
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 



 

 
 

This module may trigger intense feelings. Please respect your own psychological safety and continue 

at your own pace and comfort. If you need help now, call the National Suicide Prevention Lifeline (1-

800-273-8255) or text the Crisis Text Line (741741). if you are concerned about the safety of 

someone else, especially if you believe them to be in immediate danger of self-harm, and/ or they 

refuse to stay safe with you, call 911. 

 

INTRODUCTION 
The construction industry has a higher suicide rate than most other industries. in fact, statistically, a 

construction worker is more likely to die of suicide than any other cause of workplace fatality. As 

such, it is important to address mental health as part of a total worker health program. 

 

OBJECTIVES 
The primary learning objectives of this case study are to prepare trainees (craft people and field 

management staff) to: (1) identify warning signs of mental distress for themselves and their co-

workers, (2) determine how to properly respond to and de-escalate issues on the job, (3) practice 

healthy coping and resilience techniques, and (4) determine how to help reduce stigma surrounding 

mental wellbeing. At the completion of the case study training, trainees should be able to: 

 

1. Identify mental health best practices for implementation into existing environment, health, and safety 

(EHS) programs and policies 

2. Engage in stigma reduction strategies for mental health in the workplace and surrounding 

communities 

3. Discover strategies to enhance worker coping skills and resiliency 

4. Develop a personal coping and resilience strategy 

 

The information in this document is intentionally brief. Most of the details on enhancing mental health 

will come directly from the workshop as the trainer and the trainees discuss issues, answer basic 

questions, and complete group activities. Depending on their construction experience, trainees can 

share their prior knowledge and participate so others may benefit from their valuable input. 

 

ORGANIZATION 
The case study begins with introducing mental health as a workplace discussion. It provides trainees 

with information on enhancing mental health for themselves, as well as how to identify potential 

issues in others and respond appropriately. Most sections contain learning activities based on real-

world cases to enhance trainees' understanding and learning. In addition, review questions are 

included at the end of each scenario to prompt discussion and encourage critical thinking about the 

topic. 



 

 

MENTAL HEALTH DEFINITIONS 
The following are common definitions related to mental health. Additional terms related to mental 

health are provided in subsequent sections. 

 

• Employee Assistance Program (EAP)- typically offered through workplaces, these programs 

offer confidential and free resources and assistance with issues of a personal or sensitive 

nature and can assist with development of healthy habits in areas such as mental health, 

physical health, financial management as well as major life events such as death/grief, divorce, 

childbirth, adoption, substance abuse, and career transitions. 

• Mental Health Professional- a professional with training and resources in mental health; can 

include, but is not limited to, psychologists, counselors, therapists, clinical social workers, 

psychiatrists, and mental health nurse practitioners. 

• Mental Health Assessment- a self-guided or professionally administered evaluation of one’s 

mental health 

• De-escalation/Intervention- to interfere with one’s own or another person’s plans for self-

harm or decrease the intensity of a mental health crisis to obtain help and save a life. 

• Substance abuse/misuse- overindulgence or dependence on an addictive substance such as 

alcohol or drugs. 

• Workplace violence- any type of threat or act of violence in the workplace. Now a recognized 

workplace hazard that employers MUST address. 

• Psychological safety- a condition in which a person feels comfortable to be who they are, 

express their ideas and feelings, and is acknowledged without fear of punishment or 

humiliation. 

 

Examples of mental health qualities 

Good Mental Health Poor / Compromised Mental Health 

• Confidence 

• Optimism 

• Goal-oriented 

• Self-esteem 

• Learning and growth focused 

• Strong coping skills 

• Contributing 

• Emotional stability and ability to 

express wide range of emotions 

• Ability to form relationships 

• Feeling sad 

• Confusion/disorientation 

• Inability to concentrate 

• Withdrawal from life, friends, activities 

• Significant tiredness 

• Sleep disturbances 

• Strong feelings of worry, guilt, shame 

• Extreme mood shifts from highs and 

lows 

• Reliance on substances to cope 

• Changes to eating, sleeping, and 

sexual habits 

 

Reasons why people could encounter mental health struggles: 

• Ongoing or chronic medical conditions, traumatic brain injuries 

• Stressful life situations (financial problems, death of loved one, divorce, housing challenges) 

• Childhood abuse/trauma 

 



 

• Biological factors such as chemical imbalance 

• Substance abuse/misuse 

• Social or cultural pressures 

• Social disadvantages, poverty, debt 

• Being a caregiver for someone else 

• Domestic violence, bullying, or other emotional abuse 

• Witnessing violence or traumatic events 

• Low self-esteem 

• Poor nutrition or hygiene practices 

• Exposure to toxins 

• Overwhelming workload or consistently high workload without ability to rest 

 

 

Mental health in the workplace 

 

1. Substance Abuse/Misuse Prevention 

While many factors contribute to a person’s likelihood of a substance abuse/misuse issue, one factor 

is clear: physically demanding jobs lead to injury and chronic pain which can lead a person to need 

pain relief. This pain relief can come in the form of prescriptions for workplace injuries, or individuals 

choosing to self-medicate. Washington State Department of Labor and Industries requires 

employers to prohibit workers from being under the influence of alcohol or narcotics while at work, 

and most employers achieve this compliance through a drug testing program (WAC 296-800- 11025 

(2)) and (WAC 296-155-040 (7)). Awareness training for supervisors is required for any company 

with a drug testing program, and any supervisors who may intervene for suspicion testing will need 

specific training on how to observe and confront those issues on the job. However, it is vitally 

important for all workers to recognize and report concerns to their supervisor.  

 

One mechanism for training workers on substance abuse recognition can be in the form of toolbox 

talks or formalized in-person or online training. Another option for controlling substance abuse and 

misuse is a drug free workplace program that utilizes drug testing. An effective drug free workplace 

program should be: 

 

• Consistently applied 

• Communicated ahead of time 

• Comprehensive using all forms of testing, including: 

o Pre-employment 

o Post-accident 

o Random 

o For cause 

o Follow up testing 

• Supervised by a qualified medical review officer and an Employee Assistance Program 

officer 

• CONFIDENTIAL 

• No cost to the worker 

 



 

Drug free workplace programs are important in establishing expectations with the workforce. 

 

2. Workplace Violence Prevention 

Workplace violence can come in many forms, whether from outside sources such as customers and 

the general public, or internally from coworkers. Cases of domestic violence have also played out 

in workplaces. As such, workplace violence is a recognized hazard in the work industries and 

requires a company to have mechanisms for addressing potential threats. 

 

3. Suicide Prevention 

The construction industry experiences a suicide rate nearly 6 times the national average. Male 

construction workers have a suicide rate 65% higher than all US male workers. Many factors 

contribute to decreased mental health that can lead to suicides (especially in the construction 

sector), such as: 

 

• Typical macho culture 

• Stoic old school and “tough guy” 

culture 

• Having to “pay your dues”  

• Aging workforce 

• Fearless and “thrill seeking” behavior 

• Physically and/ or mentally demanding 

work 

• Seasonal cyclical work, layoffs, and end-

of-project upheaval 

• Sleep disruption/ deprivation due to 

shift work 

• Chronic pain 

• Tolerant culture of alcohol and substance 

abuse 

• Industry of highest use of prescription 

opioids 

• Performance pressure (schedule, budget, 

quality) 

• Access to lethal means 

• Stigma (internal and external) 

 

 

In order to disrupt and improve these statistics, there needs to be more attention and effort placed 

on protecting and improving mental health for all workers, similar to a total worker health program. 

