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Introduction

Workplace psychosocial hazards can significantly
impact employees’ mental health, job satisfaction,
and overall performance (World Health Organisation,
2024; Tripartite Advisory on Mental Well-Being at
Workplaces, 2023; Safe Work Australia, 2022).

During the COVID-19 pandemic, nearly 60% of
frontline workers experienced anxiety and 45%
reported depressive symptoms (Seng et al., 2021).

This highlights the need to foster resilience among
frontline workers to mitigate burnout and promote
sustainable professional engagement. Organisational
support plays a key role, being linked to lower
psychological distress and higher resilience.

Objective

In light of increased case complexity, a changing
workforce, and evolving service expectations
post-COVID, REACH Community Services Ltd (REACH),
a multi-service agency, embarked on an internal study
which aimed to:

e |dentify psychosocial stressors, surface best
practices, and uncover areas for improvement in
employee well-being.

e Foster a proactive, mentally healthy workplace
culture that supports both personal and
professional resilience among staff.

Methods and Participants

The internal study administered the iWorkHealth
survey, developed by Ministry of Manpower, to all
employees of REACH in 2023. The survey aimed to
provide insights into employees” wellbeing and
various psychosocial hazards or risk factors.

Based on survey results, the team facilitated focus
group discussions (FGDs) with 41 employees in six
groups to further understand pain points and identify
areas of improvement. FGD participants were
selected through random sampling and placed
according to their level of experience and job roles.
Qualitative thematic analysis of the FGDs identified
key themes related to survey findings and areas for
Improvement.

Results/Findings (see Diagram A)

Survey Results

The top three work hazards identified were job
demands, job recognition and organisational culture.

FGD Results
As the questions asked during the FGD were crafted
around the top 3 hazards identified, the data

collected were organised into 4 themes:
1. Job demands,

2. Job recognition,
3. Organisational culture
4. Good practices for well-being
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Main Findings and Implications

* Across experience levels - supportive supervisory structures, clear job roles, and realistic
workloads are important in reducing emotional strain caused by job demands. Competency
training and improved manpower planning are seen as ways to address systemic job demand
Issues.

* Current appraisal and performance management systems are seen to be areas of
improvement to recognise employees’ contributions more meaningfully. Employees would
appreciate a clearer, more transparent, and equitable recognition framework across all levels
of the organisation.

* Open communication and responsiveness, especially amid leadership transitions and
departmental changes would be appreciated by employees. Clarity in policies and efforts to
align operational processes, though execution gaps and cross-department coordination
remain as areas for improvement.

* Caring and supportive leadership and team culture are important to continue building pockets
of stability and psychological safety.

Conclusions

Insights from the FGDs informed organisational strategies aimed at preventing the escalation of
psychosocial work stressors — namely a) promote positive mental health practices, b) prevent
psychosocial work hazards, c) intervene early, d) support recovery. These discussions also
created space for open conversations about mental health across all levels of the organisation,
helping to normalise the topic of mental health and reduce stigma. As job demands are
ongoing, there is a constant need for building awareness and sustained engagement to review
policies and practices to ensure that employees wellbeing is supported to thrive at work.
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