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AGENDA
• Institute Overview and Update

• Erin Flynn Ph.D., Outreach Program Director

• Educational Programming Addressing Psychosocial Hazards in the Workplace

• Amy Spring MPA, Senior Dissemination and Outreach Specialist

• Respectful Workplace Climate Scale

• Emily Huang Ph.D., Associate Professor and Director of OHSU Safety lab



Institute Overview

• The Institute is dedicated to health and safety in the 
workforce

• Our mission is to promote well-being, and prevent 
disease and disability among working Oregonians

• We fulfill our mission through research, outreach, 
and education
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2022 Financials

4

Federal Grants 63%

Workers Comp 
36%

Workers Compensation Income $ 3,998,772
Total Grants and Contracts  $ 7,097,260
Other Gifts, Sale of Service  $     113,090
______________________________________________________
Total Income 2022  $11,199,765
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New Research Grants and Contracts 
2023

o The Circadian Timing of Food Intake and its Effect on Reproductive Health (NIH – 
National Institute of Child Health and Human Development). Matt Butler, PI.  5-year 
$2.7M.

o The Safety Integration Stakeholders Program (NIH – Agency for Healthcare Research 
and Quality). David Hurtado, PI.  5-year $1.8M

o Building a Safe, Healthy, and Respectful Workplace for Tradeswomen: A Total Worker 
Health Approach (CDC - NIOSH). Emily Huang, PI. 2-year $423,499.

o Design and Development of a Respectful Workplace Training Portal (ODOT-BOLI). Erin 
Flynn and Emily Huang, Co-PIs. 2-year $500,000.
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Four Areas of Work Spanning Research and Practice

Research
Programs & 

Partnerships

Education
Outreach & 

Dissemination

Presenter Notes
Presentation Notes
We are a research institute and everything begins with research – our programs, partnerships, education, and outreach all seek to facilitate the conversion of research findings into practice.
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Four Areas of Work Spanning Research and Practice

Research
Programs & 

Partnerships

Education
Outreach & 

Dissemination
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Research: Four Themes

 Environmental Exposure

 Sleep and Circadian Health

 Safety at Work

 Supportive Workplace Practices

Presenter Notes
Presentation Notes
Our research is organized into 4 main themes.
Describe each theme briefly
Note that last year we made several presentations to the Workers Compensation Community focused on sleep and shift work
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Research: Four Themes

 Environmental Exposure

 Sleep and Circadian Health

 Safety at Work

 Supportive Workplace Practices

Presenter Notes
Presentation Notes
This year we are going to focus on applied research and research-to-practice, specifically looking at psychological safety at work, a growing emphasis within occupational health and safety.
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Total Worker Health

Create 
Worker Well-

being

Support 
Health 

Keep 
workers 

safeTWH advances worker safety, 
health, and well-being by improving 
the design of work, management 
practices, and the physical and 
psychosocial work environment.

Presenter Notes
Presentation Notes
Our applied research agenda is informed by the concept of Total Worker Health. TWH is a framework developed by NIOSH that seeks to more fully integrate physical and psychosocial safety by improving the design of work, management practices and the psychosocial work environment in addition to the physical work environment.
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The Oregon Healthy Workforce Center: a NIOSH Center of Excellence for 
Total Work Health

Presenter Notes
Presentation Notes
Our Institute is home to OHWC, one of ten NIOSH Centers of Excellence in Total Worker Health. We are part of a robust network of Centers sharing  best practices in TWH. 
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Oregon Healthy Workforce Center 
A NIOSH Center of Excellence for Total Worker Health™

2021-2026 FOCUS
Total Worker Health® intervention effectiveness, 
translation, and outreach to advance safety and 
healthy work design.

Research Projects

• Work-Life Check-ins: A Total Worker Health Supervisor-Driven 
Burnout Intervention (healthcare). 

 PI: David Hurtado

• Impact of Work Schedule on Cardiovascular Health and 
Safety in Firefighters

 PI: Nicole Bowles

• Translating an Intervention to Address Chronic Pain Among 
Home-Care Workers

 PI: Ryan Olson

• Development and Validation of a Total Worker Health Climate 
Scale

 PI: Emily Huang

Co-Directors: 
Leslie Hammer, Ph.D. & Ryan Olson, Ph.D.