It is not enough to share the crisis hotlines and text lines. Workers and employers alike must make 

consistent investments in bettering mental health and creating environments that support positive 

mental health. 

 

Training on de-escalation and intervention is critical to having empowered bystanders who can help 

a person in crisis. Many de-escalation training programs exist, and the Washington State legislature 

invested in a one-hour virtual curriculum through the University of Washington’s Forefront for 

Suicide Prevention. This virtual training module is available to all Washington construction workers. 

 

4. Supporting Mental Health 

A cultural shift is needed to create upstream interventions to enhance worker mental health and 

prevent mental health crises and suicide. A psychologically safe and inclusive workplace is a critical 

factor in preventing workplace sources of mental distress. Creating this type of culture will pay 

dividends in safety efforts, suicide prevention, diversity, equity, as well as workforce development. 

Supporting mental health at work requires commitment from the employer and everyday action for 

every employee to be successful, but it isn’t hard. A recent best practices guide was published 



 

through Central Washington University’s Safety and Health Management Master’s Program that 

serves as a strong, research-based tool to incorporate mental health into a workplace. 

 

Provided below are examples of mental health worksheets, policies, programs, and resources 

adapted from resources shared by: 

 

• Lakeside Industries 

• Turner Construction 

• Swinerton 

• Andgar 

• Associated General Contractors of Washington 

• Kime, M. (2022). Identification of Impactful Mental Health Best Practices for the Construction 

Industry. Central Washington University 

 

The example resources provided in the exhibits are only included as examples; users should be 

aware that they may reference safety regulations promulgated by the company’s regulatory 

jurisdiction. It is the user’s responsibility to ensure that they adapt the best practices for their 

company use and comply with all applicable local, state, and federal regulations affecting their 

workplace. 

 

This Policy is important to Company Core Values. This policy is in place to help insure a safe, healthy, 

and productive work environment for Company employees, Company Construction Company, and 

all Company subsidiaries (collectively known as “Company” or “Company”), and other personnel on 

Company projects or at Company Facilities, and to protect Company property and ensure efficient 

operations, Company has adopted a policy of maintaining a workplace free of drugs and alcohol. 

 

• Ensure Company staff understand Company Substance Abuse Policy for prohibited 

substances, alcohol, unauthorized prescriptions, abuse of chemicals, and enforce policy on 

site. 



 

• Testing Policy is to be applied to pre-employment, post-Accident/Incident, reasonable 

suspicion, re-employment, medical examination, annual and random testing, to the extent 

permissible by law. 

• Identify and make sure all stakeholders are aware of any variances in site specific Substance 

Abuse policy due to Collective Bargaining Agreements or direct contracts with the client. 

• Designate a Substance Abuse Administrator who is the lead for coordination, 

implementation, and administration of the policy. 

• Substance Abuse Administrator is required to assure the reliability and confidentiality of 

testing 

• processes and procedures 

• (NYC Only) All Company personnel on project sites that are required to have construction 

superintendents, site safety managers and coordinators must have SST Card, which includes 

a 2-hour Drug and alcohol awareness training. (Issued by NYC DOB under Local Law 196) 

 

• Ensure all trade personnel understand Company Substance Abuse Policy for prohibited 

substances, alcohol, unauthorized prescriptions and abuse of chemicals. 

• (NYC Only) All trade personnel on project sites that are required to have construction 

superintendents, site safety managers and coordinators must have SST Card, which includes 

a 2-hour Drug and alcohol awareness training. (Issued by NYC DOB under Local Law 196) 

 

EHS Manual p. 245-263 

 

All Company Employees and Other Workers are prohibited from using, possessing, distributing, 

dispensing, manufacturing, or being under the influence of Prohibited Substances and from abusing 

chemicals, controlled substances, or alcohol while working on a Company Project, at a Company 

Facility, or while engaged in Company business. 

 

Company is committed to this Policy on substance abuse to maintain a safe environment for all 

Company Employees and Other Workers. 

 

This Policy establishes guidelines for acceptable and unacceptable behavior in connection with 

working on behalf of Company. Company will not tolerate substance abuse in violation of this Policy. 

Company is responsible for the interpretation of the Policy’s provisions and their applications. 

Whom Does This Policy Apply to? 

 

This Policy specifically applies to all Company Employees, Other Workers, and all employers of 

Other Workers working on a Company Project, at a Company Facility, or while working on or 

otherwise engaged in Company business. 

 

This Policy is non-discriminatory and applies equally to all Company Employees, Other Workers, 

and their respective employers, as defined above, working on a Company Project, at a Company 

Facility, or while working on or otherwise engaged in Company business. 



 

Everybody who is covered under this policy may use Alternative Programs as required by law, 

contract, or insurance agreement and will comply with these Alternative Programs where they are 

used. 

 

This Policy applies to pre-employment, post-Accident/Incident, reasonable suspicion, re-

employment, medical examination, annual and random testing, to the extent permissible by law. 

 

Other worker is defined as someone not directly employed through Company (i.e. a consultant 

through owner). 

 

At Company’s discretion, Company may accept substance abuse testing cards, badges, or proof of 

Negative Test Results for an Other Worker. 

 

Proof can be within the last twelve (12) months by their employer or trade union. 

 

Other workers will not be permitted to work unless and until such proof is demonstrated or have 

successfully passed a Pre-Employment Drug Test. 

 

Union CBA (Collective Bargaining Agreement) and Other Contracts – 

 

Turner will work with any union representing Company Employees or Other Workers covered by 

this Policy. Where any issues in this Substance Abuse Policy are also in a collective bargaining 

agreement or in the direct contract with the client, either one of these agreements will take legal 

precedence over this policy. 

 

Company will designate a Substance Abuse Administrator to be responsible for the administration 

and implementation of this Policy. Among other things, the Substance Abuse Administrator will: 

• Have primary responsibility for the coordination, implementation, and administration of this 

Policy 

• Coordinate all testing with any appropriate Third Party Provider(s) 

• Receive the test results from the Medical Review Officer and notify the Designated Jobsite 

Company Representative and Company’s safety personnel of the drug results, and notify the 

tested Company Employee or Other Worker and the Other Worker’s employer of the results 

• Assure the reliability and confidentiality of testing processes and procedures 

 

1. Using, possessing, distributing, dispensing, manufacturing, or being under the influence of 

Prohibited Substances, and/or abusing chemicals or controlled substances while working on 

a Company Project at a Company Facility, or while working on or otherwise engaged in 

Company business, is strictly prohibited. 

2. Legally prescribed drugs may be permitted by authorized medical practitioner only for use 

by that Company Employee or Other Worker and provided that these legally prescribed 



 

drugs do not prevent the safe performance of a person’s essential job functions. 

3. The possession or use of alcohol while working on a Company Project, at a Company Facility, 

or while working on or otherwise engaged in Company business is prohibited. Company 

sponsored or approved meetings/functions are exempt from this rule. However, this does 

relieve Company Employees or Other Workers from possessing or using alcohol 

responsibility and safely in such situations. 

4. Refusing to report for or submit consent to drug or alcohol testing is prohibited and may be 

treated as a Positive Test Result. 

