 
`Workplace mental health promotion has become a strategic focus area. The renewed interest has prompted recent reviews of the evidence base in relation to common mental disorders and work and of the promotion of mental health and well-being in the workplace` (Leka & Nicholson, 2019, p5).
Discuss this statement with reference to the empirical evidence and relevant frameworks that aim  to support individuals` mental health and well-being within the workplace.
Mental health is explained by Hassard et al., (2011) as a spectrum ranging from optimum positive mental health to poor mental ill health. There is much discussion and evidence to suggest that mental health is affected as a result of key areas of life, such as employment. 
The Health and Safety Executive (HSE) (2020) reported that approximately 828,000 workers were struggling with work related anxiety, stress and depression in 2020. The HSE defines work related stress, anxiety or depression as an adverse reaction caused by the pressure or work load demands that are put on employees within the work place, and reports the situation to be increasing over recent years . Alongside this, a reported 17.9 million days of production were lost as a result of these mental health related absences. These mental health disorders are found to be more prevalent in industries such as education, health and social care and public administration and also defence work. Reported triggers for stress , anxiety or depression, include factors such as are pressing deadlines , high responsibility and lack of support from managers.  Furthermore, the HSE reports that poor mental health is costing employees in the UK business between £32 and £42 billion a year.  In light of this, the government commissioned  reviews such as ‘Thriving at Work ‘ by Stevenson and Farmer in 2017 to  give an insight into how mental health support is important for business and maintaining productivity. This essay aims to discuss the relevant polices and frameworks that have been introduced, and highlight the importance of supporting people with mental illness in the workplace and how employers can support and enhance well- being within the workplace by the use of  interventions and coping strategies. 
The Equality Act (2010) combines 116 separate pieces of legislation into one single act, giving legal framework to protect the rights of the individual and give equal opportunity to all. The act also aims to create a fairer and more equal society, that gives clear laws in an aim to overcome disadvantage and discrimination. The Equality Act replaced previous anti-discrimination laws and aims to give stronger protection against discrimination in the workplace and also wider society. The Act  introduced protective characteristics, making it against the law to discriminate someone because of age, disability, gender reassignment, marriage or civil partnership, pregnancy or maternity, race, religion, belief, sex or sexual orientation. Furthermore, the Equality Act describes types of discrimination in which employees are then protected from. These include; Direct Discrimination such as being treated at work worse than others because of having a protected characteristic. Also, Indirect discrimination, which is being put at a disadvantaged position due to policies or ways of working that discriminate ones  protected characteristics. The Act also gives protection against harassment, which is being offended or deliberately humiliated due to a certain characteristic. The employer is also protected from victimisation, for example  being poorly treated due to submitting or supporting a compliant that has references to a protected characteristic. Furthermore, the employee is protected from unfavourable treatment due to pregnancy or maternity. The Equality Act also states that the employer must make reasonable adjustments to ensure a disabled person has the same accesses as everyone else. (Participation, 2010)
Health and Safety at Work etc Act 1974 – legislation explained. (1974) Places a duty on employers to ensure the health and safety and  welfare of the employees at work, including steps to ensure they do not suffer stress related illness due to their work.  Years later, the Health and Safety Executive launched the Management Standard Tools in 2004, These were established with the aim to cover 6 key areas that are associated with poor mental health and increased risk of accident or sickness. These key areas include; demands, such as the workload and working environment. Control; how much say the employee has in their work. Support; the encouragement and recourses that are provided by supervisors and line managers. Relationships; avoiding conflicts and managing unacceptable behaviour amongst employees. Role; The understanding of their role and managing conflicting roles. Change; how this is communicated and managed within the organisation. What are the Management Standards? - Stress - HSE. (2021).
There was much literature to support the changes in legislation that lead to the development of the Equality Act in 2010. For example, a study carried out by Regmi et al., (2009) investigated the effects of discrimination within the workplace amongst Nepalese immigrant workers in the UK. The study used self administered questionnaires, interviews and also group consultations. Findings found a positive association for increased stress amongst the workers, alongside a desire to find new employment, as a results of facing subtle discrimination whilst at work. These studies, alongside many others highlighted the need for more awareness and protection against these issues. 
 As previously mentioned , the independent review carried out by Stevenson and Farmer (2017) aimed to determine how employers can provide better mental health support for all of those in employment. This is inclusive of those with ongoing mental health disorders to remain and thrive within the workplace. The report highlighted the ongoing stigma surrounding mental health and the significant challenges with mental health at work. The report outlined a 10 year vision aiming to provide recommendations and plans to equip organisations with tools and awareness to overcome and prevent mental illness and with an aim to assist employees to thrive within the workplace. The report set out core standards which is a framework that organisations could implement for employees. These recommendations  included a mental health at work plan which can be produced, implemented and communicated to employers as well as developing mental health awareness amongst those employed. Also to encourage and to participate in  discussions about mental health and what support is available to those that are struggling. Additional recommendations include, providing employees with good working conditions, and a good work life balance. Offering development opportunities to employees within the workplace can boost self -esteem which helps employees feel valued.  Effective people management through line managers and regular supervisions is also suggested along with the routine monitoring of individuals mental health and well-being for all employees.  Furthermore advanced standards were also recommended for larger organisations.  Findings were then presented to the government and these were well received. 
