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Executive
Summary

The Future of Work and Health has collided and are aligned in building a workforce that

is sustainable, inclusive, and well.

A plethora of research has shown that investment into our mind and lifestyle behaviours

inevitably leads to a healthy business. We are at a point where we are sold on the

importance of making changes in normalising the conversation more than ever, and

understanding the different roles we and other stakeholders could play. Increasingly,

organisations cast a light on interweaving the essence of health and well-being into

strategy.

Here, we notice the shift from the historical “reactive” approaches to a “proactive and 

preventative” one; ensuring each individual gets the right care, anywhere, anytime for

the entire health continuum. Historically, workforce wellness solutions focused on

substance abuse or critical illnesses. Today, we go from “pathogenic” (focusing on

sickness) to “salutogenic” (promoting wellness). This is catalysed by the increasing

number of accessible digital tools we have in the palm of our hands to search and

access information, grow awareness and resilience, receive and give support, and

manage our health.

People are no longer focusing on their health and well-being only when something goes

wrong -- and mental health is no exception. As the focus of our health and well-being

has evolved, so should our solutions and blueprint for effective and systemic action.

You hire the best minds.
So let's take care of them.

The “why” is established, 
so it's time for the “how”.



Mental health, as defined by the

World Health Organization includes

concepts such as subjective well-

being, perceived self-efficacy,

autonomy, competence, and the

achievement of one’s intellectual and

emotional potential. Mental health is

more than just an absence of a mental

disorder, and is often confused with

mental ill-health. Mental ill-health is

characterised by mild to severe

disturbances in thought and

behaviour, resulting in an inability to

cope with the demands and routines

experienced throughout our daily life.

Mental illness refers to diagnosable

health conditions that significantly

alter emotions, thinking, or behavior

leading to issues functioning socially,

at work, or in family life.

Notably, mental health and illness is a

continuum that human beings are

dynamically moving along. Therefore,

people who have previously been

diagnosed or have experienced ill-

health can also have a great sense of

well-being, dispelling the

misconception that people can’t

escape the hole once they’re in it.

Mental Well-being 101
Mental health Mental illness

Optimal mental well-being

Minimal mental well-being

Minimum mental illnessMaximum mental illness

Minu is experiencing a high level of
mental well-being, despite living

with a mental illness

Lana is experiencing a high level of
mental well-being, and has no

mental illness

Xiao Ting is experiencing a low level
of mental well-being, and no
diagnosable mental illness

Charles is experiencing a low level
of mental well-being with mental

illness

Although mental health and mental illness are often confused,

there is a clear distinction. Mental health involves functioning

effectively in daily activities, leading to productivity, positive

relationships, and the ability to handle adversity.



The way people consume 

 information, seek support, and

talk about mental health differs

across cultures

Mental illness was recently viewed as a “sign of personal weakness” by half the

population in Singapore and 90% felt that those affected “could get better if they

wanted to.” Additionally, in some of the world’s most populated countries such as

China and India, 80% of individuals with mental health or substance use issues don’t

seek treatment, underscoring the severity of the problem. It’s important for companies

to initiate the conversations with cultural context.

Cultural context is an often overlooked factor when thinking about mental health and

illness. A fit is usually reached when we all share the same values and cultural norms,

but within an organisation, you may be leading and working with people from different

cultures. We can move forward by having an insights-driven approach to understand

stressors, and what kinds of interventions and approaches are most effective and

palatable.

Cultural context matters

Seek support / be a support to close friends and family

Seek mental health information through digital channels 

Be highly reluctant to seek professional support

It's an extension of our social patterns. In East Asian cultures, people are more likely to:
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The importance
for businesses

When you neglect employee mental health,

an invisible fire develops in the organisation

with costs including decreased productivity,

increased absenteeism, and greater

healthcare costs.

Over the next 15 years, mental health issues

in India and China alone are expected to

decrease economic growth by more than

$11 trillion. Similarly, companies that

ignored workplace wellbeing in Singapore,

Malaysia, Indonesia and Philippines

experienced losses in productivity equal to

USD 44.6 billion in one year. According to a

study conducted by the National Bureau of

Economic Research, mental illness in India

will cost an additional USD $6.2 trillion

between 2013 and 2030, and a staggering

USD $27.8 trillion in China -- about three

times its 2013 GDP. In Japan, costs of

depression total $11 billion annually, of

which 63% is lost in the workplace.