5. Tampering or substituting test samples is prohibited. This may be treated as a Positive Test 

Result. 

 

All substance abuse testing will be performed with concern for personal privacy, dignity, and 

confidentiality. Each Company Employee and Other Worker will be required to sign a consent and 

chain of custody form with proper documentation and verifying identity and that they agree to 

follow protocols. Company Employee testing records must not be kept in personnel files. Records 

may be kept in a separate confidential file at Company’s office or at the project level for that 

particular project. Company Employees have the right to a copy of their drug testing results within 

a reasonable amount of time following a request. Other Workers shall contact the Substance Abuse 

Administrator if they wish to have a copy of their drug testing results. All actions taken under this 

Policy will be confidential and disclosed only to those with a need-to-know basis. 

 

- A formal Chain of Custody will be established for every drug test. (Agreement that protocols 

will be followed) 

- Initial samples (or a split portion thereof) that test non-negative will be retested for 

verification with a Confirmatory Test, using the Gas Chromatography/Mass Spectrometry 

(“GC/MS”) test 

- GC/MS Positive Test Results will be communicated to the MRO 

- The MRO will receive the GC/MS Positive Test Results and convey the fact of a Verified 

Positive Test Result to the Substance Abuse Administrator and to the Donor tested and his 

or her employer. 

- Company Employees or Other Workers who test positive may, within twenty-four (24) hours 

of being advised of the results, request a retest of the original split-specimen sample by a 

different SAMHSA certified laboratory, at the Company Employee’s or Other Worker’s 

expense. 

- No drug or alcohol test will be conducted without the Company Employee’s or Other 

Worker’s consent. The Donor shall be required to sign a consent form. Refusal to give 

consent shall be cause for removal/barring from the Company Project or Company Facility 

and may be treated as if a Positive Test Result had been obtained. 

  



 

COMPANY NAME desires to provide a drug-free, healthful, and safe workplace. To promote this 

goal, employees are required to report to work in appropriate mental and physical condition to 

perform their jobs in a satisfactory manner. 

 

While on COMPANY NAME premises and while conducting business-related activities off 

COMPANY NAME premises, no employee may use, possess, distribute, sell, or engage in the 

unlawful manufacture or dispensation of illegal drugs including but not limited to marijuana which 

remains illegal under federal law. Violations of this policy may lead to disciplinary action, up to and 

including immediate termination of employment. Such violations may also lead to legal 

consequences. The legal use of prescribed drugs is permitted on the job only if it does not impair 

an employee’s ability to perform the essential functions of the job effectively and in a safe manner 

that does not endanger other individuals in the workplace.  

 

COMPANY NAME recognizes that certain business functions may include the consumption of 

alcohol, for example, a business dinner. In these rare situations, an employee is not to be under the 

influence of alcohol and is solely responsible for their actions including appropriately representing 

the company and staying within the confines of the law. With this limited exception, employees are 

not permitted to consume or be under the influence of alcohol while on COMPANY NAME premises, 

while on jobsites, and while conducting business-related activities off COMPANY NAME premises.  

 

Any employee who is observed coming to or returning to the job in an obviously impaired condition 

will be removed from the job at once and taken for testing for the presence of prohibited 

substances. A responsible Supervisor shall attempt to arrange for transportation to the test lab for 

the employee. Local police will be notified by calling 911 if the employee insists on driving. 

 

COMPANY NAME notes that to ensure compliance with rules of conduct, COMPANY NAME may 

conduct tests to determine the presence of any illegal drugs or other unlawful or unauthorized 

substances in an employee’s body. Testing will be conducted at a facility of COMPANY NAME’s 

choosing. Employees will be tested under the following circumstances: 

 

 COMPANY NAME requires a successful applicant for employment to submit to 

testing to determine the presence of illegal drugs or other unlawful or unauthorized substances 

prior to beginning work. COMPANY NAME may also require pre-employment testing when an 

employee returns from an approved leave, or an employee is re-hired.  

 

 When there is reasonable suspicion that substance abuse has led to a violation of 



 

employee conduct rules, or is a contributing factor to an employee’s pattern of poor job 

performance, COMPANY NAME may request immediate drug testing including but not limited to 

the following situations: 

 

• Documentation of unsatisfactory performance. 

• Physical symptoms consistent with substance abuse. 

• Evidence of illegal substance use, possession, sale, or delivery. 

• Fights (meaning physical contact), assaults. 

• Flagrant violations of established safety, security, or other operating procedures. 

 

 COMPANY NAME may also require employees to submit to testing in the following 

circumstances: 

 

• The employee is involved in an incident or accident in which the employee is at fault in whole 

or in part. 

• The employee is involved in a motor vehicle accident, whether in a company vehicle or other 

vehicle being used on company business, that has resulted in property damage or injury to 

the employee or any person, in which the employee is at fault in whole or in part. 

• In the event the employee is hospitalized in those situations, COMPANY NAME will advise 

the treatment facility of its testing policy and ask them to perform the testing. 

 

 Random testing will be at a rate determined by COMPANY NAME. 

Pre-job testing may occur at certain jobsites where the owner or contractor may require that 

employees undergo testing prior to working on that site. 

 

COMPANY NAME will bear the costs of the drug testing required to comply with this policy, except 

as where specified otherwise. The employee is responsible for all costs associated with treatment 

or rehabilitation. 

 

The fact that a test has been requested or administered, the results of that test, and communications 

with the employee regarding substance use and abuse are considered private and confidential and 

access to this information is limited to those with a business or legal right to know.  

 

Employees shall be subject to appropriate discipline, up to and including termination, for violating 

the rules of employee conduct relating to substance abuse. 

 

 COMPANY NAME will consider employees who do not voluntarily consent 

to testing as having failed the test and subject to termination.  

 

 COMPANY NAME will treat any employee who contaminates or alters a drug 

screen specimen or provides false information in the context of a test as having failed the test and 

will terminate the employee on that basis.  



 

 If an employee tests positive for drugs under this policy, COMPANY NAME 

will terminate the employment relationship.  

 

 An employee’s off-the-job use of illegal drugs or unlawful or unauthorized 

substances which adversely affects the employee’s job performance or jeopardizes the safety of 

other employees, or the security of COMPANY NAME’s premises (in COMPANY NAME’s sole 

judgment) shall be considered a violation of COMPANY NAME’s Drug and Alcohol Free Policy. If an 

employee is convicted of or pleads guilty or no contest to off-the-job manufacture, sale, purchase, 

transfer, use or possession of illegal drugs or unauthorized substances such employee shall be 

subject to disciplinary action, up to an including termination if, in the view of Management, the 

circumstances warrant. 

 

Employees are responsible for knowing the side effects of any prescription drugs and may only be 

taken in accordance with the prescription. COMPANY NAME prohibits employees from working 

under the influence of prescription drugs that may adversely affect operations or safety. COMPANY 

NAME requires employees to report if they are taking prescription drugs that may impact 

operations or safety in any way. The employer may require the employee to provide a physicians’ 

statement that the medication will not adversely affect operations or safety. Failure to report 

prescribed medication, which affects company operations or safety, is a violation of COMPANY 

NAME’s Alcohol and Drug Free Policy subjecting the employee to discipline. Such medications may 

include but are not limited to, medical marijuana, narcotics, allergy medications, and cold 

medications. 