            A Joint policy, titled  Improving Lives, the Future or Work Health and Disability Department for Work and Pensions & Department of Health. (2017). Responded to the Stevenson and Farmer report (2017).  The government fully supported the recommendations set out in the report and stated that the Civil Service Employed policy (CSEP) will work with the departments and agencies to address and highlight areas for improvement and promote best practise for assisting those with mental health needs in the workplace. The government also stated that is will encourage the implementation of the core recommendations by private sector employers by using networks that are already in place to give information, advice and support. Furthermore, the government also announced an independent review of the Mental Health Act in 2018, which would also be carried out and also agreed to explore how they can protect from discrimination within the workplace for those with a mental health condition. The Health and Safety Executive  also agreed to implement the  recommendations as a result of the review which included revising the guidance to raise employer awareness in managing and assessing mental health issues within the work place. Furthermore, the implementation of building risk assessments  guidance and management standard approach was also agreed by the HSE.  
Further recommendations from the Stevenson and Farmer review recommended  that employers should report on their actions towards work place  mental health. As a result of this, in 2018 a framework was developed to support employers to voluntarily report information on mental health and well-being and also disability within the workplace. This was aimed at larger employers in an attempt to drive culture change towards a more inclusive society. 
According to Evans and Repper (2000)  employment can improve life quality and mental wellness as well as aid social inclusion and social networks . Being employed can also give a sense of purpose and belonging and an opportunity to contribute to society.  In line with this, a study carried out by Dunn et al., (2008) investigated the role of work in the lives of those who have had vocational success whilst recovering from mental illness, with the aim to understand how work effects their recovery. The study used qualitative interviews, which were carried out on 23 participants who reported positive benefits as a result of being in paid employment . Participants reported that being in work created a sense of  pride and self esteem and also gave strategies to cope with psychiatric symptoms, and furthermore stated that being able to work aided  their overall recovery. Participants also mentioned that being in work was central to their lives and also their identity.
However, Elraz (2018) highlights that employees that struggle with mental health conditions  face a somewhat challenging situation.  This is due to the potential discrimination and stigma that is often associated with mental illness. Alongside this, they are trying to manage symptoms of their poor mental health whilst adhering to the demands of their employment and furthermore, ensuring that they still demonstrate that they still demonstrate  that they can perform and show commitment to their job. 
Initial, common place interventions within the workplace are highlighted by Czabala (2011) which include making improvements to working conditions and providing stress management resources. Further studies to research other types of work place interventions have also been carried out. A systematic review carried out by Joyce et al., (2015) analysed 481 research studies , giving evidence to suggest two primary prevention interventions which were enhancing employee control and also the promotion of physical activity. In this instance evidence for Cognitive Behaviour Therapy (CBT) based stress management was also found to be particularly effective.  The authors also reported strong evidence to promote the routine use of a debrief following trauma. Other interventions such as CBT based problem focused return to work programs  also showed improvement for symptoms of mental illness.  More alternative interventions have also been investigated. Lottrup et al., (2013) conducted a study to determine if access to a green outdoor environment has a relation to employees perceived levels of stress and attitudes towards work amongst employees. The study gave questionnaires to 439  randomly selected employees in Sweden. The questioned addressed levels of stress and workplace and attitude and accessibility and outdoor availability, and also the type of environment at the individuals workplace was considered . There was a positive relationship between physical and visual availability to workplace greenery, and a better overall workplace attitude and finding suggested a  decreased levels of stress levels for male participants. In female participants, a positive relationship was found between access to workplace greenery and a positive work place attitude. However this did not show to be effective in improving levels of stress. Findings support the already existing research on the use of workplace outdoor spaces and therefore concluded that these spaces assist in enhancing employment wellbeing and combating stress. However its important to recognise gender plays a significant role in the realisation of the benefits of these green spaces. Its also important to consider this study was conducted in Sweden and findings could be different in other countries, and dependant on the time of year , given that an outdoor space is likely to be more appealing and enjoyable in better weather. 
Further interventions such as Mindfulness Based Interventions  (MBI) are also found to be beneficial to employees mental well being . A study carried out by Huang et al., (2015) explored the use of MBI on for employees with poor mental health. The study included 144 participants that were split into 2 groups which included a group that received the intervention and the other, control group that did not receive any treatment. The group that were to receive the intervention did so for an 8 week period and findings where collected at 5 points throughout the  intervention which included pre and post treatment.  Results indicated significant  lower psychological distress and fatigue and also reduced perceived stress following completion of the mindfulness based intervention. 
According to Hulls et al., (2020)  Stress is found to be the most common cause for long term absences within the workplace, as a result of work load and poor management, it is vitally important for employers to consider these interventions, however Hulls et al., argues that there is a need for more evaluation of their overall effectiveness.  Encouragingly, according to FirstCare (2017) 83% of organisations of 1021 surveyed in 2020, were found to be taking positive action to address mental health within the workplace. It is hoped that since this was published this percentages has increased. Whilst this is encouraging and might suggest more employers are considering the recommendations set out by Government commissioned reviews, such as Thriving at work  by Stevenson and Farmer (2017) and policies that have been carried out in recent years, there is still much more to be done with regards to addressing mental health related absence in the workplace. If predictions are correct, in accordance to  FirstCare  by 2030 workplace absences will cost the UK economy 26 billion pounds in lost productivity. Therefore employers have a responsibility more than ever, to consider implementing recommendations and implement interventions such as the ones discussed in this essay, not only to support and promote well being amongst employees but to protect their companies from loss due to absence as well as enabling those with ongoing mental health conditions to feel that they are contributing to society and to provide an essential aid to their recovery.
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