from organizational systems and structures.
 
 
	

			
			


		
	
		
			
	
		

		5.6 Resilience

								

	
				[image: ]Image by Diva Plavalaguna, Pexels License. Defining Resilience
 Resilience refers to the ability to adapt positively to adversity, stress, or change. Resilient employees can recover more effectively from setbacks and maintain psychological functioning during challenges.  Resilience is not an innate trait possessed by only some individuals. It can be developed through supportive environments, coping skills, social support, and positive workplace culture.
 
 Building Resilience in the Workplace
  Organizations can foster resilience through:
 	Training and skill development
 	Supportive supervision
 	Mentorship programs
 	Employee recognition
 	Flexible work practices
 	Opportunities for recovery and rest
 	Access to mental health supports
 
 
 
 
 Protective Factors
  Protective factors that support resilience include:
 	Strong social connections
 	Psychological safety
 	Access to resources
 	Emotional intelligence
 	Optimism
 	Problem-solving skills
 	Healthy coping strategies
 
 
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		5.7 Psychological Health and Safety

								

	
				 Meredith Boucher began working for Wal-Mart in 1999. She was well regarded and received a number of promotions over the years. In 2008, she was made a Lead Assistant Manager in a Windsor, Ontario, store. Initially, her relationship with the Store Manager, Jason Pinnock, was positive, and her performance appraisals were glowing. Then, in May 2009, Pinnock asked Boucher to falsify a log recording temperature in meat and dairy coolers. Boucher refused. Pinnock, who was worried the incomplete logs would negatively affect the store’s ratings in an upcoming inspection, subjected Boucher to a disciplinary meeting.
 Concerned about this unfair reprisal, Boucher approached a superior to express her concerns. When Pinnock learned of the complaint, “he subjected her to an unrelenting and increasing torrent of abuse. He regularly used profane language when he spoke to her. He belittled her. He demeaned her in front of other employees. He even called in other employees so he had an audience when he berated her and showed his disdain for her.”  Boucher complained of Pinnock’s escalating harassment to senior management. Their investigation found her complaint was “unsubstantiated,” and they threatened her with discipline for making the complaint.
 Pinnock’s behaviour and Wal-Mart’s lack of response negatively affected Boucher’s health. “She said that she was stressed out. She could not eat or sleep. She had abdominal pain, constipation and bloating. She lost weight and began vomiting blood. Co-workers testified that Boucher went from a fun-loving, lively, positive leader to a defeated and broken person.”  On November 18, 2009, Pinnock once again berated Boucher over ten skids of product that were not unloaded. He “grabbed Boucher by the elbow in front of a group of co-workers. He told her to prove to him that she could count to ten.”  Boucher was so humiliated that she ran out of the store. She never returned to work. Boucher sued for unfair dismissal. At appeal, she was awarded $300,000 in damages against Wal-Mart and $110,000 against Pinnock. After her departure from the store, Boucher’s health gradually improved.
 
 [image: ]Image by Yan Krukau, Pexels License. Workplace harassment—often perpetrated by supervisors on subordinates—is a pervasive issue in workplaces. Wal-Mart’s unwillingness to protect Boucher when she complained is also not uncommon. Interestingly, the hazard posed by harassment and the injury it caused to Boucher were only recognized when she sued her employer, a process entirely separate from Ontario’s OHS and workers’ compensation systems. The case demonstrates both that workplace harassment has real health consequences and that employers are often reluctant to recognize psycho-social hazards as legitimate health and safety concerns.
 Psycho-social hazards are the social and psychological factors that negatively affect worker health and safety. Psycho-social hazards can be hard to isolate in the workplace because they reside in the dynamics of human interactions and within the internal world of an individual’s psyche. Yet it is increasingly recognized that social and psychological aspects of work have real and measurable effects on workers’ health. Harassment, bullying, and violence are examples of psycho-social hazards. Other forms include stress, fatigue, and overwork. Even the absence of social interaction, in the form of working alone, produces its own hazards.
 What is Psychological Safety?
 Psychological Safety is the foundation of a thriving and humane workplace. It’s an environment where individuals can freely express themselves, ask questions, and admit to mistakes without fear of humiliation or blame. This fosters trust, prompt error reporting, seamless teamwork, and innovation sharing (Ghadiri and Kwantes, 2025).
 Psychological safety is associated with:
 	Improved innovation
 	Better teamwork
 	Increased engagement
 	Reduced workplace conflict
 	Enhanced learning and collaboration
 
 
 A psychologically healthy and safe workplace is one that actively works to prevent harm to workers’ psychological health, including in negligent, reckless, or intentional ways, and that promotes psychological well-being (Fuda, 2026).
 Types of hazards can take many forms, including trauma, chronic stress (previously discussed), emotional abuse, bullying, or harassment.
 Bullying and Harassment
 
 Workplace harassment is behaviour aimed at an individual (or group) that is belittling or threatening in nature. This can include actions (e.g., unwanted touching) or words (e.g., insults, jokes) that have the effect of causing psychological harm to the victim(s). Harassment can take a variety of forms, including racial/ethnic harassment, sexual harassment, and general workplace harassment.
 Bullying is similar to harassment and comprises repeated actions or verbal comments that lead to mental harm, isolation, or humiliation of a worker (or group), often with the intent to wield power over them. Often, harassment and bullying are used interchangeably, and, indeed, the definitions are highly similar.
 
 What Can Leaders Do to Ensure Psychological Safety?
  Leaders play an important role in creating psychologically safe environments by encouraging respectful communication and responding constructively to employee concerns.
 Fuda (2026) outlines 13 psychosocial factors that support employees’ psychological health.  These include:
 	 Psychological Support: Availability of support for employees’ psychological well-being.
 	Organizational Culture: A work environment characterized by trust, honesty, and fairness.
 	Clear Leadership and Expectations: Effective leadership that provides clarity on expectations and goals.
 	Civility and Respect: Interactions are respectful and considerate.
 	Psychological Competencies and Requirements: A good fit between employees’ interpersonal and emotional competencies and job requirements.
 	Growth and Development: Encouragement of employees’ professional and personal growth.
 	Recognition and Reward: Acknowledgment and appreciation of employees’ contributions.
 	Involvement and Influence: Employees have input on decisions affecting their work.
 	Workload Management: Tasks and responsibilities can be accomplished within the time available.
 	Engagement: Employees feel connected and motivated by their work.
 	Balance: Recognition of the need for balance between work, family, and personal life.
 	Psychological Protection: Protection against psychological harm.
 	Protection of Physical Safety: Ensuring physical safety in the workplace.
 
 
 
 
 “Psycho-Social Hazards” from Health and Safety in Canadian Workplaces by Jason Foster and Bob Barnetson is used under a Creative Commons 4.0 International License unless otherwise indicated. Modifications: Used the introduction only.
 
 
	

			
			


		
	
		
			
	
		

		5.8 CSA Z1003: Psychological Health and Safety in the Workplace

								

	
				Overview of the Standard
 Canada was the first country to introduce a national standard for psychological health and safety in the workplace. The National Standard of Canada for Psychological Health and Safety in the Workplace, commonly referred to as CSA Z1003, was introduced in 2013 by the Canadian Standards Association (CSA Group) and the Bureau de normalisation du Québec.  The standard provides voluntary guidelines for organizations seeking to promote psychological well-being and prevent psychological harm.
 Objectives of the Standard
  The CSA Z1003 standard aims to:
 	Prevent psychological harm
 	Promote mental well-being
 	Reduce workplace stigma
 	Improve organizational culture
 	Support early intervention
 	Address workplace risk factors
 
 
 
 
 Key Components
  The standard emphasizes:
 	Leadership commitment
 	Hazard identification
 	Employee participation
 	Prevention and promotion
 	Continuous improvement
 	Evaluation and monitoring
 
 
 
 
 
 Psychological Risk Factors
  The standard identifies several workplace factors that influence psychological health, including:
 	Organizational culture
 	Workload management
 	Civility and respect
 	Psychological support
 	Growth and development
 	Recognition and reward
 	Work-life balance
 	Clear leadership and expectations
 
 
 
 
 HR’s Role in Implementation
  Human resources professionals often coordinate implementation efforts by:
 	Developing policies
 	Conducting workplace assessments
 	Facilitating training
 	Monitoring organizational culture
 	Supporting accommodations
 	Evaluating wellness programs
 
 Although the standard is voluntary, many Canadian organizations use it as a framework for improving workplace mental health.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		5.9 Reducing Stigma Around Mental Health

								

	
				Mental health stigma remains a significant barrier to help-seeking in workplaces. Employees may fear judgment, discrimination, career consequences, or social exclusion.
 HR professionals can reduce stigma by:
 	Promoting mental health awareness
 	Encouraging open dialogue
 	Providing education and training
 	Supporting inclusive leadership
 	Modelling respectful communication
 	Protecting confidentiality
 
 
 
 Leaders who openly discuss mental health can normalize conversations and create more supportive workplace cultures.
 [image: ]“The Working Mind Logo” by the Mental Health Commission of Canada, FDEd (CAN). One example is The Working Mind (TWM) program.  TWM is an evidence-based workplace mental health training program developed by the Mental Health Commission of Canada to change how participants think, feel, and act about mental health by reducing stigma, improving mental health literacy, and building resilience through practical coping skills and tools (e.g., the Mental Health Continuum) (Mental Health Commission of Canada, n.d.b).
 Research shows that TWM is effective in achieving its goals, with meta-analyses demonstrating moderate reductions in stigma and increases in resilience and coping skills, with effects maintained over time and particularly beneficial for individuals with poorer baseline mental health (Dobson et al., 2025).
 
 
 
	

			
			


		
	
		
			
	
		

		5.10 The Role of HR Professionals

								

	
				HR professionals are central to workplace wellness initiatives.  This chapter gives a brief idea of what HR professionals can do – more in Chapter 6.
 Policy Development
  HR departments often develop:
 	Mental health policies
 	Accommodation procedures
 	Harassment prevention policies
 	Return-to-work programs
 	Wellness initiatives
 
 
 
 
 Training and Education
  HR may coordinate training related to:
 	Mental health awareness
 	Psychological safety
 	Conflict resolution
 	Leadership development (including training on recruitment and selection to ensure person-job fit)
 	Stress management
 	Mental Health First Aid
 
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		5.11 Example Case Study: Mental and Emotional Wellness

								

	
				 Case Study: The Burnout Warning Signs
  Maya is a project coordinator at a mid-sized technology company. During the past six months, the organization has experienced rapid growth and several major product launches. Maya has consistently worked overtime and frequently answers emails late into the evening.
 Recently, her manager noticed that Maya:
 	Appears withdrawn during team meetings.
 	Has become increasingly irritable with coworkers.
 	Missed several project deadlines.
 	Reports difficulty concentrating.
 	Has used more sick days than usual.
 
 Although Maya insists she is “fine,” coworkers have expressed concern about her well-being.
 The HR department has received similar reports regarding several employees across the organization.
 Discussion Questions
 	What warning signs of stress and emotional strain are present in this case?
 	How might prolonged workplace stress affect employee performance and well-being?
 	What responsibilities do managers have when they observe signs of burnout?
 	What organizational factors may be contributing to employee stress?
 	How can HR create a psychologically supportive work environment?
 	What preventative measures could reduce future burnout risks?
 
 HR Analysis
 Research on workplace stress indicates that excessive workloads, lack of recovery time, and insufficient support can negatively affect mental and emotional well-being. Stress can influence concentration, relationships, productivity, and overall wellness. Effective organizational responses include:
 	Workload assessments.
 	Manager training on recognizing mental health concerns.
 	Employee stress management education.
 	Flexible scheduling options.
 	Regular wellness check-ins.
 	Psychological health and safety initiatives.
 
 HR should focus on both individual supports and organizational factors that contribute to workplace stress.
 Reflection
 	What should Maya’s manager do immediately, and what longer-term organizational changes would you recommend?
 
 
 OpenAI. (2026, June 11). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 5 similar to the case studies in the other chapters
  
 
 
	

			
			


		
	
		
			
	
		

		5.12 Reflective Questions

								

	
				 Reflective Questions
  	What are the most common causes of workplace stress?
 	How can organizations prevent employee burnout?
 	Why is psychological safety important in the workplace?
 	What role should HR professionals play in supporting employee mental health?
 	How does the CSA Z1003 standard support workplace wellness?
 
 
 
 
	

			
			


		
	
		
			
	
		

		5.13 Summary

								

	
				 Mental and Emotional Wellness
  Mental and emotional wellness are essential components of healthy workplaces. Chronic stress, burnout, and psychologically unsafe environments negatively affect employees and organizations alike. HR professionals play a critical role in developing supportive policies, fostering psychological safety, reducing stigma, and implementing wellness initiatives.
 The CSA Z1003 Psychological Health and Safety Standard provides Canadian organizations with an evidence-based framework for promoting workplace mental health. By prioritizing mental and emotional wellness, organizations can create healthier, more productive, and more sustainable workplaces.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
  
 
	

			
			


		
	
		
			
	
		

		Chapter 6 - Mental Health Supports and Work-Life Balance

	

	
		 [image: ]Image by Ketut Subiyanto, Pexels License. Chapter Outline
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		6.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Explain the importance of workplace mental health supports.
 	Describe the purpose and functions of Employee Assistance Programs (EAPs).
 	Evaluate workplace mental health initiatives such as mindfulness programs and Mental Health First Aid training.
 	Identify strategies organizations use to support employee well-being.
 	Explain the relationship between work-life balance and employee wellness.
 	Examine flexible work arrangements and time-off policies.
 	Discuss the impact of remote and hybrid work on employee mental health.
 	Analyze organizational barriers to accessing mental health support.
 	Explain the role of HR professionals in promoting supportive workplace practices.
 	Evaluate emerging trends in workplace wellness and mental health supports.
 
 
 
 Overview
 [image: ]Image by Timur Weber, Pexels License. Organizations increasingly recognize that supporting employee mental health is both an ethical responsibility and a strategic business priority. Workplace mental health initiatives can improve employee well-being, productivity, retention, and organizational culture.
 Employees today face numerous challenges, including increased workloads, economic pressures, caregiving responsibilities, technological changes, and blurred boundaries between work and personal life. As a result, organizations are expanding wellness initiatives and support systems.
 Human resources professionals often lead the development and implementation of workplace mental health programs. These initiatives may include Employee Assistance Programs (EAPs), mental health education, flexible work arrangements, wellness benefits, and policies that support work-life balance.
 This chapter explores workplace mental health supports and the role of HR professionals in fostering healthy, supportive, and balanced work environments.
 
 Microsoft. (2026, May 27). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Write two chapters for me of my college textbook about mental and emotional wellness in the textbook on employee health and wellness for hr professionals.
  
	

			
			


		
	
		
			
	
		

		6.1 Workplace Mental Health Supports

								

	
				Why Mental Health Supports Matter
 Mental health supports help employees manage stress, access professional resources, and maintain psychological well-being.
 
 “Mental health is a state of mental well-being that enables people to cope with the stresses of life, realize their abilities, learn and work well, and contribute to their community…Mental health exists on a complex continuum, which is experienced differently from one person to the next. At any one time, a diverse set of individual, family, community and structural factors may combine to protect or undermine mental health. Although most people are resilient, people who are exposed to adverse circumstances are at higher risk of developing a mental health condition” (WHO, 2025).
 
