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Supporting employees’ mental health is no longer just 
a moral responsibility — it is a strategic imperative in 
today’s evolving workplace. In a post-COVID era, where 
hybrid work, burnout, and rising expectations from a 
younger workforce are reshaping norms, employers that 
prioritise mental well-being see tangible benefits: reduced 
absenteeism, stronger retention, and improved productivity. 
Integrating mental health into talent and business strategies 
— with leadership accountability, clear metrics, and regular 
staff feedback — builds organisational resilience and a 
sustainable competitive edge.

This Handbook recommends where to find support, and 
good practices for employers to consider voluntarily 
adopting based on their organisation needs and feasibility 
of implementation. Employers may opt to modify them 
or adopt other measures more suitable for their own 
organisation’s context.  

Recommendation 1 addresses general support for all 
employees, while Recommendations 2 and 3 are especially 
relevant for employees at risk of, or recovering from, mental 
health conditions.

Why This Matters Now

Executive
Summary
Mental health is essential to overall well-being and a 
vital driver of workplace productivity. This Handbook 
guides employers in fostering a supportive, stigma-free 
environment where employees facing mental health 
challenges can seek timely support for their recovery.
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RECOMMENDATION 1: 

Nurture a Positive Workplace Culture  
(applicable for all employees)

RECOMMENDATION 2: 

Establish a Workplace Support System  
(especially relevant for employees at risk of or recovering 
from mental health conditions)

RECOMMENDATION 3: 

Facilitate Continued Contribution  
(especially relevant for employees at risk of or recovering 
from mental health conditions)

•	 Adopt the Tripartite Advisory on Mental Health 
and Well-being at Workplaces, and Playbook on 
Workplace Mental Well-being

•	 Role-model positive behaviours for leaders

•	 Train supervisors under the National Mental Health 
Competency Training Framework

•	 Foster a safe space
•	 Encourage employees to access help such as 

the national mindline 1771, and websites such as 
MindSG, mindline.sg

•	 Establish a Return to Work programme for those 
recovering from mental health conditions

•	 Design reasonable job accommodations in 
discussion with employees and supervisors
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The Tripartite Advisory on Mental Health and Well-being at 
Workplaces sets out the principles and framework on good 
practice for employers in supporting healthy employees 
and those at risk of mental health conditions (left-side and 
middle of mental health continuum diagram on the next 
page). The Playbook on Workplace Mental Well-being 
provides employers with more detailed implementation 
guidance, and case studies on supporting employees in this 
portion of the mental health continuum.  

For employees who are at greater risk, or are recovering 
from, mental health conditions (right-side of mental health 
continuum below), the National Council of Social Service’s 
Mental Health Toolkit for Employers sets out the principles 
and framework for employers to support such employees. 
This Handbook offers specific implementation advice and 
case examples. 

Audience: 
Employers of all sizes who are willing to support employees at risk of, 
or recovering, from mental health conditions, and need guidance on 
how to do so.

Scope of Advice:
This Handbook complements earlier guidance material on workplace 
mental well-being.  

Whom Is This Handbook 
Intended For?
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The Mental Health Continuum

Healthy At Risk Recovering

Aim

Sets out 
Principles and 
Framework

Provides 
Implementation 
Guidance and 
Case Examples

Tripartite Advisory on Mental Health 
and Well-being at Workplaces

Playbook on Workplace 
Mental Well-being

Mental Health Toolkit 
for Employers

This Handbook
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Workplace Mental 
Health Support for 
Employees

Figure 1. Mental Health Continuum Model
(adapted from the Combat and Operational Stress Continuum Model1)

The Mental Health Continuum

Healthy At Risk
With Mental  

Health Conditions 
(including clinically diagnosed)

The World Health Organization (WHO) advocates that mental 
health is an integral aspect of health and well-being. Mental 
health, like physical health, can fluctuate on a spectrum, 
ranging from “Healthy” to “At Risk” and “With Mental Health 
Conditions”, as shown in Figure 1.
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It is normal for people to move into different categories along the spectrum, 
depending on events and circumstances at different stages of life. Someone 
who is “Healthy” may become “At Risk” or even develop mental health 
conditions when exposed to stressors in life. Those who have mental health 
conditions can recover to be “Healthy” with good support and treatment.  

As most adults spend much of their time at work, employers can play an 
active role in creating a work environment conducive to good mental health. 
The workplace can be a source of good mental health through providing a 
sense of purpose, achievement and team camaraderie. 

A supportive workplace can also help individuals with mental health 
conditions re-integrate into normal life, while uplifting the organisation’s 
productivity. A 2017 National Council of Social Service Study on Employment 
of Persons with Mental Health Conditions2 found that employers who 
implemented job accommodations for employees with mental health 
conditions saw an average 3.3% improvement in productivity, absenteeism, 
medical claims and hiring costs. The survey also found that a supportive 
working environment encourages better performance among employees 
and increases their commitment to employers, reducing costs associated 
with re-training and hiring, which average to about $3,650 per employee in 
Singapore. 

The following recommendations outline good practices that employers can 
consider voluntarily adopting based on their operational needs, feasibility 
and impact to organisation. Employers can also tap on external support for 
employees at risk of, or recovering from mental health conditions, including 
leveraging established mental health service providers (refer to “Resources” 
section at page 33 onwards). 

1	 Nash, W. P. (2011). US Marine Corps and Navy Combat and Operational Stress Continuum Model: A Tool for Leaders. Combat 
and Operational Behavioral Health, 107-119.

2	 The National Council of Social Service Study on Employment of Persons with Mental Health Conditions is accessible via 
https://www.tal.sg/tafep/-/media/tal/tafep/resources/publications/files/2019/mentalhealthtoolkitforemployers.ashx 

https://www.tal.sg/tafep/-/media/tal/tafep/resources/publications/files/2019/mentalhealthtoolkitforemployers.ashx
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The foundation for a workplace conducive to mental health 
lies in nurturing a positive workplace culture – one that 
avoids mental health stigma, supports employees’ well-
being, and helps the organisation maximise its potential.  

Employers can begin by adopting the Tripartite Advisory 
on Mental Health and Well-being at Workplaces3, and 
Playbook on Workplace Mental Well-being4, which provide 
guidance to create a caring, inclusive work environment.

Nurture a Positive Workplace Culture 
(applicable for all employees) 

RECOMMENDATION 1
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3	 The Tripartite Advisory on Mental Health and Well-being at Workplaces is accessible via https://www.mom.
gov.sg/employment-practices/tripartism-in-singapore/tripartite-guidelines-and-advisories/tripartite-advisory-on-
mental-well-being-at-workplaces

4	 The Playbook on Workplace Mental Well-being is accessible via https://www.tal.sg/wshc/resources/
publications/guides-and-handbooks/a-playbook-on-workplace-mental-well-being

5	 The iWorkHealth tool is accessible via https://wshc.sg/iworkhealth 

6	 The WorkWell Leaders Impact Measure and Roadmap is accessible via https://www.workwellleaders.org/
programmes/workwell-leaders-impact-measure 

7	 The WorkWell Leaders is a peer network for CEOs and board members to learn and share with each other on 
integrating mental well-being into their business strategy and leadership practices. It is accessible via https://
workwellleaders.org

8	 The Well-being Champions Network is accessible via https://www.tal.sg/wshc/topics/mental-well-being/well-
being-champions-network

9	 The National Mental Health Competency Training Framework is accessible via https://file.go.gov.sg/national-
mental-health-and-well-being-strategy-report-2023.pdf#page=36

One of the Tripartite Advisory’s recommendations is to measure and monitor 
the state of well-being in the organisation. This could be done through the 
organisation’s own surveys, or the free iWorkHealth5 tool developed by the 
Ministry of Manpower, in partnership with Changi General Hospital, Health 
Promotion Board, Institute of Mental Health and Workplace Safety and 
Health Council. Such tools provide a reflection of the workplace culture, and 
would be foundational to the organisation’s well-being journey. Otherwise, it 
would be difficult to gauge how the well-being culture changes over time.

Sustaining this culture requires a clear and long-term workplace mental 
health strategy backed by senior management. Senior management 
should role-model behaviours that foster care and trust among 
employees.  

The Chief Executive Officer (CEO), or its equivalent, in an organisation, 
plays a critical role in shaping the organisation’s emotional climate. He/ she 
sets the tone for how openly mental well-being issues are handled in the 
organisation. Besides the organisation, the CEO-equivalent should treat his/ 
her own well-being as both a strategic priority and personal responsibility. 
According to the WorkWell Leaders Impact Measure and Roadmap6 – based 
on a science backed study in Singapore pinpointing the most impactful levers 
on organisational well-being – among over 200 factors analysed, the leader’s 
own well-being emerged as the most influential driver of organisational well-
being. Equally important, the CEO must enable his/ her middle managers at 
every level to create the conditions conducive for good well-being to cascade 
across the organisation.