 

Except as previously described employees are not allowed to be under the influence of alcohol 

while on company business. No percentage of blood alcohol is tolerated. Whenever alcohol is 

suspected a breath analysis test or blood test shall be done in addition to a urine test.  

 

COMPANY NAME will consider granting an employee an unpaid leave of absence to undergo 

treatment in an approved drug or alcohol rehabilitation program (at the employee’s expense) if the 

employee makes the request prior to the commission of any act, or circumstance subjecting the 

employee to testing. COMPANY NAME retains complete discretion to approve or deny such 

requests. If granted, such leaves of absence shall be granted on a one-time basis for a maximum of 

sixty (60) days. While on such leave, the employee shall not receive any of the benefits provided 

by the company, except as provided by the company medical insurance policy and employee 

assistance program. Upon successful completion of the rehabilitation program, the employee may 

return to work upon meeting the conditions set forth by the company. Failure to meet the 

conditions may result in termination.  

 

  



 

Updated 12/16/2021 

 

The safety and security of employees is of vital importance. Swinerton has a zero-tolerance policy 

concerning workplace violence. Threats and acts of violence – including intimidation, bullying, 

physical or mental abuse and/or coercion – that involve or affect employees or that occur on 

Company premises, will not be tolerated. This policy applies to all employees, contract or temporary 

agency workers, consultants, contractors, customers, vendors, visitors, and anyone who may be on 

the Company’s premises. 

 

Workplace violence is any intentional conduct that is sufficiently severe, abusive, or intimidating to 

cause an individual to reasonably fear for their personal safety or the safety of their family, friends, 

and/or property. 

 

Violation of this policy by an employee will result in immediate disciplinary action, up to and 

including termination. 

 

Workplace violence refers to behavior that demonstrates an intention to engage in violence, 

condones violence in our workplace, or targets any individual with acts or threats of violence. 

Examples of workplace violence can occur on or off Company premises and include, but are not 

limited to: 

 

▪ Threats or acts of violence on Company premises, regardless of the relationship between the 

parties involved 

▪ Threats or acts of violence involving someone who is acting in the capacity of a 

representative of the Company 

▪ Threats or acts of violence involving an employee if the action affects the business interest 

of the Company 

▪ Threat or acts of violence of which an employee is a victim, if it is determined that the 

incident may lead to violence on Company premises 

▪ Threats or acts of violence resulting in the conviction of an employee or representative of 

the Company, or any individual performing services for the company, under any criminal 

code provision. 

 

Examples of conduct that may be considered threats or acts of violence include, but are not limited 

to: 



 

 

▪ Threatening physical contact directed toward another individual 

▪ Threatening an individual or their family, friends, associates, or property with harm 

▪ Intentional destruction or threat of destruction of Company or another’s property 

▪ Menacing or threatening phone calls, emails, text messages, posts, or other electronic 

communications 

▪ Stalking, veiled threats of physical harm, or similar intimidation 

▪ Communicating or endorsing the inappropriate use of firearms or weapons 

▪ “Joking” about threats of physical harm to others, use of weapons, or destruction of property 

 

Note: Workplace violence does not refer to workplace arguments or debates that are energetic 

(such as regarding sporting or current events), provided they do not involve intimidation or threats 

of violence directed toward anyone. 

 

Everyone has a responsibility to help maintain a violence-free workplace and any threats will be 

taken seriously and responded to immediately. Employees are encouraged to immediately report 

any incident or concerns related to this policy to a supervisor, Human Resources, or Safety. All 

reports of threats or workplace violence will be taken seriously, investigated immediately, and acted 

upon (including potential involvement of authorities) as soon as possible. 

  



 

 is committed to preventing workplace violence and to maintaining a safe work 

environment. Given the increasing violence of society in general,  has adopted 

the following guidelines to deal with intimidation, harassment, or other threats of (or actual) 

violence that may occur during business hours or on its premises. 

 

All employees, including supervisors and temporary employees, should be treated with courtesy 

and respect at all times. Employees are expected to refrain from fighting, horseplay, or other 

conduct that may be dangerous to others. Employees who wish to bring a weapon (for after-hours 

sporting purposes) must first disclose to  their intent before 

bringing it into the workplace. 

 

Conduct that threatens, intimidates, or coerces another employee, a customer, or a member of the 

public at any time, including off duty periods, will not be tolerated. This prohibition includes all acts 

of harassment, including harassment that is based on an individual’s sex, race, age, or any 

characteristic protected by federal, state, or local law. 

 

All threats of (or actual) violence, both direct and indirect, should be reported as soon as possible 

to your immediate supervisor or any other member of management. This includes threats by 

employees, as well as threats by customers, vendors, solicitors, or other members of the public. 

When reporting a threat of violence, you should be as specific and detailed as possible. 

 

All suspicious individuals or activities should also be reported as soon as possible to a supervisor. 

Do not place yourself in peril. If you see or hear a commotion or disturbance near you workstation, 

do not try to intercede or see what is happening. 

 

 will promptly and thoroughly investigate all reports of threats of (or actual) 

violence and of suspicious individuals or activities. The identity of the individual making a report will 

be protected as much as is practical. In order to maintain workplace safety and the integrity of its 

investigation,  may suspend employees, either with or without pay, pending 

investigation. Anyone determined to be responsible for threats of (or actual) violence or other 

conduct that is in violation of these guidelines will be subject to prompt disciplinary action up to 

and including termination of employment. 

 

 encourages employees to bring their disputes or differences with other 

employees to the attention of their supervisor or the Human Resources Manager before the situation 

escalates into potential violence.  is eager to assist in the resolution of employee 

disputes, and will not discipline employees for raising such concerns. 

 

To define the policy of this company that all employees have the right to work in an environment 

free from physical violence, threats, and intimidation. 



 

The (Company Name) position is that violence is a form of serious misconduct that undermines the 

integrity of the employment relationship. No employee should be subject to unsolicited and physical 

violence, threats, or intimidation. Such behavior may result in disciplinary action up to and including 

dismissal. 

 

(Company Name) has a strong commitment to its employees to provide a safe, healthy and secure 

work environment. (Company Name) also expects its employees to maintain a high level of 

productivity and efficiency. The presence of weapons and the occurrence of violence in the work 

place during working hours or otherwise are inconsistent with these objectives. While the Company 

has no intention of intruding into the private lives of its present or potential employees, it expects 

all employees to report on the work site without possessing weapons and to perform their job 

without violence towards any other individual. (Company Name) expects all of its employees to 

work in a manner so that they can perform their duties in a safe and productive manner. 

 

All applicants considered for employment with (Company Name) will be required to sign an 

acknowledgement that they have received this policy and understand its contents and intent. All 

current employees will be required to sign an acknowledgement that they have received this policy 

and understand its contents and intent. Any applicant or employee who refuses to sign the 

acknowledgement will be subject to termination. 

 

It is the responsibility of (Designated Co. Position) to ensure that all employees are informed of and 

aware of this policy and legal guidelines. Employees who are victims of or witnesses to violent 

incidents should immediately report such conduct to their supervisors, the Human Resources 

Manager, or (Designated Co. Position). 

 

 Crime of Violence 

Includes any degree of murder, voluntary manslaughter, rape, mayhem, robbery, burglary, 

aggravated assault, and physical or verbal threats. 