  Signs and Symptoms of Mental Health Issues in the Workplace
 Behaviours
 
 	Decreased productivity
 	Loss of motivation
 	Loss of interest/enjoyment
 	Isolation/Withdrawal
 	Addictive Behaviours
 
 (Fuda, 2026)
 
 
 
 Emotional
  	Excessive inappropriate worry
 	Anger/Irritability
 	Prolonged Sadness
 	Hopelessness/helplessness
 
 (Fuda, 2026)
 
 
 
 
 Thoughts
  	Excessively Negative
 	Difficulty Concentrating
 	Speeding/Slowing of thoughts
 	Suicidal Thinking
 
 (Fuda, 2026)
 
 
 
 Physical
  	Easily tired / Disturbed sleep
 	Body aches & pains (headaches, back pain)
 	Heart palpitations, chest pain, flushing
 	Hyperventilation, shortness of breath
 	Dizziness, headache, sweating, tingling/numbness
 	Gastrointestinal nausea, vomiting, diarrhea
 
 (Fuda, 2026)
 
 
 
 
 
 “So often, manageable problems spiral out of control because no one recognizes that a treatable illness is the source of the difficulty,” Ron Myhr, HR Consultant
 
 Professional Treatment:
 	Family Doctor
 	Psychiatrists vs. Psychologists
 	Counsellors and Mental Health Therapists
 	Self Care
 
 
  
  
 80-90% of all people with depression and anxiety respond to treatment and get at minimum some relief from their symptoms (Fuda, 2026).
 
 
 Organizations that invest in mental health supports may experience:
 	Reduced absenteeism
 	Lower turnover
 	Improved engagement
 	Enhanced productivity
 	Increased morale
 	Better organizational culture
 
 
  
  
 Supportive workplaces also contribute to psychological safety and reduce stigma surrounding mental health.
 
 
	

			
			


		
	
		
			
	
		

		6.2 Employee Assistance Programs (EAPs)

								

	
				 What Are EAPs?
  Employee Assistance Programs (EAPs) are employer-sponsored services that provide confidential support to employees experiencing personal or work-related challenges.
 EAP services commonly include:
 	Short-term counselling
 	Crisis support
 	Mental health referrals
 	Financial counselling
 	Legal consultation
 	Substance use support
 	Family and relationship counselling
 
 Many EAPs also offer online resources, wellness apps, and virtual counselling services.
 
 
 
 Benefits of EAPs
  EAPs can help employees address challenges before problems escalate. Research shows EAPs can improve employee well-being and reduce absenteeism when effectively utilized (Attridge, 2019).
 Benefits for employers may include:
 	Improved productivity
 	Reduced disability claims
 	Lower turnover
 	Enhanced employee morale
 	Reduced workplace conflict
 	Challenges and Limitations
 
 
 
 
 
 Despite their potential benefits, EAPs may be underutilized due to:
 	Mental health stigma
 	Lack of awareness
 	Concerns about confidentiality
 	Limited access
 	Cultural barriers
 
 
  
 Fanshawe College employs Homewood Health EFAP (Employee and Family Assistance Program). Homewood Health offers counselling services (both virtual (chat and appointment-based) and in person), health/life balance/career coaching, and online resources (including a mental health toolkit, online articles/library, e-courses, and assessments).
 
 
 HR professionals should ensure employees understand that EAP services are confidential and accessible.
 
	

			
			


		
	
		
			
	
		

		6.3 Mindfulness and Stress Reduction Programs

								

	
				 Mindfulness in the Workplace
 Mindfulness involves intentionally focusing attention on the present moment without judgment. Workplace mindfulness programs have become increasingly common.
 Mindfulness practices may include:
 	Meditation
 	Breathing exercises
 	Guided relaxation
 	Yoga
 	Mindful communication
 
 Potential Benefits
 In my in-person classroom teaching, I include a “minute of mindful meditation” at the beginning of every class.  This guided practice has students come into their bodies and focus on physical, mental, and emotional well-being while breathing and body scanning.  I’ve been including this practice for the past 7-8 years and have had wonderful feedback from students.  I have run into students years later who still rave about the mindfulness practice.  I have other co-workers who include a mindful journaling practice at the beginning of each class.  There are many other examples of workplaces and classrooms that do similar activities with very positive results for all parties involved.
 Research suggests mindfulness may support:
 	Stress reduction
 	Emotional regulation
 	Improved concentration
 	Reduced anxiety
 	Enhanced resilience
 
 
 
 Monzani, et al. (2024) in their study of Mindfulness, Character, and Workplace Happiness: The Moderating Role of Baseline Levels of Employee Wellbeing found that Mindfulness interventions—especially those enriched with spiritual and character elements—are not just productivity tools; they are powerful mechanisms for increasing employee happiness, with the greatest impact on those who need it most. Some of the key findings in this study include:
 	An enriched mindfulness-based spiritual intervention significantly improves employee happiness, especially for individuals with low baseline psychological well-being.
 	These interventions provide a compensatory benefit—those struggling most (e.g., burnout, distress) gain the greatest improvements.
 
 However, mindfulness programs should complement—not replace—organizational efforts to address workplace stressors.
 Criticisms of Workplace Mindfulness
 Some critics argue that organizations may overemphasize individual coping strategies while failing to address systemic issues such as excessive workloads or toxic workplace culture.  Effective wellness programs should combine individual supports with organizational change.
 
	

			
			


		
	
		
			
	
		

		6.4 Mental Health First Aid

								

	
				[image: ]Image by Chokniti Khongchum, Pexels License. Mental Health First Aid (MHFA) is a training program designed to help individuals recognize, understand, and respond to signs of mental health challenges.
 MHFA training teaches participants how to:
 	Recognize signs of distress
 	Provide initial support
 	Respond to crises
 	Encourage professional help-seeking
 	Reduce stigma
 
 Applications in the Workplace
  Many organizations provide MHFA training to managers, supervisors, and employees.
 Potential benefits include:
 	Increased awareness
 	Earlier intervention
 	Improved communication
 	Reduced stigma
 	Greater confidence in supporting coworkers
 
 
 
 Fanshawe College offers MHFA training to faculty for free.  I completed my training 8 years ago over 3 days.  It was extremely beneficial to help students facing mental health challenges, and I have also used the training in my personal life (for both me and those around me).
 MHFA training does not replace professional mental health treatment but may improve workplace support and awareness.
 [image: ]
 MHFA training is offered by the Mental Health Commission of Canada.
 
	

			
			


		
	
		
			
	
		

		6.5 Psychological Support in the Workplace

								

	
				Supportive Leadership
 Leadership quality strongly influences workplace mental health.
 Supportive leaders typically:
 	Communicate clearly
 	Demonstrate empathy
 	Encourage feedback
 	Recognize employee contributions
 	Promote work-life balance
 	Address workplace concerns promptly
 
 
  
  
 Employees who feel supported by supervisors are generally more engaged and less likely to experience burnout.
 
 
 Peer Support Programs
 Some organizations establish peer support networks in which trained employees provide informal emotional support and resource guidance.
 Peer support can:
 	Reduce isolation
 	Normalize help-seeking
 	Increase connectedness
 	Strengthen organizational culture
 
 
 
 
	

			
			


		
	
		
			
	
		

		6.6 Work-Life Balance

								

	
				 Work-life balance refers to the ability to effectively manage work responsibilities alongside personal, family, and community obligations.  Sharkawy and Nafea (2023) further defined work-life balance as: “Satisfaction and good functioning at work and home with a minimum of role conflict”.  Their research findings concluded that the balance of work and life helps to reduce “occupational stress, enhancing employee satisfaction and overall well-being” (Sharkawy and Nafea, 2023).
 Poor work-life balance can contribute to:
 	Chronic stress
 	Burnout
 	Relationship conflict
 	Sleep problems
 	Reduced well-being
 	Lower job satisfaction
 
 Achieving balance may look different for each employee depending on life stage, caregiving responsibilities, cultural expectations, and personal priorities.  More on work-life balance is also very much tied to social wellness, which is discussed in Chapter 7.
 
 
 
	

			
			


		
	
		
			
	
		

		6.7 Flexible Work Arrangements

								

	
				Types of Flexible Work Arrangements
 Flexible work arrangements provide employees with greater control over when, where, or how they work.
 Examples include:
 	Flexible scheduling
 	Compressed workweeks
 	Remote work
 	Hybrid work
 	Job sharing
 	Part-time work
 	Flexible start and end times
 
 
 
 Benefits of Flexible Work
  Flexible work arrangements may improve:
 	Employee satisfaction
 	Recruitment and retention
 	Productivity
 	Work-life balance
 	Inclusion and accessibility
 
 Flexibility may be especially beneficial for employees with caregiving responsibilities, disabilities, or long commutes.
 
 
 
 Challenges of Flexible Work
  Flexible work arrangements may also create challenges, including:
 	Communication difficulties
 	Social isolation
 	Blurred work-life boundaries
 	Increased expectations for constant availability
 	Technology-related stress
 
 Organizations should establish clear expectations and communication practices to support employee well-being.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		6.8 Remote and Hybrid Work

								

	
				[image: ]Image by Vitaly Gariev, Pexels License. The Rise of Remote Work
 Remote and hybrid work arrangements expanded significantly during and after the COVID-19 pandemic.
 Many employees value remote work because it:
 	Reduces commuting time
 	Increases flexibility
 	Supports autonomy
 	Improves work-life integration
 
 Mental Health Considerations
  [image: ]Remote work may support wellness for some employees while creating challenges for others.
 Potential challenges include:
 	Isolation
 	Reduced social connection
 	Difficulty disconnecting from work
 	Home distractions
 	Ergonomic concerns
 
 
 
 HR professionals should consider employee preferences, accessibility, organizational culture, and job requirements when developing remote work policies.
 
	

			
			


		
	
		
			
	
		

		6.9 Time-Off Policies and Recovery

								

	
				 Importance of Recovery Time
 Rest and recovery are essential for mental and emotional wellness.
 Organizations may support recovery through:
 	Vacation policies
 	Personal leave
 	Mental health days
 	Sick leave
 	Family leave
 	Bereavement leave
 
 Employees who are unable to disconnect from work may experience increased stress and reduced well-being.
 
 
  
 Vacation Culture
 Some employees may avoid taking vacation time due to workload pressures or workplace culture.
 HR professionals can encourage healthy practices by:
 	Modelling time-off use
 	Encouraging boundaries
 	Discouraging after-hours communication
 	Ensuring workload coverage during absences
 	Removing barriers to Accessing Mental Health Supports
 
 Despite increased awareness, employees may still face barriers when seeking support.
 
 
 
	

			
			


		
	
		
			
	
		

		6.10 Common Barriers

								

	
				 [image: ]Stigma
  Fear of judgment or discrimination may discourage employees from accessing support.
 
 
 
 [image: ]Confidentiality Concerns
  Employees may worry that seeking support could affect career advancement or workplace relationships.
 
 
 
 
 [image: ]Cost and Accessibility
  Limited insurance coverage, long wait times, or a lack of services may create barriers.
 
 
 
 [image: ] Cultural Factors
  Cultural beliefs and language barriers may influence attitudes toward mental health support.
 HR professionals should work to create inclusive, accessible, and culturally responsive wellness programs.
 
 
 
 
 
 Icons: “Diversity“, “Financial Controller“, “Loneliness“, & “Data Privacy”  by gravisio, Flaticon License.
 
	

			
			


		
	
		
			
	
		

		6.11 HR’s Role in Workplace Mental Health Support

								

	
				Human resources professionals are often responsible for coordinating wellness initiatives and supporting employees.
 Program Development
 HR professionals may:
 	Conduct wellness assessments
 	Develop policies
 	Coordinate training
 	Evaluate wellness initiatives
 	Manage disability and accommodation processes
 
 
 
 Education and Communication
 HR can increase awareness by:
 	Sharing wellness resources
 	Providing mental health education
 	Promoting available supports
 	Encouraging respectful communication
 
 
 
 Leadership Support
 HR departments often advise leaders on:
 	Supporting employees in distress
 	Managing accommodations
 	Addressing workplace conflict
 	Fostering psychologically safe workplaces
 
 
 
 Ballard et al. (2025) included a helpful framework in their study on mental health at work:
 The 3 Ps Framework
 
 [image: ]
 Protect
 Protection of mental health by eliminating psychosocial hazards and minimizing risks that can negatively affect workers.
 
 
 [image: ]
 Promote
 Promotion of psychological well-being by developing the positive aspects of work, as well as worker strengths and positive capacities
 
 [image: ]
 Provide
 Provision of access to information, resources, and services that enable corrective organizational actions to address workforce mental health needs regardless of their cause.
 
 The above framework can be summarized below, along with helpful interventions:
 Protecting workers’ mental health focuses on preventing issues before they arise by identifying and reducing workplace risks. This includes hazard assessments, stigma-reduction training, and policies to prevent bullying, harassment, and discrimination.
 	Promotion emphasizes enhancing positive mental well-being through organizational, team, and individual initiatives. This includes fostering psychological safety, supportive leadership, strong relationships, healthy work design, and wellness programs like mindfulness.
 	Provision ensures employees have access to mental health support when needed. This includes access to treatment and counselling, manager training to recognize distress, and resources such as return-to-work plans for those recovering from mental health challenges.
 
 Ballard et al. (2025) also included the “mental health at work index categories,” which are helpful in building a wellness program that incorporates the 3 P’s in the previous framework.
 Mental Health at Work Index Categories
 The index measures the maturity of mental health at work programs using 10 categories. Each category plays a key role in building a program that effectively spans the 3 Ps.
 Please click on each of the categories below to better understand the mental health index measurables:
 Mental Health Strategy [image: ]
 The organization’s overall approach to addressing workforce mental health, including goals, actions, and resources. This includes mechanisms for assessing hazards and risks, prioritizing and coordinating actions, allocating resources, establishing accountability, measuring and reporting results, and continually improving the organization’s efforts.
 
  
 Leadership [image: ]
 Commitment to workforce mental health as demonstrated by executive leadership support, governing body involvement, and the organization’s engagement with the broader community in promoting mental health. This includes leadership involvement with mental health strategy, how they support workforce mental health, and their accountability for doing so.
 
  
 Organizational Culture and Impact [image: ]
 How the organization’s culture (i.e. norms, values, beliefs, and associated behaviours) affects workforce mental health. This includes the impact of the organization’s human capital strategy, decision-making practices, and products, services, and footprint on the psychological well-being of internal and external stakeholders.
 
  
 Workforce Involvement and Engagement [image: ]
 How the organization facilitates worker participation in efforts for mental health protection, promotion, and provision of programs and services. This includes involvement in developing, implementing, evaluating, and improving workforce mental health efforts, supervisor support of worker participation, and mechanisms for worker input and feedback.
 
  
 Work Design and Environment [image: ]
 The ways in which work is organized and structured to eliminate hazards, minimize risks, and promote worker health, safety, and psychological well-being. This includes how work is designed, how performance is measured and monitored, social/interpersonal aspects of work, and the work environment/workplace conditions.
 
  
 Communication [image: ]
 How information sharing about workforce mental health occurs in the organization. This includes content and channels of communication used to demonstrate organizational and leadership commitment, increase awareness, reduce stigma, encourage use of resources, and provide updates.
 
  
 Training Specific to Mental Health [image: ]
 Mental health education and training that increases awareness, improves mental health literacy, promotes supportive behaviour, encourages use of available resources, and reduces stigma. This includes training frequency, quality, content, and customization based on role in the organization.
 
  
 Mental Health Resources and Benefits. [image: ]
 Organizational Capacity to ensure access to appropriate mental health resources/benefits. This includes consideration of quality, affordability, barriers to access, legal or regulatory requirements, and program integration.
 
  
 Related Employment Practices [image: ]
 Policies and practices that are not specific to mental health, but can affect workers’ psychological well-being. This includes work-life support, reward and recognition, health, safety, and wellness, job training and career development, Diversity, Equity, Inclusion, and Belonging initiatives, and change management.
 