Costly and
unsustainable.

Depression and anxiety have a hefty toll on
workplace productivity with an annual
estimated loss of USD $1 trillion globally.
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In a study looking at six countries and territories, Hong Kong had the worst outcomes

with 46% of employees working longer than 50 hour weeks compared to only 12.5% of

employees working longer than 50 hour weeks in the UK. Unfortunately, it’s not

surprising that other countries in Asia such as Sri Lanka, Malaysia, and Thailand all had

significantly higher percentages of employees working more than 50 hours a week

compared to the UK. Consequently, 77.4 days on average of productivity were lost per

year due to absenteeism and presenteeism in Hong Kong compared to the 58 days lost

in the UK. Additionally, the Asian countries previously stated had more days of

productivity lost as well in comparison. These extra 19.4 days of productivity loss have a

significant deleterious effect on the economy’s potential.

In addition to productivity loss, absenteeism is another major consequence of mental ill-

health. While the average absence rate per employee in the workplace has decreased

in the last decade, absenteeism attributed to mental health issues have risen. The

World Health Organization states that 35-40% of absenteeism in developed countries

can be attributed to mental health issues.

Large losses in productivity.

China

Country

77.4

Days lost (per year)

Malaysia 73.4

Thailand 56

Sri Lanka 48

Japan 17.92
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The consequences of mental ill-
health in the workplace has
many forms

Increase in overall sickness absence,

particularly frequent short periods of

absence

Poor health (depression, stress,

burnout)

Physical conditions (high blood

pressure, heart disease, ulcers, sleeping

disorders, skin rashes, headache, neck-

and backache, low resistance to

infections)

Loss of motivation and commitment

Burnout

Staff working increasingly long hours

but for diminishing returns

Poor timekeeping

Labour turnover (particularly expensive

for companies at top levels of

management)

Reduction in productivity and output

Increase in error rates

Increased amount of accidents

Poor decision-making

Deterioration in planning and control of

work

Interpersonal

relationships

Absenteeism Work performance

Behaviour

Tension and conflicts between colleagues

Poor relationships with clients

Increase in disciplinary problems
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The workplace is set up to be an ideal environment to encourage wellbeing. Companies

are equipped with systems and structures to make this possible. Companies already

have established means of communication and have a primary team that can

disseminate information, programs, and policies in a streamlined manner. Additionally,

employers can track company progress, measure effects, and offer incentives to

reinforce usage or healthy behavior. This makes employee well-being within companies

possible.

Better yet, the The World Health Organisation and International Labour Organisation

have pointed at the workplace to naturally have the right ingredients in promoting and

potentiating mental health.

...thankfully, the workplace is
ripe and right for promoting
well-being.

Here are 5 ways the workplace
naturally does this
1. Time structure

Regular time structures provide a

consistent way that reduces burdens

that may come from uncertainty. E.g. a

regular work week with parameters for

flexible working means everyone has a

shared expectation and understanding

that this isn’t going to change on a

whim.

2. Social contact

Having an avenue for social contact

provides opportunities to build

connections and enhance relationships

with others.

4. Social identity

How often do we include our job as

part of an introduction? Through it may

not be a defining factor in entirety,

individuals find a sense of self-

confidence and self-esteem from work.

3. Collective purpose

Employment offers a social purpose

outside the context of some other

circles we may have, like our families.

5. Regular activity

Having tasks and responsibilities is one

way that helps people organise their

daily lives, and have something

purposeful to look forward to.
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When companies invest in workforce mental wellbeing, their investments prove to be

fruitful. This includes an array of benefits, including reduction in medical claims to talent

attraction and retention.

Organisation‑wide initiatives supporting large numbers of employees

Prevention and resilience-focused

Leveraged technology for reach and to

Implemented approaches that have proven higher ROIs include the following:

tailor support

The ROI

89% of employees are more likely to recommend their company as a great
place to work

More likely to retain Millienial and Gen-Z talent. Young professionals are
the most vulnerable, and 50% of Millennial & 75% of Gen-Z employees
have left their roles due to mental health reasons 

Employee engagement surveys have shown increases in company
morale (in feeling more valued and taken care of)

92% of employees want their
workplace to support their mental

health and well-being

Benefits of an effective mental well-being strategy:

On average, companies
experienced a return of $11 for

every $1 spent

8
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Ali is a typical employee, who like the 1 in 3 employees in
APAC, will experience mental ill-health at work. His
employer hired him because he's brilliant and has proven
to be a great addition to the team.

