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Abstract
The attention to workplace mental health is timely given extreme levels of burnout, 
anxiety, depression and trauma experienced by workers due to serious extraorganizational 
stressors – the COVID-19 pandemic, threats to climate change, and extreme social and 
political unrest. Workplace-based risk factors, such as high stress and low support, are 
contributing factors to poor mental health and suicidality (Choi, 2018; Milner et al., 2013, 
2018), just as low levels of social connectedness and belonging are established risk factors 
for poor mental health (Joiner et al., 2009), suggesting that social support at work (e.g., 
from supervisors) may be a key approach to protecting and promoting employee mental 
health. Social connections provide numerous benefits for health outcomes and are as, or 
more, important to mortality as other well-known health behaviors such as smoking and 
alcohol consumption (Holt-Lundstad et al., 2015), and can serve as a resource or buffer 
against the deleterious effects of stress or strain on psychological health (Cohen & Wills, 
1985). This manuscript provides an evidence-based framework for understanding how 
supervisor supportive behaviors can serve to protect employees against psychosocial 
workplace risk factors and promote social connection and belongingness protective factors 
related to employee mental health. We identify six theoretically-based Mental Health 
Supportive Supervisor Behaviors (MHSSB; i.e., emotional support, practical support, 
role modeling, reducing stigma, warning sign recognition, warning sign response) that 
can be enacted and used by supervisors and managers to protect and promote the mental 
health of employees. A brief overview of mental health, mental disorders, and workplace 
mental health is provided. This is followed by the theoretical grounding and introduction 
of MHSSB. Suggestions for future research and practice follow, all with the focus of 
developing a better understanding of the role of supervisors in protecting and promoting 
employee mental health in the workplace.
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Statement of Relevance to Special Issue

Mental health of employees has never before received greater attention from 
researchers, employers, and popular media in the United States (U.S.). Spurred by 
the negative impact of the coronavirus (COVID-19) pandemic on mental health 
(Dozois, 2021), many employers are placing greater emphasis on inclusive health 
benefits, policies, and programs that are focused on promoting the mental health and 
well-being of employees (e.g., Greenwood & Anas, 2021). Mental disorders (i.e., 
conditions that affect one’s thinking, feeling, mood, and behavior; American Psychi-
atric Association, 2022) are experienced by over 20% of the population (SAMHSA, 
2021), and the World Health Organization (WHO) has identified depression as the 
leading cause of disability around the world (WHO, 2021; 2022). Workplace-based 
risk factors, such as high stress and low support, are contributing factors to poor 
mental health and suicidality (Choi, 2018; Milner et al., 2013, 2018), and may put 
employees at a greater risk for mental disorders (American Psychiatric Association, 
2022).

Given the amount of time people spend working, it is important to understand 
workplace mental health risk factors, as well as the role of the workplace in pro-
moting and protecting mental health. There is a need for evidence-based workplace 
mental health interventions, and this paper offers a framework for the development 
of supervisor behavioral strategies, referred to as Mental Health Supportive Supervi-
sor Behaviors (MHSSB), that offer promise for future research and practice aimed 
at improving population mental health. Thus, this paper reviews the role of the 
supervisor in supporting the mental health of employees, and provides a framework 
for understanding workplace-supportive strategies as approaches that prevent risk 
factors and promote protective factors related to employee mental health. We iden-
tify theoretically-based MHSSB that can be enacted and used by supervisors and 
managers to protect and promote the mental health of employees. A brief overview 
of mental health, mental disorders, and workplace mental health is provided. This 
is followed by the role of the supervisor in promoting social connections at work 
and the theoretical grounding and introduction of MHSSB. Suggestions for future 
research and practice follow, all with the focus of developing a better understanding 
of the role of supervisors in protecting and promoting employee mental health in the 
workplace.

Mental Health and Mental Disorders

The World Health Organization (WHO) defines mental health as a “state of well-
being in which the individual realizes [their] own abilities, can cope with the nor-
mal stresses of life, can work productively and fruitfully, and is able to contribute to 
[their] community (WHO, 2016, see specifically the chapter titled “Target 3.4: Sui-
cide”). Mental health is considered integral not only to overall health and well-being 
(i.e., happiness, life satisfaction, and positivity; Diener, 1984), but also to an individ-
ual’s ability to be productive and perform at work, form strong social connections 
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with others, and contribute to society more broadly (WHO, 2016). Mental health 
is experienced on a continuum (see Fikretoglu et al., 2017; Kelloway et al., 2023; 
Keyes, 2002), typically ranging from “mental health” (see above definition from 
the WHO) to “mental illness”, which refers to a diagnosable psychological disor-
der characterized by dysregulation of mood, thought, and/or behavior (American 
Psychiatric Association, 2013). Note that the terms “mental illness” and “mental 
disorder” are often used interchangeably and have slightly nuanced meanings glob-
ally and across clinical settings (see the Diagnostic and Statistical Manual of Men-
tal Disorders [DSM-5-TR] from the American Psychiatric Association, 2022; see 
the International Classification of Diseases 11th Revision [ICD-11] from the WHO, 
2021). Here we use the term ‘mental disorder’ to remain consistent with the termi-
nology used by the WHO (2021).

Given that mental health status exists on a continuum, when mental health is 
compromised, people may experience states of poor mental health that are not neces-
sarily clinically diagnosable, such as psychological strain (i.e., a state of distress and 
tension; Lazarus & Folkman, 1984) or burnout (i.e., a state of emotional, mental, 
and sometimes physical exhaustion due to prolonged work-related stress; Maslach & 
Jackson, 1981), that affect how they feel, think, and behave (WHO, 2004; 2018). If 
not ameliorated for a prolonged period of time, there is a possibility that poor mental 
health states (e.g., chronic psychological strain) may put someone at an increased 
risk of developing a diagnosable mental disorder such as generalized anxiety dis-
order or depression (see the DSM-5-TR from the APA; 2022; see the ICD-11 from 
the WHO, 2021). Although a complex combination of genetic and biological fac-
tors put people at a heightened risk for experiencing states of poor mental health or 
developing a mental disorder (Mayo Clinic, 2022), environmental and social factors 
(e.g., financial security and social support) also play a critical role. Environmental 
conditions associated with work may be particularly relevant to protecting and main-
taining mental health (Mayo Clinic, 2022), or serving as risk factors for poor mental 
health (e.g., job strain; Niedhammer et al., 2021).

Mental Health: Prevalence, Stigma, and Seeking Care

Recent data estimate that as many as 1 in 4 people experience a mental disorder each 
year (NIMH, 2022; WHO, 2022). Alarmingly, despite the high prevalence of men-
tal disorders, less than 50% of people will seek out or receive formal support and 
treatment (National Alliance on Mental Illness, 2022). The concomitant challenges 
of not seeking treatment for mental disorders can be attributed to factors outside a 
person’s control; for example, out of network providers, financial costs to follow-
through with receiving care, and the societal stigma (i.e., a negative social attitude 
associated with a characteristic of an individual; American Psychological Associa-
tion, 2023a; Stone et  al., 2023) of pursuing help and support. This is particularly 
concerning given that mental disorders almost always require professional interven-
tion and ongoing treatment to successfully manage or eliminate symptoms (National 
Alliance on Mental Illness, 2022).
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With the hesitancy of people to seek and receive treatment, many employ-
ees experience the negative consequences of poor mental health (for a review see 
Dimoff & Kelloway, 2019a). Although mental health disorders are protected under 
the Americans with Disabilities Act (ADA), protection is often only afforded to 
those who disclose their diagnosis – something that only approximately half of 
American workers say they feel comfortable doing (American Psychiatric Associa-
tion, 2019). As many as 1 in 3 workers are worried about work-related consequences 
if they seek mental health care (American Psychiatric Association, 2019). Employ-
ees are often unable to, or afraid of, disclosing their mental health-related diagnosis 
to their employer or, more often, Human Resources personnel or departments, and 
thus, may not benefit from accommodations and formal support from their work-
place to which they are legally entitled. Understanding how the workplace can cre-
ate an environment to protect and promote employee mental health is critical for 
addressing public policy, scholarly research, and workplace practices that positively 
contribute to population mental health.

Mental Health and the Role of Work

Recent calls by organizational scholars have identified the role of the workplace 
in affecting, and being affected by, worker mental health (e.g., Gilmer et al., 2023; 
Hammer et  al., 2022; Kelloway et  al., 2023; Rosado-Solomon et  al., 2023)—both 
positively and negatively. Work can serve as a source of physical and psychological 
risk through unsafe working conditions, interpersonal conflicts, and excessive work 
hours (e.g., Niedhammer et  al., 2021; Sawhney et  al., 2023; Schnall et  al., 1994). 
Work can also serve as a source of mental health promotion and protection (Hammer 
et al., 2022; Rugulies et al., 2023).

When work conditions are unfavorable and psychosocial hazards/risk factors 
such as high demands, low control, and low support exist, work can cause, facili-
tate, and exacerbate poor mental and physical health such as psychological strain, 
burnout, and depression (e.g., Niedhammer et al., 2021). The job strain model (i.e., 
high demands and low control), and low social support have long been identified 
as consistent predictors of poor physical and psychological health (Karasek, 1979; 
Niedhammer et al., 2021; Rugulies et al., 2023). The role of poor social support, in 
particular, was integrated into the original job strain model (Johnson & Hall, 1988), 
which was later expanded to include new forms of control, additional aspects of 
work intensification, and expanded social relations (Lovejoy et al., 2021). In a meta-
analysis of 72 reviews between the years of 2000–2020, Niedhammer et al. (2021) 
further confirmed the significant relationships between job strain and social support 
with cardiovascular disease and mental health challenges, including depression.

Thus, a number of workplace psychosocial hazards (e.g., low social support, low 
autonomy, low recognition, high job demands, excessive workload, mistreatment, ille-
gitimate tasks, role conflict, role ambiguity) have been related to mental health out-
comes (e.g., Choi, 2018; Demerouti et al., 2001; Milner et al., 2013, 2018; Niedham-
mer et al., 2021; Yarker et al., 2022), including elevated risk of death by suicide and 
suicidal behaviors (e.g., Greiner & Arensman, 2022; Milner et  al., 2018), which is 
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quickly becoming one of the leading causes of deaths among young adults (SAMHSA, 
2021). We argue that evidence-based workplace redesign interventions are needed to 
target these psychosocial risk factors by increasing worker schedule control and voice, 
moderating job demands, and by training supervisors and managers on increasing 
social support at work (Hammer et al., 2023a; Lovejoy et al., 2021). While evidence 
exists for the associations over time between these psychosocial risk factors and psy-
chological and physical health (Niedhammer et  al., 2021), the systematic evaluation 
of interventions incorporating such organizational-approaches is limited, especially in 
terms of impacts on mental health outcomes. Some promise exists, however, for effec-
tively improving psychological well-being through supervisor support training (e.g., 
Hammer et al., 2011; Hammer et al., 2021; Kossek et al., 2019).

Furthermore, despite decades of research on workplace hazards relating to 
psychological health and well-being of workers, organizational scholars argue that 
there is a dearth of research specifically focused on evidence-based workplace mental 
health interventions that take organizational-level approaches, as opposed to individual-
approaches (Anger et al., 2023; Aust et al., 2023; Rosado-Solomon et al., 2023). Yet, 
the recent American Psychological Association.  Work in America Study found that 
92% of employees reported that it was very or somewhat important to them to work 
for an organization that provides support for mental health (American Psychological 
Association, 2023b).

Work provides people with the opportunity to fulfill basic social and economic 
needs (see Deci & Ryan, 1985) and thus is an ideal point of intervention. Given that 
work can serve as a protective factor against poor mental health (e.g., psychological 
strain; burnout) and certain mental disorders (e.g., depression), a promising avenue 
for workplace interventions that impact employee mental health is through enhancing 
social connections at work. In fact, the recent U.S. Surgeon General (2023) Advisory on 
the Healing Effects of Social Connection and Community identifies the workplace as a 
resource providing a sense of belonging and inclusion that can reduce the detrimental 
effects of low levels of social connectedness, including poor mental health, making it a 
valuable target.