  
 Measuring, Monitoring, and Reporting [image: ]
 The systematic process for assessing the mental health needs of the organization and its workforce. This includes risk assessment, measuring and monitoring activities related to the mental health strategy, addressing performance gaps, identifying opportunities to improve worker mental health, and reporting results to stakeholder groups.
 
  
 Measuring Wellness Program Effectiveness
 Organizations should evaluate wellness initiatives to determine effectiveness.
 Possible evaluation methods include:
 	Employee surveys
 	Participation rates
 	Absenteeism data
 
 
 	Turnover statistics
 	Engagement scores
 	Health claims data
 
 
 
 Evaluation helps organizations identify strengths, gaps, and opportunities for improvement.
 
 “3 Ps Framework” and “Mental Health at Work Index Categories”: “Mental health at work: a practical framework for employers” in Frontiers by David W. Ballard, Grace G. Lodge, and Kathleen M. Pike is used under a Creative Commons 4.0 International License. Modifications: Reformatted.
 
	

			
			


		
	
		
			
	
		

		6.12 Emerging Trends in Workplace Wellness

								

	
				[image: ]Image by Jopwell, Pexels License. Several emerging trends are influencing workplace wellness programs:
 	Digital mental health platforms
 	Wellness apps and virtual therapy
 	Trauma-informed workplaces
 	Diversity, equity, and inclusion initiatives
 	Four-day workweek discussions
 	Expanded family support benefits
 	Mental health literacy training
 
 Organizations increasingly recognize that employee wellness is interconnected with organizational culture, leadership, and social responsibility.
 
	

			
			


		
	
		
			
	
		

		6.13 Example Case Study: Mental Health Supports and Work-Life Balance

								

	
				 Case Study: Supporting a Returning Employee
  Jordan has worked for a municipal government office for seven years. Following a period of significant personal challenges, Jordan took a three-month leave of absence. Upon returning to work, Jordan expresses concern about managing workload demands while readjusting to the workplace.
 Jordan’s supervisor wants to be supportive but is uncertain about what accommodations may be appropriate. Meanwhile, coworkers are unsure whether to discuss Jordan’s absence, and some have begun making assumptions about the reasons for the leave.
 The organization offers:
 	An Employee Assistance Program (EAP)
 	Flexible scheduling options
 	Hybrid work arrangements
 	Mental health resources through its benefits plan
 
 However, employee awareness and utilization of these supports remain low.
 Discussion Questions
 	What challenges might Jordan experience when returning to work?
 	How can the supervisor provide support while respecting privacy and confidentiality?
 	What role should HR play in facilitating a successful return-to-work process?
 	How can organizations reduce stigma surrounding mental health?
 	What strategies can improve employee awareness of available supports?
 	How might flexible work arrangements contribute to work-life balance?
 
 HR Analysis
 Positive mental health is supported when employees feel safe, respected, connected, and able to access appropriate resources. Workplace supports such as EAPs, accommodation processes, flexible scheduling, and supportive leadership can improve employee well-being and retention. Organizations should also address stigma through education and open dialogue while maintaining confidentiality and respecting employee privacy. Mental health support is most effective when embedded within organizational culture rather than offered only as a reactive measure.
 Reflection
 What actions should HR, the supervisor, and coworkers each take to support Jordan’s successful return to work?
 
 OpenAI. (2026, June 11). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 6 similar to the case studies in the other chapters
  
 
  
 
	

			
			


		
	
		
			
	
		

		6.14 Reflective Questions

								

	
				 Reflective Questions
  	What are the advantages and limitations of Employee Assistance Programs?
 	How can organizations improve work-life balance?
 	What challenges are associated with remote and hybrid work?
 	Why is leadership support important for workplace mental health?
 	How can HR professionals reduce barriers to accessing mental health supports?
 
 
 
 
	

			
			


		
	
		
			
	
		

		6.15 Summary

								

	
				 Mental Health Supports and Work-Life Balance
  Workplace mental health supports and work-life balance initiatives are essential components of employee wellness. Organizations that invest in supportive policies, flexible work practices, and mental health resources can improve both employee well-being and organizational performance.
 Human resources professionals play a vital role in developing wellness programs, supporting psychologically healthy workplaces, and reducing barriers to care. As workplace expectations continue to evolve, HR professionals must remain responsive to emerging mental health challenges and changing employee needs.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		6.16 Resources

								

	
				 Crisis Support:
 	If you’re in immediate danger or need urgent medical support, call 911.
 	If you or someone you know is thinking about suicide: 	Call or Text 988, 24 hours a day, 7 days a week, free of charge to access the Canada-wide Suicide Crisis Helpline.
 	Contact Talk Suicide Canada. Call 1-833-456-4566, 24 hours a day, 7 days a week or text 45645 from 4 p.m. to 12 p.m. EST.
 
 
 	If you need mental health or substance-use support, contact Wellness Together Canada for free and virtual 24/7 support. 	Call 1-888-668-6810 or text WELLNESS to 686868 for youth
 	Call 1-866-585-0445 or text WELLNESS to 741741 for adults
 
 
 	If you are First Nations, Inuit, or Métis seeking support, crisis intervention, or referrals to community-based services, contact Hope for Wellness. Help is available 24/7 to all Indigenous people across Canada. Call 1-855-242-3310 (toll-free) or connect to hopeforwellness.ca to chat.
 
 
 Other Support:
 [image: ]
 	Canadian Mental Health Association – CMHA is a nationwide organization that promotes mental health and supports people recovering from mental illness
 	Unsinkable — A Canadian charity that uses storytelling, peer connection, and community programs to reduce mental health stigma and remind people they are not alone
 	HeadsUpGuys — A research-backed, anonymous platform from the University of British Columbia offering self-care tools, screening assessments, self-guided courses, and an international therapist directory specifically for men
 	Buddy Up — A men’s suicide prevention campaign by the Centre for Suicide Prevention, designed as a call to action for men to initiate authentic conversations with their peers
 	Mental Health Commission of Canada — Evidence briefs and key takeaways specifically on men’s mental health and suicide prevention in Canada
 	The Working Mind (TWM) is an evidence-based program designed to promote mental health and reduce the stigma around mental illness in the workplace
 	Managing Stress – website to help people learn how to manage reactions to stress and protect their well-being
 	Psychosocial Hazard Mitigation – a webpage that highlights the role that executive leadership, human resources, and health and safety committees play in mitigating hazards in the workplace
 	Canadian Centre for Occupational Health and Safety: Free Toolkit to Support Mental Health in the Workplace 
 	London Health Sciences Centre (LHSC) – Smoking Cessation – support and resources
 	BMI (Body Mass Index) Calculator – can be used to calculate BMI value and corresponding weight status while taking age into consideration.   BMI It is widely used as a general indicator of whether a person has a healthy body weight for their height.
 	Canadian Digestive Health Foundation – Mental Health and Nutrition by Amanda Li
 	Canadian Cancer Society
 	Diabetes Canada
 	Dietitians of Canada
 	Heart and Stroke Foundation of Canada
 	LGBT Youthline
 	Middlesex-London Health Unit
 	Get help with substance use – Government of Canada site that has resources and information for people who need help with substance use, including overdose prevention resources and quit smoking services
 
 
 
	

			
			


		
	
		
			
	
		

		Chapter 7 - Social and Financial Wellness

	

	
		 [image: ]Image by Edmond Dantès, Pexels License. Chapter Overview
 7.0 Introduction
 7.1 Understanding Social Wellness
 7.2 Social Connection and Inclusion
 7.3 Financial Stress and Workplace Performance
 7.4 Diversity in Wellness Needs
 7.5 The Role of HR in Social and Financial Wellness
 7.6 Example Case Study
 7.7 Reflective Questions
 7.8 Summary
 
 
	

		


		
	
		
			
	
		

		7.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Define social wellness and financial wellness in the workplace.
 	Identify ways organizations can support social connection and inclusion at work.
 	Explain how financial stress can affect employees and workplace performance.
 	Describe basic financial wellness concepts such as budgeting and retirement planning.
 	Identify workplace programs that support employee financial wellness.
 	Recognize the diverse wellness needs of employees in the workplace.
 	Describe the role of HR professionals in supporting social and financial wellness.
 
 
 Microsoft. (2026, May 28). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Please create learning objectives (LOs) out of the following to start the chapter: ● Work-life balance, social connection, and inclusion ● Financial literacy and support programs ● Financial wellness (budgeting, retirement planning) ● Addressing diverse employee needs.
  
 
 Overview
 [image: ]Image by Edmond Dantès, Pexels License. As organizations increasingly recognize a holistic approach to employee well-being, social and financial wellness have emerged as critical dimensions alongside physical, mental, and emotional health. These areas are deeply interconnected: employees who feel socially supported and financially secure are more likely to be engaged, productive, and committed to their organizations.  On the flipside, financial stress, social isolation, and poor work-life balance can significantly affect job performance, absenteeism, morale, and mental health.
 Social wellness refers to the quality of an employee’s relationships, sense of belonging, and ability to connect meaningfully with others in the workplace. It emphasizes inclusion, communication, and community. A socially healthy workplace promotes collaboration, respect, and psychological safety, allowing employees to contribute fully without fear of exclusion or discrimination (NHS Forth Valley, n.d.).
 Financial wellness, on the other hand, relates to an individual’s ability to manage financial responsibilities effectively, feel secure about their financial future, and make informed financial decisions. Financial well-being is not solely determined by income level; it also involves financial literacy, access to resources, and the ability to cope with unexpected expenses (Consumer Financial Protection Bureau [CFPB], 2015).
 For HR professionals, these dimensions are especially important because they directly influence engagement, retention, and overall organizational performance. Employees who feel connected and financially secure are more likely to experience higher job satisfaction and lower stress levels.
 Human resource professionals play a key role in supporting employees in these areas. HR departments often help design workplace policies, wellness initiatives, and financial education opportunities that improve employees’ overall quality of life.
 This chapter explores the concepts of social wellness and financial wellness, the importance of inclusion and belonging, and practical ways organizations can support diverse employee needs.
 
	

			
			


		
	
		
			
	
		

		7.1 Understanding Social Wellness

								

	
				Social wellness refers to the quality of an individual’s relationships, social interactions, and sense of belonging. In the workplace, social wellness involves feeling respected, connected, supported, and included by coworkers and leadership.
 Humans are social beings, and healthy relationships contribute to emotional resilience, collaboration, and overall mental health. Positive workplace relationships can improve teamwork, communication, and job satisfaction, while toxic workplace relationships can increase stress, burnout, and turnover.
 Social wellness in the workplace includes:
 	Positive communication
 	Respectful relationships
 	Team collaboration
 	Inclusion and belonging
 	Psychological safety
 	Social support systems
 	Healthy conflict resolution
 
 
  
  
 Employees who feel socially connected at work are generally more engaged and committed to their organizations. According to the Canadian Centre for Occupational Health and Safety (CCOHS), supportive workplace relationships are strongly connected to psychological health and workplace satisfaction (CCOHS, 2023).
 
 
 
	

			
			


		
	
		
			
	
		

		7.2 Social Connection and Inclusion

								

	
				 The Importance of Belonging
 A sense of belonging is an important aspect of employee wellness. Employees who feel accepted and valued are more likely to participate fully in workplace activities and contribute positively to organizational culture.  Inclusion means creating an environment where employees of diverse backgrounds, identities, and experiences feel respected and supported.
 Inclusive workplaces recognize and value differences related to:
 	Age
 	Gender identity
 	Race and ethnicity
 	Disability
 	Religion
 	Sexual orientation
 	Family status
 	Socioeconomic background
 
 Inclusive workplace cultures support employee engagement, innovation, and collaboration.
 
 
 Supporting Social Connection and Inclusion
 A socially healthy workplace is one where employees feel seen, heard, and valued. HR plays a central role in fostering these conditions.
 A study by Zega and Zona (2025) on Gen Z (born between 1997 and 2012) employees emphasizes that social connection in the workplace plays a key role in enhancing employees’ psychological well-being. Positive relationships with coworkers—characterized by support, comfort, and effective collaboration—strengthen the benefits of work–life balance. When employees feel socially included and supported, they experience greater motivation, appreciation, and emotional well-being. Overall, a supportive and connected work environment amplifies the positive impact of work–life balance on mental health (Zega and Zona, 2025).
 Organizations can strengthen social wellness by:
 	Encouraging team collaboration and communication
 	Promoting diversity, equity, and inclusion (DEI) initiatives
 	Designing inclusive policies and practices
 	Creating safe spaces for feedback and dialogue
 
 Social connection also contributes to psychological safety, where employees feel comfortable sharing ideas and concerns.
 
 
 Workplace Loneliness and Isolation
 Although technology has improved workplace flexibility, remote and hybrid work environments can sometimes increase feelings of isolation and loneliness. Employees who lack meaningful workplace interactions may experience reduced engagement and emotional well-being.
 Organizations can support social connection through:
 	Team-building activities
 	Mentorship programs
 	Wellness events
 	Collaborative workspaces
 	Regular check-ins and meetings
 
 Building supportive workplace communities can strengthen employee relationships and organizational culture.
 
 
 
	

			
			


		
	
		
			
	
		

		7.3 Financial Stress and Workplace Performance

								

	
				Financial stress is one of the most common yet often overlooked challenges affecting employees. It can lead to anxiety, distraction, and decreased workplace performance. Employees experiencing financial difficulties may struggle to concentrate, miss work, or seek additional employment, all of which impact productivity (Kim & Garman, 2003).
 Common effects of financial stress include:
 	Reduced focus and cognitive functioning
 	Increased absenteeism
 	Higher levels of anxiety and emotional strain
 	Lower job satisfaction and engagement
 
 
 
 For HR professionals, addressing financial stress is not only a matter of employee support but also an organizational performance issue.
 Financial Wellness
 Defining Financial Wellness
  Financial wellness refers to an individual’s ability to manage financial responsibilities, plan for the future, and feel secure about their financial situation.  Financial stress is one of the leading causes of anxiety among working adults. Employees experiencing financial difficulties may struggle to concentrate, experience increased absenteeism, and face mental health challenges.
 Common sources of financial stress include:
 	Debt
 	Rising living costs
 	Housing affordability
 	Childcare expenses
 	Insufficient savings
 	Retirement concerns
 	Unexpected emergencies
 
 Financial wellness is closely connected to mental and emotional health. Employees under financial strain may experience chronic stress that affects workplace performance and overall well-being.
 
 
 
 Financial Literacy and Education
  Financial literacy refers to the knowledge and skills needed to make informed financial decisions. Many employees receive little formal education about budgeting, credit management, taxes, or retirement planning.  Organizations increasingly offer financial wellness programs to help employees build financial confidence and reduce stress.
 Examples of financial wellness supports include:
 	Budgeting workshops
 	Financial planning seminars
 	Retirement education
 	Access to financial advisors
 	Employee savings programs
 	Debt management resources
 	Tuition assistance programs
 
 Financial education can empower employees to make informed decisions and develop long-term financial stability.
 
 
 
 
 Budgeting and Debt Management
  Budgeting is a foundational financial wellness skill. A budget helps individuals track income, expenses, savings, and financial goals.
 Basic budgeting strategies include:
 	Tracking monthly expenses
 	Identifying needs versus wants
 	Building emergency savings
 	Reducing unnecessary spending
 	Paying down high-interest debt
 
 Debt can become a major source of stress when employees struggle with loan payments, credit card balances, or unexpected financial obligations. Financial wellness programs that include debt management education can help employees improve financial control and reduce anxiety.
 