CEO-equivalents can join a network such as WorkWell Leaders7 to 
support their own well-being, while corporate leaders directly in charge 
of implementing well-being initiatives can learn from other organisations’ 
experience by joining the Well-being Champions Network8. Members can 
learn how to design and implement mental well-being initiatives, access 
training aligned with the National Mental Health Competency Training 
Framework (NMHCTF)9, and network with other companies that are more 
experienced in managing mental well-being. 

https://www.mom.gov.sg/employment-practices/tripartism-in-singapore/tripartite-guidelines-and-advisories/tripartite-advisory-on-mental-well-being-at-workplaces
https://www.mom.gov.sg/employment-practices/tripartism-in-singapore/tripartite-guidelines-and-advisories/tripartite-advisory-on-mental-well-being-at-workplaces
https://www.mom.gov.sg/employment-practices/tripartism-in-singapore/tripartite-guidelines-and-advisories/tripartite-advisory-on-mental-well-being-at-workplaces
https://www.tal.sg/wshc/resources/publications/guides-and-handbooks/a-playbook-on-workplace-mental-well-being
https://www.tal.sg/wshc/resources/publications/guides-and-handbooks/a-playbook-on-workplace-mental-well-being
https://wshc.sg/iworkhealth
https://www.workwellleaders.org/programmes/workwell-leaders-impact-measure
https://www.workwellleaders.org/programmes/workwell-leaders-impact-measure
https://workwellleaders.org
https://workwellleaders.org
https://www.tal.sg/wshc/topics/mental-well-being/well-being-champions-network
https://www.tal.sg/wshc/topics/mental-well-being/well-being-champions-network
https://file.go.gov.sg/national-mental-health-and-well-being-strategy-report-2023.pdf#page=36
https://file.go.gov.sg/national-mental-health-and-well-being-strategy-report-2023.pdf#page=36
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Changi General Hospital 
> 500 employees 

To foster a positive workplace culture, the Changi General Hospital 
established an Office of Staff Wellness, tasked with implementing 
hospital-wide wellness initiatives through a collaborative approach.

Initiatives are structured around three strategic pillars – “Body,” “Heart,” 
and “Mind”, offering a holistic approach that integrates physical, 
mental, and social well-being. A variety of multi-faceted activities and 
programmes were developed to cater to diverse interests and schedules, 
ensuring engagement across the workforce.

Senior management support was actively secured, championing these 
initiatives to reinforce a culture of wellness and embed positive practices 
organisation-wide.

CASE STUDY
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CASE STUDY

The National University of Singapore (NUS) 
demonstrates a strong commitment to employee 
well-being through active and visible leadership 
commitment, inclusive policies and programmes 
that build and support a positive workplace and 
organisational culture. 

Leadership Commitment and Culture
•	 Health and Wellbeing Unit: NUS President 

established a Health and Wellbeing Unit under 
the Office of the President to facilitate the 
mental, physical, and social well-being of the 
NUS community.

•	 Mental Health Steering Committee: 
Established by the NUS President and chaired 
by the Deputy President (Administration), 
the committee includes senior leaders from 
across the university to develop mental health 
strategies.

•	 Annual Well-being Key Performance 
Indicators (KPIs): KPIs are incorporated into 
departmental and faculty performance measures 
(e.g. allocating resources, conducting the well-
being survey, appointing a well-being champion/
committee) to reinforce accountability.

•	 Leadership Visibility: Well-being is a standing 
agenda item at all high-level meetings. Leaders 
share personal mental health experiences at well-
being events in support of open dialogues on 
mental health.

National University of Singapore 
> 500 employees 

Policies 
•	 Flexible Work Arrangements (FWAs) and Mental 

Health Return to Work Policies to accommodate 
diverse well-being needs, flexi-benefits scheme 
to allow staff to tailor personal health and lifestyle 
benefits, and mental health insurance coverage for 
mental health care. 

Support Services and Programmes
•	 NUS implements a range of programmes that 

support employees across the well-being 
spectrum. Notable programmes include annual 
destigmatisation campaigns, well-being business 
partnering, peer support, coaching and counselling 
support, and return to work programme.
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It is normal for people to 
experience mental health 
challenges from time to 
time. Feelings of burnout, 
withdrawal or depression 
should not be seen as personal 
flaws or a sign of weakness. 
To help employees bounce 
back from such episodes, 
employers are encouraged to 
foster a workplace support 
system, tapping on external 
mental health resources. Key 
components include:

Establish a Workplace Support System 
(especially relevant for employees at risk of or recovering 
from mental health conditions) 

RECOMMENDATION 2

Training Supervisors on Mental Health

Foster a Safe Space10

1

2

The key to dispelling the stigma associated with mental health is to foster 
understanding across employees, especially supervisors, that mental health 
challenges can affect anyone, and that we can overcome such challenges. Building 
this understanding comes from training in basic mental health literacy, identification 
of distress signs, and timely referrals for support. Employees in supervisory roles 
or human resource (HR), workplace safety and health professionals, Workplace 
Mental Well-being Champions, and peer supporters could be trained on how to 
spot mental health concerns, and how to respond.   

Table 1 on page 15 outlines the recommended competencies based on the National 
Mental Health Competency Training Framework. See “Training to Better Provide 
Support to Employees at Risk of or Recovering from Mental Health Conditions” 
(page 38) for a directory of training providers. 

A safe space is an environment that supports open communication and assures an 
employee that he/ she is being accepted, and supported, without being penalised 
for speaking up about his/ her issues. Senior management, line managers and 
supervisors play a key role in fostering this environment by showing empathy, 
confidentiality, and non-judgment. Tables 2 and 3 (page 16 and 17) provide guidance 
on creating safe space and conversation tips. 
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10	 The terms, ‘Safe Space’ and ‘Psychological Safety’, are sometimes used interchangeably; each in fact has distinct 
meanings. The key difference is that ‘Psychological Safety’ is about creating a team climate that fosters safety to take 
interpersonal risks, for example speaking up with ideas, questions, or concerns, without fear of embarrassment or 
punishment, while a ‘Safe Space’ is about creating a protected environment for individuals to be free from harm. 

To understand more on their differences, refer to the following research papers:

Safe Space: Boostrom, Robert E. (1998). “‘Safe Spaces’: Reflections on an Educational Metaphor.” Journal of Curriculum 
Studies, 30(4), 397–408.

Psychological Safety: Edmondson, A. C. (1999). Psychological Safety and Learning Behavior in Work Teams. 
Administrative Science Quarterly, 44(2), 350–383.

CASE STUDY

ARLANXEO Singapore Pte Ltd 
< 200 employees 

To strengthen employee mental health support, 
ARLANXEO implemented a multi-tiered framework:

•	 Mental Health Champions: A diverse group of 
employees from various departments and backgrounds 
were appointed so staff can seek support from 
colleagues they feel most comfortable with.

•	 Confidential Counselling Services: A professional 
Employee Assistance Programme (EAP) provider was 
engaged to offer confidential counselling, support, and 
resources.

•	 Medical Provider Partnerships: Relationships were 
established with mental health medical providers to 
provide expert advice, support, and treatment options.

•	 Structured Support Network: The framework is 
reinforced by Mental Wellness First Aiders and the HR 
team, ensuring timely support for employees.

•	 Clear Guidelines and Protocols: Confidentiality and 
trust are maintained through established safe space 
protocols.

•	 Senior Management Engagement: The leadership 
team is regularly updated on initiatives, ensuring 
the organisation is equipped to support employees 
effectively.

This structured, multi-level approach ensures accessible, 
confidential, and professional mental health support across 
the organisation.
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CASE STUDY

Keller Foundations (S E Asia) Pte Ltd 
< 200 employees 

Keller Foundations has cultivated a culture of openness and accessibility 
to ensure employees feel supported:

•	 Open-Door Culture: Employees can reach out for help at any time to 
colleagues, managers, the local Ethics and Compliance Officer, or via 
Safecall, an outsourced whistleblowing hotline.

•	 Regular Check-Ins: Monthly one-on-one meetings between 
employees and managers ensure that no one feels overlooked.

•	 Ongoing Communication: Newsletters and internal communications 
reinforce the availability of support, normalising help-seeking and 
openness.

•	 Peer Awareness and Support: Employees are trained to recognise 
signs of distress in colleagues and provide timely support.

•	 Global Employee Assistance Programme Support: Employees 
have access to 24/7, confidential and multilingual counselling services, 
crisis support, and well-being resources tailored to diverse cultural and 
regional needs. 