Only recently have organizational scholars and practitioners begun to understand 
and develop interventions that address workplace conditions/organizational factors 
that contribute to decrements in mental health of workers (e.g., Dimoff & Kelloway, 
2016; Thomson et al., 2023). Thus, we argue that reducing psychosocial hazards in the 
workplace is critical, and one way to do this is through positive resources that promote 
and protect employees’ mental health, such as increasing supervisor social support. The 
workplace is a “missing link” in protecting and promoting the mental health of our 
population, and is an important point of intervention that has been overlooked in the 
past (American Psychological Association, 2023b; Hammer et al., 2022).
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Belongingness and Loneliness at Work: The Case for Increasing 
Supervisor Support

Loneliness and social disconnection at work predict lower job performance (Lam 
& Lau, 2012; Ozcelik & Barsade, 2018), and reduced organizational citizenship 
behaviors (Lam & Lau, 2012), as well as reduced organizational commitment (Aya-
zlar & Güzel, 2014; Bartholomeusz et al., 2021). Furthermore, loneliness is related 
to increased absenteeism and turnover intentions at work (Bowers et  al., 2022). 
Workplace loneliness also explained more variance in mental health outcomes rela-
tive to incivility when controlling for perceived work stress in a recent study by 
Gilmer et al. (2023), suggesting the importance of meaningful social relationships 
at work, such as through supervisor social support. This research is consistent with 
findings that manager communication lessened the negative effects of isolation, due 
to hybrid work during COVID, on mental health symptoms (Sawhney et al., 2023). 
Perceived social connection and belongingness at work are also related to lower 
levels of post-traumatic stress symptoms (Britt et al., 2021).

People have a fundamental need to belong which is critical to our survival 
(Baumeister & Leary, 1995), and this need is satisfied in two ways: by frequent 
contact or interaction with others; and by perceiving an interpersonal bond or 
relationship that is stable, caring, and enduring (Baumeister & Leary, 1995). 
When these needs are unmet, people experience loneliness, which is thought to 
be a painful signal of relationship deficits, with potentially dire consequences for 
mental and physical health (Perlman & Peplau, 1981). In addition to the noted 
workplace outcomes associated with loneliness, compelling evidence for the 
costs of loneliness was presented in meta-analytic conclusions documenting that 
loneliness not only predicts early onset mortality and disease susceptibility, but is 
comparable to previously-established risk factors such as smoking, cardiovascu-
lar disease, and obesity (Holt-Lunstad et al., 2015; Holt-Lunstad, 2021). It is also 
an identified risk factor for suicidality (Joiner, 2005; Van Orden et al., 2010).

Together, these findings highlight the significant public health concern of unmet 
belongingness needs as reflected in elevated loneliness, most recently identified 
as a public health crisis by the U. S. Surgeon General (2023). Given the amount 
of time most adults spend working, enhancing workplace social connections 
through increased social support can promote positive mental health. Furthermore, 
given the significant impact of the supervisory-employee relationship on well-
being, targeting supervisor social support is an important point of intervention 
(e.g., Arnold, 2017; Hammer et al., 2007; Hancock et al., 2023). This is because 
the short- and long-term consequences of loneliness are profound and impact 
not only the employee’s own mental health, but also spills over to co-workers 
and the larger organization. The workplace also affords valuable opportunities 
through organizational perceived support (POS; Eisenberger) and specifically 
through direct supervisors and managers in bolstering social connection and 
social relationships (Hammer et  al., 2022; Hancock et  al., 2023). The essential 
elements for building social connection, i.e., a stable and enriching set of 
regular and ongoing social interactions, can be found in the workplace through 
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supervisor and co-worker interactions (Reich & Hershcovis, 2011), which can be 
the key to improving belongingness need satisfaction by building more positive 
social relationships (Allen & Eby, 2007; Baumeister & Leary, 2017). Positive 
relationship development hinges on multiple dimensions including support, or the 
degree to which the relationship is built upon empathy, trust, concern for others, 
and behavior reflecting loyalty (Ferris et  al., 2009). Social support theoretical 
models (Bavik et  al., 2020; Cohen & Wills, 1985) provide a robust framework 
for understanding the functions and processes of support provision and offer 
guidance for interventions aiming to improve relationships at work that help meet 
belongingness needs.

Social support includes emotional, as well as instrumental or more tangible 
forms of assistance (e.g., Cutrona, 1989; House, 1981), and while low social 
connectedness is an established risk factor of poor mental health (Joiner et  al., 
2009), it can be reduced through increased social support training (Mohr et al., 
2023). Therefore, we argue that supervisor social support can serve as a key 
resource or buffer against the deleterious effects of workplace stress or strain 
on employee mental health, and is consistent with social support theory (Cohen 
& Wills, 1985) through an increase in social connection, belongingness, and 
providing personal resources to employees.

This role of social support as a resource is consistent with the Job Demands 
Resources (JD-R) model (Bakker et al., 2007; Demerouti et al., 2001), in which 
resources buffer the effects of job demands on stress and strain-related outcomes. 
According to the JD-R model (Demerouti et  al., 2001), accumulated resources, 
which include social resources from relationships, are inversely related to job 
disengagement. Subsequent work demonstrated that resources also directly 
influence job demands (Demerouti et  al., 2019). According to Bakker and 
Demerouti, (2007) “resources are not only necessary to deal with job demands, 
but they also are important in their own right” (p. 312). As Bakker and Demerouti 
note, this conceptualization of resources is also consistent with the Conservation 
of Resources (COR) Theory (Hobfoll, 1989; Hobfoll et  al., 2018), which 
articulated an alternative model to stress focusing on people’s underlying drive to 
build and accumulate resources and monitor resource gains.

Thus, supervisors, managers, and leaders play a significant role in contributing 
to employee mental health (Arnold, 2017; Hancock et al., 2023; Inceoglu et al., 
2018; Kelloway & Barling, 2010), partially due to their discretion to enact 
policies and distribute resources (Hammer et  al., 2023a), and partially due to 
their constructive or destructive social relationships with employees (Hancock 
et  al., 2023). This is also consistent with a recent systematic review of social 
support in the management sciences that points to the role of social support as a 
positive catalyst that can facilitate employee mental health (Bavik et  al., 2020). 
While much of this work has been correlational, a recent review of randomized 
controlled trials evaluating the effectiveness of supervisor/managerial training 
interventions aimed at reducing occupational stress and improving well-being of 
workers further confirmed that supervisors play an important and untapped role 
in improving mental health by reducing risk factors.
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In sum, social support and resource theories suggest that a modifiable mechanism 
in workplaces to reduce resource loss and increase resource gains associated mental 
health is to increase supervisor social support. Social support is also a way to combat 
loneliness and lack of social connection that have been considered major public 
health concerns (Cacioppo & Cacioppo, 2018; U.S. Surgeon General, 2023), both in 
the U.S. and internationally (Surkalim et al., 2022). Finally, a recent meta-analysis 
has demonstrated the importance of supervisor/manager resources impacting 
employee well-being (Lesener et  al., 2019). Thus, we suggest that supervisor 
support promotes employee mental health and protects against the potential stress 
and resource loss associated with poor mental health and mental disorders.

Framework for Protecting and Promoting Employee Mental Health: 
Mental Health Supportive Supervisor Behaviors (MHSSB)

Given clear evidence on the role of supervisors in employee mental health (e.g., 
Arnold, 2017; Hancock et al., 2023; Kelloway et al., 2023; Lesener et al., 2019), our 
framework centers social support from supervisors and managers as an important 
target for promoting and protecting mental health. Drawing on social support theory 
(Cohen & Wills, 1985), job strain theory (Karasek, 1979), JD-R (Demerouti et al., 
2001) and COR (Hobfoll, 1989) theories, as well as the accumulated evidence on 
the importance of social connections to psychological health and well-being (e.g., 
Holt-Lunstad et al., 2021), we describe here the proposed mental health supportive 
supervisor behavior (MHSSB) framework.

Leaders and supervisors can impact on employees’ mental health in both positive 
and negative ways (e.g., Arnold, 2017; Hammer et al., 2023a; Hancock et al., 2023; 
Inceoglu, et  al., 2018). Here we focus on the role of the supervisor and manager 
in promoting mental health of employees because training leaders to increase their 
social support for employees has been one of the only evidence-based interventions 
to demonstrate promise in this area (see Kossek et al., 2019; Mohr et al., 2023), as 
well as demonstrating impact on more general daily well-being (Mohr et al., 2021). 
Furthermore, recent workplace mental health guidelines from the WHO (2022) 
suggest the need for managerial training to support employee mental health at 
work, and the U.S. Surgeon General’s (2023) report on the loneliness crisis suggests 
that supervisor supportive strategies may be ideal for targeting training through 
increasing belonging and reducing loneliness at work. Likewise, the recent Office of 
the U. S. Surgeon General (2022) Workplace Mental Health Framework emphasizes 
the importance of the supervisor role in promoting mental health at work. These 
public health documents identify the importance of supervisor supportive strategies, 
more generally, as central to protect the mental health of our workforce.

Based on specific strategies identified through previous supportive supervisor 
training interventions (e.g., Hammer et al., 2011; 2021) and mental health aware-
ness training (MHAT) for managers (e.g., Dimoff & Kelloway, 2019a; Dimoff 
et al., 2016a, b), we suggest that MHSSB are comprised of six strategies that can be 
easily trained and enacted by supervisors, including three proactive strategies: (1) 
emotional support, (2) practical or instrumental support, and (3) role modeling, as 
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well as three mental health-specific responsive strategies: (4) stigma reduction, (5) 
warning sign recognition, and (6) warning sign response (see Table 1).

Development of MHSSBs

In a line of research on Family Supportive Supervisor Behaviors (FSSB; Hammer 
et  al., 2009), Hammer et  al. (2011) demonstrated in a quasi-experimental study 
of grocery store workers and their supervisors, when supervisors were trained on 
FSSB strategies including emotional support, instrumental support, role modeling, 
and creative work-family management, their employees reported improvements 
in job satisfaction and physical health, and reductions in turnover intentions, 
especially when work-family conflict was high for those employees at baseline. 
Additionally, it was also demonstrated by Hammer et  al., (2019) that training 
supervisors on engagement in social support behaviors; specifically, increasing 
support for military veterans returning to the workplace following deployments, 
led to improvements in employee (veteran) reports of health, performance, and 
job satisfaction. The training also decreased turnover intentions, especially among 
employees who had high levels of support from their supervisors at baseline. 
Additionally, in a randomized controlled trial (RCT) evaluating supervisor 
social support training, Kossek et al. (2019) found that the supportive supervisor 
computer-based training coupled with strategies to increase employee control over 
work, was most effective at reducing psychological distress for those employees 
who had caregiving demands (i.e., high needs) compared to those who did not. 
Finally, Hammer et  al. (2021) found that training supervisors on FSSBs and 
sleep leadership supportive behaviors led to employee reports of improved job 
satisfaction, reduced turnover intentions and reduced stress before bedtime in an 
RCT, and these effects were mediated by employee reports of increased supervisor 
support for sleep health (i.e., sleep leadership).

Proactive MHSSB Strategies

Supervisor-based approaches that are focused on training supervisors to engage 
in what we are referring to as proactive support strategies that take a preventative 
approach include: demonstrating care (i.e., emotional support), ensure employees 
have access to resources and tools (i.e., practical support), and supervisors role 
modeling through sharing how they attend to their own self-care and seek support 
when needed (i.e., role modeling).