 
 
 Retirement Planning
  Retirement planning involves preparing financially for life after employment. Many employees may not fully understand pension plans, investment options, or retirement savings programs.
 Canadian employers may offer retirement supports such as:
 	Registered Retirement Savings Plans (RRSPs)
 	Pension plans
 	Group retirement savings programs
 	Employer matching contributions
 
 HR professionals often play an important role in helping employees understand workplace benefits and retirement options.
 Employees who feel more financially prepared for retirement may experience lower financial stress and greater long-term security.
 
 
 
 
 Core Financial Wellness Concepts
  [image: ]To support financial wellness, employees benefit from basic financial literacy. Key concepts include:
 	Budgeting: Tracking income and expenses to manage spending effectively
 	Saving: Building emergency funds and long-term financial security
 	Debt management: Understanding and reducing personal debt
 	Retirement planning: Preparing financially for life after employment
 
 Financial literacy empowers employees to make informed decisions and reduces uncertainty about the future. HR can facilitate this knowledge through educational resources and programs.
 
 
 
	

			
			


		
	
		
			
	
		

		7.4 Diversity in Wellness Needs

								

	
				[image: ]Image by Andrea Piacquadio, Pexels License. Employees are not a homogeneous group; their social and financial needs vary based on life stage, cultural background, income level, and personal responsibilities. For example:
 	Early-career employees may prioritize debt repayment and budgeting
 	Mid-career employees may focus on family responsibilities and saving
 	Late-career employees may emphasize retirement planning
 
 Similarly, social wellness needs differ across individuals, especially in diverse and global workplaces. HR professionals must adopt inclusive and flexible strategies that recognize these differences.
 Equity and Accessibility
 Equity means providing employees with the specific supports they need to succeed, rather than treating all employees identically.
 Accessible wellness programs should consider:
 	Language barriers
 	Technology access
 	Cultural differences
 	Scheduling flexibility
 	Physical accessibility
 	Economic barriers
 
 
 
 HR professionals must ensure that wellness initiatives are inclusive, equitable, and accessible to all employees.
 
	

			
			


		
	
		
			
	
		

		7.5 The Role of HR in Social and Financial Wellness

								

	
				HR professionals contribute significantly to employee wellness through policy development, organizational culture, communication, and employee support programs.
 Key HR responsibilities include:
 	Developing inclusive workplace policies
 	Supporting flexible work arrangements
 	Coordinating wellness programs
 	Promoting diversity and inclusion
 	Educating employees about benefits and resources
 	Monitoring employee engagement and workplace culture
 	Supporting psychologically safe workplaces
 
 
 
 Effective HR professionals understand that employee wellness is multidimensional and interconnected. Social, emotional, financial, and physical health all influence workplace performance and organizational success.  Ultimately, HR acts as both a strategist and an advocate—ensuring that employee well-being aligns with organizational goals.
 
	

			
			


		
	
		
			
	
		

		7.6 Example Case Study: Supporting Employee Wellness

								

	
				 Case Study: Supporting Employee Wellness at MapleTech Solutions
  MapleTech Solutions, a mid-sized Canadian technology company, noticed increasing employee turnover and burnout following a transition to hybrid work. Employees reported feeling isolated and financially stressed due to rising living costs.
 The HR department introduced several wellness initiatives, including:
 	Flexible scheduling
 	Virtual social events
 	Peer mentorship programs
 	Financial literacy workshops
 	Expanded mental health benefits
 	Retirement planning seminars
 
 After one year, employee engagement scores improved, turnover decreased, and employees reported stronger workplace relationships and reduced financial stress.
 This example demonstrates how organizations can support multiple dimensions of wellness simultaneously.
 
 OpenAI. (2026, May 28). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 7 similar to the case studies in the other chapters
  
 
  
 
	

			
			


		
	
		
			
	
		

		7.7 Reflective Questions

								

	
				 Reflective Questions
  	Reflect on your own social wellness. What is one relationship or social connection that has had a positive impact on your overall well-being? What makes that relationship meaningful?
 	This chapter discusses the importance of building and maintaining healthy relationships. Which strategy for strengthening social connections do you think would be the most valuable for you, and why?
 	Financial wellness means different things to different people. What does being “financially well” mean to you at this stage of your life? How do you think your definition might change over the next 10 years?
 	Think about a time when financial stress affected your mood, school performance, work, or relationships. Looking back, is there anything you could have done differently to better manage the situation?
 	The chapter explains that social and financial wellness are connected to other dimensions of wellness. Describe one example of how challenges in either area can affect a person’s physical or mental health.
 	Many employers now offer programs that support employees’ financial or social well-being. Which type of workplace support discussed in this chapter do you think would have the greatest impact on employee wellness? Explain your choice.
 	After reading this chapter, what is one habit related to your social or financial wellness that you would like to improve? What is one realistic step you could take this month to get started?
 	If you were creating a workplace wellness program, how would you promote both social and financial wellness among employees? Which initiatives would you include, and why?
 
 
 
 
	

			
			


		
	
		
			
	
		

		7.8 Summary

								

	
				 Social and Financial Wellness
  Social and financial wellness are essential components of overall employee well-being. Employees who experience strong social connections, a healthy work-life balance, financial stability, and an inclusive workplace culture are more likely to thrive personally and professionally.
 Organizations increasingly recognize that wellness initiatives must address the whole employee, not just physical health. HR professionals play an important role in developing inclusive, accessible, and supportive wellness programs that improve both employee outcomes and organizational performance.
 As workplaces continue to evolve, social connection, inclusion, flexibility, and financial support will remain critical aspects of effective employee wellness strategies.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		Chapter 8: Designing a Comprehensive Wellness Program

	

	
		 [image: ]Image by Monstera Production, Pexels License. Chapter Overview
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 8.1 Understanding Comprehensive Workplace Wellness Programs
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		8.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Identify the purpose of workplace wellness programs.
 	Describe methods used to conduct employee needs assessments and surveys.
 	Recognize the components of SMART goals in workplace wellness planning.
 	Explain how wellness initiatives align with organizational strategy.
 	Identify budgeting and resource planning considerations for wellness programs.
 	Recognize the types of resources required to implement a comprehensive wellness program.
 
 
 
 Overview
 Organizations across Canada are increasingly recognizing the importance of workplace wellness programs as part of a healthy, productive, and sustainable work environment. Wellness programs are no longer viewed as optional perks. Instead, they are considered strategic organizational initiatives that support employee well-being, reduce workplace risks, improve morale, and contribute to organizational performance.
 [image: ]Image by Lubomir Satko, Pexels License. Human resources (HR) professionals play a central role in the development, implementation, and evaluation of workplace wellness initiatives. Effective wellness programs consider multiple dimensions of wellness, including physical, mental, emotional, social, and financial wellness (discussed in previous chapters). A comprehensive wellness program aligns with organizational goals while also addressing employee needs and workplace challenges.
 According to the Canadian Centre for Occupational Health and Safety (CCOHS), healthy workplaces support employee physical, psychosocial, and mental well-being while also improving organizational effectiveness (CCOHS, 2025). Canadian employers are increasingly adopting holistic approaches that integrate occupational health and safety, mental health supports, employee engagement, and wellness promotion.
 This chapter explores the steps involved in designing a comprehensive workplace wellness program. Topics include conducting needs assessments, developing employee surveys, establishing SMART goals, aligning wellness strategies with organizational objectives, budgeting, resource planning, implementation, communication, and program evaluation.
 
 Microsoft. (2026, May 29). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Create chapter 8 “Designing a Comprehensive Wellness Program” within the Canadian college textbook “Employee Health and wellness for HR professionals”. Previous chapters include: Introduction to Workplace Wellness & Organizational Health, Legal and Ethical Foundations, Organizational Culture and the Role of HR & Organizational Health and Safety (OHS), Physical Wellness in the Workplace, Mental and Emotional Wellness, Mental Health Supports and Work-Life Balance, Social and Financial Wellness. Ensure you cite and reference using APA and use OER resources. Also, turn the following into 5-6 chapter LOs that are at first-level Bloom taxonomy: ● Needs assessments and employee surveys ● Setting SMART goals and aligning with organizational strategy ● Budgeting and resource planning
  
	

			
			


		
	
		
			
	
		

		8.1 Understanding Comprehensive Workplace Wellness Programs

								

	
				A comprehensive workplace wellness program is an organized approach designed to support and improve employee health and well-being across multiple dimensions. Comprehensive programs move beyond isolated activities such as gym memberships or occasional wellness events. Instead, they involve coordinated strategies, policies, supports, and organizational practices.
 Effective wellness programs often include:
 	Health promotion initiatives
 	Mental health supports
 	Work-life balance practices
 	Ergonomic and safety initiatives
 	Financial wellness education
 	Social connection and inclusion activities
 	Healthy workplace culture initiatives
 	Employee assistance programs (EAPs)
 	Training and awareness programs
 
 
 
 Comprehensive wellness programs are most successful when they are integrated into organizational culture rather than treated as temporary initiatives. Leadership support, employee participation, and ongoing evaluation are essential components.  The Government of Canada emphasizes that psychologically healthy workplaces contribute to employee engagement, productivity, retention, and organizational effectiveness (Government of Canada, 2024).
 
	

			
			


		
	
		
			
	
		

		8.2 The Role of HR in Wellness Program Design

								

	
				HR professionals are often responsible for coordinating workplace wellness initiatives. Their role includes assessing employee needs, developing wellness strategies, collaborating with leadership, ensuring legal compliance, communicating initiatives, and evaluating outcomes.
 HR professionals may also work closely with:
 	Occupational health and safety committees
 	Senior leadership teams
 	Union representatives
 	External wellness providers
 	Benefit providers
 	Mental health professionals
 	Employees and managers
 
 
 
 Because HR professionals often oversee employee engagement, attendance management, accommodations, benefits, and organizational culture, they are well positioned to lead workplace wellness initiatives.
 Key responsibilities of HR in wellness program design include:
 Table 8.2.1: HR Responsibilities 	HR Responsibility  	Description 
 	Needs assessment 	Gathering employee feedback and organizational data 
 	Program planning 	Developing wellness goals and initiatives 
 	Policy development 	Supporting healthy workplace practices 
 	Budget management 	Allocating resources for wellness initiatives 
 	Communication 	Promoting awareness and participation 
 	Evaluation 	Measuring program effectiveness 
 	Leadership collaboration 	Aligning wellness with organizational strategy 
  
  
 
	

			
			


		
	
		
			
	
		

		8.3 Conducting Needs Assessments

								

	
				A needs assessment is the foundation of an effective workplace wellness program. It helps organizations understand employee concerns, workplace risks, organizational priorities, establish a baseline for evaluation, and identify gaps in current supports.
 Without a needs assessment, organizations may invest in wellness initiatives that employees do not value or use. Needs assessments help ensure that wellness programs are relevant, evidence-informed, and aligned with employee needs.
 Sources of Information for Needs Assessments
 Organizations may collect information from multiple sources, including:
 	Employee surveys
 	Focus groups
 	Exit interviews
 	Attendance and absenteeism data
 	Workplace injury reports
 	Benefit utilization data
 	Employee assistance program (EAP) usage trends
 	Workplace inspections
 	Organizational climate surveys
 	Health and safety committee feedback
 
 Using multiple sources provides a more accurate understanding of workplace wellness needs.
 Employee Surveys
 Employee surveys are one of the most common tools used to gather wellness-related information. Surveys allow employees to share feedback about workplace stressors, wellness interests, workplace culture, mental health supports, and organizational challenges.
 Effective surveys should:
 	Be anonymous when possible
 	Use clear and respectful language
 	Include both quantitative and qualitative questions
 	Be accessible to all employees
 	Avoid overly lengthy questionnaires
 	Explain how information will be used
 
 
 
 Table 8.3.1: Sample Employee Wellness Questions 	Topic  	Sample Question 
 	Work-life balance 	Do you feel you can maintain a healthy balance between work and personal responsibilities? 
 	Mental health 	Do you feel supported when experiencing workplace stress? 
 	Physical wellness 	What wellness activities would you be interested in participating in? 
 	Workplace culture 	Do you feel respected and included in your workplace? 
 	Financial wellness 	Would financial education resources be helpful to you? 
 	Program preferences 	Which wellness initiatives would you most likely participate in? 
  
 [image: ]
 Check out the “Workplace Climate Survey” from Workplace Health Promotion Programs.
       Table 8.3.2: Workplace Climate Survey. Reproduced from Workplace Health Promotion Programs: Planning, Implementation, and Evaluation by Carl I. Fertman under fair dealing for purposes of education. 	Dear Employee, We are interested in finding out what you feel about health and well-being, that is, your feelings, thoughts, relationships, and behaviour. We greatly appreciate your time and effort in completing this survey.
 
 	Strongly Agree 	Agree 	Disagree 	Strongly Disagree 	Do Not Know 
 	1. I like coming to my Workplace. 	 	 	 	 	 
 	2. I feel safe at my workplace. 	 	 	 	 	 
 	3 I have someone to talk to at my workplace if I need help or advice 	 	 	 	 	 
 	4. I think the workplace rules are fair. 	 	 	 	 	 
 	5. Our workplace deals fairly and quickly with bullying and harassment problems. 	 	 	 	 	 
 	6. I get information about health and well-being issues. 	 	 	 	 	 
 	7. I Learn about different health and well-being issues. 	 	 	 	 	 
 	8. I feel like I belong. 	 	 	 	 	 
 	9. I get to do work that I enjoy and find interesting 	 	 	 	 	 
 	10. I have friends at my workplace. 	 	 	 	 	 
 	11. I know who to go to if I need help with health and well-being issues. 	 	 	 	 	 
 	12. There are staff members who understand my issues. 	 	 	 	 	 
 	13. My Employer shows that the health and well-being of employees is important. 	 	 	 	 	 
  
 Organizations should communicate survey results to employees and explain how feedback will shape wellness initiatives. This transparency helps build trust and encourages participation.
 
 
	

			
			


		
	
		
			
	
		

		8.4 Using Organizational Data to Support Wellness Planning

								

	
				Needs assessments should include both employee feedback and organizational data. Data analysis helps HR professionals identify patterns and areas of concern.
 Examples of useful organizational data include:
 	Absenteeism rates
 	Disability claims
 	Employee turnover
 	Workplace injuries
 	Overtime hours
 	Employee engagement scores
 	Benefit claims trends
 	Recruitment challenges
 
 For example, increasing stress-related absences may indicate a need for mental health supports or workload management strategies.  Organizations should also consider demographic factors such as age diversity, remote work arrangements, shift work, accessibility needs, and workforce diversity.
 
	

			
			


		
	
		
			
	
		

		8.5 Setting SMART Goals

								

	
				Once the needs assessment is complete, organizations can establish goals for the wellness program. Goals provide direction and help organizations measure success.
 SMART goals are commonly used in workplace planning.
 SMART goals are:
 Table 8.5.1: SMART Goals 	SMART Element 	Description 
 	Specific 	Clearly identifies what will be achieved 
 	Measurable 	Includes measurable outcomes 
 	Achievable 	Realistic and attainable 
 	Relevant 	Aligns with organizational needs 
 	Time-bound 	Includes a timeline 
  
 Example of a SMART Goal
  “Increase employee participation in workplace wellness activities by 20% within 12 months through improved communication and expanded programming options.”
 
 
 [image: ]SMART goals help organizations:
 	Clarify priorities
 	Monitor progress
 	Improve accountability
 	Evaluate outcomes
 	Communicate expectations
 
 
 
 Wellness goals should address both employee well-being and organizational objectives.
 
