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Ontario Bill 163—Presumptive coverage for
Post Traumatic Stress Disorder—April 6 2016

* For first responders:
police, fire, paramedics,
dispatchers,
correctional officers
and youth service
workers in secure
detention facilities

* Diagnosed by ﬁ
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Labour responds...
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Manitoba PTSD Legislation

e In effect Jan 1, 2016
e Applicable to all covered workers

e Diagnosed by physician or psychologist




A very important development:
Some help for some workers

Psychosocial Hazards
CAUSE/CONTRIBUTOR

Mental Distress
Bill 163—PTSD
Presumption for _
first responders c."ﬁgr? %Sﬁ’:d

* Musculoskeletal
- Strain

+ Depression

» Anxiety disorders
. Other trauma disorders




A Quick look back at how
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Lobbying by first L B
responders

Bill 67—2013
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Bill 163.



October 2014
Roundtable on Traumatic Mental Stress

_ Roundtable on
* First responder Traumatic Mental
focus Stress: ldeas Generated

* 6 meetings

 Multi-stakeholder

* Discussions and
idea- sharing

Ministry of Labour
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MOL Summit —March 5, 2015—Possibilities

“True Leadership is Prevention,” says keynote
speaker, the Honourable Romeo Dallaire

Ce=

oo .
L7 Ontario

“Leaders should
engage in walkabout, St on

not talkabout” Work-Related
Traumatic Mental Stress
Hosted by Ontario Minister of Labour Kevin Flynn

March 5, 2015




Beyond PTSD

glimmers....

Dr Rakesh Jetly—
Canadian forces—“It is
a mental health
strategy, not a PTSD
strategy.” It is about
the everyday toll of
work

Peel Police’s Jennifer Evans—
Peel police implemented the
military’s “Road to Mental
Health.” “WHO you work for
within an organization has
become more important than
WHERE you work.”

Judith Anderson from Hart LAB—
Relationship between stress and
medical conditions such as
diabetes, musculoskeletal injuries,
cardio-vascular events, and
Immune suppression.

Robert Maunder—Mount Sinai—
Build “individual” resilience AND
build “organizational” resilience.
Org resilience includes training,
leadership and communication,
organizational character (justice),
decentralized decision-making,
unit-level self-government. The
goal? “It looks like a fair place to
work.”



EU Directive 89/391/EEC

2. The employer shall implement the measures referred to in the
first subparagraph of paragraph 1 on the basis of the following
general principles of prevention:

(d) adapting the work to the individual, especially as
regards the design of work places, the choice of work
eqmpment and the choice of working and production methods,
with a view, in particular, to alleviating monotonous work and
worhk af ﬁ predetermlned workrate and to reducing their effect
on healt

(g) developing a coherent overall Erevention policy which
covers technology, organization of work, working conditions,
social relationships and the influence of factors related to the
working environment;



http://www.av.se/SLI1C2012/

%ARBETSMILJH

&8 VERKET

2012
Europe Blitze

Psychosocial
y Arbetsmiljbarbete Startsida
Hazards For dig som &r... Lyssna ”

Aktuellt 0O ‘

Interaktiva utbildningar

Anpassa | Teckensprdk | LAttlist | Webbkarta | Translate

Lag och réatt The ide
Inspektion Sl
P PsYcHOSOCIAL RISk thelem
Q and as:s
moess. ASSESSMENTS Hisks ot
Publikationer
Statistik To the «
Engli
Pressrum T@Lr
Temasidor - . . .
Campaign on psychosocial risks at work i
Fragor och svar
E 2012
Arbetsmiljbcertifierade
Blanketter A joint inspection campaign on psychosocial risks will take
place in the EU-Member States during 2012. The campaign

Checklistor documents are presented on this website in all EU languages.

Diarieforda drenden 1 l! )

Background

Arkiv

. The Committee of Senior Labour Inspectors (SLIC) agreed in
Lankar May 2010 to develop a campaign on psychosocial risks for Coun
Other Languages delivery in 2012. Sweden was to lead the project of planning Coun

the campaign with assistance of a Working Group. The aim of


http://www.av.se/SLIC2012/

| @\ CSA BN '
\K / Group Bureau de nong\\:gﬁgt\):rc\

Ca nada EEER CAN/CSA-Z1003-13/BNQ 9700-803/2013
National Standard of Canada
th @ 20 1 3 Psychological health and
safety in the workplace —
‘ S A Prevention, promotion, and guidance
to staged implementation
Sta n d a rd Santé et sécurité psychologiques
en milieu de travail —
Prévention, prometion et lignes
Z 1 0 0 3 - 1 3 directrices pour une mise en
ceuvre par étapes