These strategies both protect and promote employee mental health and are based 
on social support and resource-based theories (e. g., COR; JD-R). The behaviors can 
be taught to supervisors, managers and leaders to help them improve employee sense 
of social connection and belongingness. s Below we identify MHSSB strategies 
that can be targeted in managerial training to protect and promote employee 



 Occupational Health Science

1 3

Ta
bl

e 
1 

 O
ve

rv
ie

w
 o

f w
or

kp
la

ce
 M

en
ta

l H
ea

lth
 S

up
er

vi
so

r S
up

po
rti

ve
 B

eh
av

io
rs

 (M
H

SS
B

)

Su
pp

or
t b

eh
av

io
r

D
efi

ni
tio

n
Ex

am
pl

e 
be

ha
vi

or
s

C
on

ve
rs

at
io

n 
st

ar
te

r

Em
ot

io
na

l S
up

po
rt

Su
pp

or
t t

ha
t s

ho
w

s y
ou

 c
ar

e 
ab

ou
t y

ou
r 

em
pl

oy
ee

s’
 m

en
ta

l h
ea

lth
• 

In
cr

ea
se

 c
on

ne
ct

io
n 

be
tw

ee
n 

yo
u 

an
d 

yo
ur

 
em

pl
oy

ee
s b

y 
in

cr
ea

sin
g 

fa
ce

-to
-fa

ce
 c

on
ta

ct
• 

C
on

ve
y 

ge
nu

in
e 

co
nc

er
n 

ab
ou

t t
he

 m
en

ta
l 

he
al

th
 o

f y
ou

r e
m

pl
oy

ee
s

H
ow

 a
re

 y
ou

 d
oi

ng
 to

da
y?

Pr
ac

tic
al

 S
up

po
rt

M
ak

in
g 

pr
ac

tic
al

 a
rr

an
ge

m
en

ts
 to

 m
ee

t t
he

 
ne

ed
s o

f e
m

pl
oy

ee
’s

 p
er

so
na

l d
em

an
ds

• 
D

is
cu

ss
 th

e 
m

en
ta

l h
ea

lth
 re

so
ur

ce
s a

va
il-

ab
le

 to
 e

m
pl

oy
ee

s d
ur

in
g 

te
am

 m
ee

tin
gs

• 
M

ak
e 

ar
ra

ng
em

en
ts

 a
nd

 a
dj

us
t e

m
pl

oy
ee

 
sc

he
du

le
s t

o 
re

du
ce

 c
on

fli
ct

 w
ith

 p
er

so
na

l 
re

sp
on

si
bi

lit
ie

s a
nd

 c
ha

lle
ng

es

A
s y

ou
r s

up
er

vi
so

r, 
ho

w
 c

an
 I 

ad
ju

st 
yo

ur
 

sc
he

du
le

 to
 b

es
t s

ui
t y

ou
r p

er
so

na
l n

ee
ds

 a
nd

 
ch

al
le

ng
es

?

Ro
le

 M
od

el
in

g
Le

ad
 th

ro
ug

h 
ex

am
pl

e 
by

 m
od

el
in

g 
ho

w
 y

ou
 

ta
ke

 c
ar

e 
of

 y
ou

r o
w

n 
m

en
ta

l h
ea

lth
 a

nd
 

w
el

l-b
ei

ng

• 
Sh

ar
e 

he
al

th
y 

co
pi

ng
 st

ra
te

gi
es

 th
at

 h
av

e 
he

lp
ed

 y
ou

r m
en

ta
l h

ea
lth

• 
B

e 
cl

ea
r a

nd
 p

rio
rit

iz
e 

yo
ur

 m
en

ta
l h

ea
lth

 
ne

ed
s a

s a
 su

pe
rv

is
or

Th
is

 is
 h

ow
 I 

m
an

ag
e 

m
y 

m
en

ta
l h

ea
lth

 a
nd

 
w

ha
t h

as
 w

or
ke

d 
fo

r m
e,

 w
ha

t m
ig

ht
 w

or
k 

fo
r y

ou
?

St
ig

m
a 

Re
du

ct
io

n
C

le
ar

ly
 c

om
m

un
ic

at
in

g 
th

at
 it

 is
 h

ea
lth

y,
 

sa
fe

 a
nd

 n
or

m
al

 to
 se

ek
 h

el
p 

an
d 

su
pp

or
t 

re
gu

la
rly

 a
nd

 w
he

n 
in

 n
ee

d

• 
N

or
m

al
iz

e 
se

ek
in

g 
he

lp
 a

nd
 su

pp
or

t a
nd

 
em

ph
as

iz
e 

w
or

kp
la

ce
 re

so
ur

ce
s

• 
Pr

ov
id

e 
a 

sa
fe

 e
nv

iro
nm

en
t b

y 
be

in
g 

di
s-

cr
et

e 
ab

ou
t e

m
pl

oy
ee

 w
el

l-b
ei

ng
 c

on
ve

rs
a-

tio
ns

 a
nd

 c
ha

lle
ng

es

I w
an

t t
o 

le
t a

ll 
of

 m
y 

te
am

 m
em

be
rs

 k
no

w
 

ab
ou

t t
he

 fo
llo

w
in

g 
w

or
kp

la
ce

 re
so

ur
ce

s t
o 

su
pp

or
t y

ou
r m

en
ta

l h
ea

lth
. I

 h
av

e 
ha

d 
gr

ea
t 

ex
pe

rie
nc

e 
m

ys
el

f w
ith

 th
es

e 
re

so
ur

ce
s.

W
ar

ni
ng

 S
ig

n 
Re

co
gn

iti
on

Re
co

gn
iz

in
g 

w
he

n 
an

 e
m

pl
oy

ee
 m

ay
 b

e 
str

ug
gl

in
g 

w
ith

 th
ei

r m
en

ta
l h

ea
lth

• 
A

s a
 su

pe
rv

is
or

 y
ou

 re
co

gn
iz

e 
w

he
n 

yo
ur

 
em

pl
oy

ee
 is

 u
ps

et
 a

bo
ut

 so
m

et
hi

ng
• 

Yo
u 

re
co

gn
iz

e 
w

he
n 

an
 e

m
pl

oy
ee

 is
 n

ot
 

th
em

se
lv

es

I n
ot

ic
ed

 th
at

 y
ou

 m
is

se
d 

ou
r t

ea
m

 m
ee

tin
g 

th
is

 m
or

ni
ng

, i
s e

ve
ry

th
in

g 
ok

ay
?

W
ar

ni
ng

 S
ig

n 
Re

sp
on

se
A

ct
iv

el
y 

re
sp

on
di

ng
 w

he
n 

yo
u 

ob
se

rv
e 

an
 

em
pl

oy
ee

 w
ho

 m
ay

 b
e 

str
ug

gl
in

g 
w

ith
 th

ei
r 

m
en

ta
l h

ea
lth

 a
nd

 w
el

l-b
ei

ng

• 
Re

gu
la

rly
 re

m
in

d 
yo

ur
 e

m
pl

oy
ee

s t
ha

t y
ou

 
ar

e 
th

er
e 

to
 h

el
p

• 
U

se
 o

pe
n-

en
de

d 
qu

es
tio

ns
 w

he
n 

as
ki

ng
 

em
pl

oy
ee

s a
bo

ut
 th

ei
r m

en
ta

l h
ea

lth

Is
 th

er
e 

a 
tim

e 
th

at
 w

or
ks

 b
es

t f
or

 y
ou

 to
 

ch
ec

k-
in

 to
da

y?



1 3

Occupational Health Science 

mental health and can also be used as a basis for assessing the state of employees’ 
perceptions of mental health support received from supervisors.

Emotional Support

Emotional support teaches managers the importance of showing that they hear and 
understand employees’ work and non-work demands (e.g., Hammer et al., 2009). This 
is generally focused on improving perceptions that one is being cared for and that one’s 
feelings are being considered. This may include supportive strategies such as engaging 
with workers to learn more about their non-work lives, expressing concern for the way 
that work responsibilities affect non-work, and demonstrating respect, understanding, 
empathy, and sensitivity with regard to non-work responsibilities. For example, a 
manager can show emotional support very simply by asking employees about their 
weekend plans on Friday, actively listening to their response, and then following-up 
on Monday to find how their plans had gone. A more complex example of emotional 
support might involve kindly inviting an employee to share more information if they 
mention that they are feeling unfulfilled and overwhelmed with their work tasks 
during a performance review. Increasing psychological safety (i.e., shared feelings 
that employees feel safe at work in sharing concerns and taking interpersonal risks; 
Edmondson, 1999) is an outcome of providing emotional support, as employees 
become more comfortable in communicating with managers.

Practical Support

Practical or instrumental support, on the other hand, is related to behavioral types of 
support in the form of providing general resources and making sure that employer-
provided resources related to mental health are communicated. This includes 
clarifying Employee Assistance Program (EAP) access and use of family and 
medical leaves. Practical support involves managers making practical adjustments 
to help employees meet ongoing workplace and personal demands and may entail 
reducing work pressures and redesigning jobs. It is the extent to which supervisors 
provide day-to-day resources or services to assist employees in their efforts to 
successfully manage their dual responsibilities in work and non-work roles. For 
instance, if an employee reveals that they are feeling overwhelmed and unfulfilled 
with their work tasks, a supervisor can engage in practical support by brainstorming 
and making adjustments to employees’ tasks and responsibilities. This type of 
support can be proactive or reactive, depending on whether it is provided more 
generally as information on policies and programs to all employees, or if provided 
responsively following recognition that someone needs to access mental health 
resources. Furthermore, this support can include suggesting or responding to 
scheduling requests for flexibility, interpreting policies and practices, and managing 
routine work schedules to ensure that employees’ job tasks get done.
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Role Modeling

Role modeling involves demonstrating by example that supervisors and managers 
are taking care of their own mental health and well-being. This relates to the 
extent to which supervisors engage in behaviors that employees believe will 
lead to desirable mental health outcomes, such as leaving work at reasonable 
hours and taking vacations. Social learning theory states that the vast majority 
of human learning occurs through the observation of others rather than through 
direct experience (Bandura & Walters, 1977). Thus, if employees observe their 
supervisors as modeling behaviors that are supportive of their own mental health, 
and even observing leaders disclosing their own struggles with mental health, they 
may feel it is more acceptable to do the same. For example, if a supervisor has 
struggled with high levels of stress and has successfully used the EAP to receive 
support, the supervisor could share their experience with employees to remind them 
that resources exist and can be helpful. In doing so, role modeling helps normalize 
and destigmatize self-care and help-seeking. Furthermore, organizational cultural 
change will occur only when supervisors reinforce positive mental health supportive 
behaviors through what they say and do. This type of role modeling by supervisors 
and managers can also help to reduced stigma and increase the self-efficacy of 
stigmatized people in organizations (Stone et  al., 2023). Reducing stigma is also 
discussed below in more detail, as a responsive strategy. It is also important that the 
organizational culture supports leading by example so that supervisors’ supportive 
mental health behaviors are seen as beneficial and rewarded, by their employees.

Responsive MHSSB Strategies

In addition to engaging in proactive, preventative support related to employee health 
and well-being, training programs specific to mental health have demonstrated the 
importance of the responsive strategies of reducing the stigma surrounding mental 
health disorders, recognizing warning signs, and responding to warning signs. Some 
of this training has been developed for the general public, such as Mental Health 
First Aid (e.g., Hadlaczky et al., 2014), and Question, Persuade, Respond (e.g., QPR; 
Litteken et al., 2018) gatekeeper training, both of which have been associated with 
increased mental health literacy and reductions in stigma surrounding mental health 
disorders, although no evidence exists on their ability to reduce mental health risk 
factors (Richardson et al., 2023). Workplace training designed to specifically target 
managers’ knowledge and understanding of mental health has also been associated 
with reductions in stigma, with some research indicating that reductions in stigma are 
critical to future behavioral change among supervisors and increased help-seeking 
among employees (see Dimoff et al., 2016a, b; Milligan-Saville et al., 2017).