	

			
			


		
	
		
			
	
		

		8.6 Aligning Wellness Programs with Organizational Strategy

								

	
				Wellness initiatives are more likely to succeed when they align with organizational goals and culture. Wellness programs should support broader organizational priorities such as:
 	Employee engagement
 	Recruitment and retention
 	Productivity
 	Diversity, equity, and inclusion
 	Occupational health and safety
 	Organizational sustainability
 	Psychological health and safety
 
 
 
 For example, an organization focused on reducing burnout may integrate wellness initiatives with workload management, flexible scheduling, and leadership training.  Alignment with organizational strategy also increases leadership support and funding opportunities.
 Leadership Support
 Leadership commitment is essential for successful wellness initiatives. Employees are more likely to participate when leaders actively support wellness programs.
 Leadership support may include:
 	Participating in wellness initiatives
 	Allocating budgets and resources
 	Encouraging work-life balance
 	Promoting psychologically safe workplaces
 	Communicating the value of wellness
 	Modelling healthy workplace behaviours
 
 Organizations with strong leadership support often experience higher participation and more sustainable wellness programs.  Strategic alignment increases leadership support and ensures sustainability (WHO, 2010).
 
 
 
	

			
			


		
	
		
			
	
		

		8.7 Budgeting and Resource Planning

								

	
				Wellness programs require careful financial planning and resource allocation. Budgets help organizations determine what initiatives are realistic and sustainable.
 The size of a wellness budget depends on factors such as:
 	Organizational size
 	Industry
 	Workforce needs
 	Available resources
 	Existing benefits and supports
 	Program goals
 
 
 
 Table 8.7.1: Common Wellness Program Expenses 	Expense Category 	Examples 
 	Training 	Mental health training, wellness workshops 
 	Wellness activities 	Fitness programs, wellness challenges 
 	External providers 	Counsellors, facilitators, consultants 
 	Communication 	Promotional materials and campaigns 
 	Technology 	Wellness apps or online platforms 
 	Incentives 	Participation rewards 
 	Evaluation 	Surveys and program assessment tools 
  
 Not all wellness initiatives require large budgets. Many organizations implement low-cost strategies such as flexible scheduling, walking meetings, peer support initiatives, wellness newsletters, or mental health awareness campaigns.
 Resource Planning
 In addition to budgeting, organizations must identify the human and operational resources required for implementation.
 Resource planning may include:
 	Assigning wellness coordinators
 	Creating wellness committees
 	Identifying community partnerships
 	Training managers and supervisors
 	Scheduling wellness activities
 	Developing communication plans
 
 Organizations should also consider accessibility and inclusivity when planning wellness initiatives.
 
 
 
	

			
			


		
	
		
			
	
		

		8.8 Designing Inclusive Wellness Programs

								

	
				 Inclusive wellness programs recognize that employees have diverse backgrounds, abilities, identities, and experiences. An inclusive wellness program:
 	Provides accessible programming
 	Considers cultural diversity
 	Supports remote and hybrid workers
 	Recognizes different financial realities
 	Accommodates varying abilities and health needs
 	Avoids one-size-fits-all approaches
 
 For example, not all employees may be interested in fitness-focused initiatives. Some employees may prefer mental health supports, flexible work arrangements, caregiving supports, or financial education.
 HR professionals should consider equity, diversity, and inclusion (EDI) principles throughout program design.
 
 
 
	

			
			


		
	
		
			
	
		

		8.9 Implementing Wellness Initiatives

								

	
				Implementation involves putting the wellness plan into action. Successful implementation requires communication, leadership support, employee engagement, and ongoing monitoring.
 Steps in Program Implementation
 	Establish wellness goals and priorities.
 	Develop a wellness action plan.
 	Assign roles and responsibilities.
 	Communicate initiatives to employees.
 	Launch wellness activities.
 	Monitor participation and feedback.
 	Adjust initiatives as needed.
 
 Organizations often begin with pilot projects before expanding programs organization-wide.
 Communication Strategies
  [image: ]Communication is critical to program participation and awareness.
 Organizations may communicate wellness initiatives through:
 	Email campaigns
 	Intranet announcements
 	Posters and bulletin boards
 	Staff meetings
 	Wellness ambassadors
 	Social media platforms
 	Leadership messages
 
 Clear communication helps employees understand available supports and encourages engagement.
 
 
 
	

			
			


		
	
		
			
	
		

		8.10 Challenges in Wellness Program Design

								

	
				Designing workplace wellness programs can present challenges.
 Common challenges include:
 	Limited budgets
 	Low employee participation
 	Lack of leadership support
 	Privacy concerns
 	Resistance to change
 	Inconsistent communication
 	Time constraints
 	Remote workforce challenges
 
 
 
 HR professionals can address these challenges by involving employees in planning, communicating clearly, and continuously adapting programs based on feedback.
 
	

			
			


		
	
		
			
	
		

		8.11 Best Practices for Comprehensive Wellness Programs

								

	
				 Research and professional practice suggest several best practices for successful wellness programs.
 Best Practices:
 	Conduct regular needs assessments.
 	Involve employees in program planning.
 	Align wellness initiatives with organizational strategy.
 	Ensure leadership support.
 	Promote inclusivity and accessibility.
 	Use evidence-informed approaches.
 	Evaluate programs regularly.
 	Communicate consistently.
 	Integrate wellness into workplace culture.
 	Support psychological health and safety.
 
 Organizations that treat wellness as part of organizational culture rather than a short-term initiative are more likely to achieve long-term success.
 
 
 
	

			
			


		
	
		
			
	
		

		8.12 Example Case Study: Designing a Wellness Program

								

	
				 Case Study: Designing a Wellness Program
  Scenario
 A mid-sized Canadian organization has experienced increased absenteeism, employee stress, and turnover following rapid organizational growth. Employees report workload concerns, communication issues, and challenges with work-life balance.
 The HR department is tasked with developing a comprehensive wellness program.
 HR Actions
 The HR team:
 	Conducts anonymous employee wellness surveys
 	Reviews absenteeism and turnover data
 	Form a workplace wellness committee
 	Develops SMART goals
 	Introduces flexible work options
 	Provides mental health training for managers
 	Launches financial wellness workshops
 	Creates monthly wellness communication campaigns
 	Evaluates participation and employee feedback quarterly
 
 Outcomes
 After one year, the organization reports:
 	Improved employee engagement
 	Reduced absenteeism
 	Increased participation in wellness activities
 	Positive employee feedback
 	Improved workplace morale
 
 This example demonstrates the importance of planning, leadership support, employee involvement, and ongoing evaluation.
 
 OpenAI. (2026, May 29). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 8 similar to the case studies in the other chapters
  
 
 
	

			
			


		
	
		
			
	
		

		8.13 Reflective Questions

								

	
				 Reflective Questions
  	Why are needs assessments important when developing workplace wellness programs?
 	How can employee surveys improve wellness planning?
 	What are the benefits of using SMART goals in wellness program design?
 	Why is leadership support important for workplace wellness initiatives?
 	What challenges might organizations face when implementing wellness programs?
 	How can HR professionals promote inclusivity in wellness initiatives?
 	Why is ongoing evaluation important for workplace wellness programs?
 
 
 
 
	

			
			


		
	
		
			
	
		

		8.14 Summary

								

	
				 Designing a Comprehensive Wellness Program
  Comprehensive workplace wellness programs support employee health, engagement, and organizational success. HR professionals play an important role in designing and implementing wellness initiatives that align with organizational strategy and employee needs.
 Effective wellness programs begin with needs assessments and employee feedback. Organizations use surveys, workplace data, and employee participation to identify priorities and develop SMART goals.
 Budgeting, resource planning, leadership support, communication, and inclusivity are essential components of successful wellness initiatives. Regular evaluation allows organizations to measure outcomes and improve programs over time.
 As workplaces continue to evolve, comprehensive wellness programs remain an important strategy for supporting healthy, safe, and productive work environments.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
  
 
	

			
			


		
	
		
			
	
		

		Chapter 9: Implementation Strategies

	

	
		 [image: ]Image by RDNE Stock Project, Pexels License. Chapter Overview
 9.0 Introduction
 9.1 From Planning to Action
 9.2 The Role of Leadership in Implementation
 9.3 Communication Strategies for Wellness Programs
 9.4 Employee Engagement and Participation
 9.5 Creating Wellness Champions
 9.6 Understanding Organizational Change
 9.7 Leveraging Technology and Wellness Platforms
 9.8 Implementing Wellness Programs in Diverse Workplaces
 9.9 Keys to Successful Implementation
 9.10 Case Study
 9.11 Reflective Questions
 9.12 Summary
 
 
	

		


		
	
		
			
	
		

		9.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Identify key communication strategies used to promote employee wellness initiatives.
 	Recognize methods for engaging employees in workplace health and wellness programs.
 	Describe common sources of resistance to workplace wellness initiatives.
 	Identify basic change management principles that support successful wellness program implementation.
 	Recognize the role of technology and digital wellness platforms in supporting employee health and well-being.
 	List factors that contribute to the successful implementation of workplace wellness programs.
 
 
 
 Overview
 [image: ]Image by Tima Miroshnichenko, Pexels License. Designing a workplace wellness program is only the beginning of the wellness journey. Even the most thoughtfully developed wellness initiatives can fail if they are not implemented effectively. Implementation refers to the process of putting plans into action and ensuring that wellness initiatives are integrated into the organization’s daily operations and culture.
 Human Resources (HR) professionals play a critical role in guiding implementation efforts. They serve as facilitators, communicators, change agents, and champions of employee well-being. Effective implementation requires careful planning, clear communication, employee engagement, leadership support, and the strategic use of technology.
 This chapter explores practical implementation strategies that help organizations move from planning to action. Students will examine communication and engagement techniques, approaches to managing organizational change, methods for addressing resistance, and the role of technology in supporting wellness initiatives.
 
 Microsoft. (2026, June 1). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Create chapter 9 “Implementation Strategies” within the Canadian college textbook “employee health and wellness for HR professionals”. Previous chapters include: Introduction to Workplace Wellness & Organizational Health, Legal and Ethical Foundations, Organizational Culture and the Role of HR & Organizational Health and Safety (OHS), Physical Wellness in the Workplace, Mental and Emotional Wellness, Mental Health Supports and Work-Life Balance, Social and Financial Wellness, and Designing a Comprehensive Wellness Program. Two future chapters will be (so don’t cover these): Evaluation and Continuous Improvement, and Risk Management and Safety Integration. Ensure you cite and reference using APA and use OER resources. Also, turn the following into 5-6 chapter LOs that are at first-level Bloom taxonomy: ● Communication and engagement techniques ● Change management and overcoming resistance ● Leveraging technology and wellness platforms.
  
	

			
			


		
	
		
			
	
		

		9.1 From Planning to Action

								

	
				 The previous chapter focused on designing comprehensive wellness programs. Once a program has been designed, organizations must determine how it will be introduced, promoted, and sustained.  Implementation is often where organizations encounter challenges. Employees may be uncertain about the purpose of a wellness initiative, managers may struggle to support participation, and competing organizational priorities can reduce engagement.
 Successful implementation requires:
 	Clear roles and expectations across HR, leadership, employees, and any other stakeholders
 	Alignment with organizational goals and culture
 	Leadership commitment
 	Employee involvement
 	Effective communication
 	Ongoing support and resources
 	Continuous monitoring and adjustment, especially during rollout
 
 Implementation is not a one-time event but an iterative process that evolves as feedback is gathered and workplace needs shift (Canadian Standards Association, 2013).  According to the Canadian Centre for Occupational Health and Safety (CCOHS), workplace health promotion initiatives are most effective when they are integrated into organizational culture and supported by all levels of the organization (CCOHS, n.d.).  HR professionals help coordinate these efforts by aligning wellness initiatives with organizational objectives and employee needs.
 
 
 
	

			
			


		
	
		
			
	
		

		9.2 The Role of Leadership in Implementation

								

	
				 Leadership support is one of the strongest predictors of wellness program success. Employees often look to leaders for cues about organizational priorities. When leaders actively support wellness initiatives, employees are more likely to perceive wellness as a valued component of workplace culture.
 Leadership support can take many forms:
 	Participating in wellness activities
 	Communicating the importance of wellness
 	Allocating resources and funding
 	Encouraging employee participation
 	Modelling healthy workplace behaviours
 
 Visible leadership involvement helps establish credibility and reinforces organizational commitment.  For example, a manager who attends wellness workshops or openly discusses work-life balance may encourage employees to engage in similar activities. Conversely, if leaders promote wellness while rewarding excessive overtime or discouraging time off, employees may perceive a disconnect between organizational messaging and workplace practices.  Authentic leadership support contributes to trust, engagement, and long-term sustainability.
 
 
 
	

			
			


		
	
		
			
	
		

		9.3 Communication Strategies for Wellness Programs

								

	
				Communication is essential throughout the implementation process. Employees cannot participate in programs they do not understand, know about, or perceive as valuable.
 Effective wellness communication should be:
 Clear
  Messages should explain:
 	The purpose of the initiative
 	Available resources and supports
 	Participation opportunities
 	Expected benefits
 
 Avoiding technical language and using plain, accessible communication can improve understanding across diverse employee groups.
 Research shows that clear communication significantly improves employee awareness and participation in wellness initiatives (Kent et al., 2016).
 
 
 
 Consistent
  Repeated messaging helps reinforce awareness and maintain momentum. Wellness communication should occur regularly rather than only during program launches.
 Organizations may use:
 	Email newsletters
 	Staff meetings
 	Intranet announcements
 	Posters and digital signage
 	Team briefings
 	Social media platforms
 
 
 
 
 
 Relevant
  Employees are more likely to engage when communication reflects their needs and interests. Tailoring messages to different employee groups can increase participation and perceived value.
 [image: ]
 
 
  
   Transparent
  Transparency builds trust. Employees should understand:
 	Why wellness initiatives are being introduced
 	How information will be used
 	Whether participation is voluntary
 	How privacy will be protected
 
 Transparency is particularly important when wellness initiatives involve health assessments, surveys, or digital wellness platforms.
 
 
 
 

	

			
			


		
	
		
			
	
		

		9.4 Employee Engagement and Participation

								

	
				 Employee engagement refers to the degree to which employees are actively involved in workplace initiatives and committed to organizational goals. Wellness programs are generally more successful when employees participate in their development and implementation.
 Engagement strategies may include:
 	Wellness committees
 	Employee focus groups
 	Wellness ambassadors
 	Peer champions
 	Employee surveys
 	Recognition programs
 
 Employee involvement increases program relevance and helps ensure initiatives reflect actual workplace needs.  For example, employees may identify barriers that management has overlooked, such as scheduling challenges, accessibility concerns, or communication gaps.  Participation also increases when employees believe programs are inclusive, voluntary, and supportive rather than mandatory or punitive.
 
 
 
	

			
			


		
	
		
			
	
		

		9.5 Creating Wellness Champions

								

	
				Many organizations use wellness champions to help promote participation and create enthusiasm.
 Wellness champions are employees who voluntarily support wellness initiatives by:
 	Sharing information
 	Encouraging participation
 	Gathering employee feedback
 	Supporting wellness events
 	Acting as role models
 
 
 
 Champions can be particularly effective because they provide peer-to-peer influence. Employees often respond positively to colleagues who share similar experiences and workplace realities.  HR professionals frequently coordinate wellness champion networks and provide training, resources, and ongoing support.
 
	

			
			


		
	
		
			
	
		

		9.6 Understanding Organizational Change

								

	
				Implementing a wellness program often requires organizational change. Change may involve new policies, new technologies, altered work practices, or shifts in workplace culture.  Change can create uncertainty, even when intended to improve employee well-being.  Resistance to change is a natural response, particularly when wellness initiatives alter routines, expectations, or workplace norms.
 Employees may ask:
 	Why is this change happening?
 	How will this affect me?
 	Will my workload increase?
 	Is participation expected?
 	Will my privacy be protected?
 