 Weapon 

Includes an explosive or an explosive weapon, a device principally designed, made or adapted for 

delivering or shooting an explosive weapon, a machine gun, a short barrel rifle or shotgun, a 

handgun, a firearm silencer, a switchblade knife or metal knuckles, or any other implement for 

infliction of bodily injury, serious bodily injury or death which has no common lawful purpose. 

 On the work site 

Includes all property owned or occupied by (including company job sites) or in a company vehicle. 

 Possession 

Includes, but is not limited to, the presence of weapon on the employee, in his/her motor 

vehicle, lunch box, locker, tool kit, bag, purse, cabinets, office, etc. 

 



 

 

(Company Name) specifically prohibits the following and will routinely discipline an employee up 

to and including discharge for any of the following: 

• Use, possession, or sale of any weapon as described above. 

• Storing any weapon in a locker, desk, vehicles, lunch box, tool kit, bag, purse or other 

repository on the work site or other company premises. 

• Illegal possession, use, or sale of a weapon off company property that adversely affects 

his/her own or other’s safety at work or indicates a propensity for same. 

• Refusing to submit to an inspection for the presence of a weapon that is requested by the 

company. 

• Refusing to sign a statement to comply with the Company’s Policy on Workplace Violence. 

• Refusing to participate in an investigation pertaining to allegations or suspicion that violence 

has or is likely to occur, or an investigation pertaining to the carrying of a weapon by the 

employee or a co-employee. 

• Verbal or physical threats, threatening gestures, or statements. 

• Fighting. 

 

(Company Name), in its discretion, may from time to time modify this policy. In the event that this 

Workplace Violence Policy is revised, a copy of the revised policy will be provided to each 

employee. To the extent that the employee acknowledgement form of the policy may need to be 

updated or revised, each employee will be required to sign an updated version. 

 

An employee who witnesses an incident of violence or threatening language or conduct must report 

the incident to his or her supervisor or Human Resources promptly. (Company Name) has No 

Tolerance for retaliation for those who witness, report or take part in an investigation. 

 

An employee who violates this policy by engaging in violent conduct or bringing a weapon into the 

work place is subject to discipline up to and including immediate termination.  

An employee who violates this policy by bringing onto the work site a weapon and whose 

employment is not terminated by the company will be subject to searches from time to time, for an 

indefinite period of time not to exceed one (1) year from the date of the violation. An employee’s 

consent to submit to a search is required as a condition of employment and the employee’s refusal 

to consent may result in disciplinary action, including discharge, for a first refusal or any subsequent 

refusal. 

 

The Company has the right to search any areas on Company premises for weapons including, but 

not limited to, lockers, furniture, containers, drawers, equipment or other facilities, lunch boxes, 

briefcases, personal bags, personal toolboxes or tool kits, parking lots, company vehicles and 

personal vehicles parked on company premises. 



 

If an employee is injured while participating in a fight or after instigating a fight, then entitlement 

to workers compensation benefits may be denied. No part of this policy or any procedure therein, 

is intended to affect the Company’s right to manage or control its workforce, or be construed as a 

guarantee or contract of employment or continued employment. 

 

This policy also prohibits retaliation against employees who report incidents of threats, physical 

violence, intimidation conduct, or weapons possession. Any employee bringing a harassment 

complaint or assisting in the investigation of such a complaint will not be adversely affected in terms 

and conditions of employment, nor discriminated against or discharged because of the complaint. 

 

Exceptions to this policy must be approved by the President. 

 

 

 

 

  



 

 

SCENARIO ONE: You arrive to your jobsite in the morning and are walking towards the entrance 

gate and are confronted by a member of the public who is belligerent and moving closer to you. 

You yell towards the jobsite for assistance, and the person continues to advance toward you. You 

run towards the jobsite entry grabbing for your phone as it appears the person may have a weapon. 

 

SCENARIO TWO: While working on Floor 3 of a building you hear a loud conversation coming from 

a lower level that escalates to shouting and a possible fight breaking out. As you begin to walk 

towards the argument, you hear a gunshot. 

 

SCENARIO THREE: You are accepting delivery of some trusses for your project. The truck driver 

gets out of the truck without personal protective equipment (PPE) and you have to let the driver 

know that wearing PPE is required while onsite. The driver becomes defensive and yells back about 

not wearing PPE. You explain site rules and the signage at the entrance indicates that all visitors 

must wear proper PPE. The driver goes back to the truck to get PPE, comes back very angry, and 

throws a hard hat at you. 

 

What do you do to protect your personal safety? 

 

What do you do to protect others? 

 

What information are you responsible for? 

 

How could this be prevented? 

  



 

For many years it was considered taboo to talk about mental health at work and other public places. 

Fortunately the stigma over talking about mental health is changing. 

 

Two mental health conditions that are most frequently observed in the workplace are depression 

and anxiety. 

 

It is important to treat mental health like we do physical health. We do not blame individuals for 

getting sick so we should be accepting of individuals who may be struggling with mental health 

issues. 

 

It is important to treat all employees with respect. The company's Safety 24/7 culture is intended 

to build a caring culture where we look after one another. 

 

Checking in with your crewmates to let them know you care demonstrates respect and concern for 

their wellbeing. Taking time to listen or being patient can go a long way to making people feel 

respected and cared for. 

 

Mental health is a personal issue, a family issue, a community issue and a society issue. This is why 

mental health is an important part of our Safety 24/7 culture. 

 

Mental health is increasingly being integrated into safety, health and wellness programs: 

 

-- This topic is addressed in our quarterly employee newsletter. 

-- Posters have been displayed prominently in all major work areas where employees gather. 

-- Wallet cards have been distributed for the Crisis Text Line as well as the National Suicide 

Prevention Lifeline. 

-- Mental health has been a topic addressed at the annual leadership conference. 

-- The Risk/Safety and Human Resources Departments have compiled a resource directory for 

various mental health resources and organizations. 

 

We have been encouraging our union partners to launch Member Assistance Programs where union 

members and their families can receive mental health counseling and behavioral health services 

care that is aligned with the health insurance plans offered by the unions. 

 

We want to share a great resource that is free, confidential and available on a 24/7 basis it is called 

Crisis Text Line. This service is available for people of all ages who are looking for help. 

 

To contact Crisis Text Line all you do is text "hello" or "help" 741741. You will quickly receive a 



 

confirmation that your message is being routed to a counselor. 

 

NATIONAL 988 emergency hotline to replace 1800-273-8255 

In 2016 there were more than 44,000 suicides in the US. This is more than the 37,000 deaths in 

motor vehicle crashes that occur annually. The number of suicides increased by approximately 25% 

since 1999. Suicide is a public health crisis that has been made worse by the opioid epidemic in the 

US. There were 62,000 drug overdoses in 2016. This was an increase of 19% over 2015. The 

construction industry is considered to be high risk for suicide. In July 2016 the Centers for Disease 

Control (CDC) released the first study of suicides by occupation. Construction had the most suicides 

and the second highest rate of suicides. The rate was 4 times higher than in the general population. 

If the rate for architects and engineers is included the rate is approximately 6 times higher than the 

general population. Males account for almost 4 out of 5 suicide deaths. 

