Psychological Health and Safety Planning
for HR Teams in 2026

As workplaces ring in 2026 and move quickly into Q1, many organizations

are finalizing operational plans, budgets, and performance targets. Yet one area
still too often treated as reactive rather than strategic is psychological health and
safety.

Mental health risks do not follow fiscal calendars, but the way organizations plan
for them does. For HR teams and OHS managers, the start of a new year is the most
effective time to reset expectations, strengthen systems, and embed psychological
health and safety into everyday work.

In 2026, psychological health and safety is no longer a “nice to have.” It is a
legal, operational, and reputational imperative across North America. Organizations
that plan intentionally will be better positioned to prevent harm, retain talent, and
sustain performance all year long.

Why Psychological Health and Safety Requires Annual Planning

Psychological health and safety refers to the conditions that protect workers’ mental
wellbeing and prevent psychological injury arising from workplace factors such as
workload, role clarity, leadership practices, interpersonal conflict, and exposure to
trauma.

Unlike many physical hazards, psychological hazards are often cumulative and
invisible. They develop slowly, intensify during periods of change, and surface as
burnout, absenteeism, errors, grievances, or turnover.

Annual planning helps HR teams move from crisis response to risk prevention. It
allows organizations to:

e Identify emerging psychosocial risks early.

e Align mental health initiatives with operational realities.
Clarify leadership and worker responsibilities.

Measure progress year over year.

Demonstrate due diligence if issues arise.

Without a structured plan, organizations tend to rely on ad hoc wellness initiatives
that fail to address root causes.
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What's Different About 2026

Several trends make psychological health and safety planning especially critical this

year:

Sustained workload pressure following years of restructuring, staffing
shortages, and productivity demands.

Hybrid and remote work complexity, increasing risks related to isolation, role
ambiguity, and communication breakdowns.

Greater regulatory scrutiny, with psychological hazards increasingly recognized
under occupational health and safety frameworks.

Higher employee expectations, particularly around leadership behavior, respect,
and support.

HR teams must balance empathy with accountability, ensuring mental health efforts are
systematic, not symbolic.

Core

Elements of an Effective Psychological Health and Safety Plan

A strong plan does not require perfection or massive budgets. It requires clarity,
consistency, and follow-through.

Key components include:

1.

Leadership Commitment
Senior leadership must visibly support psychological health and safety, not just
delegate it to HR. This includes resourcing, role modeling, and accountability.

. Hazard Identification and Assessment

Psychosocial hazards should be assessed alongside physical hazards. Common risks
include excessive workloads, low role clarity, poor change management, and lack
of supervisor support.

. Policies and Procedures

Clear expectations around respectful conduct, workload management, reporting
concerns, and responding to incidents reduce ambiguity and risk.

. Training and Competence

Managers need practical skills to recognize distress, manage performance without
harm, and respond appropriately to concerns.

. Employee Participation

Workers must have safe ways to provide input and raise concerns without fear of
stigma or reprisal.

. Monitoring and Review

Psychological health and safety is dynamic. Plans should be reviewed at least
annually and after significant organizational changes.

The Role of HR and OHS in 2026

HR and OHS professionals sit at the intersection of people, policy, and risk. In

2026

This

, their role is not to be therapists, but system designers.

includes:

Embedding psychological health considerations into job design and workload
planning.

Ensuring investigations, accommodations, and return-to-work processes are
psychologically informed.

Supporting managers with clear guidance and escalation pathways.

Using data (absenteeism, turnover, surveys, incident reports)



to identify trends.

Organizations that rely solely on employee assistance programs or awareness campaigns
miss the opportunity to address upstream causes.

Psychological Health and Safety Planning Checklist (Template)
Annual Planning Checklist

Leadership endorsement and accountability confirmed.

Psychosocial hazard assessment completed or scheduled.

High-risk roles or departments identified.

Psychological health and safety policy reviewed or updated.

Manager training plan established.

Reporting and response procedures communicated.

Employee consultation completed.

Metrics defined (absenteeism, turnover, survey results, incidents).
Review timeline scheduled (mid-year and year-end).
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This checklist can be used at the start of the year and revisited quarterly.

Psychological Health and Safety Policy Template
Purpose

To promote a psychologically safe and healthy workplace and prevent psychological
injury arising from workplace factors.

Scope
This policy applies to all employees, contractors, supervisors, and leaders.
Commitment

The organization is committed to providing a work environment that supports
psychological wellbeing and treats mental health with the same importance as physical
health and safety.

Responsibilities

e Leadership: Provide resources, set expectations, and model
respectful behaviour.

e Managers and Supervisors: Identify psychosocial risks, manage workloads fairly,
respond to concerns promptly.

e Employees: Participate in maintaining a respectful workplace
and report concerns.

e HR/OHS: Support prevention, training, reporting, and continuous improvement.

Hazard Identification and Prevention

The organization will identify and assess psychosocial hazards and implement controls
to reduce risk.

Reporting and Response

Employees may report psychological health and safety concerns without fear of
retaliation. Reports will be addressed promptly, confidentially, and respectfully.



Training
Appropriate training will be provided to managers and employees.
Review

This policy will be reviewed annually and following significant organizational
changes.

Looking Ahead

Psychological health and safety planning is not about predicting every challenge the
year may bring. It is about building systems resilient enough to respond when
pressures rise.

As 2026 unfolds, HR teams and OHS managers who invest early in thoughtful planning
will reduce risk, strengthen trust, and support sustainable performance across their
organizations.