 
 
 Addressing these questions proactively can reduce uncertainty and improve acceptance.
 Change Management Principles
 Change management refers to structured approaches that help organizations transition from current practices to desired future states.
 Although many change models exist, several common principles are particularly relevant to wellness initiatives.
 Establishing a Clear Vision
  [image: ]Employees are more likely to support change when they understand its purpose.
 Organizations should communicate:
 	Why wellness matters
 	How initiatives support organizational goals
 	Expected benefits for employees
 
 
 
 
 Building Leadership Support
  Visible support from leaders reinforces the importance of wellness initiatives and encourages participation.
 
 
 
 Involving Employees
  Employee involvement improves buy-in and helps identify practical implementation challenges.
 
 
 
 
 Providing Training and Resources
  Employees and managers may require guidance on using wellness resources, digital platforms, or new workplace practices.
 
 
 
 Celebrating Successes
  Recognizing milestones and achievements can build momentum and maintain engagement.
 
 
 
 
 Structured change management models, such as Kotter’s 8-Step Model [PDF] or Lewin’s Change Theory, can guide implementation and are key principles in the above 5 elements.
 Table 9.6.1: “Kotter’s 8-Step Model Applied to WFM” by WFM Labs is licensed under a Creative Commons Attribution 4.0 International License unless otherwise indicated. Modifications: Summarized content into a table. 	Step 	Kotter’s Principle 	Actions 
 	1: Create a sense of urgency 	Without urgency, people default to the status quo. Complacency is the enemy of change. 	Make the cost of the current state visible and undeniable 
 	2: Build a guiding coalition 	No single leader can drive transformation alone. A coalition with position power, expertise, credibility, and leadership is required. 	The transformation requires active support from all areas, including operations, finance, IT, & HR. 
 	3: Form a strategic vision and initiative 	A clear, compelling vision provides direction. Without it, change efforts dissolve into a list of confusing projects. 	The vision must be concrete enough to guide decisions and inspiring enough to motivate effort. 
 	4: Enlist a volunteer army 	Large-scale change requires a large force of people who are willing, not just compliant. You need volunteers, not conscripts. 	The coalition leads; the volunteer army executes.  The volunteer army should include participants from across the organization. 
 	5: Enable action by removing barriers 	Even motivated people can’t change if structural barriers remain. Leaders must actively remove obstacles. 	Barriers could include: legacy technology, old data, policy blocks, organizational silos, & skills gaps. 
 	6: Generate short-term wins. 	Visible, unambiguous wins within 6-12 months are essential. They build credibility, reward volunteers, silence critics, and build momentum. 	The win must be observable by the coalition, the volunteer army, and leadership and be clearly attributable to the transformation. 
 	7: Sustain acceleration 	Don’t declare victory too soon. Use the credibility from quick wins to drive bigger changes. 	The temptation is to celebrate, reduce intensity, and move to “business as usual.” The transformation isn’t complete until the new way of working is universal. 
 	8: Institute change 	Change must be anchored in organizational culture to survive leadership transitions, market shifts, and organizational memory loss. 	The new way of working must become “how we do things here”.  This includes embedding in onboarding, writing the SOPs, aligning KPIs, removing legacy tools, and building in a regular review cycle. 
  
 
 Overcoming Resistance
 Resistance to change is a normal part of organizational life. Resistance does not necessarily indicate opposition; it often reflects uncertainty, concern, or previous experiences with unsuccessful initiatives.
 Common sources of resistance include:
 	Lack of understanding
 	Fear of change
 	Increased workload concerns
 	Limited trust in management
 	Privacy concerns
 	Competing priorities
 
 
 HR professionals can address resistance by:
 	Listening to employee concerns
 	Providing accurate information
 	Encouraging dialogue
 	Demonstrating leadership commitment
 	Involving employees in decision-making
 
 
 Organizations that respond respectfully to concerns are more likely to build trust and achieve long-term participation.  Supporting employees through transitions, providing training, and acknowledging challenges can reduce resistance and foster buy-in.
 
 
 
 
	

			
			


		
	
		
			
	
		

		9.7 Leveraging Technology and Wellness Platforms

								

	
				 Technology has become an increasingly important component of workplace wellness programs. Digital tools can improve accessibility, communication, participation, and program administration.
 Examples include:
 	Wellness portals
 	Mobile wellness applications
 	Virtual fitness programs
 	Mental health support platforms
 	Online learning modules
 	Health risk assessments
 	Employee assistance program (EAP) portals
 
 Technology can be particularly valuable for:
 	Remote workers
 	Hybrid workplaces
 	Multi-site organizations
 	Shift workers
 
 Digital wellness platforms often allow employees to access resources at times and locations that fit their schedules.
 
 
 Benefits of Wellness Technology
 Technology can support implementation by:
 	Increasing Accessibility: Employees can access resources regardless of location or work schedule.
 	Enhancing Communication: Digital platforms allow organizations to share wellness information quickly and efficiently.
 	Supporting Data Collection: Organizations can track participation rates, engagement levels, and program utilization.
 	Personalizing Wellness Experiences: Some platforms provide customized recommendations based on employee interests and goals.
 	Improving Convenience: Employees often appreciate on-demand access to wellness resources.
 
 These benefits can increase participation and support long-term engagement.
 Privacy and Ethical Considerations
 While technology offers many advantages, organizations must carefully address privacy and confidentiality concerns.  Canadian privacy legislation and organizational policies require responsible collection, storage, and use of personal information.
 Employees should understand:
 	What information is being collected
 	Why information is collected
 	Who can access data
 	How information will be protected
 
 Participation in wellness technologies should generally remain voluntary whenever possible.  Protecting employee privacy helps maintain trust and supports ethical wellness practices.
 
 
 
	

			
			


		
	
		
			
	
		

		9.8 Implementing Wellness Programs in Diverse Workplaces

								

	
				Canadian workplaces are increasingly diverse with respect to age, culture, language, ability, gender identity, family structure, and work arrangements.  Implementation strategies should reflect this diversity.
 Inclusive wellness programs:
 	Consider accessibility needs
 	Provide multiple participation options
 	Use inclusive language
 	Respect cultural differences
 	Recognize varying health and wellness priorities
 
 
  
  
 An inclusive approach helps ensure all employees have opportunities to benefit from wellness initiatives.
 
 
 
	

			
			


		
	
		
			
	
		

		9.9 Keys to Successful Implementation

								

	
				Organizations that successfully implement wellness initiatives often share several characteristics:
 	Strong leadership support
 	Effective communication
 	Employee involvement
 	Inclusive program design and accessibility
 	Appropriate use of technology
 	Adequate resource allocation (budgeting, staffing, and time are essential to sustain implementation efforts)
 	Phased rollout – implementing programs in phases allows organizations to test initiatives, gather feedback, and refine approaches before full-scale deployment
 	Continuous feedback – collecting employee feedback during implementation helps identify barriers and opportunities for improvement in real time (more on this in Chapter 10)
 	Respect for privacy and confidentiality
 
 Implementation is not a single event but an ongoing process that evolves alongside organizational needs and employee expectations.
 
	

			
			


		
	
		
			
	
		

		9.10 Example Case Study: Implementing Wellness

								

	
				 Case Study: Implementing Wellness at MapleTech Solutions
  Background
 MapleTech Solutions is a mid-sized Canadian technology company with approximately 350 employees working in a hybrid environment. Following employee surveys and increased reports of stress, burnout, and work-life balance concerns, the Human Resources department developed a comprehensive workplace wellness program.
 The wellness program included:
 	Mental health awareness training
 	Access to virtual counselling services
 	Flexible work arrangements
 	Financial wellness webinars
 	Monthly wellness challenges
 	A digital wellness platform for tracking goals and accessing resources
 
 Although the program was well designed, participation rates remained low during the first six months. Only 20% of employees accessed the wellness platform, and attendance at wellness events was inconsistent.
 After reviewing employee feedback, HR identified several implementation challenges:
 	Many employees were unaware of the available resources
 	Managers were not actively promoting participation
 	Employees expressed concerns about privacy and data collection through the wellness platform
 	Some staff believed participation would add to their workload
 	Remote employees felt disconnected from wellness activities
 
 To address these concerns, HR developed an implementation strategy that included:
 	Enhanced communication campaigns using multiple channels
 	Leadership training on wellness advocacy
 	Wellness champions within each department
 	Clear explanations of privacy protections
 	Virtual and in-person participation options
 	Monthly success stories highlighting employee experiences
 
 Within one year, participation rates increased significantly, employee awareness improved, and engagement survey results showed higher levels of perceived organizational support for employee well-being.
 
 
 Discussion Questions
  	What implementation barriers did MapleTech encounter?
 	How did communication challenges affect employee participation?
 	Why was leadership involvement important to the program’s success?
 	How did wellness champions contribute to employee engagement?
 	What role did trust and privacy play in employee acceptance of the wellness platform?
 	Which implementation strategy do you believe had the greatest impact on participation? Why?
 	What additional recommendations would you make to strengthen the program?
 
 
 
 
 OpenAI. (2026, June 1). ChatGPT. [Generative AI chat].  https://chatgpt.com
 Content has been reviewed.
 Prompt Using the OER: https://ecampusontario.pressbooks.pub/employeehealthwellness/, please create a case study for chapter 9 similar to the case studies in the other chapters
  
	

			
			


		
	
		
			
	
		

		9.11 Reflective Questions

								

	
				 Personal Reflection
  	Think about a workplace, volunteer organization, school, or community group you have participated in. How was information about new initiatives communicated to members?
 	What communication methods are most effective for keeping you informed and engaged? Why?
 	How do you typically respond when significant organizational changes are introduced? What factors influence your reaction?
 	What concerns might employees have about participating in workplace wellness programs?
 
 
 
 Application to HR Practice
  	Why is implementation often more challenging than program design?
 	How can HR professionals encourage employee participation without making wellness activities feel mandatory?
 	What strategies can organizations use to build trust when introducing wellness technologies that collect employee information?
 	How can leaders demonstrate authentic support for workplace wellness initiatives?
 
 
 
 Critical Thinking
  	Some employees argue that wellness programs are primarily designed to improve productivity rather than support employee well-being. How should HR professionals respond to this perception?
 	Should organizations provide incentives for wellness participation? What are the advantages and disadvantages of doing so?
 	How might implementation strategies differ between a fully remote workforce and a traditional on-site workforce?
 	What steps can organizations take to ensure wellness initiatives remain inclusive and accessible to diverse employee populations?
 
 
 
 Future HR Professional Reflection
  	As a future HR professional, what role do you see yourself playing during the implementation of a workplace wellness program?
 	Which implementation strategy discussed in this chapter do you believe is most critical to long-term success? Explain your reasoning.
 	How would you measure whether employees genuinely support a wellness initiative beyond simple participation numbers?
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		9.12 Summary

								

	
				 Implementation Strategies
  Designing a workplace wellness program is only one step in creating healthier organizations. Successful implementation requires leadership commitment, employee engagement, effective communication, and thoughtful change management. HR professionals play a central role in coordinating implementation efforts and fostering organizational support.
 Communication strategies help build awareness and participation, while employee involvement increases program relevance and acceptance. Organizations must also anticipate and address resistance to change through transparency, engagement, and trust-building practices.
 Technology and wellness platforms offer new opportunities to support employee well-being, particularly in increasingly digital and hybrid work environments. However, organizations must balance technological innovation with privacy protection and ethical considerations.
 By applying effective implementation strategies, HR professionals can help transform wellness plans into meaningful workplace practices that support employee health, organizational performance, and long-term sustainability.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		Chapter 10: Evaluation and Continuous Improvement
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		10.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Identify key performance indicators (KPIs) used to measure workplace wellness program effectiveness.
 	Describe the concepts of Return on Investment (ROI) and Value on Investment (VOI) in workplace wellness programs.
 	Recognize common methods of collecting wellness program data.
 	Identify basic approaches used to analyze workplace wellness data.
 	Describe the role of employee feedback in evaluating wellness initiatives.
 	Explain how organizations use evaluation results to improve wellness programs over time.
 
 
 
 Overview
 [image: ]Image by Tima Miroshnichenko, Pexels License. Workplace wellness programs represent a significant investment of organizational resources, including time, funding, personnel, and leadership commitment. While designing and implementing a wellness initiative are important steps, organizations must also determine whether their efforts are producing meaningful results. Evaluation is the process of systematically assessing a program’s effectiveness, efficiency, and impact. Without evaluation, organizations cannot determine whether wellness initiatives are achieving their intended outcomes or whether modifications are required.
 Human resource professionals play a critical role in evaluating workplace wellness programs. HR practitioners are often responsible for collecting data, analyzing results, communicating findings to leadership, and recommending improvements. Effective evaluation allows organizations to demonstrate accountability, justify investments, and continuously enhance employee well-being initiatives.
 This chapter explores the foundations of evaluation and continuous improvement in workplace wellness programs. Students will learn how organizations measure success through key performance indicators (KPIs), assess return on investment (ROI) and value on investment (VOI), collect and analyze data, establish feedback mechanisms, and create cultures of continuous improvement.
 
 Microsoft. (2026, June 2). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Create chapter 10 “Evaluation and Continuous Improvement” within the Canadian college textbook “employee health and wellness for HR professionals”. Previous chapters include: Introduction to Workplace Wellness & Organizational Health, Legal and Ethical Foundations, Organizational Culture and the Role of HR & Organizational Health and Safety (OHS), Physical Wellness in the Workplace, Mental and Emotional Wellness, Mental Health Supports and Work-Life Balance, Social and Financial Wellness, Designing a Comprehensive Wellness Program, and Implementation Strategies. 1 future chapter will be (so don’t cover these): Risk Management and Safety Integration. Ensure you cite and reference using APA and use OER resources. Also, turn the following into 5-6 chapter learning objectives that are at the first level bloom taxonomy: ● Key performance indicators (KPIs) and ROI/VOI ● Data collection and analysis ● Feedback loops and program adaptation
  
	

			
			


		
	
		
			
	
		

		10.1 Understanding Program Evaluation

								

	
				Program evaluation is the systematic collection and analysis of information used to determine whether a wellness initiative is achieving its goals (iResearchNet, 2024).  Evaluation helps organizations answer important questions:
 	Are employees participating in wellness initiatives?
 	Are health outcomes improving?
 	Are workplace risks decreasing?
 	Are employees satisfied with the available supports?
 	Is the organization receiving value from its investment?
 
 [image: ]Image by Anna Shvets, Pexels License. Evaluation serves two primary purposes. First, it provides evidence regarding program effectiveness. Second, it identifies opportunities for improvement. According to the Financial Consumer Agency of Canada (FCAC) (2025), evaluation should focus not only on measuring outcomes but also on gathering feedback that supports ongoing program refinement and improvement.
 Evaluation should not be viewed as a one-time activity conducted at the end of a program. Instead, it should occur throughout the program lifecycle. Continuous evaluation allows organizations to identify challenges early and make adjustments before problems become significant.
 
	

			
			


		
	
		
			
	
		

		10.2 The Evaluation Cycle

								

	
				Most workplace wellness programs follow a cyclical evaluation process:
 	Establish goals and objectives.
 	Select measures and indicators.
 	Collect baseline data.
 	Implement the wellness program.
 	Monitor progress.
 	Analyze results.
 	Report findings.
 	Modify and improve the program.
 	Begin the cycle again.
 
 
  
  
  
  
 This cycle reflects principles of continuous quality improvement, which emphasize ongoing learning and adaptation rather than one-time assessment.
 