 

Construction is a male dominated industry. Construction has been considered a "rough and tough" 

industry to work in. Many construction employees work long hours and spend a lot of time away 

from their families. Many employees miss a lot of family activities and some employees get lost in 

their work without positive outlets in their lives. There is a lot of pressure in the construction 

industry. This is frequently expressed as budget, schedule, productivity, quality and safety 

standards. The end of season or end of project layoffs can create financial stress if someone has not 

put money away for the off-season. Studies reveal that a majority of male employees do not take 

time to see doctors or mental health counselors. The industry has a high rate of alcohol and drug 

use disorders, too. The industry has the highest use of prescription pain medications. These are 

among the risk factors that make construction employees vulnerable to suicide. 

 

Suicide is preventable! Seeking help is the first step. We share this information to promote our 

Safety 24/7 Culture. We need everyone to care for one another. It’s not enough to focus on getting 

people home safely at the end of a shift. For “at-risk” employees it’s more important to get 

employees back to work safe from home. The National Suicide Prevention Lifeline is a free, 

confidential service that is available on a 24/7 basis. It provides crisis intervention for people having 

thoughts about self-harm or who are considering taking their life. 

 

Construction companies like ours are increasingly integrating mental health and suicide prevention 

in safety, health, wellness programs as well as employee benefit programs. 

Suicide prevention posters have been displayed in all company facilities and wallet cards have been 

distributed that highlight the warning signs for suicide risk. These both have the telephone number 

for the National Suicide Prevention Lifeline. 

 



 

1. Pass out the wallet cards and talk about the warning signs for suicide. 

2. Who can you call within the company if confidential support is desired for yourself or your 

family?  



 

 

  



 

  



 

 

Suicide prevention begins with how we treat people. Do we use safe and inclusive language? Do we 

look out for one another? Are we helping or hurting people’s mental health with our words and 

actions? 

 

Your coworker divulges to you on break that they had a rough weekend. Your coworker’s spouse 

left, and they are insecure about their job because they know their job performance is slipping, but 

feel helpless to get back on track. Your coworker is hoping you will cover for them while they are 

struggling. Your coworker says they have a gun at home and have contemplated hurting or killing 

themself. 

 

Do you cover for your coworker? How else can you support your coworker? 

 

Who do you report this to? 

 

How can you de-escalate the situation? 

 

Students will be asked to participate in a role-playing exercise to further practice de-escalation. 

Students will be placed in teams of two, where teammate one is the person in crisis and teammate 

two is the person trying to intervene. Walk through how you would de-escalate the crisis, and 

teammate one should be resistant to help at first. If there is time, switch partners and reverse roles. 

  



 

To provide the employees of COMPANY NAME a policy that outlines the resources and best 

practices to be used individually or in concert to enhance worker mental health, decrease stigma, 

and save lives. 

 

COMPANY NAME has a strong commitment to its employee’s mental health. Construction workers 

are being lost to suicide more frequently than on the job injury or accident. Construction employers 

need resources on how to address this issue as it is complex and involved personal matters, as the 

outcome has ripple effects on all in the industry. At (COMPANY NAME), we strive to provide our 

employees with the training, mental health resources and best practices outlined in this policy. 

 

1. This Mental Health Policy covers all employees of the company.  

 

1. It is the responsibility of the Safety and Human Resources Representative to ensure that all 

employees are aware of this policy.  

2. The company may from time to time modify this policy. In the event that this Mental Health 

Policy is revised, a copy of the revised policy will be provided to each employee.  

 

1.  

2. The fact that a Mental Health Assistance has been requested and communications with the 

employee regarding mental health assistance are considered private and confidential. 

Access to that information is limited to those who have a legitimate need to know. Those 

internally who might need to know include the company President, Vice President, Safety 

Director, and the employee’s immediate supervisor. External communications shall be based 

upon a case-by-case determination and may include counselors and medical professionals. 

 

1. It is the position of the company that if an employee recognizes that he/she/they has a 

mental health problem, assistance will be provided.  

2. The company President will assist those employees who voluntarily come forward seeking 

help. Assistance will be in the form of a referral to an agency equipped to handle the specific 

problem, an explanation of benefits contained in our medical insurance plan, and a leave of 

absence if necessary.  

3. Share with the team what EAP and insurance benefits include and how to get help. Sample 

poster language may be found in Appendix I.  



 

 

Mental health awareness and intervention strategies will be integrated in COMPANY NAME 

safety and health training program. Training in these important subjects will assist employees to 

understand the complexity of mental health issues, their role in suicide prevention and stigma 

reduction, as well as take away some of the fear associated with the potentially uncomfortable 

subject matter. 

 

1. All Employees shall receive Mental Health Awareness Education and complete a mental 

health assessment upon hire, with an annual refresher/ check-in.  

2. Mental Health Awareness Education shall include the following minimum elements:  

a. Information on the need for suicide prevention;  

b. The types of mental illnesses, symptoms, and the importance of early intervention; and  

c. Information on identifying mental health issues and intervention strategies to reduce 

them.  

3. Lead conversations in meetings, toolbox talks, or through company communications that 

place equal value on mental health and physical health and safety. Resources may be found 

in Appendix II.  

  



 

 

Sample poster language: 

 

It’s OK to ask for support!  

 

Our Employee Assistance Program (EAP) is FREE, CONFIDENTIAL, and can be accessed 24/7.  

 

When you call 1-800-XXX-XXXX, you will be connected with an EAP coordinator that can help you, 

your spouse, and dependents with accessing counseling services (personal, marital and family), 

legal support, substance abuse support, and child/ elder care resources.  

 

You can also access all these resources online at the EAP website: www.XXXXXXXXX.com  

Whatever the problem, they can help!  

 

Or, insurance coverage offers up to 24 visits per year to a licensed counselor or therapist, with a 

$10 co-pay per visit. You can look up providers at www.XXXXXXXXX.com. 

 

We understand that these are challenging times. You may be finding the stress and uncertainty of 

the pandemic impacting your mental health and well-being. Taking care of both your physical and 

mental health is imperative. If you or a loved one think you may need extra support—which many 

of us do right now, please connect with available resources. Getting help when you need it is a sign 

of strength. Please remember, you are not alone; we are all in this together. 

 

  

http://www.xxxxxxxxx.com/
http://www.xxxxxxxxx.com/


 

 Crisis Resources: Load important numbers into your Smart Phone and Outlook email 

directory. Share broadly with leaders and supervisors, family and friends. The more you share 

the easier the conversations become! 