Through these initiatives, the organisation promotes a supportive 
environment where employees feel safe, heard, and empowered to 
seek help.
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Table 1. Recommended Competencies for Employees with Supervisory and/or 
Support Roles

Level
Competencies under each 
level

Peer 
Supporters

Middle/ Line 
Managers

Representatives 
from HR, 
and WSH 
Department

Workplace 
Mental 
Well-being 
Champions

Representatives 
of Senior 
Management

Basic (tagged 
to Tier 1 
Competency)

•	 Increasing Mental 
Health Awareness 

•	 Practising Self-Care 

•	 Supporting Individuals 
with Mental Health 
Needs 

•	 Providing Psychological 
First Aid

√ √ √ √ √

Intermediate
(tagged 
to Tier 2 
Competency, 
building on 
Basic level)

•	 Increasing Mental 
Health Awareness 

•	 Practising Self-Care

•	 Supporting Individuals 
with Mental Health 

•	 Providing Psychological 
First Aid 

•	 Management of Mental 
Health Crisis (including 
suicide prevention)

•	 Assessing and 
facilitating return to 
work of employees

√ √ √ √
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Table 2. Suggestions on Creating Safe Space 

•	 Provide private and comfortable space for 
in-person check-ins or offer virtual check-ins if 
preferred. Gallup11 recommends frequent short 
sessions of 15 to 30 minutes per employee 
each week.

•	 Seek to understand the employee’s 
experience, including past experiences, 
thought process, etc., with open-ended and 
non-judgemental questions. 

•	 Speak calmly, practise active listening and 
maintain eye contact and allow silence 
patiently. 

•	 Encourage sharing and show empathy by 
acknowledging feelings without dismissing or 
judging them.

•	 Reassure confidentiality, unless there is a risk 
of harm where escalation to the police and 
Samaritans of Singapore is needed

•	 Invite the employee to suggest solutions or 
adjustments, and offer follow-up sessions if 
needed. 

•	 Seek permission before taking notes to support 
future follow-up sessions, if needed.  

•	 Provide supportive and empathic leadership, 
and remind team members to interact 
respectfully and sympathetically.  

•	 Avoid check-ins in the presence of others.

•	 Avoid interruptions – ensure privacy and silence 
phones.

•	 Avoid judgemental, patronising or assumptive 
responses.

•	 Do not make false promises or guarantee 
solutions.

•	 Do not force the employee to share.

•	 Refrain from offering immediate solutions – a 
listening ear may be all that is needed.

Do’s Don’ts

11	 Reference from Gallup: A Great Manager’s Most Important Habit, where it is accessible via 
https://www.gallup.com/workplace/505370/great-manager-important-habit.aspx 

https://www.gallup.com/workplace/505370/great-manager-important-habit.aspx
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Table 3. Suggested Approach to Asking Questions During Check-ins 
(Adapted from Mind’s Managing and Supporting Mental Health at Work: Disclosure Tools for Managers)

•	 How are you coping so far?

•	 I have noticed you seemed a bit quiet lately. 
What has been challenging for you lately?

•	 I have observed that you have been arriving 
later than usual lately. I wanted to check in with 
you if everything is alright?

•	 What support would you like me to provide? 

•	 How would you like to be supported?

•	 How do you feel about seeking support for 
your concerns?

•	 You are struggling. What is wrong?

•	 Why can’t you just get your act together?

•	 You better fix your problem or else the rest of 
the team will suffer. When are you fixing your 
problem?

•	 What do you expect me to do about it?

•	 Everyone else is in the same boat and they are 
okay. Why are you not?

•	 Who do you expect to pick up all the work that 
you cannot manage?

Neutral Questions to Ask Provocative and Blaming 
Questions to Avoid

Share Resources to Access Help3

Some employees may prefer external support to learn self-care, pick up tips on their own, 
or seek help. Employers are encouraged to share these resources:

•	 First-stop touchpoints such as the national mindline 1771

•	 Websites such as MindSG and mindline.sg 

•	 Polyclinics with mental health services

•	 General practitioners under the Mental Health General Practitioner 
Partnership Programme or Primary Care Network-Mental Health

•	 Ministry of Health’s Chronic Disease Management Programme

•	 Samaritans of Singapore’s 24-hour Hotline and 24-hour CareText

Refer to “Resources” (page 33 to 35) for the directory of publicly available resources.
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CASE STUDY

ByteDance Pte Ltd 
> 500 employees 

ByteDance implemented a comprehensive and accessible mental health 
support system to meet diverse employee needs:

•	 24/7 Confidential Employee Assistance Programme: Employees 
have access to an Employee Assistance Programme in multiple 
languages, along with self-guided resources and educational materials 
promoted through onboarding and internal channels.

•	 Choice of Specialist: Employees can select mental health specialists 
according to their condition.

•	 Confidential Workplace Support Requests: Employees can 
request job accommodations related to physical or psychological 
health through designated internal channels, with full confidentiality 
maintained.

•	 Addressing Cultural Barriers: Recognising that cultural norms may 
delay engagement with mental health services, ByteDance launched 
a centralised resource hub providing self-directed access to Employee 
Assistance Programme resources, mental health education, and 
preventive tools, normalising mental well-being as part of everyday 
work life.

•	 Awareness and Engagement: Webinars are hosted in countries with 
larger employee populations, and timely updates are shared via office 
announcement chats to encourage Employee Assistance Programme 
use.

•	 Data-Driven Approach: Usage trends and insights guide initiatives to 
proactively promote Employee Assistance Programme access before 
issues escalate.

This multi-layered approach ensures accessible, culturally sensitive, and 
proactive mental health support for all employees.
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A structured system for a Return to Work (RTW) programme 
and reasonable job accommodations supports employees 
recovering from mental health conditions.

Supporting an employee, who is recovering from a mental 
health condition, return to work can support his/ her 
recovery while enabling him/ her to continue contributing to 
his/ her employer. Table 4 offers some suggestions on how 
an RTW programme could be designed. 

Facilitate Continued Contribution 
(especially relevant for employees at risk of or recovering 
from mental health conditions) 

RECOMMENDATION 3



20

STEP 1 STEP 2 STEP 3

Table 4. Sample Return to Work Programme

•	 Appoint and train an 
employee as an RTW 
coordinator and/ or engage 
a Designated Workplace 
Doctor12, along with the 
involvement of a trained13 
HR personnel, and consult 
the employee’s medical 
professional, after given 
consent by the employee, to 
assess readiness to return 
and identify support for 
rehabilitation.

•	 Discuss the employee’s 
preferences for work scope, 
with the understanding that 
it may be adjusted from his/ 
her initial duties.

•	 With the employee’s 
consent, involve only relevant 
co-worker for support.

•	 Assign a trusted co-worker, 
who is trained in Tier 1 
competencies of the National 
Mental Health Competency 
Training Framework, as a 
buddy to provide a listening 
ear and peer support. 

•	 Allow the employee to 
share their views on work 
expectations.

•	 Develop a gradual RTW 
schedule for a smooth 
transition.

•	 Review job duties, tasks, and 
responsibilities, and involve 
all relevant parties in the plan, 
based on what the employee 
is comfortable with.

•	 Conduct periodic, milestone-
based check-ins with the 
employee to evaluate the 
plan’s effectiveness. 

•	 Encourage open 
communication to address 
concerns or the need for 
additional support. 

•	 Respond to employee and 
adjust the RTW plan as 
needed. 

•	 Recognise and celebrate 
progress, acknowledging 
the employee’s resilience, 
courage, and commitment to 
well-being.

Employer makes 
early contact with the 
employee to coordinate 
his/ her return to work

Employer to co-create 
an RTW Plan with the 
employee

Employer to conduct 
regular check-ins with 
the employee

12	 The list of Designated Workplace Doctors is accessible via https://www.mom.gov.sg/workplace-safety-and-
health/wsh-professionals/find-wsh-professionals/find-designated-workplace-doctor.

13	 Beyond the Label’s Return to Work Workshop is specially designed for HR professionals to support employees 
returning from mental health-related absences.

https://www.mom.gov.sg/workplace-safety-and-health/wsh-professionals/find-wsh-professionals/find-designated-workplace-doctor
https://www.mom.gov.sg/workplace-safety-and-health/wsh-professionals/find-wsh-professionals/find-designated-workplace-doctor
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Job accommodations are intended to optimise the productivity of 
employees, while allowing them to contribute at a pace and scope 
consistent with their abilities. Such accommodations could be tailored to 
individual needs and regularly reviewed, in terms of whether they match 
the employee’s work ability. Employers could assign a dedicated team 
or staff to work with the employee on the job accommodations while 
maintaining strict confidentiality of all medical information. It is reasonable 
for employers to request for documentation of medical conditions when 
designing job accommodations. While providing such documentation 
should be voluntary, employees are encouraged to share their conditions to 
allow employers to better understand the accommodations needed. Table 
5 lists suggested job accommodations.