 
 The Workplace Wellness Evaluation Cycle
 Planning → Measurement → Analysis → Reporting → Improvement → Reassessment
 [image: The Workplace wellness evaluation cycle]Figure 10.2.1 “The Workplace Wellness Evaluation Cycle”. Image by Koen Liddard, CC BY-NC-SA 4.0. The cyclical nature of evaluation recognizes that employee needs, organizational priorities, and workplace conditions change over time.
 
 Key Performance Indicators (KPIs)
 Key Performance Indicators (KPIs) are measurable metrics used to assess whether a wellness program is achieving its objectives.  Tracking KPIs over time enables HR professionals to assess trends, identify gaps, and benchmark performance against organizational goals or industry standards (Maven Clinic, 2024).
 Effective KPIs are specific, measurable, achievable, relevant, and time-bound (SMART) – see Chapter 8 for more details on SMART goals.
 KPIs generally fall into four categories:
 1. Participation Indicators
 
 Participation metrics measure employee engagement with wellness initiatives.
 Examples include:
 	Program enrollment rates
 	Attendance at wellness events
 	Completion rates for wellness challenges
 	Utilization of Employee Assistance Programs (EAPs)
 	Participation in health screenings
 
 High participation often indicates that employees perceive value in available programs.
 
 2. Health Outcome Indicators
 
 Health indicators assess changes in employee health status.
 Examples include:
 	Physical activity levels
 	Smoking cessation rates
 	Stress levels
 	Mental health self-assessments
 	Health risk assessment scores
 
 Health outcomes help determine whether wellness initiatives are influencing employee behaviours and well-being.
 
 3. Organizational Indicators
 
 Organizations often seek evidence that wellness initiatives contribute to broader workplace outcomes.
 Examples include:
 	Absenteeism rates
 	Presenteeism levels
 	Employee turnover
 	Workplace injury rates
 	Disability claims
 	Workers’ compensation costs
 
 These indicators help connect wellness activities to organizational performance.
 
 4. Employee Experience Indicators
 
 Employee perceptions provide valuable insight into program effectiveness.
 Examples include:
 	Job satisfaction
 	Employee engagement
 	Psychological safety
 	Organizational commitment
 	Workplace culture perceptions
 
 Research increasingly recognizes employee well-being as a multidimensional construct that extends beyond physical health and includes psychological, social, and workplace experiences.
 
 Return on Investment (ROI)
 Organizational leaders often want evidence that wellness initiatives generate financial benefits. Return on Investment (ROI) is a commonly used evaluation measure that compares program costs with financial outcomes.
 ROI asks a straightforward question: “For every dollar invested, how much financial benefit is generated?”
 Common financial benefits include:
 	Reduced healthcare expenditures
 	Lower disability costs
 	Reduced absenteeism
 	Lower turnover costs
 	Improved productivity
 
 Studies examining workplace wellness programs have found that positive ROI is possible, although results vary considerably depending on program design, measurement methods, and organizational context. Researchers have also noted that evaluation quality significantly affects reported ROI outcomes.  There is evidence that suggests that effective wellness programs can lead to measurable financial benefits, including reductions in healthcare costs and absenteeism (SFM Mutual Insurance, 2024).
 Many organizations track ROI because it provides an objective business case for continued investment. However, relying solely on financial measures can overlook important benefits that are more difficult to quantify.
 
 
 Value on Investment (VOI)
 Value on Investment (VOI) expands evaluation beyond financial outcomes by considering broader organizational and employee benefits.
 VOI recognizes that wellness programs may create value through:
 	Improved employee morale
 	Increased engagement
 	Stronger workplace culture
 	Enhanced employer reputation
 	Greater psychological safety
 	Improved teamwork
 	Increased employee retention
 
 These outcomes may not immediately translate into measurable financial returns but can significantly influence long-term organizational success.  VOI is increasingly recognized as essential because many benefits of wellness programs are intangible but strategically significant (SFM Mutual Insurance, 2024).  Many experts recommend evaluating both ROI and VOI because wellness programs are intended to support human outcomes as well as financial performance. A balanced evaluation approach recognizes that employee well-being is valuable in its own right while also contributing to organizational effectiveness.
 
 
 
	

			
			


		
	
		
			
	
		

		10.3 Data Collection Methods

								

	
				Accurate evaluation depends on reliable data collection. HR professionals must select methods that provide meaningful information while respecting employee privacy and confidentiality.
 Surveys
  Employee surveys are among the most common evaluation tools.
 Surveys can measure:
 	Program satisfaction
 	Employee well-being
 	Engagement
 	Stress levels
 	Awareness of wellness resources
 
 Surveys may be administered electronically or in person and can be conducted before, during, and after program implementation.
 
 
 
 Focus Groups
  Focus groups allow employees to discuss their experiences and provide detailed feedback.
 Benefits include:
 	Rich qualitative information
 	Identification of emerging issues
 	Understanding employee perceptions
 	Exploration of barriers to participation
 
 Focus groups often uncover issues that may not appear in quantitative data.
 
 
 
 
 Interviews
  [image: ]Individual interviews provide deeper insight into employee experiences and perceptions. Interviews are particularly useful when evaluating specialized programs or leadership initiatives.
 
 
 
  
 Organizational Records
  Organizations can analyze existing workplace data, including:
 	Absenteeism records
 	Turnover statistics
 	Injury reports
 	Disability claims
 	EAP utilization rates
 	Benefits usage data
 
 These records often provide objective indicators of organizational outcomes.
 
 
 
 Health Assessments
  Some organizations collect aggregate health information through:
 	Health risk assessments
 	Biometric screenings
 	Fitness evaluations
 
 Any collection of health-related information must comply with privacy legislation and ethical guidelines.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		10.4 Data Analysis and Interpretation

								

	
				 Data Analysis and Interpretation
 Collecting data is only the first step. HR professionals must also analyze and interpret findings accurately.  Data analysis involves identifying trends, patterns, and relationships that help explain program outcomes.
 For example, organizations may compare:
 	Pre-program and post-program results
 	Different employee groups
 	Participation levels and outcomes
 	Organizational metrics over time
 	Both quantitative and qualitative data contribute valuable information.
 
 Quantitative data provide numerical evidence of change, while qualitative data explain why changes occurred.  Effective evaluation often combines both approaches to create a more complete understanding of program performance.
 
 
 Benchmarking and Comparison
 Benchmarking involves comparing organizational performance against internal or external standards.
 Organizations may compare:
 	Current results to previous years
 	Different departments within the organization
 	Industry averages
 	National workforce trends
 
 Benchmarking helps organizations determine whether observed outcomes represent meaningful progress.  For example, if employee absenteeism decreases by 5%, benchmarking may help determine whether that change exceeds industry norms.
 
 
 Feedback Loops and Program Adaptation
 One of the most important aspects of evaluation is using findings to improve future practice.  Feedback loops are systems that allow organizations to collect information, analyze results, and make informed changes.
 Effective feedback loops involve:
 	Collecting employee input regularly
 	Sharing results with stakeholders
 	Identifying strengths and weaknesses
 	Implementing improvements
 	Monitoring the effects of changes
 
 The Financial Consumer Agency of Canada (2025) emphasizes that ongoing feedback is essential for program improvement and long-term success.  For example, if evaluation data reveal low participation among shift workers, an organization might adapt programming by offering additional scheduling options or digital wellness resources.  Continuous adaptation helps ensure programs remain relevant to employee needs.
 
 
 
	

			
			


		
	
		
			
	
		

		10.5 Continuous Improvement in Workplace Wellness

								

	
				Continuous improvement is an ongoing effort to enhance workplace wellness programs through systematic evaluation and refinement.
 Many organizations adopt continuous improvement models, such as:
 	Continuous Quality Improvement (CQI)
 	Lean Improvement Processes (including “kaizen,” the Japanese word for “improvement,” which originated in production environments, though has been adopted in many different organizations since)
 	Plan-Do-Check-Act (PDCA).
 
 [image: cycle of plan, do, check, act]Figure 10.5.1: “The Plan Do Check Act Cycle” by Koen Liddiard, CC BY-NC-SA 4.0, based on an image by karn-b, CC BY 4.0. The PDCA offers several benefits when applied in a business situation:
 	Continuous improvement: PDCA encourages an ongoing pursuit of process enhancement and a culture of continuous improvement.
 	Risk management: By testing changes on a small scale, organizations can identify and mitigate potential risks.
 	Increased efficiency: The systematic approach helps to identify inefficiencies, reduce waste, and optimize work processes.
 	Better decision-making: The data-driven decisions provide insights based on actual results rather than assumptions.
 	Competitive advantage: The continuous improvement of products, services, and processes helps businesses stand out from their competitors.
 	Versatility: A versatile tool for improvement, PDCA can be applied to various business environments and scenarios.
 
 (BDC, 2024) Reproduced under fair dealing for purposes of education.
 
 Although the specific framework may differ, all emphasize learning from data and making incremental improvements over time.
 Continuous improvement supports:
 	Greater employee engagement
 	Better resource utilization
 	Stronger health outcomes
 	Increased organizational effectiveness
 
 
  
  
 Research on workplace health promotion demonstrates that program quality can improve over time when organizations consistently evaluate outcomes and apply evidence-based quality criteria.
 
 
 
	

			
			


		
	
		
			
	
		

		10.6 The Role of HR in Evaluation and Improvement

								

	
				Human resource professionals serve as key facilitators of evaluation and continuous improvement efforts.
 HR responsibilities include:
 	Establishing evaluation frameworks
 	Selecting appropriate KPIs
 	Coordinating data collection
 	Ensuring ethical data management
 	Interpreting findings
 	Communicating results to leadership
 	Supporting program modifications
 
 
  
  
  
 HR professionals must balance organizational goals with employee well-being objectives while ensuring confidentiality and trust throughout the evaluation process.  When employees trust that data will be used responsibly, they are more likely to participate honestly and provide meaningful feedback.
 
 
 
	

			
			


		
	
		
			
	
		

		10.7 Challenges in Wellness Program Evaluation

								

	
				Despite its importance, evaluating wellness programs presents several challenges.
 Attribution
  It can be difficult to determine whether observed changes result directly from wellness initiatives or from other factors.  For example, reduced absenteeism may be influenced by economic conditions, organizational restructuring, or changes in leadership.
 
 
 
 Time Delays
  Many wellness outcomes emerge gradually.  Improvements in chronic disease risk, mental health, or organizational culture may take years to become evident.
 
 
 
 
 Data Limitations
  [image: ]Organizations may face challenges related to:
 	Incomplete data
 	Low survey response rates
 	Privacy restrictions
 	Measurement inconsistencies
 	Measuring Intangible Benefits
 
 Outcomes such as morale, engagement, and culture are often difficult to quantify.  This challenge reinforces the importance of incorporating VOI measures alongside traditional ROI calculations.
 
 
 
	

			
			


		
	
		
			
	
		

		10.8 Example Case Study: Evaluating a Workplace Wellness Program

								

	
				 Case Study: Evaluating a Workplace Wellness Program at MapleTech Solutions
  MapleTech Solutions, a Canadian technology company with 500 employees, implemented a comprehensive wellness program that included mental health resources, fitness incentives, financial wellness workshops, and flexible work arrangements.
 Prior to implementation, HR collected baseline data on absenteeism, turnover, employee engagement, and EAP utilization.
 After one year, the evaluation results indicated:
 	Participation rate: 72%
 	Absenteeism reduction: 9%
 	Employee engagement increase: 14%
 	EAP utilization increase: 18%
 	Turnover reduction: 6%
 
 Employee surveys revealed strong appreciation for mental health supports and flexible scheduling options. However, shift workers reported difficulty accessing wellness workshops.  Based on this feedback, HR introduced virtual wellness sessions and on-demand resources.  One year later, participation among shift workers increased substantially, demonstrating how feedback-driven adaptation contributed to continuous improvement.
 This example illustrates how evaluation supports evidence-based decision-making and program refinement.
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		10.9 Reflective Questions

								

	
				 Reflective Questions
  	Why is evaluation an important component of workplace wellness programs?
 	What is the difference between ROI and VOI?
 	Which KPIs would be most useful for evaluating employee mental health initiatives?
 	What are the advantages and disadvantages of using employee surveys as an evaluation tool?
 	How can feedback loops contribute to continuous improvement?
 	What challenges might organizations encounter when evaluating wellness initiatives?
 	Why should organizations collect both quantitative and qualitative data?
 	How can HR professionals ensure ethical data collection and confidentiality?
 	What indicators would you use to evaluate a wellness program at a post-secondary institution?
 	How does continuous improvement support long-term organizational health?
 
 
 
 
	

			
			


		
	
		
			
	
		

		10.10 Chapter Summary

								

	
				 Evaluation and Continuous Improvement
  Evaluation and continuous improvement are essential components of successful workplace wellness programs. Through the use of KPIs, ROI, and VOI measures, data collection methods, and employee feedback systems, organizations can assess program effectiveness and identify opportunities for growth. HR professionals play a central role in managing evaluation processes and translating findings into meaningful action. By embracing continuous improvement, organizations can ensure wellness initiatives remain responsive, effective, and aligned with employee needs and organizational objectives.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
  
 
 
	

			
			


		
	
		
			
	
		

		Chapter 11: Risk Management and Safety Integration

	

	
		 [image: ]Image by RDNE Stock Project, Pexels License. Chapter Overview
 11.0 Introduction
 11.1 Understanding Risk Management in Workplace Wellness
 11.2 Hazard Identification and Prevention
 11.3 Integrating Wellness with Occupational Health and Safety Systems
 11.4 Emergency Preparedness and Response
 11.5 Future Trends in Workplace Wellness
 11.6 Case Study: Integrating Safety and Wellness
 11.7 Reflective Questions
 11.8 Summary
 
 
	

		


		
	
		
			
	
		

		11.0 Introduction

								

	
				 Learning Outcomes
  By the end of this chapter, students will be able to:
 	Identify common workplace hazards that affect employee health, safety, and wellness.
 	Recognize strategies used to prevent workplace injuries, illnesses, and psychosocial harm.
 	Describe the relationship between workplace wellness and occupational health and safety systems.
 	List components of emergency preparedness and response planning.
 	Recognize supports that promote physical, mental, social, and psychological well-being during workplace emergencies.
 	Explain the role of HR professionals in risk management and safety integration.
 	Define future trends influencing workplace wellness and organizational health.
 	Identify the importance of continuous monitoring and improvement in workplace risk management.
 
 
 
 Overview
 [image: ]Image by Anna Tarazevich, Pexels License. Throughout this textbook, workplace wellness has been explored as a multidimensional concept that encompasses physical, mental, emotional, social, and financial well-being. Effective wellness programs, however, cannot exist independently from workplace safety. Employee health and wellness are directly influenced by the risks employees encounter in their work environments and by the systems organizations implement to manage those risks.
 Historically, occupational health and safety (OHS) programs focused primarily on preventing injuries and illnesses through hazard control and regulatory compliance. While these remain essential functions, modern organizations increasingly recognize that employee wellness and workplace safety are interconnected. Risks to employee well-being can arise from physical hazards such as unsafe equipment and hazardous materials, as well as psychosocial hazards such as excessive workloads, workplace conflict, harassment, and organizational stressors.
 For human resource professionals, risk management has become a strategic responsibility that extends beyond compliance. HR professionals play a critical role in creating environments where employees can work safely while maintaining positive physical, psychological, and social well-being. This chapter explores the relationship between risk management and workplace wellness, emphasizing hazard identification and prevention, integration of wellness and safety systems, emergency preparedness and response, and future directions in workplace wellness.
 Effective integration ensures that organizations move beyond reactive responses to workplace incidents and toward proactive, preventive strategies. This approach aligns with contemporary human resource management practices that prioritize both legal compliance and organizational sustainability (Mehta, 2024 and Shields, 2025).
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		11.1 Understanding Risk Management in Workplace Wellness

								

	
				 Risk management refers to the systematic process of identifying, assessing, controlling, and monitoring workplace hazards and risks. Effective risk management reduces the likelihood of injuries, illnesses, operational disruptions, and organizational losses while promoting employee well-being. In the workplace, risk can be defined as the possibility that a hazard may cause harm. A hazard is any source, situation, or condition that has the potential to cause injury, illness, psychological distress, property damage, or environmental harm (Palmer, 2022a).
 Risk management involves four key activities:
 	Hazard identification
 	Risk assessment
 	Risk control
 	Monitoring and evaluation
 
 These activities support both organizational safety objectives and employee wellness goals.
 Modern risk management recognizes that workplace health extends beyond physical safety. Organizations increasingly address psychosocial hazards, workplace culture, mental health concerns, and employee well-being as integral components of risk management strategies.
 