2021-2026 funding:
$7,361,278

Presenter Notes
Presentation Notes
(SCRIPT) “The Oregon Healthy Workforce Center is 1 of 10 Total Worker Health® Centers of Excellence funded by the National Institute for Occupational Safety and Health (NIOSH). Our mission is to conduct Total Worker Health® research, develop evidence-based programs, and provide outreach and educational opportunities to improve the health, safety, and well-being for workers across different industries. 

The Institute has adopted a Total Worker Health approach to occupational health and safety. TWH is a program of NIOSH defined as policies, programs, and practices that integrate protection from work-related safety and health hazards with promotion of injury and illness-prevention efforts to advance workers well being. A large focus of OHWC is disseminating TWH practices broadly throughout the Pacific NW. 

Our center was first funded in September 2011. We are in currently in our 3rd grant cycle . Along the way, our team of researchers and scientists have developed many resources, as well as provided education and training to workplaces around Oregon and the US.”

The OHWC is led by faculty members Leslie Hammer and Ryan Olson, both distinguished organizational psychologists. 




Oregon Occupational Public Health Program:
A partnership with Oregon Health Authority

Director: 
David Hurtado, Ph.D.

2021-2026 funding:
$2,302,072

Presenter Notes
Presentation Notes
In addition to the OHWC, NIOSH funds the Oregon Occupational Public Health Program, a partnership with OHA. This program investigates workplace fatalities and collects data on health indicators to track trends in occupational health status in the working population. A health indicator is a specific measure of a work-related disease of injury, or a factor associated with occupational health. Indicators are generated to track trends in occupational health status of the working population. 
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Current Oregon Partners (research, implementation 
and education)

 City of Portland & City of Eugene Fire and Rescue

 Oregon Bureau of Labor and Industry

 Oregon Health Authority

 Oregon Health and Science University

 Oregon Home Care Commission

 Oregon National Guard

 Oregon OSHA

 Pineros Y Campesinos Unidos del Noroeste (PCUN)

 SAIF Corporation

Presenter Notes
Presentation Notes
Briefly describe the nature of each partnership.
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New Standards and Frameworks for Mental Health in the 
Workplace

Presenter Notes
Presentation Notes
Today we are going to focus on stress and psychosocial hazards in the workplace. This has always been a key component of TWH but it has become a greater focus in recent years coming out of social upheaval (MeToo, BLM, Covid). We are seeing significant new standards and frameworks calling attention to mental health in the workplace and the role work plays in either mitigating or contributing to psychosocial hazards in the workplace. In today’s presentations and discussion, we want to focus on how the Institute is addressing these issues through education, tools, and trainings – i.e. how we are facilitating research-to-practice in this area. 



Mental Health Disorders and Oregon Workers’ Compensation

Occupational disease definition includes any mental disorder, whether sudden or 
gradual in onset, which requires medical services or results in physical or mental 
disability or death. 

 Conditions at work must be shown to be objectively likely to cause a mental disorder

 The workplace conditions are not typical or “inherent” in all situations or of the nature of the 
routine and reasonable discipline

 The mental disorder must be generally recognized in the medical or psychological 
community

 The connection between a mental disorder and the job must meet a level of clear and 
compelling evidence 

 Presumption for First Responders

Source: ORS 656.802

Presenter Notes
Presentation Notes
Mental Injury and Disease is now included in Workers Compensation but the bar is high for proving that mental injury or disease is caused by workplace dynamics.

We are at an early stage of understanding roles and responsibilities with respect to mental health in the workplace. Multiple parties have a role to play including the healthcare system, employers, the worker's compensation system, and of course individuals. While mental health at work is now being discussed on a national and international stage, we still have a long way to go to translate this growing awareness into practice. We are going to demonstrate some of the ways our Institute is working to address this important issue. 