• National Suicide Prevention Lifeline – 800/273-8255  

• Crisis Text Line – type Connect to 741-741  

• National response line (Available July 16, 2022)- 988 

i. Functions like 911 but for mental health and suicide de-escalation 

• Veterans Crisis Line (call, chat or text) 1-800-273-8255, Press 1 

or https://www.veteranscrisisline.net/ 

• Crisis Service Canada: 1-833-456-4566 

Additional Support Resources 

• NAMI Help Line 

• Call: 1-800-950-6264 

• Text NAMI to 741-741 

• NAMI Connection Recovery Support Groups 

• NAMI Support Groups (for individuals or family members) 

• Substance Abuse & Mental Health Services Administration 

 Educate Leaders and Managers on Mental Health and Suicide Prevention and Addiction 

Recovery: 

• American Foundation for Suicide Prevention – state-specific suicide statistics: 

https://afsp.org/about-suicide/suicide-statistics/  

• Construction Industry Alliance for Suicide Prevention (CIASP): >70 organizations 

have aligned with the Construction Financial Management Association (CFMA) to 

tackle suicide prevention –articles, links, and tools/resources:  

• 10 Questions Leaders Must Ask 

• 10 Steps Companies Can Take to Save Lives 

• Needs Assessment & Integration Checklist  

• National Alliance on Mental Illness – Library of fact sheets and infographics: 

https://www.nami.org/Learn-More/Fact-Sheet-Library  

• Mental Health of America 

• Suicide Prevention Resource Center  

• Mental Health First Aid 

• Living Works-Training Programs 

• Construction Working Minds: Suicide Prevention in the Construction Workplace 

• National Action Alliance for Suicide Prevention 

• Construction Industry “10 Questions” for industry leaders can be found here 

• Construction Industry action steps can be found here 

 Employee Assistance Program (EAP) -- Check what services are available with your 

company’s EAP. If no behavioral care or crisis support services are available, contact R3 

Continuum to discuss services for telephonic or in-person counseling support (866/927-

0184 or https://r3continuum.com/)  

https://www.veteranscrisisline.net/
https://www.nami.org/help
https://www.nami.org/Support-Education/Support-Groups/NAMI-Connection
https://www.nami.org/Support-Education/Support-Groups
https://www.samhsa.gov/find-help/national-helpline
https://afsp.org/about-suicide/suicide-statistics/
https://preventconstructionsuicide.com/
https://www.nami.org/home
https://www.nami.org/Learn-More/Fact-Sheet-Library
https://mhanational.org/mental-health-month
https://www.sprc.org/
https://www.mentalhealthfirstaid.org/population-focused-modules/workpla
https://www.livingworks.net/trainings
https://www.constructionworkingminds.org/
https://theactionalliance.org/
https://theactionalliance.org/sites/default/files/constsuicprev10quesv5.pdf
https://theactionalliance.org/sites/default/files/suicide_prevention_in_the_workplace_-_final.pdf
https://r3continuum.com/


 

 Communicate with Local Unions to determine if there is a Member Assistance Program 

available to union members as part of the health and welfare benefit program. Inquire if 

union members have access to behavioral health and crisis services. If not, consider including 

union employees in your company’s Employee Assistance Program.  

 Perform outreach in your Local Community to learn about Local Mental Health and Suicide 

Prevention Resources. Identify local providers who provide outreach, resources, and training, 

including: 

• American Foundation for Suicide Prevention -- https://afsp.org/our-work/chapters/  

• County Health Departments 

 Incorporate Mental Health and Suicide Prevention in the company’s Wellness Program.  

• Sample Stand downs and Speakers. 

i. https://gbca.com/hard-hat-chat/stand-down-to-raise-awareness-about-

substance-abuse-and-mental-health-issues-in-construction/ 

ii. The U.S. Air Force Has Ordered a One-Day Stand Down to Address a 

Growing Suicide Problem | Suicide Prevention Resource Center (sprc.org) 

iii. Speakers Bureau – Mental Health and Wellness (mhaw.org) 

• Tools for Stress Management and Worker Well-Being: 

i. Mental Health America Tools 2 Thrive Toolkit 

ii. Addressing the Root of the Stress Problem in Construction 

iii. National Safety Council 

iv. Request a Free Opioids at Work Employer Kit 

v. Building Resilience: Helping Workers Handle Stress for the Long Haul 

vi. Five Ways Construction Workers Can Deal with Stress and Anxiety 

vii. Toolbox Talks: https://www.constructionworkingminds.org/toolbox 

viii. SPANISH Resources: https://www.constructionworkingminds.org/spanish-home 

 Company Newsletter -- Add Mental Health organizations and Suicide Prevention crisis text 

lines logos and emergency contact numbers in your company newsletter.  

 Suicide Prevention Posters – downloadable via www.preventconstructionsuicide.com in 2 

different sizes: 

• English – 4 versions  

• Spanish – 4 versions  

• New one being created for October 2018 Women Build Nations Conference 

 Wallet cards – 2 separate versions for National Suicide Prevention Lifeline (NSPL) and Crisis 

Text Line – artwork set-up is available for your printing: Precision Press in Issaquah, WA. 

Contact Jim Bowers) 425-883-4181 www.precisionpress.com.  

• 2,000 Crisis Text Line cards for approx. $180  

• 1,000 National Suicide Prevention Lifeline cards (trifold) for approx. $260 

 “The Importance of Storytelling in Messaging Suicide Prevention in the Workplace”– Sample 

Situational Safety Conversation Starter. https://constructionexec.com/article/the-

importance-of-storytelling-in-messaging-suicide-prevention-in-the-workplace  

 Hardhat Stickers— www.stickermule.com website (pricing is best for large/bulk orders)  

 New Hire Orientation Checklist -- Incorporate Mental Health and Suicide Prevention into your 

process/checklist. Discuss your company’s Employee Assistance Program and distribute 

wallet cards to all new hires.  

https://afsp.org/our-work/chapters/
https://gbca.com/hard-hat-chat/stand-down-to-raise-awareness-about-substance-abuse-and-mental-health-issues-in-construction/
https://gbca.com/hard-hat-chat/stand-down-to-raise-awareness-about-substance-abuse-and-mental-health-issues-in-construction/
https://www.sprc.org/news/us-air-force-has-ordered-one-day-stand-down-address-growing-suicide-problem
https://www.sprc.org/news/us-air-force-has-ordered-one-day-stand-down-address-growing-suicide-problem
http://mhaw.org/services/request-a-speaker/
https://mhanational.org/sites/default/files/Full%202021%20MHM%20Toolkit%20-%20Image%20Files%20Separate.pdf
https://www.lhsfna.org/index.cfm/lifelines/september-2015/addressing-the-root-of-the-stress-problem-in-construction/
https://www.nsc.org/home
https://cloud.safe.nsc.org/rxemployerkit
https://www.shrm.org/resourcesandtools/hr-topics/people-managers/pages/building-resilient-workers-.aspx
https://www.constructionexec.com/article/five-ways-construction-employees-can-deal-with-stress-and-anxiety
https://www.constructionworkingminds.org/toolbox
https://www.constructionworkingminds.org/spanish-home
http://www.preventconstructionsuicide.com/
http://www.precisionpress.com/
https://constructionexec.com/article/the-importance-of-storytelling-in-messaging-suicide-prevention-in-the-workplace
https://constructionexec.com/article/the-importance-of-storytelling-in-messaging-suicide-prevention-in-the-workplace
http://www.stickermule.com/


 

 Mental Health Assessment Resources/ Self-Screening Tools —Promoting these websites for 

at-home or private on-the-job mental health assessment, built specifically for construction 

workers, will connect workers to a free, confidential assessment and resources for taking 

personal action for mental health.  

• https://screening.mentalhealthscreening.org/ciasp 

• “Man Therapy” – self-screen for depression, anxiety, substance use and 

anger: https://mantherapy.org/ 

• Help Yourself, Help Others Screening: https://www.helpyourselfhelpothers.org/ 

 Download National Safety Council Prescription Drug Employer Kit: 

http://safety.nsc.org/rxemployerkit -- includes the guidebook The Proactive Role Employers 

Can Take: Opioids in the Workplace and other resources, including posters.  