He loves his workplace and colleagues, but like the rest of
us, there is a mix of factors that affects his mental health.

Presenteeism

Absenteeism

Churn

Like ~80% of the workforce, Ali will still come into work even if he is
experiencing a poor level of mental well-being.

He goes through the motions of the day, but may make critical
mistakes at work or just sit at his desk being unproductive. He feels
like he's on auto-pilot mode.

Ali takes sick days off, but doesn't mention
that it has anything to do with his mental
well-being. He may not even be aware, and
focus on physiological signs, like changes in
appetite or sleep.

He goes back to work, but the cycle
continues. Ali feels like mentioning this
would hurt his career progression. He's
unaware whether his workplace has mental
health support.

It gets overwhelming, and the help-seeking process is frustrating. Ali
experiences severe ill-health, and like many employees experiencing
this, is 2x more likely to leave their job.

~284M USD

~$1.3B USD

~$23M USD

The challenging
employee journey 



For example, Employee Assistance Programs (EAPs) are one of the most common

wellbeing programs that companies have, but they do not yield the results nor reach the

quantity of people sufficient enough to create the shifts we need to see. While ~30% of

individuals identify symptoms of a diagnosable mental illness, only 4.5% at best use EAP

services each year. Companies who purchase EAPs need to see improvements in the

following three areas: increased utilisation rates, improved collaboration and

coordination of care, and production of measurable outcomes. EAPs were initially

created to help those with substance abuse issues, and have evolved some over the

past 50 years, but the low utilisation rate shows there are still multiple holes. Employers

in the Asia Pacific region now recognise the need to approach wellness from more than

just a physical perspective and to cover not just the severe ends of the mental health

continuum.

In the Asia Pacific Region, while only 52% of employers believed their company’s well-

being initiatives have motivated their employees to lead a healthier lifestyle, an even

smaller percentage of employees -- 40% -- agreed with this statement. 

Companies believe employee
mental health and well-being 
is important

But employees don’t necessarily
agree that what’s offered hits
the mark.

Solutions to-date

14
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First aid training to
identify, understand, and
response to signs of
mental ill-health and
substance use disorders

Employees can call a
number provided by the
provider to get assistance
for a wide array of
counselling services. For
those that have used it,
many have found the
support to be helpful.

Helps to educate, de-
stigmatize, and provide
basic support for mental
health issues. If done
properly, employees can
trust and reach out to
others for help.

First started in Australia,
and quickly expanding into
the UK - the efficacy of
these peer programs has
been under fire for quickly
expanding and not putting
in guardrails during
implementation.

Employee benefit
programme, usually a
short-term counselling
service over the phone/
in-person

While being prevalent as
a go-to in large
organisations, EAPs are
still largely utilised with a
yearly usage of 4.5% at
best in countries outside
of North America.

TRADIT IONAL 

SOLUTION
WHAT IS  IT? EFFECT IVENESS DOWNSIDES

Employee

Assistance

Programmes

(EAPs)

Mental Health

First Aid

Fitness programs to
lower overall health
costs/ related to physical
illness. Stigma around
working out during office
hours is starting to be
seen as being productive
to the overall work
environment instead of
“slacking off”.

Physical health offerings
(e.g. yoga/ gym
memberships)

US companies now spend
on average $769 USD per
employee on some type of
fitness program. Studies
find a direct correlation
between physical activity
and stress levels, but goals
need to be clearly defined
for fitness to show a direct
decrease in insurance
costs.

Fitness

Memberships

A workshop/
presentation to learn
more about mental
health and lifestyle
behaviours delivered
usually over lunch hour

Informal way to update
employees on various
topics. If the topic is
relevant, employees may
take advantage of these
sessions to learn about
different HR services, and
allowing employees to
learn on their terms.

