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Executive Summary 

Final Question 
What best practices are innovative companies implementing as part of their employee benefits 
strategy to eliminate stigma and start a conversation around workplace mental health? 

Introduction 
Employers need to focus on their employees’ mental health now more than ever. Providing support 
and flexibility to employees who are struggling and encouraging a proactive response to managing 
stress both in and out of the workplace will be critical to maintaining a healthy, productive, and 
balanced workforce. The need to address mental health is paramount as many people are at an 
inflection point in their lives and careers as stress continues to mount. 

Best Practices 
Companies can implement a number of practices to support workplace mental health. These are some 
recommendations that employers can tailor to fit their organizational culture and employee needs. 

Flexible Work Arrangements: Workcations are flexible remote work arrangements where 
employees proactively decide to work while travelling. The idea is to improve productivity and 
reduce anxiety by creating some separation from the physical work environment. Workcations are 
not meant to replace paid vacation time, but instead work best as supplements to existing flex or 
remote work arrangements1. Inclusive flexibility is another way in which employees can arrange 
their hours in a way that actively addresses their stressors. Employers should proactively 
communicate with their workers through regular check-ins, especially those in periods of transition 
or who might be struggling in their personal lives. Open discussion to negotiate a more 
accommodating work schedule will reduce employee absenteeism, turnover, and burnout, allowing 
them to better succeed at work4. 

Encouraging Employees to Take Time Off: Employees are often reluctant to take time off for fear 
of appearing uncommitted. As many companies transition to operating remotely due to the Covid-19 
pandemic, they find their workforce is unwittingly working longer hours. This only contributes to 
worsening mental health conditions among staff2. Companies should aim to make appropriate 
changes to their vacation policies to emphasize the importance of unplugging from work to reduce 
anxiety and burnout. 

One approach is to require that employees use their paid vacation time. Workhuman, a company 
specializing in human capital management software, noticed that compared to 2019, their workers 
were more stressed and requested less vacation time this year. In response, all employees received an 
email from HR asking them to take 5 days off before the end of August. The request was positively 



 
 

   

 

  
  

  

   
 

 
  

 
 
 

 
  

 
  

  
 

 
  

  

  

 
 

 
  

 
 

met by Workhuman employees, who appreciated the validation from the highest levels of the 
company of the importance of a healthy work/life balance2. 

Rethinking Management Training: Managers hold organizational teams together and serve as 
guides in stressful and uncertain times. Unfortunately, employees are uncomfortable talking to senior 
leadership about their struggles with mental health, and the conversations they have had are largely 
unproductive. Leadership training should target improving managers’ cognitive and emotional skills, 
transforming them into “allies” in normalizing and navigating difficult discussions regarding mental 
health3 & 5. Three ways to empower managers to implement meaningful organizational change are 
creating programs that support managers' own mental health, improving training programs, and 
creating accessible tools that outline an organization’s mental health support3. 

Employee Assistance Programs: Employee Assistance Programs (EAPs) are a great resource that 
can have a significant positive impact on the overall mental health and well-being of employees and 
their beneficiaries. While many companies offer robust EAPs, the issue is not with the program 
offerings, but rather the utilization of the program6. 

Visibility: These programs need to be visible and easily accessible to employees to increase the 
participation rate. Having a cumbersome and confusing EAP process may deter employees from 
using these programs, while some employees may not even know these programs exist. The EAP 
services should not be buried in the benefits website or require too many steps to be able to utilize the 
services. 

Reducing Stigma Around Usage: EAPs should also be normalized and encouraged to reduce the 
potential stigma surrounding mental health and assistance services. Leaders at all levels should be 
aware of the programs and given the current challenging climate, leaders should use their platforms, 
such as town halls to urge employees to utilize the services7. 

Proactive Outreach: Employees typically need EAPs during challenging times in their lives, but they 
may not have the time to seek out the resources they need. To encourage EAP usage and increase 
accessibility, EAP information could be automatically sent to employees during a documented life 
event. For example, if an employee signs up for bereavement leave, they could opt in to be contacted 
by the EAP provider to learn more about grief counseling following the leave.  

Conclusion 
Organizational culture is the greatest factor in reducing stigma surrounding mental health. Employees 
are displaying increasing awareness of the importance of having open and empathetic conversations 
in regards to behavioral health. In fact, 50% of millennials and 75% of Gen Zers have left jobs 
because their workplace has been unwilling or unable to accommodate their mental health5. If 
companies are looking to be considered places people want to work, their benefits strategy should 
enable a work environment that proactively supports the well-being of their employees. 
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