 Safer Homes Suicide Aware – Download resource materials from Safer Homes Coalition in 

Washington state to share with your employees in newsletters or separately on limiting 

access and safely locking-up prescription medications and firearms. 

https://depts.washington.edu/saferwa/resources/  

 Online Suicide Prevention Gatekeeper Training – online course teaching the fundamentals of 

Question, Persuade and Refer from the QPR Institute: https://qprinstitute.com/individual-

training. Additional (Free) Resources: 

• L.E.A.R.N. Suicide Prevention: Forefront Suicide Prevention LEARN® Skills | Forefront 

(intheforefront.org) 

• PreventionConstructionSuicide.com Video: CIASP | Part 5 - Warning Signs and What 

to Do on Vimeo 

 Critical Incident Debriefing Support – Pre-planning is a key to being prepared.  

• Your company’s Employee Assistance program may have access to trained clinicians 

to lead sessions.  

• Some union locals have established relationships for facilitating critical incident 

debriefing sessions 

• Connect with R3 Continuum (866/927-0184 or https://r3continuum.com/) to 

discuss service options. This is a national provider formerly known as Crisis Care 

Network with a network of credentialed, licensed and trained clinicians available to 

be dispatched within 2 hours in most locations of the country.  

 Postvention Support in the Event of a Suicide Loss 

• American Foundation for Suicide Prevention –Resources for Loss Survivors: 

https://afsp.org/find-support/ive-lost-someone/resources-loss-survivors/  

• National Action Alliance for Suicide Prevention – A manager’s Guide to Suicide 

Postvention: 

http://actionallianceforsuicideprevention.org/sites/actionallianceforsuicidepreventi

on.org/files/Managers-Guidebook-To-Suicide-Postvention-Web.pdf  

 High Visibility Safety Vests with CIASP logo -- Ordering Construction Industry Alliance for 

Suicide Prevention Vests – art work set-up is available for your printing with R&R Industries 

(Gayle Forsse) 800-234-5611 ext. 283 – (www.rrind.com)  

 

 

  

https://screening.mentalhealthscreening.org/ciasp
https://mantherapy.org/
https://www.helpyourselfhelpothers.org/
http://safety.nsc.org/rxemployerkit
https://depts.washington.edu/saferwa/resources/
https://qprinstitute.com/individual-training
https://qprinstitute.com/individual-training
https://intheforefront.org/learn-saves-lives/
https://intheforefront.org/learn-saves-lives/
https://vimeo.com/smallgiantsvideo/review/462751387/f75b93dc71?sort=lastUserActionEventDate&direction=desc
https://vimeo.com/smallgiantsvideo/review/462751387/f75b93dc71?sort=lastUserActionEventDate&direction=desc
https://r3continuum.com/
https://afsp.org/find-support/ive-lost-someone/resources-loss-survivors/
http://actionallianceforsuicideprevention.org/sites/actionallianceforsuicideprevention.org/files/Managers-Guidebook-To-Suicide-Postvention-Web.pdf
http://actionallianceforsuicideprevention.org/sites/actionallianceforsuicideprevention.org/files/Managers-Guidebook-To-Suicide-Postvention-Web.pdf
http://www.rrind.com/


 

Hazard Recognition and Control 

 

Unlike many other tangible hazards on the job, the elements of hazard recognition and control for 

mental health can be more enigmatic and difficult to identify. According to the American 

Foundation for Suicide prevention (www.afsp.org):  

 

There’s no single cause for suicide. Suicide most often occurs when stressors and health issues 

converge to create an experience of hopelessness and despair. Depression is the most common 

condition associated with suicide, and it is often undiagnosed or untreated. Conditions like 

depression, anxiety, and substance problems, especially when unaddressed, increase risk for 

suicide. Yet it’s important to note that most people who actively manage their mental health 

conditions go on to engage in life. 

 

Risk factors 

Risk factors are characteristics or conditions that affect the chance that a person may try to take 

their life. Provided below are risk factors associated with a person’s health, environment, and history 

that impact mental health and suicide tendency. 

 

Health 

• Mental health conditions 

o Depression 

o Substance use problems 

o Bipolar disorder 

o Schizophrenia 

o Personality traits of aggression, mood changes and poor relationships 

o Conduct disorder 

o Anxiety disorders 

• Serious physical health conditions including pain 

• Traumatic brain injury 

 

Environmental 

• Access to lethal means including firearms and drugs 

• Prolonged stress, such as harassment, bullying, relationship problems or unemployment 

• Stressful life events, like rejection, divorce, financial crisis, other life transitions or loss 

• Exposure to another person’s suicide, or to graphic or sensationalized accounts of suicide 

 

Historical 

• Previous suicide attempts 

• Family history of suicide 

• Childhood abuse, neglect or trauma 

 

Equally important are the protective measures that can help prevent mental health crises leading 

to suicidal ideation. Examples of protective measures are listed below: 

 

http://www.afsp.org/


 

• Access to mental health care, and being proactive about mental health 

• Feeling connected to family and community support 

• Problem-solving and coping skills 

• Limited access to lethal means 

• Cultural and religious beliefs that encourage connecting and help-seeking, discourage 

suicidal behavior, and create a strong sense of purpose or self-esteem 

 

Warning signs 

Warning signs are conditions and behaviors present when a person may be suicidal. Examples of 

warning signs to look out for are a change in behavior or the presence of entirely new behaviors. 

These changes in behavior are of greatest concern if the new or changed behavior is related to a 

painful event, loss, or other life change. Most people who take their lives exhibit one or more warning 

signs, either through what they say or what they do. Provided below are examples of types of 

behavioral changes that should be considered warning signs of potential mental health issues and 

suicide. 

 

Talk 

If a person talks about: 

 

• Killing themselves 

• Feeling hopeless 

• Having no reason to live 

• Being a burden to others 

• Feeling trapped 

• Unbearable pain 

 

Behavior 

Behaviors that may signal risk, especially if related to a painful event, loss, or life change: 

 

• Increased use of alcohol or drugs 

• Looking for a way to end their lives, such as searching online for methods 

• Withdrawing from activities 

• Isolating from family and friends 

• Sleeping too much or too little 

• Visiting or calling people to say goodbye 

• Giving away prized possessions 

• Aggression 

• Fatigue 

 

Mood 

People who are considering suicide often display one or more of the following moods: 

 

• Depression 

• Anxiety 



 

• Loss of interest 

• Irritability 

• Humiliation/Shame 

• Agitation/Anger 

• Relief/Sudden Improvement 

 

 

  



 

Exercise- Mental Health support 

 

Using stigma reducing language is one way to create a mentally healthy and safe work place. For 

example, instead of saying “He committed suicide,” say “He died by suicide.” 

 

Fix the following statements to be more psychologically safe and inclusive: 

 

• They’re crazy 

• Sounds like a personal problem to me 

• Suck it up 

• Stop acting like a girl 

• You suck at installing drywall 

• You don’t know what you’re doing 

 

List 5 ways you can make your co-workers feel more psychologically safe: 

1. _______________ 

2. _______________ 

3. _______________ 

4. _______________ 

5. _______________ 

 

List two ways you can enhance your own mental health 

1. _______________ 

2. _______________ 

 

Define your current jobsite culture. Now identify ways you can enhance this culture personally or 

with support from your company. 

  



 

Self-Reflection Activity: Report three major takeaways from this training you will apply at your 

jobsites as part of your job. 

1.   

 

 

 

 

  

2.   

 

 

 

  

3.  

 

 