Reducing Stigma

People in workplaces who experience mental health challenges have been stigmatized, 
similar to people who are stigmatized based on race, gender, and physical disabilities 
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(Stone et al., 2023). While such stigmatization varies based on the degree of mental 
health disorder, reducing such stigma is critical to afford people with mental health 
challenges the same workplace opportunities as others. Thus, reducing stigma involves 
setting the tone and increasing the psychological safety for employees at work, which in 
turn facilitates help-seek regarding mental health issues when needed. Research shows 
that employees are more likely to seek help for physical health issues than mental 
health issues (Britt, 2000), and mental health issues such as anxiety and depression 
influence perceptions of employees’ suitability for jobs (Stone et al., 2023). For these 
reasons, as many as 50% of workers say they would not disclose a mental diagnosis to 
their employer due to the fear of negative repercussions at work (American Psychiatric 
Association, 2019). Furthermore, certain higher-risk occupations such as airline 
pilots and flight controllers still have negative repercussions associated with taking 
pharmacological drugs associated with mental health conditions. Therefore, policies 
and practices must be readily available and highly destigmatized in order to increase 
mental health treatment utilization rates (Corrigan, 2018; Dimoff & Kelloway, 2019b). 
By improving awareness through training organizational leaders (Stone et al., 2023), 
and providing information on access to mental health resources, while reducing 
associated stigma, employers can improve the culture of support around mental health, 
and help-seeking behaviors. For instance, if an employee discloses to their supervisor 
that part of the reason they may be feeling overwhelmed with work is because they 
have recently been diagnosed with an anxiety disorder, their supervisor could respond 
in a non-stigmatizing way by thanking the employee for sharing that information, 
reminding the employee of workplace resources related to mental health and general 
well-being, and asking the employee what they (the supervisor) might be able to do to 
provide support.

Unfortunately, a recent Cochran Report concluded that training programs 
designed purely to improve mental health knowledge and reduce stigma may be 
limited in their capability of actually improving mental health outcomes (Richardson 
et al., 2023). Prior manager training (see Dimoff et al., 2016a, b; Dimoff & Kelloway, 
2019a) related to mental health in the workplace demonstrates the importance of 
going beyond mental health literacy (i.e., knowledge about mental health and mental 
health disorders) to train managers to recognize and respond to warning signs that 
an employee is experiencing deteriorating mental health.

Warning Sign Recognition

Mental health literacy is a critical foundation for any mental health training for 
the workplace, as managers must not only have a basic understanding of mental 
health and mental health conditions, but they must also be able to recognize when 
employees are struggling (Dimoff & Kelloway, 2019a, b). Validated tools, such as 
the Signs of Struggle (SOS) measure, provide managers with a list of behavioral 
warning signs that correlate with poor mental health and help managers identify 
how to detect patterns of behavioral changes that indicate an employee is struggling 
with high levels of stress or strain and may not be performing optimally (Dimoff & 
Kelloway, 2019b). For instance, if an employee is usually very social and has shown 
a pattern of enjoying being very busy on the weekends but then gradually seems less 
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social and more withdrawn, repeatedly sharing that they have no plans, it may be a 
sign that the employee is struggling with a decline in mental health. The supervisor 
may also notice that the employee is less engaged with coworkers, contributing less 
than usual during team discussions, or even keeping their camera off during virtual 
meetings. When combined with validated training, tools such as the SOS, can help 
managers initiate supportive conversations where they remind employees about 
resources and sources of support in the workplace, such as accommodations, EAP, 
and, if needed, leave (e.g., sick leave, personal leave, disability leave).

Warning Sign Response

Responding to a warning sign frequently involves actively responding and making 
accommodations for employees in terms of their work and/or work schedule. While 
accommodations for many common physical health issues, such as carpal tunnel 
syndrome and tendinitis, are widely utilized and accepted in many workplaces 
following a physical health disclosure, workplace accommodations should also 
be available and accessible for supporting mental health. Some accommodations 
are similar to those appropriate for physical health issues, such as more frequent 
breaks, workstation adjustments, and temporary changes to duties and tasks. For 
instance, if an employee has been socially withdrawing at work or has disclosed 
that they have been diagnosed with an anxiety disorder, their supervisor should 
not only respond with empathy, but also with a discussion with the employee 
about accommodation options or suggestions on other sources of support, such as 
Human Resources. If accommodations are put into place or if an employee takes 
leave (e.g., sick leave), supervisors must also understand how to communicate with 
the employee and provide accommodation when they return-to-work (Dimoff & 
Kelloway, 2019b).

Summary of MHSSB

In response to the growing mental health crisis and the corresponding increased 
interest in workplace mental health by organizational practitioners, we offer this 
integrated framework for guiding manager and supervisor training related to 
increasing support for employee mental health at work. Such supportive strategies 
are both theoretically- and empirically-based and provide policy makers, researchers, 
and practitioners with clear content that is easy to apply and based on common 
sense and straightforward tips and behaviors. While numerous toolkits and strategies 
for navigating workplace mental health at work are available, none appear to be as 
deep-seated in science as this framework presents.

To our knowledge, only two workplace mental health interventions have been 
developed that are directly focused on manager/supervisor mental health strategies. 
The first is the online Workplace Mental Health Training (WMHT) for managers that 
incorporates each MHSSB described in this framework: emotional support, practical 
support, role modeling, reducing stigma, recognizing warning signs, and responding 
to warning signs. The WMHT training was originally designed to teach active-duty 
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military leaders to support psychological health, resilience, and overall well-being 
of their soldiers, was tested in a rigorous RCT, and resulted in positive reactions 
and improvements in leader’ learning/knowledge by the trainees themselves, as well 
as reduced anger among their soldiers (Hammer et al., 2023b). Furthermore, Mohr 
et al. (2023) found that the WMHT led to reduced loneliness four months following 
the training, and improved employee reports of supervisor emotional support and 
stigma-reducing behaviors among those with higher baseline loneliness. The 
training was also found to be most effective for those soldiers experiencing higher 
levels of stress at baseline based on their reports of increased supervisor practical 
support, role modeling support, stigma reduction, warning sign recognition, and 
improved supervisor response to warning signs at follow-up, compared to those 
soldiers with lower levels of stress at baseline (Dimoff et al., 2023). This training 
is currently being customized for a non-military workforce and is being pilot tested, 
demonstrating promising results.

The second is the Managing Minds at Work online training program (Blake 
et  al., 2022; Thomson et  al., 2023). This program is also online and incorporates 
most of the MHSSBs, while primarily focusing on improving managers’ own mental 
health, understanding ways of redesigning work to promote employee mental health, 
improving psychological safety for employees and the associated conversations 
needed. Effectiveness data thus far demonstrates positive impacts on manager 
behavioral intentions related to preventing declines in mental health and protecting 
positive mental health, however mental health-related data from employees has not 
yet been examined (Blake et al., 2022; Thomson et al., 2023).

Future Research and Practice Needs

We have identified three areas for future research and practice on workplace mental 
health based on the MHSSB framework. We first discuss supervisor workplace 
mental health training needs. Second, we review the role of co-workers in supporting 
employee mental health. This is followed by important implementation science 
issues that are necessary to consider going forward if we want to truly advance the 
field of workplace mental health.

Supervisor Workplace Mental Health Training Needs

Evidence-based interventions to reduce or prevent adverse mental health outcomes 
at work are almost non-existent, and of those that do exist, most are focused on 
individual-level/tertiary prevention, as opposed to organizational-level/primary 
prevention strategies (e.g., Anger et  al., 2024; Aust et  al., 2023; Edgelow et  al., 
2022; Rosado-Solomon, 2023). Even fewer trainings have focused on building 
manager skills to support employees and only two approaches, to our knowledge, 
integrate proactive and responsive supportive strategies in such trainings (Hammer 
et al., 2023b; Thomson et al., 2023). One of these trials even provides effectiveness 
data demonstrating significant positive impacts on manager learning and reaction 
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criteria, as well as on employee reductions in anger and loneliness, important risk 
factors for mental health challenges (Hammer et al., 2023b; Mohr et al., 2023).

Additionally, the WHO has recognized the importance of training managers to 
support workers’ mental health in their evidence-based workplace mental health 
guidelines released in 2022, which also emphasizes the need for mental health 
literacy and awareness for all workers. Despite research evidence that points to the 
important role of managers in impacting employee mental health and well-being 
(Arnold, 2017; Hammer et  al., 2007; Hancock et  al., 2023; Inceoglu et  al., 2018; 
Kelloway & Barling, 2010; Mohr et  al., 2021, 2023), we conclude there is little 
systematic research on the effectiveness of such manager training approaches. Thus, 
calls for supervisor training on workplace mental health (WHO, 2022), and specific 
suggestions for research on the effects of such training on reducing mental health 
stigma in workplaces (Stone et al., 2023), affirm the need for training managers and 
supervisors on how to support employee mental health, and ideally utilizing the 
MHSSB framework.

Furthermore, we suggest that future research compares the effectiveness of the 
various proactive and responsive forms of support on mental health. This could 
include comparing the effectiveness of supervisor emotional support to effectiveness 
of stigma reduction on employee mental health outcomes. Future research should 
also investigate ways of increasing the strength of the training, for example, by 
evaluating the effectiveness of different training platforms such as computer-based 
training, webinars, and face-to-face training in determining effectiveness outcomes. 
Thus, we suggest there is a need for manager training interventions that integrate 
these MHSSBs for improving mental health of employees to help advance research, 
policy, and practice.

The Role of Co‑Workers in Workplace Mental Health

In addition to manager support training, co-worker/peer support is an important 
protective factor for employee mental health (Edgelow et al., 2022), and an area of 
needed research. Support from peers provides a foundation for social connection 
through shared lived encounters and validations of ones’ experiences (Gillard et al., 
2017). Peer support workers have a positive and profound influence on individual 
mental health (Repper & Carter, 2011), and therefore, co-worker/peer support offers 
a strategy to assist employees with resources and skills to reduce stigma and stress 
and improve mental health at work in order to promote healthier, happier and more 
productive lives within and outside of work. Unfortunately, little information exists 
on effective mental health co-worker supportive strategies.

Correlational evidence suggests that co-worker support is related to fewer 
depressive symptoms (Perry-Jenkins et  al., 2011), lower psychological distress 
(López Gómez et  al., 2019), and day-level mental health (Simbula, 2010). Yet, 
few systematic studies exist on identification and evaluation of effective co-worker 
support strategies, interventions, or training. One exception is the Coworker Health 
Awareness Training (CHAT), a two-hour program designed to help employees 
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become more knowledgeable about mental health and better support their coworkers 
in a workplace environment (Oakie et al., 2018).

What does exist has limited effectiveness data and primarily represents individ-
ual-level intervention strategies (e.g., Paterson et  al., 2021). An example is pro-
vided by Marks and colleagues (2017) who identified co-workers/peers as being a 
critical to preventing further decrements in mental health, however have not been 
shown to promote mental health. Specifically, the authors suggest the importance 
of training peer-support team members to REACT (Recognize, Evaluate, Advocate, 
Coordinate, and Track) to observations of mental health strain among co-workers 
as a strategy to promote positive psychological health. This approach is similar to 
Mental Health First Aid and QPR in its focus on responsive strategies (e.g., increas-
ing mental health literacy and corresponding ways of recognizing and responding 
to mental health challenges in co-workers. Evaluation of the REACT peer support 
training showed significant knowledge increases. In addition to assessing immediate 
knowledge gains post-training for REACT, Horan and colleagues (2021) assessed 
first responder intent for peer support conversations and self-efficacy post-imple-
mentation of the peer support REACT training, demonstrating a significant increase 
in both intent and self-efficacy to use supportive peer conversations post-training 
(Horan et  al., 2021). Additionally, the authors found that evidence of pre-training 
trust in peers and self-efficacy influenced employee self-efficacy for use of the train-
ing concepts, but there appears little evidence of mental health promotion and pro-
tection based on this model through impacts on mental health outcomes directly.

We suggest that future research is needed on co-worker/peer support strategies 
to facilitate support at work for improving the well-being of organizations and 
the workforce as a whole (Jones et al., 2022; Oakman et al., 2020). While current 
co-worker/peer support for mental health strategies shows positive improvements in 
knowledge gains and attitudes post-training, future research should assess the impact 
of co-worker support strategies on additional employee mental health outcomes 
such as psychological strain, willingness to seek mental health treatment, anger, 
loneliness, alcohol consumption, and suicidality, for example. Thus, we suggest 
that more research is needed in this critical area to expand our understanding of the 
effectiveness of workplace strategies for protecting population mental health through 
the training of co-workers on social support strategies that extend to proactive/
preventative strategies.