One-off events are
unsustainable.
Employees will usually
only join these sessions
if there is a strong buy-
in. It is a part of the
overall peer learning, but
not a definitive stand-
alone solution.

Lunch and

Learns
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Building a safe
environment

This is a key ingredient in building an

environment that is ripe and ready for lasting

change in their organisation, and in

themselves. Communicating to employees

that their mental health is an utmost priority

is crucial in creating a psychologically-safe

culture, as well as sparking and normalising

the conversation. Psychologically-safe

environments are ones where individuals can

be open about their thoughts, behaviours,

and lifestyle, if they so choose. It has been

described as ‘an absence of fear’.

At Google, a notable two-year study of team

performance found that psychological safety

was the most important factor in creating

effective and cohesive teams. This quality

allowed team members to feel safe to take

risks and be vulnerable in front of other

colleagues. This offers an edge that is

significant for innovation. Mental ill-health

has shown to have a particularly outstanding

toll on knowledge workers. Investing and

cultivating the soil for psychological safety

returns in higher performance and better

mental health states.

90,000 hours (one-third of our
lives) is spent at work
This gives employers not only the opportunity, but responsibility to care for their

employees and provide relevant resources to support their mental health and quality of

life by incorporating the following elements.

Leadership buy-in
in building an environment without fear
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Well-being champions: Incredibly

important in communicating strategies

and general advocacy. Previous

methods have included senior leaders

and employees sharing their

experiences. This helps create a culture

that fosters and encourages openness,

vulnerability and courage. It helps

people appreciate, grasp, and embrace

different unique stories and

perspectives.

Covers all grounds: Organisations come

in all shapes and sizes, and sometimes

reach and engagement could be a

challenge. So it’s important that any

mental health strategy introduced is

accompanied with a well-coordinated

communications strategy. This could

include a wide-variety of mediums, such

as digital signage, posters around the

office, email and newsletter content.

Invaluable in reaching everyone in the

organisation.

Sustained communications: Mental

Health Week and Month comes around

every year, but it’s important that the

communication strategy does not start-

and-stop when these dates come

around.

We all have our own mental health stories,

but there isn’t always visibility into our

different experiences. Stories are an age-

old and effective way that fosters empathy

with others. By creating more avenues for

visibility, it can heighten and enhance the

workplace environment to enhance your

mental well-being strategy.

Using more inclusive and positive

words. For example, instead of focusing

on depression, anxiety, and stress, we

can include calmness, coping, and

thriving.

Reflect on the kind of imagery and the

message it radiates. For example, does

this wording/ image ring true to our

message? Does it attract the right

audience? Does it inspire us and/or

those around us to take positive action?

Historically, mental health and certain

lifestyle habits have been given a bad

reputation. The popular representation is

often of an individual with their head in

their hands, black-and-white, and forlorn.

It can be off-putting for many that do not

directly identify with this image,

perpetuating the idea that there is only one

representation of mental health that is

associated with illness, hopelessness, and

struggles. This greatly sets back efforts in

de-stigmatisation.

By creating these small individual paradigm

shifts, it will change the way people around

you talk and relate to mental health. Like a

domino effect, it will create an influence on

those around you too.

Visibility
top-down and bottom-up

approach 

Hopeful
communication
in reducing stigma and boosting

employee engagement



One size does not fit all. The spotlights in each person’s life may be different, from

finances, sleep, parenting to romantic relationships; and these spotlights are ever-

changing as life is a fluid experience, and each person’s mental health and life is unique.

Topics: Though some factors may appear relevant to the entire organisation (e.g.

general workplace stress management), it is important to empower each individual with

variety and choice. It is important to consider whether wellness strategies and initiatives

are culturally-relevant. Each organisation must also reflect on how diverse the

population is, and how these will lead to diverse needs, wants, and outcomes.

Mediums: Being inclusive also means considering how information and resources are

presented to accommodate different preferences in how people interact with resources

and services. To maximise employee engagement, inclusivity, and learnings, it is

important to consider a balanced approach of different mediums: text, audio, in-person,

and video delivery formats.

The key ingredients
for your strategy

1. Inclusivity
One-size-fits-one means serving a range of needs and preferences



What works for one person, doesn’t work for another. It’s important to get individuals

the right care, the first time. However, we are unique, ever-changing, and always

moving along the mental health continuum. Since no two people are the same, neither

should the support. Solutions should be created and adjusted based on the data and

feedback provided by the individual to best support their needs.