Disponible en frangais

d-safety-management/cancsa-z1003-13bng-9700-
m medium=vanity&utm content=folder&utm campaiqn:zloo@

Commissionedby the Standards Council of Casada
Mental Health Commission of Canada Conseil canadien des normes


http://shop.csa.ca/en/canada/occupational-health-and-safety-management/cancsa-z1003-13bnq-9700-8032013/invt/z10032013/?utm_source=redirect&utm_medium=vanity&utm_content=folder&utm_campaign=z1003

Vision

A workplace that promotes workers’ psychological well-being and allows no harm to workers mental health.

Key Drivers

| Risk Management Cost Effectiveness | Recruitment & Retention | Excellence & sustainability |

Strategic pillars

\ Prevention \ Promotion \ Resolution

Psychological Organizational Clear leadership Civility and Psychological
support culture and expectations respect job fit
Growth and Recognition Invqlvement Workload Engagement
development and reward and influence management

Balance Psychological Supportive
protection physical ﬂ
environment



Efforts: Collective
Agreement as a Health

document
e Vac time off,

e staffing levels and replacement

o Sick leave benefits, fringe benefits
e H&S, ergonomics

e Human rights language

e Workload language (process)

e Consultation regarding tech change



Ca Language basics

e That the employer shall take reasonable
precautions to prevent psychosocial hazards
from affecting workers” health

e That the employer engage and consult with
the union in identifying strategies to
improve psychological health and safety at
the workplace

e Topping up supports, providing access to
trauma-trained professionals



Psychologically safe
workplaces

e Joint health and safety committees and
health and safety representatives and
the Occupational Health and Safety Act

e Address supports for the individual as
well as address organizational issues

e Union committees and the CA



Efforts: Our Corrections
division...Nov 30, 2012
“the Cotton report”

e A Literature Review on Stress Reactions in
Correctional Employees in Correctional/Youth
Services/Facilities and Offices, by Dorothy
Cotton, Terry Coleman and Cynthia Cotton
(November 30, 2012)

— it is likely that correctional employees experience
a higher risk of stress related symptoms and
disorders—such as cardiovascular diseases,
musculo-skeletal and mental health disorders—as
well as a greater frequency of post-traumatic
stress disorders (PTSD) than do members of the
public.” (page 3)




Cotton et al. Review

A literature review, conclusions and
recommendations related to the experience of
correctional officers in facilities and probation and
parole officers who work in the community

\

e “while critical incident stress may be the most
easily identified type of stress it is actually only one
kind of stress in the broader category of workplace
stress. Thus effective interventions rely on more
comprehensive evaluation of workplace
environment and subsequent program
development.” Cotton page 8.




Jan 201 3—Letter of
Understanding...Establish
an OSI committee

— Review statistics of violence

— Recommend a strategic plan for staff training
to meet the physical and psychological
demands on employees

— Recommend training to recognize and address
the signs of depression, anxiety, addictions,
and OS injuries related to violent/traumatic
incidents

— Identify su%:)ort programs to treat depression,
anxiety, and PTSD for short and long term OS
injuries



8 meetings

e Sept, Dec, 2013, Feb, July, August, Sept,
November 2014, Jan 2015

e Report to Government and
recommendations—Sept 2015

e June 4, 2016: Request to Government to

approve 4 most urgent recommendations
(access to trauma-informed counsellors, a peer
support program, collect baseline survey data,
provide mental health training)



Words and commitments

e July 20, 2016: "The OSI Committee has been
instrumental in developing recommendations that
support raising awareness, stigma reduction,
education and intervention with respect to ministry
staff. As a direct result of the OSI recommendations,
a Correctional Services Staff Survey has been
developed. The survey will allow staff the opportunity
to provide feedback on how the CISM program can
better work to provide pre-incident education and
responsive interventions to minimize the harmful
effects of job stress”



Approaching a complex
picture

e |ots of different stressors—traumatic incidents
IS only one category of stressor.

o |ots of different approaches—primary
secondary and tertiary

o Different places where those approaches can
be aimed:
— To help or improve the suffering person directly

— To help change how something works in the
organization which in turn will make things easier
on everyone, including the people suffering



Stressors:

Demands

Quantitative demands

o Work pace

Emotional demands

Work Organization

Influence

Possibilities for
development

e Meaning of work
e Commitment to the

workplace

Work Values
e Trust regarding

management

e Justice and respect

Work Relationship

* Predictability

* Recognition

- Role clarity

* Quality of leadership
» Social support from

supervisor
Work-Life Balance

- Job satisfaction
+ Work-family coflict




Stressors:

Demands

Quantitative demands
Work pace
Emotional demands

Work Organization

Influence

Possibilities for
development

Meaning of work

¢ Commitment to the

workplace

Work Values

Trust regarding
management

Justice and respect

Work Relationship

* Predictability

* Recognition

- Role clarity

* Quality of leadership
» Social support from

supervisor
Work-Life Balance

+ Job satisfaction
+ Work-family conflict

Offensive Behaviours

- Undesired sexual

attention

* Threats of violence
» Physical violence
- Bullying



LEVELS OF PREVENTION
“APPROACHES”

Primary

Secondary

Tertiary




Prevention levels:

Primary prevention (at the source)

— job design, organizational adaptations, flexibility —
collective agreement, H&S Committee,
management policy/program

Secondary prevention (early detection)

— educate people about symptoms and on coping
skills — wellness programs, screening

Tertiary prevention (help the victims)

— get good treatment, compensation recognition,
return to work support — EAP, therapy




Where interventions can be
focused or directed to Improve
mental health.....

A

At the person??

At how the organization
functions
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Biomedical Model:

...disease the result of disruption of
psychological processes wherein
subjective perceptions, behaviors
and personality factors ( e.g.,
neuroticism) are of primary
importance (i.e., disease proceeds
from the individual to the
environment).”

Person affects environment

Occupational Psychology

P. Schnall, Session # 1 — Part 1: Introduction to “Work
and Health”, UCLA SPH EHS 270/CHS 278 Spring
2009 (March 31, 2009)




Social Epidemiological Model:

“negative health outcomes (illnesses) are due
to the impact of social epidemiologic factors
(in general class, work, race and gender)”

— Occupational Sociology

Person affects environment AND environment

affects person

P. Schnall, Session # 1 — Part 1: Introduction to “Work and Health”,
UCLA SPH EHS 270/CHS 278 Spring 2009 (March 31, 2009)




A framework/matrix to view
OSII EEERERNEN

Individual

organization

prevention level

primary - coping and
appraisal skills

primary — org factors

secondary - wellness, secondary -
relaxation technigues | awareness, screening
(mindfulness) (surveys)

tertiary - therapy,
counselling,
medication, support

tertiary - Employee
Assistance Programs
(EAP), Return to Work,
Critical Incident Stress
VEREREINERIN(®SY))
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2012: Tools created by workers and worker

23 YEARS/25 an®

\ | ArSveds

v MIT

MENTAL INJURY
TOOLKIT

PRESENTATIONS FROM
LAUNCH EVENT

MIT VIDEO SERIES

MEASURE
WORKPLACE STRESS
APP

Home | Skipto Content | ContactUs | Sitemap

Occupational Centre de santé Q
Health Clinics des travailleurs

et travailleuses About Us Services Resources Clinics Referrals Links
de 'Ontario

AAS

% Meﬂtdl Action on Workplace Stress
INJURY workpiace Causes of Mental Distress

TOOLS FOR ONTARIO WORKERS

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

Action on Workplace Stress

This guide and resource Kit will provide workers a basic understanding and a place to start to learn about workplace stress and what to
do about it. The guide gives definitions, common causes of mental distress, legal frameworks (focusing on Ontario), possible actions to
take, and resources available. It is an introduction and action guide created by workers for workers

Latest Updates ** : Click on Measure Workplace Stress App to access download information for a
smartphone App that lets you answer the MIT questionnaire and measure your level of stress.



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

Action on Workplace Stress: Mental
injury prevention tools for Ontario
workers

10 OCTOBER 2012

Worker Action Resourca Kit = Structure
PART 1—Why should we care?

PART 2—"Workplace Stress”: Assumptions,
terminology, and approaches

PART 3—What are other jurisdictions doing?