14	 Prevailing break times stipulated under the Employment Act can be found here https://www.mom.gov.sg/employment-
practices/hours-of-work-overtime-and-rest-days

Table 5. Sample Job Accommodations

Work Hours and Scheduling:

•	 Split breaks into shorter but more frequent periods (in line with the 
Employment Act14)

•	 Provide flexible work arrangements (e.g. flexi-load, flexi-time, flexi-place) 

Environmental Adjustments:

•	 Modify physical workspaces if there are mobility constraints

•	 Provide quiet or rest areas

•	 Adjust lighting, noise levels, or temperature, especially if it is a trigger 
for the employee

Job Redesign and Workload Modifications (Note: Duration 
and salary adjustments may require discussion and mutual 
agreement between employer and employee):

•	 Adjust workload (quantity or complexity) gradually

•	 Reduce interaction-based duties or solo mobile duties if the individual is 
less able to cope in such scenarios 

•	 Break down large tasks into smaller and achievable steps 

•	 Adjust deadlines, provide more guidance and support 

•	 Align duties or responsibilities with the employee’s skills, abilities, 
and limitations

https://www.mom.gov.sg/employment-practices/hours-of-work-overtime-and-rest-days
https://www.mom.gov.sg/employment-practices/hours-of-work-overtime-and-rest-days
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Employers should be mindful of the potential impact of the return to work of 
the employee on other co-workers and provide avenues for their concerns to 
be addressed. 

A coordinated approach between HR and line managers is key. HR sets 
the framework and resources for a supportive, balanced workplace, while 
managers apply these policies at the team level — monitoring workloads, 
maintaining cohesion, and safeguarding well-being. By working together, HR 
equips managers with the necessary know-hows so that managers could 
provide daily oversight to address issues before stress escalates. To maintain 
both operations and team resilience when workloads increase, HR and 
managers could adopt the practices outlined in Table 6.

Fair Workload Distribution: Redistribute tasks fairly, with realistic priorities and options 
like job rotation or sharing to avoid overload. In small teams, even minor changes matter — 
so transparency and fairness are essential.

Temporary Resourcing: HR could consider part-time or contract hires as interim support 
to manage the workload. For many Small and Medium Enterprises (SMEs), this may be the 
most practical solution given limited budgets for full-time staff.

Communication and Recognition: HR and line managers should align communication, 
sharing timelines and workload plans, with the recovering employee’s consent, to reduce 
uncertainty. Recognising team contributions, even through small gestures or added 
flexibility, shows their efforts are seen and appreciated, reinforcing their vital role in keeping 
the organisation running.

Well-being and Support: Training line managers to spot signs of team strain and respond 
with empathy can help build a more supportive workplace. Regular check-ins and access 
to resources like Employee Assistance Programme, counselling, or peer support can foster 
well-being. In SMEs without formal programmes, even simple manager-led conversations 
can have a meaningful impact.

Skills Development and Flexibility: Offer cross-training and job-shadowing to help 
employees step in seamlessly, boosting team agility and continuity. Support those with 
extra duties through flexible options like compressed schedules.

Incentives and Rewards: Where appropriate, provide time-off in lieu, short-term 
allowances, or recognition awards for employees who have taken on additional 
responsibilities for an extended period.

Supporting both the recovering employee and the wider team fosters trust, unity, and 
a culture where mental health is a collective priority — showing that recovery and 
organisation resilience can thrive together.

Table 6. Sample Set of Practices that Balance Operational 
Needs with Team Resilience



Handbook on Supporting Employees’ Mental Health 23

CASE STUDY

CASE STUDY

AAVC – Animal & Avian Veterinary Clinic 
< 50 employees 

Wee Chwee Huat Scaffolding & Construction Pte Ltd 
< 200 employees 

AAVC implements a holistic mental well-being framework based on the “3Rs” – 
Recognise, Refer, and Re-integrate, in welcoming back employees who have faced 
mental health conditions:

•	 Recognise: Employees are first offered a listening ear to acknowledge their 
concerns.

•	 Refer: When professional assistance is required, employees are referred to 
appropriate mental health services. 

•	 Re-integrate: Time off or medical leave is granted, with mutually agreed 
adjustments to workload or job scope. Upon returning, employees participate 
in one-to-one dialogue sessions with the CEO to review and implement 
accommodations.

By fostering trust and open communication, even as a small team, AAVC can 
customise job accommodations and ensure employees feel supported throughout their 
mental health journey.

Wee Chwee Huat Scaffolding & Construction adopts a flexible, employee-centred 
approach to job accommodations, ensuring that individual needs are met while 
maintaining operational continuity:

•	 Tailored Accommodations: Adjustments are customised to each employee’s 
specific needs, with flexibility and responsiveness as priorities.

•	 Managing Challenges in Labour-Intensive Settings: Workload and rosters are 
redistributed to balance operational demands with employee support.

•	 Shared Responsibilities: When employees attend scheduled group counselling, 
teammates cover their hours, enabling participation without disrupting business 
operations.

This approach demonstrates that even in labour-intensive environments, organisations 
can support employee well-being while sustaining productivity.
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CASE STUDY

ByteDance Pte Ltd 
> 500 employees 

ByteDance implemented a structured Reasonable 
Accommodation (RA) framework to support 
employees with medical conditions, whether 
temporary or long-term.

•	 Centralised Review Process: All 
accommodation requests are evaluated on a case-
by-case basis by a central team in coordination 
with HR and relevant managers.

•	 Individual Assessment: Each request is 
assessed based on medical documentation and 
its impact on the employee’s ability to perform 
their role. Tailored job accommodations are 
offered where appropriate to support continued 
engagement or facilitate reintegration after 
medical leave.

•	 Addressing Uncertainty: Recognising 
that employees may hesitate to request 
accommodations, particularly for less visible or 
fluctuating conditions, the company ensures a 
clear, supportive process to reduce barriers.

•	 Interactive Accommodation Process: 
Employees collaborate with the team to identify 
effective and reasonable accommodations. 
Internal guidance aligns medical documentation 
with decision-making, promoting transparency and 
fairness.

Through this clear framework and cross-functional 
collaboration, the company fosters an inclusive, 
resilient workplace that supports employee health 
and productivity.
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Frequently Asked 
Questions

How would I know if any of my employees have a mental health 
condition?

1

Identifying employees with mental health condition is sensitive. Employees are not legally 
required to disclose their mental health condition unless they are applying to specific roles 
where there is potential to harm multiple people. 

Equipping Workplace Mental Well-being Champions or peer supporters with training 
pegged to Tier 1 competencies of the National Mental Health Competency Training 
Framework such as “Supporting Individuals with Mental Health Needs” and “Providing 
Psychological First Aid” (See “Training to Better Support Employees at Risk of or 
Recovering from Mental Health Conditions” (page 38) for the directory of training 
providers) would help employers to better identify employees with early signs of mental 
distress and offer support. 

Employers may request for medical documentation to support job accommodations 
or when the mental condition would affect competence to perform the role. However, 
providing such documentation must be voluntary and handled with strict confidentiality.
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What possible solutions are there to manage long leave of 
absence from employees with mental health conditions while 
maintaining practicality and organisation operations?

2

Possible solutions include:

1.	 Flexible Work Arrangements:
•	 Offer flexible hours, reduced workloads, or part-time schedules during the recovery period, if 

the employee is able to work to some extent, but not on a full-time basis.

•	 Allow gradual increase in responsibilities for a smooth transition to full-time work.

2.	 Cross-Training and Job Shadowing:
•	 Cross-train team members to ensure continuity of essential tasks.

•	 Use job shadowing to prepare backup employees for temporary coverage.

3.	 Temporary Hires:
•	 Hire temporary staff or contractors to cover critical roles.

•	 Partner with staffing agencies for quick onboarding of temporary or freelance support.

4.	 Job Sharing or Rotation:
•	 Implement job-sharing arrangements to reduce individual workload while maintaining 

productivity.

•	 Use job rotation to assign less demanding tasks during the recovery period.

5.	 Clear Communication and Support:
•	 Maintain open communication with the employee and the team (with consent) about leave 

and Return to Work options.

•	 Provide ongoing support, empathy, and flexibility throughout the recovery journey.

6.	 Policy Review and Adjustment:
•	 Review and update company policies on leave and mental health support for inclusivity.

