MENTAL HEALTH IN THE WORKPLACE:
THE CHINESE PICTURE

SECTION 1.
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STRESS AT
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At 48%, Chinese workers’ experience of mental health issues
is slightly less prevalent than seen globally (52%), with fewer
workers (59%) having concerns about their mental health
(68% globally). When asked whether they had felt negative
emotions at work over the previous month, 94% of workers
who have experienced mental health issues in China said
they had felt one or more (compared to 61% of Chinese
employees who have not experienced mental health issues).
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A lack of interest, motivation or energy — symptoms

often associated with burnout - was the most commonly
experienced by those affected by mental health challenges
(47% vs 34% amongst those not affected). Having negative
thoughts came second (41% vs 21%). Worryingly, 38% said
their productivity was reduced (vs 23%), and just under three
in ten (27%) felt angry or irritable towards co-workers or
clients (vs 12%) — showing the extent to which mental health
can influence behaviours and mindsets in the workplace.
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While the reasons behind a person’s mental health issues
are often complex, the data shows that work-related
causes could play a significant role. Fifty-one percent

of Chinese workers mention they experienced stress

at work in the month before the survey — making it the
highest-ranking issue of the seven issues measured
before concerns about health overall. That proportion

is even higher among millennials (61%). However, for
Chinese Gen Zs, concerns about health come first,

affecting 51% of that generation. They are also more
likely to have difficulty focusing (45%) than the average
Chinese worker (41%).

In China, most factors around work are seen to

be supporting workers’ mental health rather than
undermining it — more noticeably so than seen globally.
For example, 53% of employees feel their work culture
supports their mental health (globally, 36%), while only
7% feel it undermines (18%).

SECTION 2.

STIGMA AND THE BARRIERS
TO PSYCHOLOGICAL SAFETY
AT WORK

In China, stigma is still holding people back from sharing
mental health issues at work, although at a lower level
than seen globally. Thirty percent of Chinese respondents
overall feel there is stigma in their workplace around
mental (37% globally). In those workplaces, 50% of
those affected by mental health challenges say they have
felt stigma personally as a result of these issues

(vs 57% globally).

53%
(globally 50%)

Discriminated when
telling manager

Stigma in the

Among those affected by poor mental health in China,
50% have told their managers about their issues, slightly
less than the global average of 53%, and 53% of those
have been discriminated against as a result (50%
globally). Perhaps unsurprisingly, only 47% percent of
workers say they would be willing to share mental health
issues with their manager (markedly lower than the
global average of 56%) and 50% would be comfortable
disclosing them as the reason for taking time off

(61% globally).

Key factors in
disclosure

Preference for privacy

54% (globally 53%).
Concerns manager
would not keep
confidential 38%
(globally 38%)

workplace

30%

47 %

(globally 56%)

Willing to share experience
of mental health issues
with manager

(globally 37%)
A3%

(globally 42%)

Culture that encourages
open dialogue about
mental health




- | SECTION 3.
In terms of reasons for not disclosing mental health issues as the cause of people’s

absence, preference for privacy (54%) comes first. But other reasons point to stigma: SE | | |NG THE TON E: THE
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to global average), while three in ten fear that their prospects would be affected (29%)

or that they would lose their job (28%). LEADERSHIP ON MENTAL HEALTH

Reasons for not disclosing mental health as the reason for taking time off Seventy-two percent of workers in China feel that it's

extremely or very important for employers to look after
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Yet the research shows a clear improvement in
perceptions and attitudes to work when heads of
organisations choose to speak about mental health: in
organisations where they do speak, 85% of workers
feel their organisation cares about their mental
wellbeing, whereas only 22% do when their leadersdo
not address it.

