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The below paragraphs explore on how the legal frameworks support the mental health of individuals in the workplace. Poor mental health can have a great impact on a person’s life that may lead to losing their support networks (Stephenson & Farmer, 2017). The risk of anxiety, burn-out and depression at work is huge while social, physical, and mental health of the worker can be affected either directly or indirectly (Flintrop & Podniece, 2011).  A recent study by WHO estimates that the yearly cost of the lost productivity due to anxiety and depression disorders reaches 1 trillion dollars of the global economy (World Health Organization, 2021). Deloitte report (2017) estimates the cost for the employers of poor mental health in the UK to be £33bn-£42bn each year with absence cost to be reaching £8bn, presenteeism costs to be between £17bn-£26 bn and £8bn on turnover costs. Recommendations of Stevenson and Farmer’s report about strengthening worker’s mental health will be discussed along with the framework of the Equality Act, 2010 and Health and Safety Act 1974.
Mental health problems among employees show great impact regarding the cost to the society, health care system, employers, and affect individual’s quality of life and their families. Health care costs for mental health problems vary as they depend on the severity of the disorder (LaMontagne et al., 2014). The estimation of the individuals who suffer from depression is 264 million people with many of them to be suffering from symptoms of anxiety (World Health Organization, 2021) and one in four works to be affected by work-related stress (European Agency for Safety and Health at Work, 2021). 
Work-related stress occurs when there is huge amount of pressure and demands which affect workers’ ability to cope with work (Leka et al., 2004). The excess pressures on employees can create dysfunctional behaviour at work and contribute to poor mental and physical health (Leka et al., 2004) including lost productivity, harmful use of substances and absenteeism (World Health Organization, 2021). To conclude with, the main ingredient for a healthy working environment is the variety of health promoting conditions making it a priority of individual’s working lives (Leka et al., 2004). Promoting health conditions may include continuous risk assessments to health, facilitating appropriate training and information on health issues and the availability of support structures and practices (Leka et al., 2004). The 91% of managers agree that what they do as manager, affects the psychological state of their staff, whilst individuals who were experiencing mental health issues, used to hesitate to talk with their line manager (Business in the Community, 2017). However, mental health is a difficult subject to talk about due to culture so just over 53% of all employees that were participated in this survey feel comfortable to talk about mental health issues at work (Business in the community, 2017).
Employers have a legal responsibility to make sure that the risks in the workplace are being assessed and controlled with workers to be involved, ensuring the measures that will be put in place, are effective (European Agency for Safety and Health at Work, 2021). Health and Safety at Work Act 1974 highlights the importance of this legislation towards employees. This Act was design to point the responsibility of the employers to provide a high level of health, safety, and welfare to all their employees. World Health Organization (2021) reports that organizations have a responsibility towards the mental health of their staff members providing appropriate support in either returning or continuing their career. 84% of managers agree that that the wellbeing of their employees is their responsibility, but only 58% of employees feel that their manager is concerned about the state of their wellbeing while 49% of managers would welcome forms of training in mental health (Business in the Community, 2017). Due to the stigma that is being associated with mental health disorders, is necessary for the employees to feel supported by their employers through the provision of the necessary resources that will help them to carry on with their job (World Health Organization, 2021).
GOV.UK (2019) highlights a good working environment improves the well-being of the employees with the great contribution of the social interaction; salary; purpose and core role. GOV.UK (2017) reports that there is common belief and concern amongst employees that a worker would have less chances to be offered a promotion if they had depression. Therefore, the Equality Act 2010 highlights Disability as one of the protected characteristics and states “(1) A person (P) has a disability if— (a) P has a physical or mental impairment, and (b) the impairment has a substantial and long-term adverse effect on P’s ability to carry out normal day-to-day activities”(p.4) and “Discrimination arising from disability (1) A person (A) discriminates against a disabled person (B) if— (a) A treats B unfavourably because of something arising in consequence of B’s disability, and (b) A cannot show that the treatment is a proportionate means of achieving a legitimate aim”(p.8). Also, Equality Act 2010, states that the employee must not be discriminated or victimised from employer “to opportunities for promotion, transfer or training or for receiving any other benefit, facility or service;” (p. 22). Health and Safety Executive (HSE) is committed to be promoting equality and eliminate discrimination and to proceed into changes under the Equality Act 2010.
It will make the difference if the Government and employers work together to decrease the number of people who decide to quit their job because of poor mental health and prevent around 100.000 individuals each year, who quit work due to long term mental health conditions (Stephenson & Farmer, 2017). There are 3,500 organizations that obtain accredit qualifications offering opportunities in participating in courses for mental health awareness and it is recommended that professional bodies that are responsible for trainings, to include training programmes about mental health in the workplace (Stephenson & Farmer, 2017). 
The work environment contributes to employee’s mental and physical health significant so, a sick one can threaten this (Largo-Wight et al., 2011a). Worksite health promotion programmes (WHPPs) aim to adopt a healthy workplace. To help implement this, basic standards of mental health need to be introduced where employers encourage employees for more open conversation about mental health with managers and offer appropriate support, make information of mental health available to employees, provide appropriate working conditions that contribute to a healthy work life, monitor the wellbeing and mental health of the employees (Stevenson & Farmer, 2017). An example of an organization that holds a high standard policy about mental health is The Environmental Agency (CIPD, 2018). The approach that exists is to make employees feel comfortable and talk through their concerns regarding mental health and access the support they need without the fear of stigma. Employees are being encouraged to build a safe environment for all, have proactive conversation, and to use a specific scale which shows how to improve themselves (CIPD, 2018). Also, more enhanced standards need to be introduced such as: “improve the disclosure process” (p.32); “demonstrate accountability” (p.32); provide in home support; “increase transparency and accountability through internal and external reporting: (p.32). In the independent review of Stephenson and Framer (2017), one of the recommendations that relates with the mental health improvement by the public sector is to focus to NHS, Education and Civil Service. NHS has introduced the Healthy Workplace Programme which aims to improve the well-being of their employees. It is recommended that Department of Education should take into consideration how mental health of teachers can be included into mental health strategies in school and Civil Service to proceed to mental wellbeing trainings of senior leaders and ensure that all employees have received appropriate mental health training for their role (Stephenson & Farmer, 2017).