Educational Offerings for 
Improving Health and 
Wellbeing in the 
Workplace

Amy Spring, MPA

Senior Outreach and Dissemination 
Specialist, 

Oregon Institute of Occupational Health 
Sciences

October 5, 2023
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Key Objectives
• Understand the rationale for addressing psychosocial hazards in the workplace

• Learn about the Institute’s educational programming in response to the needs of the 

workplace

Total Worker Health® Curriculum

Online training and the role of supervisors

             Professional development for occupational health and safety professionals



Mental Health Problems 
are Common Problems

1 in 5 people 
in the United 
States will 
experience a 
significant 
mental health 
problem or 
illness each 
year

1 in 3 people 
will be 
diagnosed with 
a mental illness 
at some point in 
their lifetime

1 in 5 people
report that the 
pandemic has 
significantly 
worsened their 
mental health 

Presenter Notes
Presentation Notes
1-5 adults 18 years or older, over 18% or 44.7 M people reported mental illness in 2016
71% adults reported at lease one symptom of stress, headache or feeling overwhelmed or anxious
American Psychological Association. Stress in America: Coping with Change, Part 1. Washington, DC: American Psychological Association; 2017.
Mental health is more than the absence of mental health conditions. It is a state of well being that enables people to cope with the stresses of life, realize their abilities, work and work well and contribute to their communities
According to the WHO, mental health is a state of positive health and well-being
Where people are able to cope with everyday stressors and respond adaptively to life’s challenges
Mental health problems arise when there has been some form of compromise in mental health – things like stress and burnout-the need to engage resilience behaviors
Then, at the top of the pyramid, is mental illness or ‘mental health disorders’ – which are classified within the DSM and often require significant treatment 
For the purpose of today’s discussion, and for the purpose of workplace managers, it isn’t all that relevant whether an employee is experiencing a mental health problem or a mental illness
What IS relevant is that all employees need support and that managers are in an ideal position to support employee health and well-being and recognize when an employee’s mental health is deteriorating
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Financial costs of poor employee mental health

• Depression is the leading cause of disability in the United 
States

• The cost of untreated depression alone in the US economy is 
$210.5 billion annually in absenteeism, medical costs, and 
lost productivity

• Estimated cost of job stress ranges from $221.13 million to 
$187 billion based on a 2017 published analysis

Presenter Notes
Presentation Notes
Not all mental health issues are workr elated but there psychosocial hazards in the work place that are contibuting to mental health problems.
Poor worker mental health and well-being can be costly
Depression is the leading cause of disability in the US, costing over $210 billion annually in absenteeism, medical costs, and productivity declines
With estimates only increasing 

American Psychiatric Association's Center for Workplace Mental Health reports that the cost of depression alone to the U.S. economy is $210.5 billion annually in absenteeism, medical costs, and productivity

Estimated cost of Job Stress ranged from $221.13 million to $187 billion based on a 2017 published analysis (Hassard et al., 2017, JOHP) with:

 70%-90% of these losses were due to productivity related losses 
10%-30% of these losses were due to health care and medical costs



APA Work in America Survey 2023
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92% of workers said it is very (57%) or somewhat (35%) important to them to work for 
an organization that values their emotional and psychological well-being.

Only 43% reported that their employer offers health insurance with coverage for 
mental health and substance use disorders.

77% of workers having reported experiencing work-related stress in the last month

Only 29% reported that their employer offers an employee assistance program.

92% said it is very (52%) or somewhat (40%) important to them to work for an 
organization that provides support for employee mental health.

Presenter Notes
Presentation Notes
63% of Americans are in the labor force. This is a key location for activities that are designed to improve well-being. Workplace wellness and supervisors can identify those at risk and connect them to treatment and support to reduce and manage stress.

US Department of Labor, Bureau of Labor Statistics. Databases, Tables & Calculators by Subject website. Labor force statistics from the Current Population Survey. https://data.bls.gov/timeseries/LNS11300000. Accessed July 3, 2018.
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Mental Health and Physical Health Conditions