When reflecting on the policies and cultural aspects which support mental health in their organisation, 63% of Chinese
workers say there is a culture where time off is respected (vs 57% globally). This is followed by a culture of rest and
recovery being encouraged (50%, equal to the global average) and resources to help promote positive mental health
(49% vs 44%). However, workers in China are less positive than the global average on measures around psychological
safety and leaders’ understanding of the importance of mental health.
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In organisations where the head of
organisation speaks out, workers are
more likely to report that support is
available, and there is a greater tendency
for that support to be used. For example,
the provision of resources on ways to
reduce stress rises from 18% to 73%,
and the use of counselling or therapy
support increases from 1% to 36%.

Types of support available Types of support used
Access to discounted/subsidised therapy 23% 10%
as part of health benefits | NENEREGIGN 74 % I 1 %
Resources/information on 18% 7%
ways to reduce stress 73% I 1
Being encouraged to catch-up with my 15% 4%
manager totalk about my wellbeing 75% I 0%
Flexible working hours/ability to 22% 9%
choose when you work I G5 %% I <1 %
o 22% 10%
Ability to choose where you work I I 6
A network of mental health 10% 3%
support buddies/champions | NN 67 I 36
. 12% 5%
Specific mental health leave days I 5
; 10% 2%
Wellbeing days
ng day 67% I 36%
Access to mental health apps 13% 3%
and digital services NG 64 % I 33%
Access to paid for mental health 8% 1%
counselling/therapy | INGNNGNG 67 % I 36%
Daily, weekly, or monthly sessions that 10% 3%
focus on mental wellbeing | NG 5% I 0%

Head of organisation does not speak about
mental health

M Head of organisation does speak about
mental health

SECTION 4.

TRUST AND PROXIMITY:
THE CRUCIAL ROLE OF
LINE MANAGERS

Besides the instrumental role that senior leaders can play in
speaking about mental health, the personal behaviours and attitudes
of those with line management responsibilities are likely to be a key
factor in supporting people’s wellbeing. Employees in China who
consider their direct manager well-equipped to hold conversations
about mental health report are three times less likely to have
experienced any negative feeling at work (33% vs 11%).

Conversely, Chinese workers who feel their manager is not equipped
to have supportive mental health conversations report worse
experiences. Forty-nine percent felt a lack of interest, motivation or
energy in the month preceding the survey (vs 32% in those whose
manager is well equipped), 39% had negative thoughts (vs 22%)
and 34% report being less productive (vs 27%).
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Managers who haven’t had training report much lower levels of confidence in their ability to support people in their teams
(9% vs 80% of those who have been trained). Similarly, only 35% of workers believe their manager is equipped to hold
conversations that would help someone with mental health issues — significantly less than the global average of 48%,
although 60% of people surveyed in China feel their manager would be supportive if they shared their mental health
challenges with them, slightly below the global figure of 62%.

Despite this, many employers are under-investing in their managers’ skills on mental health, with only 43% of managers
having had training on mental health conversations (globally 41%). However, amongst those who have had training, 62% say
this training is provided annually, much above the global average of 38%.




SECTION 5.

WORKPLACE SUPPORT:
EXPECTATIONS VERSUS REALITY

employees consider
it important that
workplace mental
health is prioritised
(globally 73%)

perceive mental
health to be a
priority for their
employer
(globally 56%)

say their employer
provides mental
health support
(globally 53%)

I

have not used
specific mental
health leave days but
are willing to do so
(globally 51%)

have access to
subsidised therapy
(globally 39%)

use catch ups with O ! O
managers to talk about q

mental wellbeing \ ,
(globally 27%)

Whether mental health issues stem from work-related causes or not, it is clear that workers look to their employers
to provide support. In China, 72% or workers say it is important to them that their employer prioritises their mental
health. However, only 51% perceive their employer to provide that support (globally 56%).

Under half of Chinese employees have access to most dedicated sources of support, and the support is generally
only used by around half of those for whom they are available. Less than a quarter (23%) of Chinese employees take
up the opportunity to discuss mental wellbeing during catch ups with their managers.

Types of support available Types of support used Not used but willing to
Access to discounted/subsidized therapy 39% 19% 47%
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