 
 
	

			
			


		
	
		
			
	
		

		11.2 Hazard Identification and Prevention

								

	
				[image: ]Image by fauxels, Pexels License. Hazard identification is the foundation of workplace risk management. Before organizations can prevent harm, they must first recognize potential sources of danger.  According to Palmer (2022b), hazard recognition involves identifying workplace conditions, tasks, processes, and behaviours that may create risk for employees. Effective hazard identification requires ongoing observation, employee participation, workplace inspections, and incident reporting.
 Importantly, modern wellness approaches extend hazard identification beyond physical risks to include psychological hazards such as stress, burnout, and workplace harassment. These factors significantly influence employee well-being and organizational outcomes (Leka et al., 2018). Therefore, HR professionals must adopt a holistic lens that integrates both traditional safety risks and emerging psychosocial concerns.
 Categories of Workplace Hazards
 Workplace hazards can generally be grouped into several categories.
 Physical Hazards
 
 Physical hazards are often the most visible workplace risks.
 These hazards include:
 	Excessive noise
 	Poor lighting
 	Extreme temperatures
 	Slippery surfaces
 	Unsafe machinery
 	Falls and ergonomic injuries
 
 Physical hazards can directly affect employee health and productivity if not properly controlled.
 
 Biological Hazards
 
 Biological hazards arise from exposure to living organisms or biological materials.
 Examples include:
 	Viruses and bacteria
 	Mold
 	Bloodborne pathogens
 	Contaminated materials
 
 The COVID-19 pandemic highlighted the importance of managing biological risks and protecting employee health through organizational preparedness and public health measures.
 
 Chemical Hazards
 
 Chemical hazards involve exposure to substances that may harm employees through inhalation, ingestion, or skin contact.
 Examples include:
 	Cleaning products
 	Industrial chemicals
 	Solvents
 	Dust and fumes
 
 Organizations must provide training, protective equipment, and safe handling procedures to minimize exposure risks.
 
 Ergonomic Hazards
 
 Ergonomic hazards result from poorly designed work environments or tasks.
 Common examples include:
 	Repetitive motions
 	Improper workstation design
 	Awkward postures
 	Heavy lifting
 
 Ergonomic injuries often develop gradually and can significantly affect employee health and attendance.
 
 Psychosocial Hazards
 
 Psychosocial hazards have received increasing attention in recent years because of their impact on mental health and organizational performance.
 Examples include:
 	Workplace bullying
 	Harassment
 	Excessive workload
 	Lack of support
 	Poor communication
 	Role ambiguity
 	Low job control
 
 Research demonstrates that psychosocial workplace factors can significantly influence employee mental health, stress levels, burnout, absenteeism, and productivity (Oakman et al., 2018).
 
 Hazard Prevention and Control
 Once hazards have been identified, organizations must implement strategies to control or eliminate risks.
 The hierarchy of controls provides a framework for selecting interventions based on effectiveness:
 	Elimination
 	Substitution
 	Engineering controls
 	Administrative controls
 	Personal protective equipment (PPE)
 
 
  
  
 Elimination and substitution are generally considered the most effective because they remove hazards from the workplace rather than relying on employee behaviour.  HR professionals support hazard prevention by facilitating training, participating in investigations, monitoring workplace trends, and promoting employee awareness.
 
 
 
 
 
	

			
			


		
	
		
			
	
		

		11.3 Integrating Wellness with Occupational Health and Safety Systems

								

	
				[image: ]Image by Mikhail Nilov, Pexels License. Traditionally, wellness programs and safety programs operated independently within many organizations. Safety departments focused on regulatory compliance and injury prevention, while wellness initiatives focused on promoting healthy behaviours.  Contemporary organizations increasingly recognize that employee wellness and safety are interconnected components of organizational health.
 An integrated approach acknowledges that physical safety, psychological health, organizational culture, and employee well-being influence one another.  For example, an employee experiencing chronic stress may be more likely to experience fatigue, reduced concentration, and workplace accidents. Similarly, unsafe working conditions can negatively affect morale, engagement, and mental health.
 
 Benefits of Integration
  Integrating wellness and safety systems can lead to:
 	Improved employee health outcomes
 	Reduced absenteeism
 	Lower workers’ compensation costs
 	Increased productivity
 	Enhanced employee engagement
 	Stronger organizational culture
 	Improved risk management
 
 Organizations that align wellness and safety objectives often achieve greater long-term sustainability and organizational effectiveness.
 
 
 
 The Role of HR Professionals
  Human resource professionals serve as key contributors to integrated workplace health systems.
 HR responsibilities include:
 	Developing policies that support health and safety
 	Coordinating wellness initiatives
 	Supporting employee training
 	Monitoring workplace culture
 	Facilitating employee participation
 	Evaluating program effectiveness
 	Ensuring legal compliance
 
 HR professionals also support collaboration among managers, employees, health and safety committees, and senior leadership.
 
 
 
 
 Compliance Auditing and Continuous Improvement
  [image: ]Compliance auditing helps organizations evaluate whether policies, procedures, and practices meet legal and organizational requirements.
 Human resource audits can assess areas such as:
 	Workplace safety practices
 	Training programs
 	Wellness initiatives
 	Policy implementation
 	Legislative compliance
 
 According to Mehta (2024), auditing supports accountability, identifies gaps, and promotes continuous organizational improvement. Regular reviews ensure that wellness and safety programs remain effective and responsive to changing workplace needs.
 
 
  
 
	

			
			


		
	
		
			
	
		

		11.4 Emergency Preparedness and Response

								

	
				Organizations must prepare for emergencies that may threaten employee safety, health, or organizational operations.  Research indicates that exposure to workplace emergencies can result in stress, anxiety, and trauma-related symptoms, highlighting the need for psychological support mechanisms (Leka et al., 2018).
 Emergency preparedness involves planning, training, communication, and resource allocation to ensure effective responses to unexpected events.
 Examples of workplace emergencies include:
 	Fires
 	Severe weather events
 	Workplace violence
 	Industrial accidents
 	Public health emergencies
 	Cybersecurity incidents
 	Natural disasters
 
 
 [image: Natural disasters.]“Natural Disasters” from Wikimedia Commons, CC BY-SA 4.0. 
 
 Effective emergency preparedness extends beyond physical safety and incorporates psychological and social support systems.
 Physical Well-Being During Emergencies
 Protecting employee physical safety remains the primary objective during emergency situations.
 Organizations typically establish:
 	Emergency response plans
 	Evacuation procedures
 	Emergency communication systems
 	First-aid programs
 	Incident command structures
 
 Regular training and emergency drills help employees respond effectively during critical situations.
 
 
 Psychological Well-Being During Emergencies
 Emergencies often generate uncertainty, fear, and stress. Employees may experience anxiety, grief, trauma, or emotional exhaustion.
 Organizations can support psychological well-being through:
 	Employee Assistance Programs (EAPs)
 	Crisis counselling services
 	Trauma-informed leadership
 	Mental health resources
 	Psychological first aid
 
 Providing timely communication and visible leadership support can reduce employee anxiety during periods of uncertainty.
 
 
 Social Well-Being During Emergencies
 Social support is a significant protective factor during crises.
 Organizations can foster social well-being by:
 	Encouraging team communication
 	Providing peer support opportunities
 	Maintaining regular updates
 	Promoting workplace connection
 
 Employees who feel connected and supported are often better equipped to cope with stressful situations.
 
 
 Organizational Resilience
  [image: ]Emergency preparedness contributes to organizational resilience, which refers to an organization’s ability to anticipate, adapt to, and recover from disruptions.
 Resilient organizations invest in:
 	Risk assessment
 	Employee support systems
 	Leadership development
 	Crisis communication planning
 	Continuous learning
 
 The ability to respond effectively to emergencies supports both organizational continuity and employee well-being.
 
 
 
	

			
			


		
	
		
			
	
		

		11.5 Future Trends in Workplace Wellness

								

	
				Workplace wellness continues to evolve as organizations respond to changing workforce expectations, technological advancements, and emerging health challenges.  Several trends are likely to shape the future of employee wellness.
 Psychological Health and Safety
  Organizations increasingly recognize psychological health and safety as a critical component of workplace wellness.
 Future initiatives are likely to focus on:
 	Psychological safety
 	Mental health literacy
 	Burnout prevention
 	Respectful workplace practices
 	Trauma-informed leadership
 
 Psychological health will continue to become more integrated into organizational strategy and risk management processes.
 
 
 
 Technology and Digital Wellness
  Technology is transforming workplace wellness through:
 	Virtual health services
 	Wearable health technologies
 	Wellness applications
 	Artificial intelligence-supported coaching
 	Online learning platforms
 
 While these innovations create opportunities, organizations must also address concerns related to privacy, digital fatigue, and work-life boundaries.
 
 
 
 
 Data-Informed Decision Making
  [image: ]Organizations increasingly use employee data to evaluate wellness initiatives and identify emerging risks.
 Data sources may include:
 	Employee surveys
 	Absenteeism reports
 	Turnover statistics
 	Health claims data
 	Engagement assessments
 
 HR professionals must balance the benefits of data analytics with ethical and privacy considerations.
 
 
 Inclusive Wellness Programs
  Future wellness initiatives will place greater emphasis on diversity, equity, inclusion, and belonging.  Organizations are recognizing that employee wellness needs vary across different populations and life circumstances.  Inclusive wellness programs seek to ensure that resources and supports are accessible and relevant to all employees.
 
 
 
 Sustainability and Employee Well-Being
  Many organizations are connecting employee wellness with broader environmental and social sustainability goals.  Healthy workplaces increasingly recognize the relationship between employee well-being, organizational responsibility, and sustainable business practices.
 
 
 
 
  
 
	

			
			


		
	
		
			
	
		

		11.6 Example Case Study: Integrating Safety and Wellness

								

	
				 Case Study: Integrating Safety and Wellness at Maple Leaf Distribution
  Maple Leaf Distribution employs approximately 750 workers across multiple warehouse locations in Canada. Although the organization maintained strong safety records regarding physical injuries, employee surveys revealed increasing concerns related to stress, fatigue, workload pressures, and burnout.
 The HR department partnered with the health and safety committee to conduct a workplace risk assessment. The assessment identified several psychosocial hazards, including role ambiguity, inconsistent communication, and excessive overtime.
 In response, the organization implemented a comprehensive strategy that integrated wellness and safety objectives. Initiatives included leadership training, mental health awareness programs, enhanced employee assistance services, workload reviews, and updated emergency preparedness procedures.
 Within 18 months, employee engagement scores improved, absenteeism decreased, and employees reported greater confidence in organizational support systems.
 
 
 Discussion Questions
  	What psychosocial hazards were identified at Maple Leaf Distribution?
 	How did the organization integrate wellness and safety initiatives?
 	Why was employee feedback important during the risk assessment process?
 	How might emergency preparedness contribute to employee well-being?
 	What additional strategies could strengthen organizational resilience?
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		11.7 Reflective Questions

								

	
				 Reflective Questions
  	Why is hazard identification considered the foundation of workplace risk management?
 	How do psychosocial hazards affect employee wellness and organizational performance?
 	What are the benefits of integrating wellness initiatives with occupational health and safety systems?
 	How can organizations support employees psychologically during emergencies?
 	What role does organizational resilience play in workplace wellness?
 	How might technology influence future workplace wellness programs?
 	Why are compliance audits important for workplace health and wellness initiatives?
 	What future wellness trend do you believe will have the greatest impact on HR practice?
 
 
 
 
	

			
			


		
	
		
			
	
		

		11.8 Chapter Summary

								

	
				 Risk Management and Safety Integration
  Risk management and workplace wellness are closely connected elements of organizational success. Effective organizations recognize that employee well-being depends on both the promotion of health and the prevention of harm. Hazard identification and prevention provide the foundation for workplace safety, while integrated wellness and safety systems create comprehensive approaches to organizational health.
 HR professionals play a critical role in supporting risk management through policy development, training, compliance monitoring, employee support, and continuous improvement initiatives. Emergency preparedness further contributes to organizational resilience by protecting employees physically, psychologically, and socially during times of crisis.
 As workplaces continue to evolve, future wellness initiatives will increasingly emphasize psychological health and safety, technological innovation, data-informed decision-making, inclusivity, and sustainability. HR professionals who understand these trends will be well-positioned to support healthy, safe, and resilient workplaces.
 
 Microsoft. (2026). Copilot. [Generative AI chat].  https://copilot.microsoft.com
 Content has been edited – words have been replaced/removed/added, phrases have been changed, etc.
 Prompt Provide a summary for the above chapter from a university-level course on employee health and wellness.
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				4.5 Nutrition Education and Healthy Eating
 Erin’s Testimonial
 Thanks to the State Health Plan, I was able to participate in the Eat Smart, Move More, Weigh Less program for almost nothing. The strategies are things that even I can do as a busy mom, having a full-time job, as a busy wife. That’s what motivates me to know that if I can do it, anybody can do it.
 I love my job. I love the people that I work with, and they have truly supported me on this journey. Every day, we have a healthy lunch together. And it’s funny, because we’re at the point now that if someone does not have a healthy lunch, they’re criticized. We laugh and joke, but that’s part of the support system and holding each other accountable.
 One of the components of the program is to track your weight. So, on a weekly basis, I, along with a few other coworkers, go in and weigh ourselves. We have journals. Some of us use our smart devices to track our weight. So I’m very, very proud of that. And again, a lot of that I owe to the Eat Smart, Move More, Weigh Less program.
 So, I am president of the local chapter of my sorority here in the area, and one of our initiatives this year has been to live healthier lifestyles. We get out. We walk together. We have fun. We laugh, as well as work out and get fit.
 My eating habits have definitely changed. We’ve changed what we have access to in terms of in the home.  We shop for what we need.  We prepackage our snacks, which has been huge because we all know that when we’re hungry, and we go to the fridge, we open it up, we’re going to eat what’s there, so we’ve stocked the refrigerator with healthy foods. Every morning, we get up, we pack lunches for the day, and we do take the time the night before to prep the meals, wash the vegetables, cut them up, and bag them up. And I have to say, that’s a strategy that was learned in one of my sessions with the program.
 Another is that we eat out less. We, as a family, hold ourselves accountable. We talk about what we eat. We encourage each other to do better. Having that support system can make all the difference. My husband is eating celery. That’s a big deal in my house.
 I have to say, we move more. We walk as a family. We play catch. We hula-hoop. So we have grown closer as a family as a result of the program. We are definitely well on our way. We are taking small steps, and we can clearly see progress, but we have come to realize that this is a lifelong journey.
 It feels good to be able to take control of your life when you look at all the health risks that are out there. We plan to live a long time and to be around for each other. No excuses for this family. We are results-oriented, and we are proud of that.
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