Implementation Science and Workplace Mental Health

Another issue to consider in future research and practice is the importance of 
implementation science that identifies the barriers and facilitators of mental health 
interventions in workplaces (e.g., Guerin et  al., 2022; LaMontagne et  al., 2021; 
Nielsen & Shepherd, 2022; Yarker et  al., 2022). For example, Nielsen and Yarker 
(2023) noted that process measures specific to the evaluation of mental health 
interventions should include assessments at different levels of an organization to 
identify structural and systemic barriers and facilitators to implementation. In their 
Integrated Training Transfer and Effectiveness Model (ITTEM) Nielsen and Shepherd 
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(2022) integrate the training transfer and training effectiveness literatures suggesting 
that training context affects both the transfer of training as well as its effectiveness. 
This model proposes five phases that enables evaluation and transfer to be assessed 
together: Phase 1, is evaluation of the pre-training context; Phase 2, training content 
and delivery methods; Phase 3 occurs immediately post-training, where skills and 
knowledge are translated into actual changes in emotions, cognitions, and behaviors; 
Phase 4 occurs when training is transfer into sustained changes in emotions, 
cognitions, and behaviors; finally Phase 5 is the sustainability of the trained concepts 
over time leading improvements in mental health and well-being.

Given the need for evidence-based research to be translated into practice, we also 
suggest future implementation research be informed by RE-AIM (Reach, Effectiveness, 
Adoption, Implementation, and Maintenance) (Glasgow et  al., 1999), providing a 
comprehensive conceptual framework for identifying and understanding effectiveness, 
perceived feasibility and barriers to implementation. We suggest that there is a clear 
need to research and understand organizational barriers to implementation and 
adoption that limit sustainability of such interventions. Interestingly, occupational 
health psychology researchers have rarely partnered with implementation scientists 
to conduct pragmatic trials that establish the effectiveness of interventions along with 
the collection of data to identify how best to implement these programs in real-world 
organizations (Dugan & Punnett, 2017; Guerin et al., 2022).

Summary

We suggest that the workplace is an important missing link in public health mental 
health protection (Hammer et al., 2022). We provide a framework that is evidence-based  
and offers six strategies for workplace mental health supervisor training, MHSSBs 
(i.e., emotional support, practical support, role modeling, reducing stigma, 
warning sign recognition, warning sign response), known to protect and promote 
employee mental health. This is accomplished through providing supervisors 
and managers training that increasesesources to increase their social support and 
connectedness with employees, and in turn, decreases reports of employee loneliness 
and help-seeking stigma, and improves their  perceived social support and   sense 
of belongingness. Given that work is a social determinant of health (e.g., Lovejoy 
et al., 2021; Niedhammer et al., 2021), we suggest that training supervisor supportive 
strategies that target reductions in workplace psychosocial risk factors, and increases 
in protective factors, with the goal to promote positive mental health at work, will 
thereby contribute to preventing chronic mental disorders in our population.

Despite the history of organizational science research on worker chronic health 
conditions (e.g., McGonagle & Barnes-Farrell, 2014) and mental health specifically 
(e.g., Chari et  al., 2018), employers have only recently begun investing ways the 
workplace can promote employee mental health, support workers with chronic mental 
health conditions, and reduce poor mental health outcomes (Kelloway et al., 2023). 
We believe that it is imperative that the impact of the workplace on mental health 
be better understood and prioritized by employers. Managers and co-workers play a 
vital role in workplace occupational health and safety (Nielsen & Randall, 2009), and 
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their role may be even more critical when it comes to mental health. As workplace 
authorities, managers can help destigmatize use of resources and accommodations, 
increase awareness of sources of support, and provide practical support to employees 
by acting as gatekeepers who direct employees to resources and benefits (Kelloway 
et  al., 2023; Nielsen & Randall, 2009). The extent to which employees are willing 
to seek out resources can be highly dependent on their managers’ supportive (or 
unsupportive) behaviors (e.g., Hancock et  al., 2023), and the psychological safety 
employees feel. As suggested by the WHO, manager training is central to ensuring 
that employee mental health is supported and that broader mental health policies and 
programs are implemented, endorsed, and used by employees (WHO, 2022).

Workplaces need to move to multi-level approaches of supporting mental health 
at work by engaging top management, front-line managers and supervisors, and 
employees, in understanding and implementing prevention strategies to improve 
workplace mental health and reduce chronic mental disorders in our population.

Acknowledgements This work was partially supported by the Office of the Assistant Secretary of 
Defense for Health Affairs, through the Psychological Health and Traumatic Brain Injury Research 
Program under Award No. W81XWH-18-PHTBIRP-R2OETRA (PI Hammer). This work was also 
partly supported by the Oregon Institute of Occupational Health Sciences at Oregon Health & Science 
University via funds from the Division of Consumer and Business Services of the State of Oregon (ORS 
656.630), and Grant #T03OH008435 awarded to Portland State University, funded by the Centers for 
Disease Control and Prevention, National Institute for Occupational Safety and Health.

Declarations 

Conflict of Interest On behalf of all authors, the corresponding author states that there is no conflict of 
interest.

Open Access This article is licensed under a Creative Commons Attribution 4.0 International License, 
which permits use, sharing, adaptation, distribution and reproduction in any medium or format, as long 
as you give appropriate credit to the original author(s) and the source, provide a link to the Creative 
Commons licence, and indicate if changes were made. The images or other third party material in this 
article are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line 
to the material. If material is not included in the article’s Creative Commons licence and your intended 
use is not permitted by statutory regulation or exceeds the permitted use, you will need to obtain permis-
sion directly from the copyright holder. To view a copy of this licence, visit http://creativecommons.org/
licenses/by/4.0/.

References

Allen, T. D., & Eby, L. T. (2007). Common bonds: An integrative view of mentoring relationships. In 
T. D. Allen & L. T. Eby (Eds.), The Blackwell handbook of mentoring: A multiple perspectives 
approach (pp. 397–419). Blackwell Publishing. https:// doi. org/ 10. 1111/b. 97814 05133 739. 2007. 
00024.x

American Psychiatric Association. (2013). Highlights of Changes from DSM-IV to DSM-5. Focus, 11(4), 
525–527. https:// doi. org/ 10. 1176/ appi. focus. 11.4. 525

American Psychiatric Association. (2019). About Half of Workers Are Concerned about Discussing Men-
tal Health Issues in the Workplace. American Psychiatric Association. https:// www. psych iatry. org: 
443/ news- room/ news- relea ses/ about- half- of- worke rs- are- conce rned- about- discu ssi.  Accessed 27 
Mar 2023

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1111/b.9781405133739.2007.00024.x
https://doi.org/10.1111/b.9781405133739.2007.00024.x
https://doi.org/10.1176/appi.focus.11.4.525
https://www.psychiatry.org:443/news-room/news-releases/about-half-of-workers-are-concerned-about-discussi
https://www.psychiatry.org:443/news-room/news-releases/about-half-of-workers-are-concerned-about-discussi


 Occupational Health Science

1 3

American Psychiatric Association. (2022).  Diagnostic and statistical manual of mental disorders  (5th 
ed., text rev.). https:// doi. org/ 10. 1176/ appi. books. 97808 90425 787

American Psychological Association. (2023a). Dictionary of Psychology.  https:// dicti onary. apa. org/ 
stigma. Accessed 27 Mar 2023

American Psychological Association. (2023b). Work in America Survey. American Psychological 
Association.  https:// www. apa. org/ pubs/ repor ts/ work- in- ameri ca/ 2023- workp lace- health- well- 
being. Accessed 27 Mar 2023

Anger, K., Dimoff, J., & Alley, L. (2024). Addressing healthcare workers’ mental health: A system-
atic review of evidence-based interventions and current resources.  American Journal of Public 
Health (in press)

Arnold, K. A. (2017). Transformational leadership and employee psychological well-being: A review and 
directions for future research. Journal of Occupational Health Psychology, 22, 381–393. https:// 
doi. org/ 10. 1037/ ocp00 00062

Aust, B., Møller, J. L., Nordentoft, M., Frydendall, K. B., Bengtsen, E., Jensen, A. B., ... & Jaspers, S. Ø. 
(2023). How effective are organizational-level interventions in improving the psychosocial work 
environment, health, and retention of workers? A systematic overview of systematic reviews. Scan-
dinavian Journal of Work, Environment & Health, 49(5), 315–329. https:// doi. org/ 10. 5271/ sjweh. 
4097

Ayazlar, G., & Güzel, B. (2014). The effect of loneliness in the workplace on organizational commitment. 
Procedia - Social and Behavioral Sciences, 131, 319–325. https:// doi. org/ 10. 1016/j. sbspro. 2014. 
04. 124

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: state of the art. Journal of 
Managerial Psychology, 22(3), 309–328. https:// doi. org/ 10. 1108/ 02683 94071 07331 15

Bakker, A. B., Hakanen, J. J., Demerouti, E., & Xanthopoulou, D. (2007). Job resources boost work 
engagement, particularly when job demands are high. Journal of Educational Psychology, 99(2), 
274.

Bandura, A., & Walters, R. H. (1977). Social learning theory (Vol. 1). Englewood cliffs Prentice Hall.
Bartholomeusz, R. A., Perera, D. R., & Masinghe, Y. P. (2021). The effects of workplace loneliness on 

employee commitment during the Covid-19 outbreak. International Journal of Business and Man-
agement, 10(4), 19–27.

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: desire for interpersonal attachments as a 
fundamental human motivation. Psychological Bulletin, 117(3), 497–529.

Baumeister, R. F., & Leary, M. R. (2017). The need to belong: Desire for interpersonal attachments as a 
fundamental human motivation. Interpersonal Development, 57–89.

Bavik, Y. L., Shaw, J. D., & Wang, X.-H. (Frank). (2020). Social support: multidisciplinary review, syn-
thesis, and future agenda. Academy of Management Annals, 14(2), 726–758.https:// doi. org/ 10. 
5465/ annals. 2016. 0148

Blake, H., Vaughan, B., Bartle, C., Yarker, J., Munir, F., Marwaha, S., Daly, G., Russell, S., Meyer, 
C., Hassard, J., & Thomson, L. (2022). Managing minds at work: development of a digital line 
manager training program. International Journal of Environmental Research and Public Health, 
19(13), 13. https:// doi. org/ 10. 3390/ ijerp h1913 8006

Bowers, A., Wu, J., Lustig, S., & Nemecek, D. (2022). Loneliness influences avoidable absenteeism and 
turnover intention reported by adult workers in the United States. Journal of Organizational Effec-
tiveness: People and Performance, 9(2), 312–335. https:// doi. org/ 10. 1108/ JOEPP- 03- 2021- 0076

Britt, T. W. (2000). The stigma of psychological problems in a work environment: Evidence from the 
screening of service members returning from Bosnia. Journal of Applied Social Psychology, 30(8), 
1599–1618. https:// doi. org/ 10. 1111/j. 1559- 1816. 2000. tb024 57.x

Britt, T. W., Adler, A. B., & Fynes, J. (2021). Perceived resilience and social connection as predictors of 
adjustment following occupational adversity. Journal of Occupational Health Psychology, 26(4), 
339–349. https:// doi. org/ 10. 1037/ ocp00 00286

Cacioppo, J. T., & Cacioppo, S. (2018). The growing problem of loneliness. The Lancet, 391(10119), 
426. https:// doi. org/ 10. 1016/ S0140- 6736(18) 30142-9

Chari, R., Chang, C. C., Sauter, S. L., Sayers, E. L. P., Cerully, J. L., Schulte, P., ... & Uscher-Pines, L. 
(2018). Expanding the paradigm of occupational safety and health a new framework for worker 
well-being. Journal of Occupational and Environmental Medicine, 60(7), 589–593. https:// doi. org/ 
10. 1097/ JOM. 00000 00000 001330

https://doi.org/10.1176/appi.books.9780890425787
https://dictionary.apa.org/stigma
https://dictionary.apa.org/stigma
https://www.apa.org/pubs/reports/work-in-america/2023-workplace-health-well-being
https://www.apa.org/pubs/reports/work-in-america/2023-workplace-health-well-being
https://doi.org/10.1037/ocp0000062
https://doi.org/10.1037/ocp0000062
https://doi.org/10.5271/sjweh.4097
https://doi.org/10.5271/sjweh.4097
https://doi.org/10.1016/j.sbspro.2014.04.124
https://doi.org/10.1016/j.sbspro.2014.04.124
https://doi.org/10.1108/02683940710733115
https://doi.org/10.5465/annals.2016.0148
https://doi.org/10.5465/annals.2016.0148
https://doi.org/10.3390/ijerph19138006
https://doi.org/10.1108/JOEPP-03-2021-0076
https://doi.org/10.1111/j.1559-1816.2000.tb02457.x
https://doi.org/10.1037/ocp0000286
https://doi.org/10.1016/S0140-6736(18)30142-9
https://doi.org/10.1097/JOM.0000000000001330
https://doi.org/10.1097/JOM.0000000000001330


1 3

Occupational Health Science 

Choi, B. (2018). Job strain, long work hours, and suicidal ideation in US workers: A longitudinal study. 
International Archives of Occupational and Environmental Health, 91(7), 865–875. https:// doi. org/ 
10. 1007/ s00420- 018- 1330-7

Cohen, S., & Wills, T. A. (1985). Stress, social support, and the buffering hypothesis. Psychological Bul-
letin, 98(2), 2.

