Legal, ethical, and professional issues in Mental Health 
“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).
This essay will explore and outline the legal frameworks that support individuals suffering with mental health disorders in the workplace.                                                                                                                    Relevant policies and legal framework should be a part of every organisation to protect employer and employee. This essay will explore these and look at evidence to see how they work in order to support individuals continuing their career, with a mental health disorder.       
According to framework done by (Joan Burton, World Health Organization, 2010) looking at a healthy workplace, a workplace should work together to achieve an agreed vision for the health and well-being of their employees, whether this be physical, social, or psychological. It explains that employees have control over their health and how to improve it, to become more energetic, positive, and content in their workplace, and this should be supported by their employer (Joan Burton, World Health Organization, 2010). The importance of this is so that individuals feel comfortable and safe to address issues they may have with their mental health and wellbeing, in order to continue to work and achieve their full potential. 
 Some statistics show that 828 000 workers in Great Britain in 2019-2020 suffer from work related stress, depression, or anxiety (Health and Safety Executive Annual Statistics, 2020). And 17.9 million working days were lost due to this in 2019-2020 (Health and Safety Executive Annual Statistics, 2020). According to this research, mental health disorders are on the increase. The thriving at work framework explains that 300,000 people with a long-term mental health disorder will lose their job each year, this is more than a physical illness (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017). 
Recent research estimates that due to ill mental health among employees, it costs UK employers between £42 billion and £45 billion each year (BACP, 2020). This research also explains that there is now a greater support for employees. In large organisations in particular, the social awareness of support of mental health disorders through campaigns show promising change and support (BACP, 2020). This sort of support has led to less stigma around mental health disorders in the workplace (BACP, 2020). This shows the need of workplaces to support their employees properly, who suffer with their mental health. 
Legal requirements and policies are also there to support individuals, as well as the workplace to provide a safe, non-judgemental, place to work. Acts like, The Equality Act (2010), The Mental Health Act (2007) and the Mental Capacity Act (2005) are all important for employers and employees to be aware of. 
Case study one – 
Nora, who is a 23-year-old female, works in the health sector. Nora is passionate, caring and kind to all individuals she supports who are vulnerable, as well as to other staff members in the organisation. Nora sometimes struggles with depression and anxiety but is ashamed to tell her manager in fear of consequences. Nora’s manager is not supportive of her and has discriminated against her age, appearance, gender, and boundaries in the past, therefore Nora does not feel confident to confide in her. Nora does not bring any personal feelings in to work but after work really struggles with the amount of stress and what is expected of her.
The Equality Act (2010) is an important act to consider in a scenario like this. Due to the lack of confidence in the employer from previous issues. There are nine protected factors in the Equality Act being, age, disability, marriage, pregnancy/maternity, religion/belief, sex, sexual orientation, and gender reassignment (The Equality Act (2010), 2015). The Act is there to protect individuals from discrimination, in terms of mental health, this Act will protect if an individual is disabled with a physical or mental impairment that has substantial and long-term negative effects on everyday life (The Equality Act (2010), 2015). An employee like Nora, who is started to struggle with her mental health and the stress of work, should be aware of this act and how it can help and support if needed.                                                                                                                                                                 In this situation, The Mental Health Act (2007) is also an important aspect. The Mental Health Act looks at protected individuals who have mental illness disorders or any learning disability needs (The Mental Health Act (2007), 2008).                  
(Thriving at work The Stevenson / Farmer review of mental health and employers, 2017) is a framework that looks with the approach to help and support individuals suffering with poor mental health. The framework outlines mental health should be seen in a different way, with correct support in place for individuals to continue to thrive at work. (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017) looks at promoting this by explaining what organisations should incorporate into their workplace. It looks at mental health awareness among employees, to produce, implement and communicate a mental health plan, having open conversations, a healthy work life balance, promoting effective management and to monitor employee’s mental health and well-being (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017). In Nora’s case (case study 1), this would be a beneficial way of the organisation’s attitude and support towards mental health, maybe then individuals like Nora would feel comfortable to come forward in how they are feeling, get support and continue thriving at work, instead of becoming a part of the 300,000 people losing their jobs each year (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017). 
(Thriving at work The Stevenson / Farmer review of mental health and employers, pg. 9-10, 2017) explores the role of the public sector. The public sector employs around 5.4 million people, therefore this framework states they should lead the way for mental health quality and awareness within organisations and workplaces, for both employers and employees. The framework recommends that every public service workplaces practise the mental health core and enhanced standards, being in contact with employers to maintain employees assessment of mental health, possibly to include NHS support in workplaces to ensure support is accessible, high quality and fits around work, legislations/policies/framework to be clear, and for any known individual with a mental health disorder to have support, be monitored and maintained (Thriving at work The Stevenson / Farmer review of mental health and employers, pg. 9-10 2017)
The Government has a responsibility to individuals suffering with mental health in the workplace. According to (Thriving at work The Stevenson / Farmer review of mental health and employers, pg. 10, 2017), this framework outlines what the Government could do to help and support. Support and online information platforms could be created for employers and employees, clear expectations of the employer should be outlined, possibly for NHS to support workplaces for employees to access support that is accessible, high quality and fits around work, funding to awareness/campaigns for mental health, and having clear legislation/policies/framework in place for employers and employees (Thriving at work The Stevenson / Farmer review of mental health and employers, pg.10, 2017).
As (Joan Burton, World Health Organization, 2010) outlined, a workplace should be a healthy environment where individuals can thrive becoming content and positive. In Nora’s case (case study 1), this framework would support her by encouraging her to take control of her health and well-being and ask the organisation for the support they should provide in order for her to continue working. (Joan Burton, World Health Organization, 2010) explains that each employee has the right to organisational support whether it be physical, psychological, or social conditions. 