7.	 Training and Education:
•	 Educate managers and co-workers up to Tier 2 of the National Mental Health Competency 

Training Framework. (See “Training to Better Support Employees at Risk of or Recovering 
from Mental Health Conditions” (page 38) for the directory of training providers)

•	 Foster a culture of empathy and respect, helping employees feel valued and supported. (See 
“To Nurture a Positive Workplace Culture” (page 36) for the directory service providers)

By implementing these measures, companies can manage extended absence while maintaining 
operational continuity and promoting employees’ well-being. Prioritising mental health support and 
creating a supportive environment empowers employees to seek support they need.

Refer to the Tripartite Guidelines on Fair Employment Practices, and Tripartite Guidelines on Flexible 
Work Arrangement Requests for more information.
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How can employers manage cases with continued absenteeism 
and poor performance?

3

Addressing frequent absenteeism and poor performance requires a proactive and 
supportive approach:

1.	 Assessment and Documentation: Review attendance records, performance 
evaluations, and prior discussions or warnings, documenting all relevant information.

2.	 Private Discussion: Meet privately with the employee to discuss concerns with 
empathy and openness, allowing them to share any challenges.

3.	 Listen and Understand: Explore any underlying personal or work-related factors 
contributing to absenteeism or performance issues.

4.	 Offer and Document Reasonable Support including Extended Medical 
Leave, Job Accommodations, No Pay Leave: Document all reasonable support 
offered to the employee. Some possible reasonable forms of support are extended 
medical leave, job accommodations, no pay leave, access to Employee Assistance 
Programme, flexible work arrangements, or counselling.

5.	 Set Clear Expectations: Communicate attendance and performance standards 
clearly. Give specific, constructive feedback on work outcomes and behaviour to 
foster improvement.

6.	 Develop a Performance Improvement Plan (PIP): Collaborate with the employee 
to set goals, timelines, and steps for improvement, including consequences for 
continued absenteeism and poor performance.

7.	 Monitor Progress: Hold regular follow-ups to track adherence to PIP, address 
challenges, and provide guidance.

8.	 Document Discussions: Keep detailed records of meetings, performance 
evaluations, and any corrective actions taken.

9.	 Offer Additional Training or Support: Provide skills development, mentorship, or 
referral to employment support agencies as needed. (See “To Support Recovery and 
Return to Work” (page 40) for the directory of support)

10.	 Consider Further Action: Employers should conduct due diligence when assessing 
an employee’s suitability for alternative roles, including evaluating the feasibility of 
performing the original or a new role with reasonable support measures such as job 
accommodations. If absenteeism or performance issues persist after all reasonable 
support measures have been exhausted, formal performance management 
procedures may be initiated.

Be honest, specific, and constructive about employees’ work outcomes and behaviour, 
with the intent of fostering improvement. A supportive approach helps employees improve 
performance and contribute to the team.
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How should employers handle staff who cause poor mental 
health among other co-workers?

4

Addressing employees whose behaviour negatively impacts other co-workers can be 
challenging, especially when there are power imbalances. The following strategies 
can help:

1.	 Define Appropriate Behaviour: Clearly communicate expected and 
unacceptable behaviours in the company’s Code of Conduct.

2.	 Recognise Positive Behaviour: Acknowledge employees who reinforce 
psychological safety to encourage positive behaviour.

3.	 Document Incidents: Record inappropriate behaviour with specific incidents, 
dates, and witnesses and supporting evidence.

4.	 Set Clear Expectations: Communicate standards for professional conduct, 
reporting mechanisms, and disciplinary actions to all employees, emphasising 
respect and organisational values.

5.	 Promote Accountability: Ensure all employees, regardless of seniority, are 
accountable for their actions. Provide safe and confidential channels for reporting 
misconduct.

6.	 Provide Training: Offer training in conflict resolution, communication, and 
emotional intelligence to help employees understand and correct inappropriate 
behaviour.

7.	 Facilitate Communication: Encourage open dialogue, mediate conflicts and 
promote reconciliation where possible.

8.	 Support Affected Employees: Provide resources such as counselling or 
Employee Assistance Programme to those subjected to misconduct.

9.	 Escalate to Higher Management: Involve senior management, ethics 
committee or report to Tripartite Alliance for Fair and Progressive Employment 
Practices (TAFEP)15 for serious cases, including misconduct by senior leaders. 

10.	 Monitor and Follow Up: Continuously track behaviour, address recurring issues 
and prevent further incidents.

Refer to the Tripartite Advisory on Managing Workplace Harassment, and Tripartite 
Alliance for Fair and Progressive Employment Practices (TAFEP)’s Grievance Handling 
Handbook for more information.

15	 Workplace harassment can be reported to Tripartite Alliance for Fair and Progressive Employment Practices (TAFEP) via 
https://tal.sg/tafep/employment-practices/workplace-harassment

https://tal.sg/tafep/employment-practices/workplace-harassment
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How to approach an employee who might have engaged in self-harm?5

Handling an employee who may be engaging in self-harm (e.g. self-mutilation, alcohol 
abuse) requires sensitivity, empathy, and a non-judgmental attitude. 

Here are suggested steps:

1.	 Increase Knowledge in Management of Mental Health Crisis: Learn about self-
injurious behaviours, their signs, causes, and impact. Train staff in “Management of 
Mental Health Crisis (including suicide prevention)”. (See “Training to Better Support 
Employees at Risk of or Recovering from Mental Health Conditions” (page 38) for the 
directory of training providers). However, if the appointed crisis manager is not 
confident to engage with the employee, even after training on management 
of mental health crisis (including suicide prevention), the organisation should 
contact Samaritans of Singapore (SOS) to seek advice on how to approach 
the employee who might be continuously exhibiting suicidal or self-harm 
behaviours but not in immediate danger. The organisation should contact 
the Police for emergency services when the employee is in imminent suicide 
crisis. If the situation does not require immediate assistance (present 
immediate safety risks, pose imminent danger to the individual or others), the 
organisation should contact national mindline 1771.

2.	 Choose the Right Setting: Hold a private, comfortable and interruption-free 
conversation when the employee is calm.

3.	 Express Concern: Start the conversation with genuine care using empathetic and 
non-judgmental language.

4.	 Be Direct and Specific: Share observations using “I” statements e.g. “I’ve noticed 
that you seem to be struggling lately, and I’m concerned about you.”

5.	 Listen Actively: Allow the employee to share without interruptions; show empathy 
and avoid giving unsolicited advice.

6.	 Provide Referral Option: Offer confidential pathways to professional support, 
ensuring privacy and reducing barriers in seeking support.

7.	 Respect Boundaries: Do not pressure the employee to disclose or seek treatment; 
respect their readiness.

8.	 Follow Up: Check in after the initial conversation and offer ongoing support. 

9.	 Maintain Confidentiality: Keep information private unless there is an imminent risk 
of harm to self or others.

10.	 Escalate if necessary: If there is an immediate risk of harm, escalate to the 
supervisor and refer to professionals (refer to FAQ 6).  

By approaching with compassion and empathy, employers can create a supportive and 
non-judgmental environment where employees feel safe to seek help.
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How should employers determine if an observation or situation 
at a workplace is an immediate crisis?

6

Employers may look for these important signs (non-exhaustive) of an employee who is 
facing an immediate crisis:

•	 Threatening to hurt or kill self or others

•	 Looking for ways to self-harm

•	 Talking or writing about suicide

•	 Expressing no reason for living

•	 Having self-inflicted wounds which includes cutting and burning

•	 Appearing hysterical e.g. shouting loudly and spoiling company property

•	 Undressing themselves at public area

Should any one of these signs be observed, the appointed crisis manager, who is trained 
on “Management of Mental Health Crisis (including suicide prevention)”, should contact 
the police and Samaritans of Singapore (SOS) for immediate assistance. (See “Training to 
Better Support Employees at Risk of or Recovering from Mental Health Conditions” (page 
38) for the directory of training providers)

What should employers do in the event of a suicide attempt at 
the workplace?

7

If an employee attempts self-harm at the workplace, the priority is to seek professional 
help immediately to ensure their safety. Contact the following:

The designated crisis manager, ideally trained in mental health crisis management 
(including suicide prevention) (See “Training to Better Support Employees at Risk of 
or Recovering from Mental Health Conditions” (page 38) for the directory of training 
providers), should stay close and engage the employee empathetically. Conversations 
may focus on their struggles, while encouraging them, if willing, to take immediate steps 
to move away from danger, such as surrendering weapons, medication, or stepping back 
from a ledge.

DO NOT attempt to intervene if the designated crisis manager is not trained in 
suicide intervention or not confident to engage the employee. Doing so can pose 
danger to both the employee and the designated crisis manager.  