Respiratory 
Conditions

Diabetes

Muscle, Bone 
and Joint 
Ailments

Heart Disease

Mental Health 
Disorders

Presenter Notes
Presentation Notes
Merikangas KR, Ames M, Cui L, Ustun TB, Von Korff M, Kessler RC. The impact of comorbidity of mental and physical conditions on role disability in the US adult household population. Arch Gen Psychiatry. 2007;64(10):1180–1188. 
6. Scott KM, Lim C, Al-Hamzawi A, et al. Association of mental disorders with subsequent chronic physical conditions: work mental health surveys from 17 countries. JAMA Psychiatry. 2016;73(2):150–158. 7. Glassman AH. Depression and cardiovascular comorbidity. Dialogues Clin Neurosci. 2007;9(1):9–17. 8. Luppino FS, de Wit LM, Bouvy PF, et al. Overweight, obesity, and depression: a systematic review and meta-analysis of longitudinal studies. Arch Gen Psychiatry. 2010;67(3):220–229

Many people with mental health disorders also have physical health conditions including heart disease, diabetes, respiratory illness and disorders that affect muscles, bones and joints. 
And stress can be really damaging to one’s mental and physical health
There is something called “comorbidity” with mental health and physical health....there are a host of studies connecting mental and physical health 
Where if you experience impairments in mental health, you’re at an increased likelihood of developing a physical illness or injury, such as cardiovascular disease, high blood pressure, and Type 2 diabetes



Review of work stress and health found (Ganster & Rosen, 2013):
Consistent evidence that job stressors predict several indicators of CVD, even after controlling for an array of CVD risk factors
Employees experiencing higher levels of job stress are more at risk for depression
Job stress also predicts type 2 diabetes and higher employee health care costs
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Total Worker Health® takes an expansive view of health and safety



Total Worker Health® 
Curriculum

3 Hours Total Worker Health 101: The Basics  

1 Hour Total Worker Health Awareness Workshop  

3 Hours Total Worker Health Workplace Solutions  

90 Minutes Total Worker Health for Safety Committees    

8 Hours Total Worker Health Train the Trainer    

Presenter Notes
Presentation Notes
We have been talking about how the workplace through both the physical and chemical environment impact worker well-being both directly and through work organization. OEHS professionals tend to know the work environment well. 

Talk about the partnership with Oregon OSHA and with SAIF to offer workshops at professional meetings and targeted audiences. 



Recognizing psychosocial hazards: 
Supervisor Role

Excessive workloads in 
a low-support 
environment 

Conflicting demands 
and lack of role clarity Lack of autonomy 

Ineffective 
communication, lack of 

support from 
supervisor or 
colleagues 

Poorly managed 
organizational change, 

job insecurity 

Psychological and 
sexual harassment, 
bullying, third-party 

violence 



Online Supervisor Trainings – supportiveleadership.org

Presenter Notes
Presentation Notes
Free or low cost
Born out of the research
1 hour online video 



Safety & Health Improvement Program (SHIP)

Presenter Notes
Presentation Notes
The Safety & Health Improvement Program (SHIP) is designed to help organizations promote employee health, safety, and work-life balance by increasing supervisor support and team effectiveness.
 
Designed for managers and supervisors, this evidence-based training teaches participants how to improve work-life and safety support behaviors. The program includes a helpful start guide, one-hour online training course for managers, followed by behavior tracking and a follow-up guide.




Newest Online Training

Presenter Notes
Presentation Notes
�
Workplace Mental Health Training for Managers is an evidence-based program that teaches leaders supportive strategies that protect and promote positive mental health. It also helps managers recognize and respond to signs that an employee may be experiencing distress.��In this one-hour online training, managers learn tangible, work-appropriate skills to improve employee mental health and well-being.

Mention that we will have one for first responders
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Bi-annual Symposia

Target Audience Occupational Safety and Health 
Professionals

 Supporting a Diverse Workforce in the Face of Ongoing Societal Trauma, Fall 2022

 From the Great Resignation to the Great Reconfiguration: Connecting Research 
and Practice, Spring 2022

 Workplace Aggression: Preventing Relational Aggression and Bullying, Spring 
2020

Presenter Notes
Presentation Notes
In partnership with Portland State
Particular focus on occupational safety and health professionals. 



Presented by:
Occupational Health Psychology,
Portland State University &
Oregon Institute of Occupational Health 
Sciences, OHSU



The Respectful 
Workplace Climate 
Scale

Emily Huang, Ph.D.