To help and support employees, there is a number of interventions, such as, greenery access, mindfulness, and counselling.                                                                                                                                    
Case study 2 – Bob
Bob is a 40-year-old male. He works within a large organisation, doing admin work. He works every day, although he suffers with depression. He has suffered with depression since his teenage years, and this has sometimes affected his work as he has had to take time off and sometimes does not have the motivation when in work. The organisation is aware of Bob’s mental health and offer him support, such as counselling. Now Bob is not ashamed and is able to speak and seek help within the workplace. 
In the case study of Bob, his employer is extremely supportive of his mental health and well-being. As well as complying with relevant laws, legislations, acts and frameworks, this organisation has also incorporated counselling into their workplace for employees. A systematic review by (McLeod, 2010) looked at a number of different studies that have been conducted over the years and found that counselling in the workplace is highly beneficial for employees, some of the benefits include reducing anxiety, increasing self-esteem, decrease in emotional burnout, less stress and also many studies found it to be extremely beneficial to individuals suffering with depression in the workplace (McLeod, 2010), like Bob. Out of the studies that were looked at 80% of employees who took part in counselling sessions explained they were satisfied or highly satisfied and would continue. Organisations doing counselling programs left it completely voluntary to employees, and whatever employees did access the counselling, it was a person-centred approach and focused on individual needs (McLeod, 2010). 
A workplace can be difficult when it is indoors, all day, every day. Some research done by (Lottrup, L., Grahn, P., & Stigsdotter, U. (2013) looked at a number of studies that explore the importance and benefits of having a workplace with access to greenery. This research found that having physical access to a green outdoor environment at work proved beneficial as stress levels would be lowered and work attitudes would get better (Lottrup et al., 2013). All studies looked at male and females, although more females engaged with studies. The research showed than females experience higher stress levels in relation to workplace stress, a big issue that was seen was that they were too busy (Lottrup et al., 2013). This is the importance of the framework by (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017) explaining how important a healthy work life balance is for individual’s mental health and well-being, otherwise it leads to being overwhelmed and burnt out. With the positive links outlined by (Lottrup et al., 2013), a healthy work life balance could be incorporated by having a chance to access a green space during work time to reduce the overwhelming feeling which is leading to so much stress. The studies outlined that for both genders, a physical access to outdoor greenery was more beneficial than a visual aspect, levels of stress did not decrease with just a visual but did when there was a physical space (Lottrup et al., 2013). Supporting individual’s mental health and well-being in the workplace in this manner can show great promise for organisations as employees will provide better attitudes to work, as well as performance. For example, an individual working a 9am-5pm job every day behind a desk with a computer, not being able to access any outdoor space, or have a break, compared to an individual doing the same role but has the option to access outdoor greenery during their work time might then have a better attitude to work that day and get more done, thriving. 
Another positive intervention to bring into a workplace is mindfulness. Research done by (Antanaitis, 2015), looked at organisations that had incorporated a mindfulness program, typically a 6-week program. Employers saw a significant decrease in numbers of days off due to stress and depression from employees, where employees felt improvements to their mental health and well-being. Overall, absences for mental health reasons decreased by 50% (Antanaitis, 2015). Mindfulness works on changing the brain, some of the benefits that this research found was employees felt they could relax more, sleep better, build relationships better, and had an overall improvement of happiness in the workplace, by learning how to cope with their mental health, improving their skill set and knowledge, as well as providing the employee with a sense of achievement and allowing them to thrive and contribute to society (Antanaitis, 2015). The programs were all voluntary and employees could choose if they wanted to take part. Although, after seeing how significant the change was for many employees and the decrease in absences, some organisations decided to keep running the mindfulness programs. There was a mixture of some keeping it voluntary and others making it compulsory (Antanaitis, 2015). Overall, mindfulness has proven positive in the studies looked at in this research, but it also explains that some organisations have found it to be a quick fix. Professionals reassure that it is not a quick fix, and organisations should still support in other ways, not just incorporating a mindfulness program, but to ensure to follow laws, legislation, acts, and framework to provide the best support for employees suffering with their mental health and well-being (Antanaitis, 2015). 
The importance of supporting individuals with their mental health, allows them to feel worthy, improve their self-esteem, ensure they can thrive and contribute to society, and live to their full potential. Without supporting individual’s mental health, this can affect their physical health leading to a number of conditions (Publications Office of the European Union, 2011). This will then have a leading affect to their overall health, leaving them unable to work, function or contribute. Having a holistic approach has seen to be beneficial in the workplace, ensuring to follow policies, laws, and framework (Publications Office of the European Union, 2011). In order for individuals with mental health disorders to thrive at work, there must be commitment and involvement from managers in the workplace (Publications Office of the European Union, 2011). Communication being key as this report explains. 
In conclusion, this essay has outlined laws, framework, legislation, and policies that help workplaces support their employees and for employees to feel supported, and that they have options. As the research has outlined, there are many reasons and benefits of why workplaces should support their employees who suffer with their mental health, and what good can come from it. The intervention suggestions that have been outlined also give great insight into what a workplace can incorporate for their employee’s mental health and well-being, how they can make a difference to an individual as well as the over all workplace environment. As stated previously, the thriving at work framework explains that 300,000 people with a long-term mental health disorder will lose their job each year, this is more than a physical illness (Thriving at work The Stevenson / Farmer review of mental health and employers, 2017), this shows the need of support from workplaces, otherwise this number will continue to grow.  
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