Corrigan, P. W. (2018). The stigma effect: unintended consequences of mental health campaigns. Colum-
bia University Press.

Cutrona, C. E. (1989). Ratings of social support by adolescents and adult informants: Degree of corre-
spondence and prediction of depressive symptoms. Journal of Personality and Social Psychology, 
57(4), 723–730. https:// doi. org/ 10. 1037/ 0022- 3514. 57.4. 723

Deci, E. L., & Ryan, R. M. (1985). The general causality orientations scale: Self-determination in person-
ality. Journal of Research in Personality, 19(2), 109–134. https:// doi. org/ 10. 1016/ 0092- 6566(85) 
90023-6

Demerouti, E., Bakker, A. B., & Xanthopoulou, D. (2019). Job demands-resources theory and the role of 
individual cognitive and behavioral strategies. In The fun and frustration of modern working life: 
Contributions from an occupational health psychology perspective (pp. 94–104).

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources 
model of burnout. Journal of Applied Psychology, 86(3), 499–512. https:// doi. org/ 10. 1037/ 0021- 
9010. 86.3. 499

Diener, E. (1984). Subjective well-being. Psychological Bulletin, 95(3), 542.
Dimoff, J. K., & Kelloway, E. K. (2016). Resource utilization model: Organizational leaders as resource 

facilitators. In The role of leadership in occupational stress (Vol. 14, pp. 141–160). Emerald Group 
Publishing Limited.

Dimoff, J. K., Kelloway, E. K., & Burnstein, M. D. (2016a). Mental health awareness training (MHAT): 
The development and evaluation of an intervention for workplace leaders. International Journal of 
Stress Management, 23(2), 167–189. https:// doi. org/ 10. 1037/ a0039 479

Dimoff, J. K., Kelloway, E. K., & Burnstein, M. D. (2016b). Mental health awareness training (MHAT): 
The development and evaluation of an intervention for workplace leaders. International Journal of 
Stress Management, 23, 167–189. https:// doi. org/ 10. 1037/ a0039 479

Dimoff, J. K., & Kelloway, E. K. (2019a). With a little help from my boss: The impact of workplace men-
tal health training on leader behaviors and employee resource utilization. Journal of Occupational 
Health Psychology, 24, 4–19. https:// doi. org/ 10. 1037/ ocp00 00126

Dimoff, J. K., & Kelloway, E. K. (2019b). Signs of struggle (SOS): The development and validation of a 
behavioural mental health checklist for the workplace. Work & Stress, 33(3), 295–313. https:// doi. 
org/ 10. 1080/ 02678 373. 2018. 15033 59

Dimoff, J. K., Hammer, L. B., Allen, S., Brockwood, K., Lee, J., Mohr, C., & Bodner, T. (2023). RESULT 
for leaders: The impact of a leadership intervention on high-risk workers. In Cham, B. S. (Co-
Chair) & Jorritsma, K. (Co-Chair) (2023). Organizational interventions for mental health: Inte-
grated and holistic approaches [Symposium]. Society for Industrial and Organizational Psychology 
Annual Conference, Boston, MA, United States.

Dozois, D. J. A. (2021). Anxiety and depression in Canada during the COVID-19 pandemic: A national 
survey. Canadian Psychology / Psychologie Canadienne, 62, 136–142. https:// doi. org/ 10. 1037/ 
cap00 00251

Dugan, A. G., & Punnett, L. (2017). Dissemination and Implementation Research for Occupational Safety 
and Health. Occupational Health Science, 1(1–2), 1–2. https:// doi. org/ 10. 1007/ s41542- 017- 0006-0

Edgelow, M., Scholefield, E., McPherson, M., Mehta, S., & Ortlieb, A. (2022). A review of workplace 
mental health interventions and their implementation in public safety organizations. International 
Archives of Occupational and Environmental Health, 95(3), 645–664. https:// doi. org/ 10. 1007/ 
s00420- 021- 01772-1

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Administrative Science 
Quarterly, 44(2), 350–383.

Ferris, G. R., Liden, R. C., Munyon, T. P., Summers, J. K., Basik, K. J., & Buckley, M. R. (2009). Rela-
tionships at work: Toward a multidimensional conceptualization of dyadic work relationships. 
Journal of Management, 35(6), 1379–1403. https:// doi. org/ 10. 1177/ 01492 06309 344741

Fikretoglu, D., D’Agata, M. T., Sullivan-Kwantes, W., Richards, K., & Bailey, L. S. (2017). Mental health 
and mental health service use attitudes among Canadian Armed Forces (CAF) recruits and officer 
cadets. DRDCRDDC-2017-R027. Defence Research and Development Canada (DRDC).

https://doi.org/10.1007/s00420-018-1330-7
https://doi.org/10.1007/s00420-018-1330-7
https://doi.org/10.1037/0022-3514.57.4.723
https://doi.org/10.1016/0092-6566(85)90023-6
https://doi.org/10.1016/0092-6566(85)90023-6
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/a0039479
https://doi.org/10.1037/a0039479
https://doi.org/10.1037/ocp0000126
https://doi.org/10.1080/02678373.2018.1503359
https://doi.org/10.1080/02678373.2018.1503359
https://doi.org/10.1037/cap0000251
https://doi.org/10.1037/cap0000251
https://doi.org/10.1007/s41542-017-0006-0
https://doi.org/10.1007/s00420-021-01772-1
https://doi.org/10.1007/s00420-021-01772-1
https://doi.org/10.1177/0149206309344741


 Occupational Health Science

1 3

Gillard, S., Foster, R., Gibson, S., Goldsmith, L., Marks, J., & White, S. (2017). Describing a principles-
based approach to developing and evaluating peer worker roles as peer support moves into main-
stream mental health services. Mental Health and Social Inclusion, 21(3), 133–143. https:// doi. org/ 
10. 1108/ MHSI- 03- 2017- 0016

Gilmer, D. O., Magley, V. J., Dugan, A. G., Namazi, S., & Cherniack, M. G. (2023). Relative impor-
tance of incivility and loneliness in occupational health outcomes. Occupational Health Science, 
1–25. https:// doi. org/ 10. 1007/ s41542- 023- 00145-z

Glasgow, R. E., Vogt, T. M., & Boles, S. M. (1999). Evaluating the public health impact of health promo-
tion interventions: The RE-AIM framework. American Journal of Public Health, 89(9), 9. https:// 
doi. org/ 10. 2105/ ajph. 89.9. 1322

Greenwood, K., & Anas, J. (2021). It’s a New Era for Mental Health at Work. Harvard Business 
Review. https:// hbr. org/ 2021/ 10/ its-a- new- era- for- mental- health- at- work. Accessed 27 Mar 2023

Greiner, B. A., & Arensman, E. (2022). The role of work in suicidal behavior – uncovering priorities for 
research and prevention. Scandinavian Journal of Work, Environment & Health, 48(6), 419–424. 
https:// doi. org/ 10. 5271/ sjweh. 4051

Guerin, R. J., Glasgow, R. E., Tyler, A., Rabin, B. A., & Huebschmann, A. G. (2022). Methods to 
improve the translation of evidence-based interventions: A primer on dissemination and implemen-
tation science for occupational safety and health researchers and practitioners. Safety Science, 152, 
105763. https:// doi. org/ 10. 1016/j. ssci. 2022. 105763

Hadlaczky, G., Hökby, S., Mkrtchian, A., Carli, V., & Wasserman, D. (2014). Mental Health First Aid is 
an effective public health intervention for improving knowledge, attitudes, and behaviour: A meta-
analysis. International Review of Psychiatry, 26(4), 467–475. https:// doi. org/ 10. 3109/ 09540 261. 
2014. 924910

Hammer, L. B., Kossek, E. E., Zimmerman, K., & Daniels, R. (2007). Clarifying the Construct of Fam-
ily-Supportive Supervisory Behaviors (FSSB): A Multilevel Perspective. In P. L. Perrewé & D. C. 
Ganster (Eds.), Exploring the Work and Non-Work Interface (Vol. 6, pp. 165–204). Emerald Group 
Publishing Limited. https:// doi. org/ 10. 1016/ S1479- 3555(06) 06005-7

Hammer, L. B., Kossek, E. K., Yragui, N., Bodner, T., & Hanson, G. (2009). Development and valida-
tion of a multidimensional measure of family supportive supervisor behaviors (FSSB). Journal of 
Management, 35, 837–856.

Hammer, L. B., Kossek, E. E., Anger, W. K., Bodner, T., & Zimmerman, K. L. (2011). Clarifying work–
family intervention processes: The roles of work–family conflict and family-supportive supervisor 
behaviors. Journal of Applied Psychology, 96(1), 134–150. https:// doi. org/ 10. 1037/ a0020 927

Hammer, L. B., Wan, W. H., Brockwood, K., Bodner, T., & Mohr, C. D. (2019). Supervisor support train-
ing effects on veterans in the workplace: Effects on health and work outcomes. Journal of Applied 
Psychology, 104, 52–69. https:// doi. org/ 10. 1037/ apl00 00354

Hammer, L. B., Allen, S. J., & Dimoff, J. K. (2022). The missing link: the role of the workplace in mental 
health. Workplace Health & Safety, 70(8), 384–384. https:// doi. org/ 10. 1177/ 21650 79922 11051 76

Hammer, L. B., Allen, S. J., & Leslie, J. J. (2023a). Occupational Stress and Well-Being: Workplace 
Interventions Involving Managers/Supervisors. In L. Lapierre & C. Cooper (Eds.), Cambridge 
Companion to Organisational Stress and Well-Being (pp. 389–417). Cambridge University Press.

Hammer, L.B., Allen, S. A., Mohr, C. & Lee, J. D. (2023b). The Effects of Platoon Leader Mental Health 
and Resilience Training on Soldier Anger and Life Satisfaction. Paper presented at the 2023 Mili-
tary Health System Research Symposium, Kissimmee, FL.

Hammer, L. B., Brady, J. M., Brossoit, R. M., Mohr, C. D., Bodner, T. E., Crain, T. L., & Brockwood, 
K. J. (2021). Effects of a total worker health® leadership intervention on employee well-being and 
functional impairment. Journal of Occupational Health Psychology, 26, 582–598. https:// doi. org/ 
10. 1037/ ocp00 00312

Hancock, A. J., Moreno, N. E. D., & Arnold, K. A. (2023). The role of line managers in promoting and 
protecting employee well-being. Organizational Stress and Well-Being (pp. 123–152). Cambridge 
University Press.