Police: 999 Samaritans of Singapore’s (SOS) 24-hour Hotline: 1767and
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How to engage other co-workers affected by witnessing a suicide 
attempt by an employee?

8

A suicide attempt at work can traumatise other co-workers, particularly witnesses or 
if the attempt is fatal. Suggested steps to ensure a supportive environment:

1.	 Communicate to Normalise Reactions: Engage affected co-workers through 
professionals, HR or management, who are trained in Tier 2 of Psychological First 
Aid) (See “Training to Better Support Employees at Risk of or Recovering from 
Mental Health Conditions” (page 38) for the directory of training providers), to 
normalise common psychological responses. Reassure them that the employee 
is receiving professional help (if the attempt is non-fatal) to maintain trust. 
This step may be skipped if the co-workers were not exposed, respecting the 
employee’s privacy. 

2.	 Acknowledge Emotional Responses: Affirm that feelings of shock, fear, guilt, 
confusion, or sadness are normal. Witnesses may experience flashbacks, sleep 
disturbances, or concentration issue, which are typical signs of distress.

3.	 Empower Psychological First Aiders: Trained psychological first aiders or peer 
supporters should monitor co-workers who witnessed the suicide attempt for 
distress, provide early support and refer to professional help if needed. 

4.	 Activate Employee Assistance Programme or other Mental Health 
Professionals: To support employees who have witnessed suicide at the 
workplace, employers should activate counsellors from Samaritans of Singapore 
(SOS), psychologists or Employee Assistance Programme who can conduct 
critical incident stress debrief to help employees manage the post-traumatic 
symptoms, traumatic grief or other potential mental health concerns as a result of 
the suicide loss.
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Glossary

•	 At Risk: Higher susceptibility of poor mental health due to factors such as family history and/ 
or exposure to adverse life stressors/ experiences.

•	 Job Accommodation: Adjustment made to a job or work environment to enable an 
individual with medical condition(s) to perform his/ her job duties. Accommodations may 
include specialised equipment, modifications to the work environment or adjustments to work 
schedules or responsibilities. 

•	 Mental Health: Mental health is an integral part of health and is defined as a state of well-
being in which an individual realises his or her own abilities, can cope with stressors in life, 
work productively, and contribute to his or her community. Thus, mental health is more than 
just the absence of mental disorders but fundamental to quality of life. In other words, Mental 
Health exists on a spectrum, ranging from good mental well-being to struggling with mental 
health conditions (including mental disorders).

•	 Mental Disorder: A clinically significant disturbance in an individual’s cognition, emotional 
regulation, or behaviour. It is usually associated with distress or impairment in important 
areas of functioning. In other words, Mental Disorder is a clinically diagnosed condition that 
significantly impacts thoughts, emotions, and behaviours.

•	 Mental Health Conditions: A collective term that includes mental disorders and other 
mental states associated with significant distress, impairment in functioning, or risk of self-
harm. People with mental health conditions are more likely to experience lower levels of 
mental well-being, but this is not always or necessarily the case. In other words, Mental 
Health Conditions could refer to Mental Disorder and/or poor Mental Well-being. 

•	 Mental Well-being: A positive state of emotional, psychological, and social health, 
characterised by a sense of contentment, resilience, and the ability to effectively cope with 
life’s challenges. It encompasses positive emotions, a sense of purpose, and the capacity to 
engage in fulfilling relationships and activities. In other words, Mental Well-being refers to 
how we cope with stress, maintain relationships, and function in daily life.

•	 Peer Supporter: A co-worker, who is usually of similar rank i.e. not a supervisor or 
subordinate to an employee and does not necessarily have a personal lived mental health 
experience but is passionate to support the employee at risk of, or recovering, from mental 
health conditions.

•	 Psychological First Aid (PFA): A supportive response to individuals suffering and who may 
need support during and after a traumatic or crisis event.

•	 Workplace Mental Well-being Champion: Someone who is put in charge by the senior 
management of an organisation to manage all mental health and well-being related matters.
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Resources

Please visit https://www.tal.sg/wshc/topics/mental-well-being/other-useful-mental-well-being-resources for the 
latest list of resources.

First-stop Touchpoints

Organisation/ Resource Purpose Contact/ Website

CHAT A mental health service that conducts mental 
health assessments and consultations for youth 
aged 16 to 30 years.

https://imh.com.sg/CHAT

CREST Community mental health teams operated by 
social service agencies to provide mental health 
screening and psycho-social support services. 

https://mindline.sg/mental-
health-service-providers/
browse?category=all&view=list

MindSG and mindline.sg Provides guides and tips on practising self-care 
(e.g., setting boundaries) and how to support 
co-workers’ well-being (e.g., responding to 
co-workers in distress), which contributes 
to nurturing a supportive mental well-being 
workplace culture.

http://mindsg.gov.sg 

https://mindline.sg 

National mindline 1771 Provides 24-hour mental health support and 
guidance.

Hotline: Dial 1771

WhatsApp: Message 6669-1771

Webchat: Visit mindline.sg/fsmh   

Samaritans of Singapore’s 
(SOS) 24-hour Hotline and 
24-hour CareText

Provide 24/7 confidential emotional support 
to individuals facing a crisis, thinking about or 
affected by suicide.

24-hour Hotline: 1767

24-hour CareText: 9151 1767 (via 
WhatsApp)

https://www.tal.sg/wshc/topics/mental-well-being/other-useful-mental-well-being-resources
https://imh.com.sg/CHAT
https://mindline.sg/mental-health-service-providers/browse?category=all&view=list
https://mindline.sg/mental-health-service-providers/browse?category=all&view=list
https://mindline.sg/mental-health-service-providers/browse?category=all&view=list
http://mindsg.gov.sg
https://mindline.sg
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General Mental Health Resources

Organisation/ Resource Purpose Contact/ Website

Agency for Integrated Care’s 
(AIC) Community Mental 
Health (CMH) Wayfinding Tool

Allows you to find mental health services 
based on your needs, age and location. 

https://aic.sg/mentalhealthfinder

Care Corner
Counselling Centre
(Mandarin)

Provides mental health support to 
individuals, couples and families.

1800 353 5800 (10am to 10pm)

Care Singapore
(Hear4U)

A confidential WhatsApp helpline that 
gives users a safe space to seek advice 
and express their concerns on emotional 
and mental issues. It utilises Psychological 
First-Aid in order to provide support and a 
safe space to be heard for those that are 
struggling.

Service available from Monday to Friday
•	 6978 2728 (English and official languages 

of Singapore)

Dedicated lines for migrant workers
•	 6978 2725 (English)
•	 6978 2722 (Tamil)
•	 6978 2723 (Bengali)
•	 6978 2724 (Mandarin)

Centre for Domestic
Employees

24-hour helpline for foreign domestic 
workers.

24-hour helpline: 1800 2255 233

Employee Assistance 
Programme (EAP) Providers

EAP Providers listed in the Tripartite 
Advisory on Mental Health and Well-being 
at Workplaces.

https://www.mom.gov.sg/-/media/
mom/documents/covid-19/advisories/
tripartite-advisory-on-mental-well-being-at-
workplaces.pdf#page=13

Fei Yue Community Services Provides counselling services. ec2.sg (Text-based online counselling)

HealthServe’s Crisis Helpline 
(for Migrant Workers)

Crisis helpline for migrant workers facing 
mental distress

24-hour helpline: 3129 5000

Migrant Workers’ Centre 
Helpline

Helpline for migrant workers facing work-
related issues

24-hour helpline: 6536 2692

Ministry of Health’s (MOH) 
Chronic Disease Management 
Programme

Assists patients with chronic diseases 
(including common mental disorders) reduce 
their out-of-pocket expenses through the 
usage of their Medisave account.

https://moh.gov.sg/others/resources-and-
statistics/chronic-disease-management-
programme-cdmp

https://aic.sg/mentalhealthfinder
https://www.mom.gov.sg/-/media/mom/documents/covid-19/advisories/tripartite-advisory-on-mental-well-being-at-workplaces.pdf#page=13
https://www.mom.gov.sg/-/media/mom/documents/covid-19/advisories/tripartite-advisory-on-mental-well-being-at-workplaces.pdf#page=13
https://www.mom.gov.sg/-/media/mom/documents/covid-19/advisories/tripartite-advisory-on-mental-well-being-at-workplaces.pdf#page=13
https://www.mom.gov.sg/-/media/mom/documents/covid-19/advisories/tripartite-advisory-on-mental-well-being-at-workplaces.pdf#page=13
http://ec2.sg
https://moh.gov.sg/others/resources-and-statistics/chronic-disease-management-programme-cdmp
https://moh.gov.sg/others/resources-and-statistics/chronic-disease-management-programme-cdmp
https://moh.gov.sg/others/resources-and-statistics/chronic-disease-management-programme-cdmp
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Organisation/ Resource Purpose Contact/ Website

National Council of Social 
Service

Provides general resources. https://ncss.gov.sg/research-and-insights/
community-resources

Provides resources to empower recovery for 
persons with mental health condition(s). 

https://ncss.gov.sg/what-s-happening/
beyond-the-label/what-can-you-do-to-
address-the-stigma

National Problem Gambling 
Helpline

Serves as a one-stop hub connecting people 
looking for assistance with a gambling 
problem to local resources.