PART 4—What are my legal rights and
protections? (focus on Ontario)

rcR_?T 5—What does a workplace action plan look
ike?
PART 6—Resources

Borrowed from Worker Action
Resource Kit Presented by Syed 33
Naqvi



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

% Mental

INJURY

OOOOOOOOOOOOOOOOOOOOOO

This app built and maintained by

\ 7 CCOHS@




Mobilizing Action:

e Mental Injury Tool Group (MIT) looked
at theories of jobs stress:
— Job Demand — Control model (Karasek)
— Effort — Reward Imbalance model
(Siegrist)
— Transaction Process model (Lazarus &
Folkman)

— HSE, NIOSH, GM@W, SOBANE and others

e Looked at survey instruments and tried them
out — compared experiences



COPSO0Q

Copenhagen Psychosocial
Questionnaire

(COPSOQ II — short version)


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

MIT Additions:

o Safety questions

e two more offensive behaviours:
— “discrimination” (undefined — ask respondent for
definition)
— “vicarious offensive behaviours” (ask respondent
to identify all)

e a global question rating the psychological
health & safety climate

e uestions about behaviour based safety
attitudes



COPSOQ Psychosocial

PSYCHOSOCIAL HAZARDS:

Demands

« Quantitativedemands—not
having enough time

» Work pace—having to work at
a high pace
« Emotional demands—work

that involves emotional
investment

Work Organization

« Influence—having influence
over your work

» Possibilities of development—
able to learn new things, take
initiative

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

« Commitment—feeling that
yﬂurwmkglace makes a posi-
tive contribution

Relationship

+ Predictability—being kept
well informed, having enough
information

» Recognition —being appreci-
ated and treated fairly

+ Role clarity— knowing what

is expected and having clear
objectives

» Leadership—supervisor has
planning skills, values your
job satisfaction

« Supervisor support—your
supervisor listens and helps

Work Values

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

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

Work/Life Balance

« job satisfaction

» Work/life conflict

Offensive Behaviours

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

Fristensen, T. 5. et al, 2008, Scandinavi g Sfourmal
af Wiark and Ermvironmertal Health 3 106), 432-49,

June 2014

FOR QUESTIONS ABOUT THIS KIT OR ITS CREATORS (THE MENTAL INJURY TOOL
GROUP OR MIT) CONTACT TERRI AVERSA AT TAVERSAQOPSEU.ORG




COPSOQ health measures:

o Self-rated overall health status
e Burnout

e Stress

e Sleeping troubles

e Somatic stress symptoms

e Cognitive stress symptoms

Using the health measures allows us to do a factor
analysis and look for any statistical associations
between the factor and the health.

We also have a population comparison (Denmark)
to compare results



Method:

1. Recruit coordinator/champion

2. Get support (union, employer,
establish steering committee)

3. Administer survey (define units, collect
e-mail lists, Dilman’s 5 contact survey
administration, spreadsheet report
production, identify top 3 issues)

4. Begin dialogue to improve top 3 issues



Don Dilman’s approach to

maximizing survey responses:

1)

2)
)
4)
S)

6)

Lay the groundwork — get endorsements/buy-in; set u,a steering
committee; define relationships to JH&SC, union, employer
involvement; sort out logistics (electronic or paper, who's in
charge of what, confidentiality, data management/security, when
do we report results, what do we do next — long term objectives)

Pre-survey announcement (1-2 weeks prior) with endorsements
Distribute survey — fanfare?; provide time, space, incentives?
1-2 weeks later send out reminder

After another 1-2 weeks send a 2"d reminder.

> if response rate is poor (<66%) you may have to consider a

stronger intervention (i.e. start “nagging” people directly)

After a reasonable period of time (and depending on response
rate) set a closing date and send out a final notice with an
urgent message.



7 _Step Pla n . Gather emails

1. Select

Coordinator
3. Local endorse

and announce.
ER?
4. COPSOQ

Blast

7. Workplace

>. Data ) Action Plan
gathering 6. Strategize

& reminders Results



Getting Management
Support and Participation

Co-operative Approach Will mgr_nt
Crisis Approach See the light
........... or

Feel the Heat?

« Members have anonymous way of sharing
 [tis a collective activity
« Everyone brainstorms recommendations




. . . 4
An Intervention in AR

Community Nursing... i different
\/ 4

Gets Outside
investigator!

e (City-wide dispatching work org changed to zone based
dispatch system where nurses selected their zone.
Additional ones hired.

e The change:
— reduced emotional demands,
— addressed quantitative demands, stopped the forced overtime
— and reduced workplace bullying.

— In the end, the organization adopted a collaborative and supportive
management style.