In Stephenson and Farmer’s review (2017) a few recommendations for the Government to adhere are being included. To start with, tax relief to be invested in mental health; online platform that will provide information to the employers of how to apply the core and enhanced standards of  mental health; Equality and Humans Right Commission to consider to monitor the discrimination against workers; provision of reasonable adjustments for the protection of employees with poor mental health; develop a more flexible model for statutory sick pay for extra support; Welsh and Scottish NHS to prioritise mental health along with local needs; NHS and Government to encourage services such as, IAPT and mental health and improve the completion of fit notes by mental health professionals. For example Deloitte focuses on prevention ensuring mental health support and resilience tools are always accessible to their staff members (CIPD, 2018). It was recently launched by Deloitte the “This is Me” which supports disclosure and minimises stigma. In 2017, they alter the name of their assistance programme into “Advice Line” including to face to face counselling and access to CBT with ore people using the service. Also, through internal programmes it is encouraged to talk for any form of health concerns it may arise (CIPD, 2018).
Moreover, it is believed that health promotion should be extended and focus on behaviour change including environmental alterations (Largo-Wight et al., 2011a). The authors conducted a study exploring how nature contact at work affects stress-related health. The participants that took part on this study filled an adapted online survey and the researchers analysed the replies with the use of the Nature Contact Questionnaire (NCQ; Largo-Wight et al., 2011b) measuring the total score of outdoor, indoor, and indirect nature contact. Also, the Perceived Stress Questionnaire (PSQ) was used too to measure stress (Levenstein et al., 1993). Most of the participants were women, the mean age of the participants was 42 years while nearly half of them attended technical school or college (47.5%) (Largo-Wight et al., 2011a). The results show that employees reported less stress-related problems with the forms of nature contact to matter. The outdoors nature contact had the greatest results amongst all the forms as there was direct contact with environment showing to health practitioners that they should set priorities as this study’s findings supports that employee stress can be reduced through environmental alterations (Largo-Wight et al., 2011a).
Moreover, another study included 656 randomly selected participants from 9 Swedish cities which investigated if stress levels relate to green outdoor environments at work (Stigsdotter, 2004). The findings show that green spaces at work, improve mental health as it is a stress-free environment and apart from just spending time in the garden, the view of a garden can have positive effects on employees’ stress levels and well-being too (Stigsdotter, 2004). A more recent study by Lottrup et al (2013) revealed that individuals who participated in the study reported, that being in an outdoor green environment had greater effect that observing it whilst participants who had not any form of access, expressed they stress levels were still low. However, the results were more indicative to the female participants as they reported higher stress levels than men (Lottrup et al., 2013). Based on the findings of Lottrup et al ‘s study, it is recommended that organizations should alter their point of view of natural environments as there is a good potential for the improvement of stress levels so architects for example, to develop outdoor environments for the employees. 
Huang et al., (2015) highlight that mental health affects individual’s personal and working life with mental health to be described by WHO as the mental health state of individuals who can cope with normal stresses, can show productivity through their work and lastly, to contribute towards their community. However, it is of great importance to set appropriate assessment targets as part of the promotion of mental health (Huang et al. 2015). Stephenson and Farmer (2017) highlight that many employers are lacking training, awareness of ways to promote mental health, the way to provide support an individual with poor mental health and where to look for forms of external support. It is being reported that job strain is a significant issue in workforce while the effectiveness of Mindfulness-based Intervention is being explored by the Huang et al. (2015) through a randomised controlled study they conducted which included industrial employees with and without demographic variables controlled. From the 2849 individuals who participated, a total of 431 employees were suffering from poor mental health which included psychological distress and job strain. The Mindfulness intervention included 2 hours of mindfulness session in a weekly basis for 8 weeks and 45 minutes of homework practice daily. The Chinese Health Questionnaire (CHQ-12) was used to measure psychological distress (Cheng & Williams, 1986) along with Job Content Questionnaire (CHQ; Karasek, 1985) to assess job control, job demands and workplace social support (Huang et al., 2015). The results of this study show that mindfulness intervention has the potential to reduce the mental health risks for the employees but not for job strain.
Despite the positive results from the study by Huang et al. (2015), not all the studies agree as the conditions were different. Also, home practice was not analysed and most of the participants were highly educated, white-collar, and married. Lastly, even though one of the authors was the leader of the intervention and ensuring the structure of the study was being followed precisely, this was not eliminating the possibility of a conflict of interest. More studies that will include active control groups are being recommended (Huang et al., 2015).
To close with, based on the above Acts and Stephenson and Farmer’s review, it is important to promote equality, reduce discrimination as they both have a huge effect on mental health. The findings of the above studies show that the environment adjustment can be one of the main keys to improve poor mental health however, future studies in necessary to be conducted to have a clearer image.
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