1800 666 8668

National Trades Union 
Congress’ (NTUC) Freelancers 
and Self-Employed (FSE) Unit

Provides a directory of FSE professionals for 
temporary manpower needs.

https://ufse.org.sg/ufse-directory

Polyclinics and General 
Practitioners with Mental 
Health Services

List of polyclinics and general practitioners 
with mental health services under Singapore 
Mental Health General Practitioner 
Partnership (MHGPP) Programme and 
Primary Care Network-Mental Health (PCN-
MH).

https://www.moh.gov.sg/seeking-
healthcare/find-a-facility-or-service/mental-
health-services/primary-mental-healthcare-
services

Tripartite Alliance for Fair 
and Progressive Employment 
Practices (TAFEP)

Information on Tripartite Standards. https://www.tal.sg/tafep/getting-started/
progressive/tripartite-standards

Viriya
Community
Services

Provides a range of mental wellness support 
services ranging from online forums to 
professional therapy services.

contact@viriya.org.sg

https://viriya.org.sg/

Workplace Safety and Health 
(WSH) Council

Resources on Workplace Mental Well-being. https://www.tal.sg/wshc/topics/mental-
well-being

https://ncss.gov.sg/research-and-insights/community-resources
https://ncss.gov.sg/research-and-insights/community-resources
https://ncss.gov.sg/what-s-happening/beyond-the-label/what-can-you-do-to-address-the-stigma
https://ncss.gov.sg/what-s-happening/beyond-the-label/what-can-you-do-to-address-the-stigma
https://ncss.gov.sg/what-s-happening/beyond-the-label/what-can-you-do-to-address-the-stigma
https://ufse.org.sg/ufse-directory
https://www.moh.gov.sg/seeking-healthcare/find-a-facility-or-service/mental-health-services/primary-mental-healthcare-services
https://www.moh.gov.sg/seeking-healthcare/find-a-facility-or-service/mental-health-services/primary-mental-healthcare-services
https://www.moh.gov.sg/seeking-healthcare/find-a-facility-or-service/mental-health-services/primary-mental-healthcare-services
https://www.moh.gov.sg/seeking-healthcare/find-a-facility-or-service/mental-health-services/primary-mental-healthcare-services
https://www.tal.sg/tafep/getting-started/progressive/tripartite-standards
https://www.tal.sg/tafep/getting-started/progressive/tripartite-standards
mailto:contact%40viriya.org.sg?subject=
https://viriya.org.sg/
https://www.tal.sg/wshc/topics/mental-well-being
https://www.tal.sg/wshc/topics/mental-well-being
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To Nurture a Positive Workplace Culture 

Organisation/ 
Resource

Purpose Contact/ Website

Beyond the Label 
Resources 

Help to nurture a supportive mental wellbeing 
workplace culture by equipping employers with 
knowledge on addressing stigma and advancing 
awareness and dialogue on mental health.

https://ncss.gov.sg/our-initiatives/beyond-the-
label/inclusive-employment

BTL Web Series: https://linktr.ee/BTLwebseries 
- A video series on how to kickstart conversations 
about mental health (normalise dialogue on 
mental health)

BTL Roving Exhibition: Mobile exhibition panels 
related to addressing stigma and promoting social 
inclusion are readily available for bookings 

BTL Guide on Speaking on Mental 
Health: https://isomer-user-content.by.gov.
sg/24/81888418-a7eb-40fa-8a7c-68b7ba7f3bc0/
btl-infographic-speaking-about-mental-health.pdf - 
Alternative terms to use that are non-discriminatory 
towards persons with mental health conditions

Clarity Singapore Workshops on mental health and 
psychoeducation.

ask@clarity-singapore.org

https://clarity-singapore.org

Club HEAL Workshops on schizophrenia, bipolar disorder, and 
depression and gives mental health talks.

info@clubheal.org.sg

https://clubheal.sg

Counselling and 
Care Centre

Support in responding to crises and traumatic 
incidents through its Employee Assistance 
Programme.

info@counsel.org.sg 

https://counsel.org.sg

Changi General 
Hospital – 
Department of 
TRaCS

ReXilience® programme provides preventive 
mental health education, training and peer support 
programme development services, employee 
counselling service; to enhance mental well-being 
in individuals and organisations.

tracs@cgh.com.sg     

https://www.cgh.com.sg/education/tracs 

Health Promotion 
Board

Provides services that build sustainable strategies 
for employee engagement, including:
1.	Supportive management styles and behaviour
2.	Holistic employee psychological well-being 

programmes 
3.	Peer Support Training Programme

hpb_health_at_work@hpb.gov.sg

https://www.hpb.gov.sg/workplace/workplace-
outreach-wellness-programme

https://ncss.gov.sg/our-initiatives/beyond-the-label/inclusive-employment
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https://isomer-user-content.by.gov.sg/24/81888418-a7eb-40fa-8a7c-68b7ba7f3bc0/btl-infographic-speaking-about-mental-health.pdf
https://isomer-user-content.by.gov.sg/24/81888418-a7eb-40fa-8a7c-68b7ba7f3bc0/btl-infographic-speaking-about-mental-health.pdf
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https://www.hpb.gov.sg/workplace/workplace-outreach-wellness-programme
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Organisation/ 
Resource

Purpose Contact/ Website

HealthServe Ltd Conducts basic mental health training and talks 
for migrant workers in Singapore to deal with 
distress and adjustment issues.

Provides peer support leader training to 
empower migrant workers to provide initial 
support to peers facing mental health 
challenges.

Conducts Psychological First Aid (PFA) training 
for supervisors and managers to enhance their 
ability to spot signs of mental distress in migrant 
workers and provide effective support.

info@healthserve.org.sg

https://healthserve.org.sg

Mindforward 
Alliance Singapore

Transforms workplace culture into one that 
supports the mental health of its employees.

https://mindforwardalliance.org.sg

Mindfull 
Community 
(formerly known as 
Caregivers Alliance 
Limited)

For caregivers of persons with mental health 
conditions

General Enquiries: 6460 4400

https://www.mindfull.org.sg/contact-us 

Shan You Provides support with mental health conditions, 
managing mental health crises, mental health 
training and talks.

counselling@shanyou.org.sg 

https://shanyou.org.sg

Silver Ribbon 
(Singapore)

Provides advice and support in drafting mental 
health guidelines & policies & managing mental 
health crises, mental wellness workshops, and 
complementary counselling services.

info@silverribbonsingapore.com

https://silverribbonsingapore.com

Singapore Anglican 
Community 
Services (SACS)

Curates and provides mental health literacy 
workshops, facilitates Singapore Anglican 
Community Services - NTUC LearningHub 
collaborative WSQ Wellness Courses, and EAP+ 
Individual and group counselling services. 

EAP@sacs.org.sg 

https://sacs.org.sg/psychiatric-services.html

Singapore
Association for
Mental Health 
(SAMH)

Conducts talks and workshops on mental 
wellness and positive living.

comed@samhealth.org.sg 

https://www.samhealth.org.sg

mailto:info%40healthserve.org.sg?subject=
https://healthserve.org.sg
https://mindforwardalliance.org.sg
https://www.mindfull.org.sg/contact-us
mailto:counselling%40shanyou.org.sg?subject=
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mailto:comed%40samhealth.org.sg?subject=
https://www.samhealth.org.sg
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Training to Better Support Employees at Risk of or Recovering from Mental Health 
Conditions

Competency Training Provider Contact/ Website

Under Basic level, Tier 1 of NMHCTF:
•	 Increasing Mental Health 

Awareness
•	 Practising Self-Care 
•	 Supporting Individuals with Mental 

Health Needs 
•	 Providing Psychological First Aid 

Health Promotion Board’s (HPB) 
Workplace Outreach Wellness (WOW) 
Programme

Level 1 Peer Support Certification: https://
hpb.gov.sg/workplace/workplace-outreach-
wellness-programme

Kaleidoscope Labs – Well-being 
Champions Network  

Well-being First Responder (Psychological 
First Aid): https://wellbeingchampions.sg/
well-being-first-responder