Personalised and sustainable approach means bridging the gap between preventative

and reactive support, therefore when appropriate, employees are signposted such

support when needed. Typically in organisations, this would be access to your EAP  with

one tap on your phone, or a directory of helplines and crisis hotlines for support. By

covering the entire continuum, and being able to use data to spot signs and red flags in

ourselves and those around us, this has been shown to be empowering.

Prevention is better than cure. Employers in the Asia Pacific region are shifting their

focus to investing in emotional wellbeing (over physical, social, or financial wellbeing).

Rather than only providing support during the crisis or after problems arise, companies

should proactively invest in preventative programs to strengthen the mental health of

individuals along the continuum. This in turn is better for the employees as well as the

company since preventative measures almost always yield an enticing ROI. The onset of

serious mental health issues, long-term complications, and relapses can be averted

since help is there to intervene before the issue arises or worsens.

3. Personalisation
The precise & relevant support for individuals

2. Prevention over reaction
Moving away from dealing with aftermaths



At the heart of progressive strategies are insightful and actionable data -- as the future

of work and wellness has collided, mental health and wellness is not an exception.The

historical way has been to be reactive, and shine the spotlight on problems. For

example, absenteeism, staff turnover rates, or EAP/ crisis hotline usage. These are

necessary and valuable metrics, and could be useful in kick-starting conversations and

building a business case.

However, the whole picture is paramount when understanding your organisation’s

mental health and wellness data. This would look like having data and insights on

uptake, engagement, outcomes, improvements, and an overall index of your

organisation’s mental health. The value of having this is to move away from the

historically static and reactive methods. Rather, to have visibility into tracking and

understanding the impact of any changes or new actions over time.

Access to a real-time dashboard of how your organisation is feeling and responding as a

living, breathing organism helps you make better informed decisions about your

broader wellness and business strategies and/ or how to improve it. How your

organisation also benchmarks with others in your industry or market segment could also

pinpoint solutions or ideas for future-proofing.

Put simply, if you can’t measure something correctly, it is difficult to improve it.

Measuring the effectiveness of initiatives introduced into the workplace is crucial. With

this data, we can continue to encourage and strengthen areas that yield positive results

and make improvements to areas that have not yet produced the results desired.

Tracking the effectiveness of the initiative benefits the employer and employees, but

must be done while protecting their privacy.

4. Data-driven action
for an insight-led approach to understanding the fuller picture



For successful and widespread adoption of mental health services, employees need to

feel safe that their data will be protected. Health and financial data are the two most

personal data that consumers own and must be treated accordingly. This starts with

strong communication, which brings about trust and transparency. This starts by having

a clear privacy policy communicated, that is not just a long scrolling page of legal text. 

Once the policy has been established, this must be reinforced repeatedly to ensure

employees can feel secure that their personal data is being protected. The policy must

cover 2 distinct areas: the first in data policy, and the second around data security

itself. Without a comprehensive privacy policy in place, employees will be hesitant to try

any service rolled out by their corporate HR teams to a 3rd Party provider.

The privacy policy must be clear and simple to understand. At its core, the policy should

be clearly defined so that no personally identifiable information will ever be seen or

handed over to anyone at the employer. Employee dashboards for digital mental health

roll-out should only address aggregated employee information. The privacy policy

should be articulated during every step of the process, from orientation to rollout, to

using any digital health service. 

Regarding data security, an audit should be provided for any digital health provider and

provided upon request at any stage from the partnering employer. Employees should

have trust that their data will be stored in a safe location, safely accessed, and only

available to themselves.

5. Data privacy
Companies must have a robust data security & privacy policy



Sustainability in mental health means to ensure there is quality support that holds up

over time, even in the face of environmental, economic, and social constraints. For the

workplace, this specifically means longevity regardless of a person’s department, role,

or location.

An example of an unsustainable solution is in-person training and professional support

meant as an a benefit for an entire organisation. This is a challenge for most

organisations from a scale, cost, and effectiveness perspective. The future of work is

also changing, with the adoption of flexible and remote working policies, ultimately

affecting the relationship between an individual and the workplace.

