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I'm sure that most if not all of us have experienced some level of Stigma within the 
workplace or in Society in general.

The two types of Stigma that I will be touching on in the presentation today are:

1. Public Stigma
This happens when the public endorses negative stereotypes and prejudices, resulting 

in discrimination against people with mental health conditions.

2. Structural Stigma
Institutional policies or other societal structures that result in decreased opportunities for 

people with mental illness are structural stigma.



Before we dive into more details, I would like to ask that as we go 
through this presentation everyone begin thinking about different 

examples of Public and Structural Stigma that you may have 
experienced in your personal or professional life since we will be 
discussing this in our breakout sessions later in the presentation.

What is Stigma to you?



What is Public Stigma?

Public stigma refers to a set of negative attitudes and beliefs 
that motivate individuals to fear, reject, avoid, and 

discriminate against people with mental illness



What is Structural Stigma

Structural Stigma is defined as societal-level conditions, 
cultural norms, and institutional policies that constrain 

the opportunities, resources, and wellbeing of 
the stigmatized.



Let’s review some best practices for Anti Stigma



Best Practices
 Education: Educational anti-stigma interventions present factual 

information about the stigmatized condition with the goal of 
correcting misinformation or contradicting negative attitudes and 
beliefs.

 Mental Health Literacy Campaigns: Mental health literacy programs 
are a common educational strategy. 

 Contact - Across a wide range of stigmatizing conditions, people 
without the stigmatized conditions have little meaningful contact 
with those who have these conditions. 

 Peer Services - Contact-based strategies can be used to reduce 
both public and self-stigma, there is a wide range of potential 
intervention targets. 



Creating a Stigma Free 
WORKPLACE

 INFORMATION AND SUPPORT FOR EMPLOYEES 
 Foster a culture where getting help for a mental health 

challenge is as routine as getting help for any other 
challenge 

 Help employees understand what resources the 
organization offers for mental health



Creating a Stigma Free 
WORKPLACE
 NON-STIGMATIZING CONVERSATION AND BEHAVIORS 

 Create a culture of trust and communication to support an emotionally 
healthy environment 

 Communicate organizational values that include respect, civility and a 
general culture of wellbeing to encourage empathetic behaviors by 
employees 

 Promote the use of non-stigmatizing language when talking about 
mental health



What can you do to help stop 
stigma?

As a people Leader

Make sure that you are educated and informed. Participate in any training that is offered, and 
leverage trainings to help you understand key issues and your role. The more you know, the less 
you will promote stigma. 

Foster a healthy workplace environment. Establish a team culture that supports open problem-
solving, demonstrates honest and respectful communication and encourages the use of stress-
management resources and where stress is focused with clear priorities. These actions benefit all 
employees and model actions that are less conducive to stigma. 

Understand your role at critical points. An environment where mental health can be discussed 
openly does not mean an environment where the confidentiality of health-related and personal 
information is not respected. You do not need to have private and confidential information 
regarding an employee’s health or personal life to support an employee with a health or 
personal issue. 



 It is Important for employers to have an understanding of Peer roles 
and Practices.

 It is important for employers to have recovery oriented values and 
practices.
 Employers should believe in the capacity of peer workers to grow and 

develop professionally 
 Employers should frame difficulties as learning opportunities and structure 

learning opportunities to help the worker grow 
 Employers should support the development of individualized professional 

goals  
 Employers should support the integration of peer workers and recovery 

values

Fundamentals for Employers of Peer 
workers



Examples of Recovery Oriented 
Values

 Hope - inspiring the growth potential in all 
 Person - centered - based on the individual’s aspirations 

 Strength - based - focused on the unique gifts of each worker 

 Personal responsibility - holding people accountable for their 
commitments

 Interdependence - a balance between team work, autonomy, and 
mutual support 

 Employers model these values in their work 

 Agencies operationalize these values in their policies, procedures, 
and practices



Important Things to Remember

 Employers should take a holistic view of a person, that they are 
more than their diagnosis or addiction 

 Employers should recognize that recovery involves more than 
symptom reduction or abstinence 

 Employers should recognize the interconnected nature of social 
categorizations such as race, class, and gender as they apply to 
a given individual or group, regarded as creating overlapping 
and interdependent systems of discrimination or disadvantage 

 Employers support workers to address issues of poverty, trauma 
and discrimination



Using Strength Based Supervision
Strengths based supervision is a collaborative process between the 
worker and supervisor enabling them to deliver quality services and 
supports that draws on the person’s strengths and assets 

 Seek to discover and amplify the workers’ strengths and competencies 

 Intentionally identify and amplify the workers’ success 

 Encourage learning and share responsibility for setting learning goals

 Focusing on strengths does not mean ignoring problems, but rather 
means that the supervision frames problems as learning opportunities • 

 Feedback and self assessment are tools in strengths - based supervision



Giving Strengths- based Affirmations



Strength based Affirmations
Examples 



Giving Feedback
 This skill is similar to affirming strengths in that it provides 

workers with the information they may need to develop 
their practice 

 Feedback is always framed as a learning opportunity 
 Feedback strengthens a person’s ability to reflect on 

their own performance



Characteristics of Good Feedback

 Specific - refers to a particular activity 
 Objective - based on unbiased observation 

 Timely - when the worker will most benefit from the feedback • 
Individualized - tailored to the learning needs of the worker 

 Genuine - comes from a place of kindness 
 Actionable - suggests activities designed to improve performance



Giving Feedback



Giving Feedback Example



Giving Feedback Example 
Continues



The impacts of workplace stigma and discrimination on employees includes work 
avoidance, reluctance to disclose concerns or issues to employers, work-related 

stress, and reduced longevity of employment.

The goal is to have a stigma free workplace!

What is Stigma to you?
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