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. American Psy-
chologist, 44(3), 513–524. https:// doi. org/ 10. 1037/ 0003- 066X. 44.3. 513

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018). Conservation of resources in the 
organizational context: The reality of resources and their consequences. Annual Review of Organi-
zational Psychology and Organizational Behavior, 5, 103–128. https:// doi. org/ 10. 1146/ annur ev- 
orgps ych- 032117- 104640

https://doi.org/10.1108/MHSI-03-2017-0016
https://doi.org/10.1108/MHSI-03-2017-0016
https://doi.org/10.1007/s41542-023-00145-z
https://doi.org/10.2105/ajph.89.9.1322
https://doi.org/10.2105/ajph.89.9.1322
https://hbr.org/2021/10/its-a-new-era-for-mental-health-at-work
https://doi.org/10.5271/sjweh.4051
https://doi.org/10.1016/j.ssci.2022.105763
https://doi.org/10.3109/09540261.2014.924910
https://doi.org/10.3109/09540261.2014.924910
https://doi.org/10.1016/S1479-3555(06)06005-7
https://doi.org/10.1037/a0020927
https://doi.org/10.1037/apl0000354
https://doi.org/10.1177/21650799221105176
https://doi.org/10.1037/ocp0000312
https://doi.org/10.1037/ocp0000312
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1146/annurev-orgpsych-032117-104640


1 3

Occupational Health Science 

Holt-Lunstad, J. (2021). Loneliness and social isolation as risk factors: The power of social connection 
in prevention.  American Journal of Lifestyle Medicine, 15(5), 567–573.  https:// doi. org/ 10. 1177/ 
15598 27621 10094 54

Holt-Lunstad, J., Smith, T. B., Baker, M., Harris, T., & Stephenson, D. (2015). Loneliness and social iso-
lation as risk factors for mortality: a meta-analytic review. Perspectives on Psychological Science, 
10(2), 227–237. https:// doi. org/ 10. 1177/ 17456 91614 568352

Horan, K. A., Marks, M., Ruiz, J., Bowers, C., & Cunningham, A. (2021). Here for my peer: the future of 
first responder mental health. International Journal of Environmental Research and Public Health, 
18(21), 21. https:// doi. org/ 10. 3390/ ijerp h1821 11097

House, J. S. (1981). Work Stress and Social Support. Addison-Wesley Publishing Company.
Inceoglu, I., Thomas, G., Chu, C., Plans, D., & Gerbasi, A. (2018). Leadership behavior and employee 

well-being: An integrated review and a future research agenda. The Leadership Quarterly, 29(1), 
179–202. https:// doi. org/ 10. 1016/j. leaqua. 2017. 12. 006

Johnson, J. V., & Hall, E. M. (1988). Job strain, work place social support, and cardiovascular disease: A 
cross-sectional study of a random sample of the Swedish working population. American Journal of 
Public Health, 78(10), 1336–1342.

Joiner, T. E. (2005). Why people die by suicide. Harvard University Press.
Joiner, T. E., Van Orden, K. A., Witte, T. K., & Rudd, M. D. (2009). The interpersonal theory of sui-

cide: Guidance for working with suicidal clients (pp. x, 246). American Psychological Association. 
https:// doi. org/ 10. 1037/ 11869- 000

Jones, K. P., Brady, J. M., Lindsey, A. P., Cortina, L. M., & Major, C. K. (2022). The interactive effects 
of coworker and supervisor support on prenatal stress and postpartum health: a time-lagged 
investigation. Journal of Business and Psychology, 37(3), 469–490. https:// doi. org/ 10. 1007/ 
s10869- 021- 09756-1

Karasek, R. A., Jr. (1979). Job demands, job decision latitude, and mental strain: Implications for job 
redesign. Administrative Science Quarterly, 285–308.

Kelloway, E. K., & Barling, J. (2010). Leadership development as an intervention in occupational health 
psychology. Work & Stress, 24(3), 260–279. https:// doi. org/ 10. 1080/ 02678 373. 2010. 518441

Kelloway, E. K., Dimoff, J. K., & Gilbert, S. (2023). Mental health in the workplace. Annual Review of 
Organizational Psychology and Organizational Behavior, 10(1), 363–387. https:// doi. org/ 10. 1146/ 
annur ev- orgps ych- 120920- 050527

Keyes, C. L. (2002). The mental health continuum: From languishing to flourishing in life. Journal of 
Health and Social Behavior, 207–222.

Kossek, E. E., Thompson, R. J., Lawson, K. M., Bodner, T., Perrigino, M. B., Hammer, L. B., Buxton, O. 
M., Almeida, D. M., Moen, P., Hurtado, D. A., Wipfli, B., Berkman, L. F., & Bray, J. W. (2019). 
Caring for the elderly at work and home: Can a randomized organizational intervention improve 
psychological health? Journal of Occupational Health Psychology, 24(1), 36–54. https:// doi. org/ 
10. 1037/ ocp00 00104

Lam, L. W., & Lau, D. C. (2012). Feeling lonely at work: Investigating the consequences of unsatisfac-
tory workplace relationships. The International Journal of Human Resource Management, 23(20), 
4265–4282. https:// doi. org/ 10. 1080/ 09585 192. 2012. 665070

LaMontagne, A. D., Martin, A. J., Page, K. M., Papas, A., Reavley, N. J., Noblet, A. J., Milner, A. J., 
Keegel, T., Allisey, A., Witt, K., & Smith, P. M. (2021). A cluster RCT to improve workplace men-
tal health in a policing context: Findings of a mixed-methods implementation evaluation. American 
Journal of Industrial Medicine, 64(4), 283–295. https:// doi. org/ 10. 1002/ ajim. 23217

Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal, and coping. Springer Publishing Company Inc.
Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands-resources model: A meta-analytic review of 

longitudinal studies. Work & Stress, 33(1), 76–103. https:// doi. org/ 10. 1080/ 02678 373. 2018. 15290 
65

Litteken, C., & Sale, E. (2018). Long-term effectiveness of the question, persuade, refer (QPR) suicide 
prevention gatekeeper training program: lessons from Missouri. Community Mental Health Jour-
nal, 54(3), 282–292. https:// doi. org/ 10. 1007/ s10597- 017- 0158-z

López Gómez, M. A., Sabbath, E., Boden, L., Williams, J. A. R., Hopcia, K., Hashimoto, D., & Sorensen, 
G. (2019). Organizational and psychosocial working conditions and their relationship with mental 
health outcomes in patient-care workers. Journal of Occupational and Environmental Medicine, 
61(12), e480–e485. https:// doi. org/ 10. 1097/ JOM. 00000 00000 001736

https://doi.org/10.1177/15598276211009454
https://doi.org/10.1177/15598276211009454
https://doi.org/10.1177/1745691614568352
https://doi.org/10.3390/ijerph182111097
https://doi.org/10.1016/j.leaqua.2017.12.006
https://doi.org/10.1037/11869-000
https://doi.org/10.1007/s10869-021-09756-1
https://doi.org/10.1007/s10869-021-09756-1
https://doi.org/10.1080/02678373.2010.518441
https://doi.org/10.1146/annurev-orgpsych-120920-050527
https://doi.org/10.1146/annurev-orgpsych-120920-050527
https://doi.org/10.1037/ocp0000104
https://doi.org/10.1037/ocp0000104
https://doi.org/10.1080/09585192.2012.665070
https://doi.org/10.1002/ajim.23217
https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.1007/s10597-017-0158-z
https://doi.org/10.1097/JOM.0000000000001736


 Occupational Health Science

1 3

Lovejoy, L., Kelly, E. L., Kubzansky, L. D., & Berkman, L. F. (2021). Work redesign for the 21st century: 
promising strategies for enhancing worker well-being. American Journal of Public Health, 111, 
1787–1795. https:// doi. org/ 10. 2105/ AJPH. 2021. 306283

Marks, M. R., Bowers, C., DePesa, N. S., Trachik, B., Deavers, F. E., & James, N. T. (2017). REACT: 
A paraprofessional training program for first responders—A pilot study. Bulletin of the Menninger 
Clinic, 81(2), 150–166. https:// doi. org/ 10. 1521/ bumc. 2017. 81.2. 150

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of organiza-
tional behavior, 2(2), 99–113. https:// doi. org/ 10. 1002/ job. 40300 20205

Mayo Clinic. (2022). Symptoms and causes. Mental illness. https:// www. mayoc linic. org/ disea ses- condi 
tions/ mental- illne ss/ sympt oms- causes/ syc- 20374 968. Accessed 27 Mar 2023

McGonagle, A. K., & Barnes-Farrell, J. L. (2014). Chronic illness in the workplace: Stigma, identity 
threat and strain. Stress and Health, 30(4), 310–321.

Milligan-Saville, J. S., Tan, L., Gayed, A., Barnes, C., Madan, I., Dobson, M., Bryant, R. A., Christensen, 
H., Mykletun, A., & Harvey, S. B. (2017). Workplace mental health training for managers and its 
effect on sick leave in employees: A cluster randomised controlled trial. The Lancet Psychiatry, 
4(11), 850–858. https:// doi. org/ 10. 1016/ S2215- 0366(17) 30372-3

Milner, A., Spittal, M. J., Pirkis, J., & LaMontagne, A. D. (2013). Suicide by occupation: Systematic 
review and meta-analysis. The British Journal of Psychiatry: The Journal of Mental Science, 
203(6), 409–416. https:// doi. org/ 10. 1192/ bjp. bp. 113. 128405

Milner, A., Witt, K., LaMontagne, A. D., & Niedhammer, I. (2018). Psychosocial job stressors and suici-
dality: A meta-analysis and systematic review. Occupational and Environmental Medicine, 75(4), 
245–253. https:// doi. org/ 10. 1136/ oemed- 2017- 104531

Mohr, C. D., Hammer, L. B., Brady, J., Perry, M., & Bodner, T. (2021). Can supervisor support improve daily 
employee well-being? Evidence of supervisor training effectiveness in a study of veteran employee moods. 
Journal of Occupational and Organizational Psychology, 94, 400–426. https:// doi. org/ 10. 1111/ joop. 12342

Mohr, C. D., Hammer, L. B, Dimoff, J., Lee, J. D., Arpin, S. N., Umemoto, S., … Dretsch, M. (2023). 
How workplaces can reduce employee loneliness: Evidence from a military supportive-leadership 
training intervention. Retrieved from psyarxiv.com/8g4sp

National Alliance on Mental Illness. (2022). 2020 Mental Health By the Numbers. NAMI. https:// www. 
nami. org/ mhsta ts. Accessed 27 Mar 2023

Niedhammer, I., Bertrais, S., & Witt, K. (2021). Psychosocial work exposures and health outcomes: A 
meta-review of 72 literature reviews with meta-analysis. Scandinavian Journal of Work, Environ-
ment & Health, 47(7), 489–508. https:// doi. org/ 10. 5271/ sjweh. 3968

Nielsen, K., & Randall, R. (2009). Managers’ active support when implementing teams: The impact on 
employee well-being. Applied Psychology: Health and Well-Being, 1(3), 374–390. https:// doi. org/ 
10. 1111/j. 1758- 0854. 2009. 01016.x

Nielsen, K., & Shepherd, R. (2022). Understanding the outcomes of training to improve employee mental 
health: A novel framework for training transfer and effectiveness evaluation. Work & Stress, 36(4), 
377–391. https:// doi. org/ 10. 1080/ 02678 373. 2022. 20283 18

Nielsen, K., & Yarker, J. (2023). What can I do for you? Line managers’ behaviors to support return 
to work for workers with common mental disorders. Journal of Managerial Psychology, 38(1), 
34–46. https:// doi. org/ 10. 1108/ JMP- 09- 2021- 0500

NIMH. (2022). Suicide. National Institute of Mental Health (NIMH). https:// www. nimh. nih. gov/ health/ 
stati stics/ suici de. Accessed 27 Mar 2023