Action on Workplace
Stress




The
Report

How do
reps

Succeed
2

Making Participation Work in the New Economy

Final Report to RAC, WSIB

Alan Hall, Andy King. Wayne Lewchuk. John Oudyk and Syed
Nagvi

August 26, 2013




Type 1
Technical Representation

Focus on activities such as
inspections, meetings,
reports—technical and
traditional OHS things

« Reliance on the law to push
employers

« Focus on legislative requirements

« These are the ones who rely on
litigious strategies to try to win
changes

Will this work for occupational
stress?



Type 2

Knowledge activists

actively and consciously collect and use scientific, legal,
and expertise-based knowledge to persuade and pressure
employers to address not only traditional health and
safety issues but also complex ones—LIKE STRESS

» Representatives These reps do not dismiss law,
meetings, inspections and other technical aspects of
the role—rather they use them strategically

« These activists use social skills, links, alliances,
information, and any tools available to them as
strategic choices and to their advantage in seeking
their change

» They bring solutions—and compromise



Talk to people
Kn OWIEdge Research face to face

Activists.....

prepare ultivate strategic

Bring solutions relationships
Finesse

management h
Be persistent Insert heart

build your and common sensg
case k for advice but uS
Educate the in tandem with
employer Assertive your own mind

Knowing yet polite
and using the law

Recognize
the power and

Working with Side by side with
interests in the room different people workers



Third Group

Transitional Representatives

e spend much of their more limited overall time
attending meetings, dealin dg directly with workers
issues, getting training and education for
themselves and doing research, with little
attention to Inspections or reports

*transitional in that many of these representatives
are newer to representation and show signs of going
either way — technical or knowledge activist).



5 Steps:

i |
2
3.
4

Learn: familiarize yourself with the basics; deepen your
understanding, share your awareness; identify resources

Organize: you can't do it alone, get support/buy-in,
establish a working group

Assess: select tool(s); implement, do it carefully and
well; consider the results and pick your key issues

Change: consider advice/ideas and figure out which
ones fit with your workplace; select the changes you
want to try and sell them to your supports; implement,
do it carefully and well

Evaluate: give it some time, then use tool(s) (the same
as before?) to re-assess the situation; find out what
seemed to work and what did we learn; identify
strengths, gaps, new questions and start the cycle again



MIT Tools:

Website

Guide

Survey (often use Survey Monkey)
You-Tube videos

Posters, cards

'training materials]*

'mini-MIT: shortened guide for workplaces]*

App
Webinar



http://www/ohcow.on.ca/MIT
http://www.ohcow.on.ca/MITApp
http://www.ccohs.ca/products/webinars/workplace_stress/

ILO Stress Prevention:

e checkpoint format
o |ists specific hazards
e identifies prevention strategies

T
o



http://www.ilo.org/global/publications/books/forthcoming-publications/WCMS_168053/lang--en/index.htm

The SOBANE strategy
applied to the management of
psychosocial aspects

English
version of
SOBANE
psychosocial
screening &
observation
tools

W " ial
l ‘l ' g i

SERIE STRATEGIE SOBANE

GESTION DES RISQUES PROFESSIONNELS

pmaspectspdf



http://www.deparisnet.be/PSY/Eng/Sobane_guide_psychosocial_aspects.pdf

SOBANE checklist example:

V.4. Guide for the Observation discussion

A Autonomy and individual responsibilities

A.1. The degree of initiative, autonomy
e Everyone is informed of his daily or weekly workload and can organize his work as he wants.
e Everyone can plan his work and decide in which order and when it will be carried out.
e Everyone can take initiatives and adapt his work method without disturbing the team work.

e The work procedures are not too rigid. Everyone can choose his own work rhythm without disturbing the team
work, instead of having to follow the rhythm imposed by the machine or the team.

e Everyone can leave his workstation and take a short break (toilets, drinks) without disturbing the work.

o Each worker can reasonably take his days off when he wishes it.

e The localization of the people in the operating areas allows them a minimum of private life (to telephone.. ).

e The person in charge is involved in the choice of his collaborators (the decision is not taken solely by the
direction).

What can be done in practice to improve the situation directly?
What needs to be studied more in details?



Main messages

e A comprehensive strategy and approach
is needed for mental health—including
for PTSD

e Consider all workers and environments
e Prevention is the key

e Workers, their unions and organizations
need to be involved

e (as knowledge activists)
e It is a journey



Terri Aversa

OPSEU Health and Safety Officer
100 Lesmill Road
Toronto

1-800-268-7376 ext 8774
taversa@opseu.org

QUESTIONS...............2?