Associate Professor and Director of 
OHSU Safety Climate Lab, Oregon 
Institute of Occupational Health 
Sciences

October 5, 2023





The State of Oregon Department of Transportation (ODOT) and 
Bureau of Labor and Industries (BOLI) Workforce Development 
Program and the OHSU Safety Climate Lab (SC Lab) are 
partnering on this project to support the goal of fostering, 
promoting, and measuring Respectful Workplace Culture and 
Climate in the construction industry.

Introduction and Background



The goal of this project is to develop and 
validate a reliable, multi-faceted Respectful 
Workplace Climate (RWC) Scale utilizing the 
well-established methods implemented by the 
Safety Climate Lab to develop our foundational 
Safety Climate Scales.

Purpose of the Project



Safety Climate Definition

First introduced by Professor Dov Zohar (1980)

Safety Climate is conceptualized as:

 Employees' shared perceptions of their company’s safety 
policies, procedures, and practices

 Overall importance and "true" priority of safety at work

#1 Dimension:
Managerial Commitment

The extent to which 
management 
prioritizes safety over 
competing demands 
across a range of 
situations



Respectful Workplace 
Climate Definition

RWC is conceptualized as:

 Employees' shared perceptions of their company’s policies, 
procedures, and practices as they relate to building a 
respectful workplace

 Overall importance and "true" priority of building a 
respectful workplace at work

#1 Dimension:
Managerial Commitment

The extent to which 
management 
prioritizes RWC over 
competing demands 
across a range of 
situations



Specific Aims 

Conduct literature review to 
develop initial items

Aim 1. Develop a comprehensive 
Respectful Workplace Climate 
Scale using our Safety Climate 
Scale development research as a 
model

Aim 2. Demonstrate the 
reliability, construct validity, and 
criterion-related validity of the 
RWC scale with important safety, 
health, and well-being outcomes 

Utilize Subject Matter Experts to 
enhance the items

Conduct cognitive interviews and 
pre-test / feasibility test with 
workers to improve the scale 

 Demonstrate scale reliability

 Demonstrate various validities 

 Cross-validate the results  

 Examine shared perceptions

 Develop practical shortened scale: 
Item Response Theory

✔

✔

✔



Key Dimensions



Better Health Conditions 
for Employees

The Significance of 
Respectful 
Workplace

Better Mental Well-
being (e.g., lower level 

of stress and 
depression) for 

Employees

Less 
Interpersonal 

Conflict 
Lower Turnover Rate

Higher Level of Job 
Performance

Key Findings from Literature Review



• Fewer accidents 
and injuries 

• Better safety 
compliance and 
participation

Safety Outcomes 

Potential Impact of a Respectful Workplace Climate and Culture

• Higher level of 
health knowledge 
and health 
behaviors

Physical Health 
Outcomes

• Lower job stress
• Reduced feelings of 

isolation and anger 
• Increased self-esteem
• Reduced suicidal 

ideation 

Mental Health 
Outcomes

• Lower turnover 
intention

• High level of 
organizational 
commitment 

Organizational 
Outcomes 

• Work-family 
balance 

• Life satisfaction 

Well-being Outcomes



Respectful Workplace Climate Scale

Co-workers 

Direct Supervisor 

Company / Top Management 

The first factor examines employees’ perceptions 
about whether their company has created 
policies, procedures, and practices that ensure 
fairness, diversity, equity, inclusion, and 
protection for all employees.

The second and third factors address whether 
employees believe their supervisors and 
coworkers, respectively, conduct themselves with 
fairness and civility while at work.

The fourth factor captures how employees are 
personally treated at work and whether they feel 
respected in their workplaces.

The 4-factor model encompasses employees’ perceptions about: 

Personal Experiences



The Ultimate Goal
Evaluate the current status of the 
organization and identify areas in 
need of improvement

Serve as a benchmark (compared to 
other organizations in the industry or 
sector), as well as an internal 
yardstick (to track organizational 
status/progress)

Validate the effects of interventions 
in efforts towards building a 
respectful workplace



Thank you!
Contact Information:

Erin Flynn -- flynne@ohsu.edu

Amy Spring – springa@ohsu.edu

Emily Huang – huangyu@ohsu.edu

mailto:flynne@ohsu.edu
mailto:springa@ohsu.edu
mailto:huangyu@ohsu.edu
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