National Trades Union Congress (NTUC) 
LearningHub

WSQ-Certified Training in Peer-to-Peer 
Mental Well-being Support at Work: https://
www.ntuclearninghub.com/en-gb/-/course/
wsq-certified-training-in-peer-to-peer-
mental-well-being-support-work

Under Intermediate level, Tier 2 of 
NMHCTF:
•	 Increasing Mental Health 

Awareness 
•	 Practising Self-Care 
•	 Supporting Individuals with Mental 

Health Needs
•	 Providing Psychological First Aid 

Kaleidoscope Labs – Well-being 
Champions Network  
 

Well-being First Responder (Anxiety, Grief 
& Trauma): https://wellbeingchampions.sg/
well-being-first-responder 

Well-being First Responder (Self-Care): 
https://wellbeingchampions.sg/well-being-
first-responder

Well-being First Responder (Resilience 
and Mental Toughness): https://
wellbeingchampions.sg/well-being-first-
responder

Well-being First Responder (Chronic Stress 
and Burnout): https://wellbeingchampions.
sg/well-being-first-responder

•	 Management of Mental Health 
Crisis (including suicide prevention)

Samaritans of Singapore (SOS) https://sos.org.sg/support-those-in-distress/
professional-training 

https://hpb.gov.sg/workplace/workplace-outreach-wellness-programme
https://hpb.gov.sg/workplace/workplace-outreach-wellness-programme
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To Improve Corporate Leadership Capability 

Organisation Purpose Contact/ Website

Calm Collective Asia Offers training for managers and peer supporters to 
support mental health and well-being at work.

hello@calmcollective.asia

https://www.calmcollective.asia

Kaleidoscope Labs – 
Well-being Champions 
Network 

Empowers senior leaders, HR, and line managers to 
champion mental well-being.

Key offerings include:
•	 Leadership Profiling and Storytelling: Peer learning 

platforms on building a safe space.

•	 Executive Masterclasses and Briefings: Short, high-
impact workshops and strategy sessions. 

•	 Leadership Coaching Circles: Small groups to 
practise emotional literacy, authentic listening, and 
resilient decision-making.

•	 Culture Activators: Experiential approaches that help 
teams surface tensions, co-create better ways of 
working, and establish everyday well-being rituals.

•	 Champions Community of Practice: A secure, 
interactive platform offering quests, peer support, 
and a time-credit social currency.

•	 Ground-up Well-being Design: Facilitated sessions 
that co-create and sustain rituals that reinforce 
culture and signal visible commitment from the top.

•	 Consultancy, Compliance, and Measurement: 
Advisory and toolkits aligned with ISO 45003 and 
ISO 30414.

hello@wellbeingchampions.sg 

https://wellbeingchampions.sg

WorkWell Leaders Peer network for CEOs and Board members to learn 
and share with each other on integrating mental 
well-being into their business strategy and leadership 
practices to build sustainable, mentally and culturally 
healthy workplaces, and for mutual support in their 
individual mental well-being journeys. Facilitates 
community of practice, research, training, and runs the 
annual WorkWell Leaders Awards on workplace well-
being, leadership and culture.

hello@workwellleaders.org 

https://workwellleaders.org 

mailto:hello%40calmcollective.asia?subject=
https://www.calmcollective.asia
mailto:hello%40wellbeingchampions.sg?subject=
https://wellbeingchampions.sg
mailto:hello%40workwellleaders.org?subject=
https://workwellleaders.org
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To Support Recovery and Return to Work

Organisation/ 
Resource

Purpose Contact/ Website

Changi General Hospital 
- Occupational and 
Aviation Medicine 
Service (OAMS)

First occupational health unit in Singapore that has 
integrated mental health expertise with occupational 
medicine. Offers a comprehensive suite of services to 
support workers in all workplaces, from occupational 
disease screening and management, worksite 
assessments, and return to work assessment services.

occhealth@cgh.com.sg 

https://cgh.com.sg/patient-care/
specialties-services/occupational-
health-services/clinical-services

HealthServe Ltd Provides a 24/7 culturally sensitive crisis helpline manned 
by trained specialists, offering support and intervention 
for migrant workers facing mental health crises, including 
suicide prevention. 

Provides professional individual counselling services are 
offered in native languages, addressing a broad spectrum 
of concerns, including emotional distress, workplace 
challenges, and personal well-being.

Conducts group counselling focused on grief or adjustment 
issues, offering a safe space for workers to process loss 
and transition.

info@healthserve.org.sg

https://healthserve.org.sg

Institute of Mental 
Health’s (IMH) 
National Addictions 
Management Service

Provides treatment and support for addictions to drugs, 
alcohol, gambling, gaming and others.

https://nams.sg 

Institute of Mental 
Health’s (IMH) Job Club

Assists persons with mental health conditions to gain and 
sustain open employment or provide support, if required, 
in their current workplace.

enquiries@jobclub.sg 

https://imh.com.sg/Locate-Us/
OcTAVE-Outpatient-Rehabilitation-
Centre/Pages/Job-Club.aspx 

Psalt Care Offers structured peer support platforms designed 
specifically for individuals in recovery

info@psaltcare.com

https://psaltcare.com

Singapore Anglican
Community Services 
(SACS)’s Integrated 
Employment Services 
(IES)

Offers persons with mental health conditions vocational 
assessment, training, job placement and support at the 
workplace.

ies@sacs.org.sg 

https://sacs.org.sg/psychiatric-
services/integrated-employment-
services 

Singapore Association 
for Mental Health 
(SAMH)’s MINDSET 
Learning Hub

Provides persons with mental health conditions vocational 
skills training, job placement and case management 
support

mindsetLH@samhealth.org.sg

https://www.samhealth.org.sg/our-
services/rehabilitation/samh-mindset-
learning-hub  

SupportGoWhere List of social service agencies providing counselling and 
mental health services such as helplines.

https://supportgowhere.life.gov.sg
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Advisory, Guidelines and Handbook

Resource Purpose Contact/ Website

Grievance Handling Handbook A step-by-step playbook to guide 
employers on grievance handling.

https://www.tal.sg/tafep/-/media/tal/
tafep/employment-practices/files/
grievance-handling-handbook_2018.ashx

Institute for Human Resource 
Professionals’ Playbook on Thriving 
Through Transitions: A Guide to 
Managing Employees on Extended 
Leave

A step-by-step playbook for employers 
to manage transitions.

https://myhr.sg/guest/
contentdetails?id=4f1b0e44-793c-4864-
89cc-56ca875c6afa

National Council of Social Service’s 
Mental Health Toolkit for Employers

A toolkit that outlines a framework on 
hiring and supporting individuals with 
mental health conditions.

https://www.tal.sg/tafep/-/media/tal/
tafep/resources/publications/files/2019/
mentalhealthtoolkitforemployers.ashx

National Mental Health and Well-
being Strategy Report

Singapore’s strategies towards mental 
health and well-being

https://www.moh.gov.sg/others/
resources-and-statistics/national-mental-
health-and-well-being-strategy--2023- 

Tripartite Advisory on Managing 
Workplace Harassment

A practical guide for employers and 
employees to better prevent and 
manage harassment at the workplace.

https://www.mom.gov.sg/-/media/mom/
documents/employment-practices/
guidelines/tripartite-advisory-on-
managing-workplace-harassment.pdf

Tripartite Advisory on Mental Health 
and Well-being at Workplaces

A practical guide stipulating the 
overarching principles, framework 
and expectations for employers on 
supporting of healthy employees 
(including employees at risk of mental 
health conditions).

https://www.mom.gov.sg/employment-
practices/tripartism-in-singapore/
tripartite-guidelines-and-advisories/
tripartite-advisory-on-mental-well-being-
at-workplaces

Tripartite Guidelines on Fair 
Employment Practices

A set of guidelines that sets out 
expectations on fair employment 
practices for employers to adopt.

https://www.tal.sg/tafep/-/media/tal/
tafep/getting-started/files/tripartite-
guidelines.pdf

Tripartite Guidelines on Flexible 
Work Arrangement Requests

A set of guidelines that sets out how 
employees could request for flexible 
work arrangements and use them, and 
how employers and supervisors could 
handle flexible work arrangements 
requests.

https://www.mom.gov.sg/-/media/
mom/documents/press-releases/2024/
tripartite-guidelines-on-flexible-work-
arrangement-requests.pdf

Playbook on Workplace Mental Well-
being

A playbook that provides employers with 
implementation guidance, best practices 
and case studies on supporting healthy 
and at-risk employees.

https://www.tal.sg/wshc/resources/
publications/guides-and-handbooks/a-
playbook-on-workplace-mental-well-
being
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