Oakie, T., Smith, N. A., Dimoff, J. K., & Kelloway, E. K. (2018). Coworker health awareness training: An 
evaluation. Journal of Applied Biobehavioral Research, 23(4), e12148. https:// doi. org/ 10. 1111/ jabr. 12148

Oakman, J., Kinsman, N., Stuckey, R., Graham, M., & Weale, V. (2020). A rapid review of mental and 
physical health effects of working at home: How do we optimise health? BMC Public Health, 
20(1), 1825. https:// doi. org/ 10. 1186/ s12889- 020- 09875-z

Ozcelik, H., & Barsade, S. G. (2018). No employee an island: Workplace loneliness and job performance. 
Academy of Management Journal, 61(6), 2343–2366. https:// doi. org/ 10. 5465/ amj. 2015. 1066

Paterson, H., Todorova, G. K., Noble, K., Schickhoff, S., & Pollick, F. E. (2021). Evaluation of Headtorch 
WORKS as a workplace intervention for improved support and understanding of co-workers with 
poor mental health and well-being. European Journal of Work and Organizational Psychology, 
30(6), 931–942. https:// doi. org/ 10. 1080/ 13594 32X. 2021. 18957 57

Perlman, D., & Peplau, L. A. (1981). Toward a social psychology of loneliness. Personal Relationships, 3, 31–56.

https://doi.org/10.2105/AJPH.2021.306283
https://doi.org/10.1521/bumc.2017.81.2.150
https://doi.org/10.1002/job.4030020205
https://www.mayoclinic.org/diseases-conditions/mental-illness/symptoms-causes/syc-20374968
https://www.mayoclinic.org/diseases-conditions/mental-illness/symptoms-causes/syc-20374968
https://doi.org/10.1016/S2215-0366(17)30372-3
https://doi.org/10.1192/bjp.bp.113.128405
https://doi.org/10.1136/oemed-2017-104531
https://doi.org/10.1111/joop.12342
https://www.nami.org/mhstats
https://www.nami.org/mhstats
https://doi.org/10.5271/sjweh.3968
https://doi.org/10.1111/j.1758-0854.2009.01016.x
https://doi.org/10.1111/j.1758-0854.2009.01016.x
https://doi.org/10.1080/02678373.2022.2028318
https://doi.org/10.1108/JMP-09-2021-0500
https://www.nimh.nih.gov/health/statistics/suicide
https://www.nimh.nih.gov/health/statistics/suicide
https://doi.org/10.1111/jabr.12148
https://doi.org/10.1186/s12889-020-09875-z
https://doi.org/10.5465/amj.2015.1066
https://doi.org/10.1080/1359432X.2021.1895757


1 3

Occupational Health Science 

Perry-Jenkins, M., Smith, J. Z., Goldberg, A. E., & Logan, J. (2011). Working-class jobs and new par-
ents’ mental health. Journal of Marriage and Family, 73(5), 1117–1132. https:// doi. org/ 10. 1111/j. 
1741- 3737. 2011. 00871.x

Reich, T. C., & Hershcovis, M. S. (2011). Interpersonal relationships at work. In APA handbook of indus-
trial and organizational psychology, Vol 3: Maintaining, expanding, and contracting the organiza-
tion (pp. 223–248). American Psychological Association. https:// doi. org/ 10. 1037/ 12171- 006

Repper, J., & Carter, T. (2011). A review of the literature on peer support in mental health services. Jour-
nal of Mental Health, 20(4), 392–411. https:// doi. org/ 10. 3109/ 09638 237. 2011. 583947

Richardson R, Dale HE, Robertson L, Meader N, Wellby G, McMillan D, Churchill R. (2023). Mental 
Health First Aid as a tool for improving mental health and well-being. Cochrane Database of Sys-
tematic Reviews, (8), CD013127. https:// doi. org/ 10. 1002/ 14651 858. CD013 127. pub2

Rosado-Solomon, E. H., Koopmann, J., Lee, W., & Cronin, M. A. (2023). Mental health and mental 
illness in organizations: A review, comparison, and extension. Academy of Management Annals, 
17(2), 751–797. https:// doi. org/ 10. 5465/ annals. 2021. 0211

Rugulies, R., Aust, B., Greiner, B. A., Arensman, E., Kawakami, N., LaMontagne, A. D., & Madsen, I. 
E. H. (2023). Work-related causes of mental health conditions and interventions for their improve-
ment in workplaces. Lancet, 402, 1368–1381.

SAMHSA. (2021). Prevention and Treatment of Anxiety, Depression, and Suicidal Thoughts and 
Behaviors Among College Students. National Mental Health and Substance Use Policy Labora-
tory.  https:// store. samhsa. gov/ produ ct/ preve ntion- treat ment- of- anxie ty- depre ssion- suici dal- thoug 
hts- behav iors- among- colle ge- stude nts/ PEP21- 06- 05- 002. Accessed 27 Mar 2023

Sawhney, G., Jimenez Gomez, C., Cook, P., & Albert, K. M. (2023). Isolated and Stressed? Examining 
the effects of management communication in alleviating mental health symptoms during COVID 
19. Occupational Health Science, 7, 89–110. https:// doi. org/ 10. 1007/ s41542- 022- 00133-9

Schnall, P. L., Landsbergis, P. A., & Baker, D. (1994). Job strain and cardiovascular disease. Annual 
Review of Public Health, 15(1), 381–411.

Simbula, S. (2010). Daily fluctuations in teachers’ well-being: A diary study using the Job Demands-Resources 
model. Anxiety, Stress, & Coping, 23(5), 563–584. https:// doi. org/ 10. 1080/ 10615 80100 37282 73

Stone, D. L., Murray, B., Lukaszewski, K. M., Canedo, J., & Dulebohn, J. H. (2023). Influence of public 
stigmas and self-stigmas on the exclusion of people with anxiety and depressive disorders in organ-
izations. In D. L. Stone, K. M. Lukaszewski, J. Canedo, B. Murray, & J. H. Dulebohn (Eds.), The 
Plight of Stigmatized Groups in Organizations (pp. 1–41). Information Age Publishers.

Surkalim, D. L., Luo, M., Eres, R., Gebel, K., van Buskirk, J., Bauman, A., & Ding, D. (2022). The 
prevalence of loneliness across 113 countries: Systematic review and meta-analysis. BMJ, 376, 
e067068. https:// doi. org/ 10. 1136/ bmj- 2021- 067068

Thomson, L., Hassard, J., Frost, A., Bartle, C., Yarker, J., Munir, F., ... & Blake, H. (2023). Digital train-
ing program for line managers (managing minds at work): Protocol for a feasibility pilot cluster 
randomized controlled trial. JMIR Research Protocols, 12(1), e48758.

U. S. Office of the Surgeon General. (2023).  Our epidemic of loneliness and isolation: The U.S. sur-
geon general’s advisory on the healing effects of social connection and community. Department 
of Health and Human Services, Office of the Surgeon General. https:// www. hhs. gov/ sites/ defau lt/ 
files/ surge on- gener al- social- conne ction advis ory. pdf

U. S. Office of the Surgeon General. (2022).  The U.S. surgeon general’s framework for workplace men-
tal health & well-being. Department of Health and Human Services, Office of the Surgeon Gen-
eral. https:// www. hhs. gov/ surge ongen eral/ prior ities/ workp lace- well- being/ index. html

Van Orden, K. A., Witte, T. K., Cukrowicz, K. C., Braithwaite, S. R., Selby, E. A., & Joiner, T. E. (2010). The 
interpersonal theory of suicide. Psychological Review, 117(2), 2. https:// doi. org/ 10. 1037/ a0018 697

World Health Organization. (2004). Promoting mental health: Concepts, emerging evidence, prac-
tice : summary report. World Health Organization.  https:// apps. who. int/ iris/ handle/ 10665/ 
42940. Accessed 27 Mar 2023

World Health Organization. (2016). World health statistics 2016: Monitoring health for the SDGs sus-
tainable development goals. World Health Organization.

World Health Organization. (2018, March 30). Mental health: Strengthening our response. World Health 
Organization.  https:// www. who. int/ news- room/ fact- sheets/ detail/ mental- health- stren gthen ing- our- 
respo nse. Accessed 27 Mar 2023

World Health Organization (2021). International statistical classification of diseases and related health 
problems (11th ed.). https:// icd. who. int/. Accessed 27 Mar 2023

https://doi.org/10.1111/j.1741-3737.2011.00871.x
https://doi.org/10.1111/j.1741-3737.2011.00871.x
https://doi.org/10.1037/12171-006
https://doi.org/10.3109/09638237.2011.583947
https://doi.org/10.1002/14651858.CD013127.pub2
https://doi.org/10.5465/annals.2021.0211
https://store.samhsa.gov/product/prevention-treatment-of-anxiety-depression-suicidal-thoughts-behaviors-among-college-students/PEP21-06-05-002
https://store.samhsa.gov/product/prevention-treatment-of-anxiety-depression-suicidal-thoughts-behaviors-among-college-students/PEP21-06-05-002
https://doi.org/10.1007/s41542-022-00133-9
https://doi.org/10.1080/10615801003728273
https://doi.org/10.1136/bmj-2021-067068
https://www.hhs.gov/sites/default/files/surgeon-general-social-connectionadvisory.pdf
https://www.hhs.gov/sites/default/files/surgeon-general-social-connectionadvisory.pdf
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://doi.org/10.1037/a0018697
https://apps.who.int/iris/handle/10665/42940
https://apps.who.int/iris/handle/10665/42940
https://www.who.int/news-room/fact-sheets/detail/mental-health-strengthening-our-response
https://www.who.int/news-room/fact-sheets/detail/mental-health-strengthening-our-response
https://icd.who.int/


 Occupational Health Science

1 3

Authors and Affiliations

Leslie B. Hammer1  · Jennifer Dimoff2 · Cynthia D. Mohr3 · Shalene J. Allen3

 * Leslie B. Hammer 
 hammerl@ohsu.edu

1 Oregon Institute of Occupational Health Sciences, Oregon Health & Science University, 
Portland, OR, USA

2 Telfer School of Management, University of Ottawa, Ottawa, Canada
3 Department of Psychology, Portland State University, Portland, OR, USA

World Health Organization. (2022). World mental health report: Transforming mental health for all (CC 
BY-NC-SA 3.0 IGO; p. 28). World Health Organization. https:// www. who. int/ publi catio ns/i/ item/ 
97892 40049 338. Accessed 27 Mar 2023

Yarker, J., Donaldson-Feilder, E., & Lewis, R. (2022). Management Competencies for Health and Well-
being. Handbook on Management and Employment Practices (pp. 1–25). Springer International 
Publishing. https:// doi. org/ 10. 1007/ 978-3- 030- 24936-6_ 4-1

Publisher’s Note Springer Nature remains neutral with regard to jurisdictional claims in published maps 
and institutional affiliations.

http://orcid.org/0000-0001-8066-7531
https://www.who.int/publications/i/item/9789240049338
https://www.who.int/publications/i/item/9789240049338
https://doi.org/10.1007/978-3-030-24936-6_4-1

	A Framework for Protecting and Promoting Employee Mental Health through Supervisor Supportive Behaviors
	Abstract
	Statement of Relevance to Special Issue
	Mental Health and Mental Disorders
	Mental Health: Prevalence, Stigma, and Seeking Care
	Mental Health and the Role of Work
	Belongingness and Loneliness at Work: The Case for Increasing Supervisor Support
	Framework for Protecting and Promoting Employee Mental Health: Mental Health Supportive Supervisor Behaviors (MHSSB)
	Development of MHSSBs
	Proactive MHSSB Strategies
	Emotional Support
	Practical Support
	Role Modeling

	Responsive MHSSB Strategies
	Reducing Stigma
	Warning Sign Recognition
	Warning Sign Response

	Summary of MHSSB

	Future Research and Practice Needs
	Supervisor Workplace Mental Health Training Needs
	The Role of Co-Workers in Workplace Mental Health
	Implementation Science and Workplace Mental Health

	Summary
	Acknowledgements 
	References