The“Rule of 7” states that consumers need to hear a message seven times before they

will act on it. This is one reason why one-off yoga or lunch-and-learns are not successful

wellness interventions. Employees need to see the potential lasting impact in order to

invest their time into their mental health. Frequent check ins, availability of updated

information, and a culture of care must be sustained at a high-quality to yield significant

results. Scalability is especially important where resources are limited, for employees

who work long shifts or night shifts, and those who need immediate relief during times

of need.

Digital solutions offer on-demand access anytime, anywhere. For example, a colleague

that is off on maternity leave is able to access personalised content to build resilience or

on how the brain changes as a parent? Or a seafarer thousands of kilometres away at

sea being able to access digital resources to support their feelings of isolation? 76% of

people would be keen on using their smartphone and apps for monitoring and

managing their mental health. It serves flexibility and freedom, which encourages

increase in uptake, usage, and continuous engagement.

6. Sustainability
by making sure quality support holds up over time
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Glossary

Absenteeism: When an employee is not present at work during a normally scheduled
work period, which can be intentional or habitual.

Behavioral Health: The understanding of how emotions, behaviours and biology relate to a
person's mental well-being, concept of self, and their ability to function in
everyday life.

Coaching: Coaching is for people who want to see positive improvement in certain
aspects of their lives. It’s not about looking back at the past and trying to
heal, but more about looking forward and setting goals.

Counsellors will usually have a master’s degree, and are qualified to
evaluate and address mental health concerns through basic counselling.
They are not able to diagnose or prescribe medication. Counsellors
encourage people to find their own solutions rather than telling the client
what to do.

Counsellors:

The levels of motivation, enthusiasm, and connection employees have with
their organisation. Notably, employee engagement is an outcome that
results from actions driven by the organisation they work at, and is a sign
of how committed they are to staying there.

Employee

Engagement:

A state of wellbeing in which every individual realises his or her own
potential, can cope with the normal stresses of life, can work productively
and fruitfully and is able to make a contribution to their community. It’s not
about having any symptoms of illness. It’s being able to deal robustly with
life’s challenges and feel satisfaction from life.

Mental Health:

A range of conditions for which there are standard criteria used to
diagnose them, such as depression, anxiety and substance use disorders.

Mental Illness:

When an employee is there at work for the standard work period required,
but not fully functioning and performing due to ill-health, injury or other
conditions. This is a health and safety risk because they are more likely to
make mistakes on the job.

Presenteeism: 



Glossary

Psychiatrist: Psychiatrists are medical doctors. They must go through medical school
before specialising in psychiatry. Some go on to further specialise, such as
a focus in child psychiatry. They are qualified to assess and diagnose
mental health issues, prescribe medication.

Psychologists are required to have a complete training before becoming
licensed. They can diagnose people and provide treatment plans. Their
goal is to help people identify their psychological, emotional or behavioural
issues and then support them by defining goals to help them develop.

Psychologist:

ROI means the money invested into a service or initiative and if the
benefits related to that investment is greater than the costs. Usually data
inputs and analytical decisions are needed to achieve this.

Return-on-
Investment
(ROI):

Stigma is when someone sees you in a negative way because of your
mental illness. Discrimination is when someone treats you in a negative
way because of your mental illness.

Stigma:



Neurum provides wellness-as-a-service for companies. We

measurably improve and sustain minds and lifestyle

behaviours through the Clara platform.

Enable employees to gain clarity of their mental well-being and lifestyle
habits over time through screening and tracking. For employers,
empower decision-making through aggregate, anonymous, and real-
time data.

We take a proactive and personalised approach in supporting each
individual. From sleep, environmental stressors, financial wellness and
more. We support individuals dynamically wherever they are on the
mental health continuum and life story.

Along with our research partners and in-house team of experts, we
make sure everything is backed by the latest and most trustworthy
research and lead our own.

We take extra care in the design of our service -- from the Clara
platform to the communication kit -- in making sure it is palatable with
company and local culture.

Measurable results

Personalised support

Anywhere, anytime

Support and signposted resources for all employees on their terms.
Anywhere, anytime.

Backed by science

Culturally relevant

About Neurum

Book a demo:

hello@neurumhealth.com




