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What is an R U OK? 
Workplace Champion?
An R U OK? Workplace Champion takes a lead role in encouraging and enabling peer-to-peer support 
and regular meaningful conversations in your workplace. 

Champions have a key role in normalising R U OK? conversations. By encouraging everyone to talk 
about life’s ups and downs, you’ll have a positive impact on your workplace culture and help create  
a workplace where everyone feels safe, encouraged and supported. 

How you do this is completely up to you (we encourage you to be creative). However, your activities 
should support your R U OK? Workplace Action Plan (see page 21 of this booklet) as well as your 
employer’s overall strategy for supporting the mental health and wellbeing of employees. 

Every activity, no matter how big or small, contributes to R U OK?’s vision of a world where we’re all 
connected and protected from suicide. This booklet contains resources and tips that will help you  
get started and plan activities to encourage and empower everyone in your workplace to support  
one another.

What difference can a R U OK? Workplace  
Champion make?
You may not have a lot of resources, budget or experience, but you can make a difference by 
promoting life-changing conversations and encouraging everyone to ask, “Are you OK?” any  
time it’s needed.  

It is important others don’t see you as a 
counsellor and that you don’t feel you must 
go beyond your abilities to provide ongoing 
emotional support to someone. However, 
as you are an advocate for peer support 
in the workplace, people might open up 
to you. Knowing how to have the R U OK? 
conversation is important. You can find 
conversation tips on page 27 of this booklet. 



What would make me a genuine Workplace Champion?
 Are you passionate about creating a workplace culture where all employees feel safe,  
encouraged and supported?

 Do you believe that R U OK? conversations can change, or even save, lives?

 Can you dedicate the time and resources to lead R U OK? activities within your workplace?

  Do you want to raise awareness of R U OK? and the resources that are appropriate for your workplace?

  Are you willing to engage and empower your colleagues to support each other through life’s ups 
and downs?

  Are you able to keep championing the message, even if it takes some time to see a meaningful shift 
in your workplace culture?

 Are you in a good headspace and do you have your own support network?

If you answered yes to these questions, then you’re ready to  
be an R U OK? Workplace Champion.

What support can I expect as an R U OK?  
Workplace Champion?
R U OK? will:

  Provide tips, advice and resources to help you create an R U OK? Culture in your workplace and 
encourage regular meaningful conversations.

 Invite you to workshops, webinars and activities that will build your skills as a Workplace Champion.

  Supply information, resources and guidance to support wider mental health and wellbeing 
initiatives in your work place.

 Share opportunities to be  involved and support R U OK? beyond the workplace.

Did you know? 
People who are exposed to the R U OK? 
campaign are up to six times more likely 
to reach out to someone who might be 
experiencing personal difficulties than 
those who are not exposed to the campaign. 

6 x
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How do I get started as an R U OK? Workplace Champion?
Your first step is using the resources in this handbook to decide what activities will work for you and  
your workplace. 

1   Register as a Workplace Champion with R U OK? at ruok.org.au/workplace-champions you will  
then receive updates, tips and resources to help you in your role as a Champion.

2  Learn what an R U OK? Culture is. You can find this information on page 7.

3   Encourage your employer to make the R U OK? Workplace Promise. You can find information  
on this on page 9. This is a simple way to encourage senior leaders and management to support 
your efforts. 

4  Find out if your workplace has any other Champions and connect with them.

5   Complete an R U OK? Workplace Action Plan so you have a road map to follow as you work to  
build an R U OK? Culture in your workplace. You can find more information on this on page 12. 
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What is psychological safety?
According to Harvard Business School professor Amy Edmondson,  
who coined the term: 

“Psychological safety is a belief that one will not be punished or humiliated for 
speaking up with ideas, questions, concerns or mistakes.”



What is an R U OK? Culture?

In an R U OK? Culture all employees are encouraged to talk about the 
struggles they may be experiencing, will not be judged, feel psychologically 
safe and are supported by management and peers as they work through 
those challenges. 

What would an  
R U OK? Culture  

look like in  
your workplace?
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We endorse an  
R U OK? Culture as integral to 
leadership development and  

we monitor its progress  
through engagement surveys.

Our senior 
leadership team 

believes in and 
regularly promotes 

a supportive culture 
as being critical to long 

term sustainability 
and success. 

We actively 
manage 

circumstances  
we know can 
cause stress 
for our team 
members.

We have 
programs and 
resources available  
to support employees who 
might be struggling so they can 

access the appropriate help  
for their recovery.

We collect and 
share stories that 

demonstrate the power  
of conversation and peer 

support to inspire and  
encourage everyone in 

our workplace. 

 We have created 
a peer support 

program that 
develops and 

engages our  
R U OK?  
Workplace 
Champions.

 We encourage and 
recognise those 

leaders and team 
members who support 

the implementation of an  
R U OK? Culture.



What are the benefits of an R U OK?  
culture in the workplace?

 It supports your legal responsibilities

  Under the Work Health and Safety Act 20111, employers must protect the mental 
and physical wellbeing of their employees. Not doing this can impact your bottom 
line as Safe Work Australia estimates approximately $543 million is paid annually in 
workers’ compensation for work-related mental health conditions.2 Making the  
R U OK? Workplace promise and creating an R U OK? Workplace Action Plan can 
help you create a psychologically safe workplace.

 It’s good for your organisation

  Untreated mental health conditions cost Australian employers approximately 
$12.8 billion every year through absenteeism, reduced productivity and 
compensation claims.3 A Heads Up study showed workers are less likely to  
change jobs if they believe their workplace is mentally healthy.4 Being known as  
a workplace that has a strong R U OK? Culture can help you become an employer 
of choice and benefit employee engagement and morale.

 It’s the right thing to do

  Putting aside statistics, there is also a strong human reason for creating an R U OK? 
Culture in your workplace. Friends (including those at work) are one of the most 
important sources of encouragement and support for good mental health. In 
addition, low work-related social support is associated with an increased likelihood 
of mental health problems and/or prolonged sickness absence.5
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1Work Health and Safety Act 2011
2www.safeworkaustralia.gov.au/topic/mental-health
3 Mental Health Australia and KPMG (2018) Investing to Save: the Economic Benefits for Australia of Investment in Mental Health Reform, p24
4 Heads Up, Employer of Choice Study
5Blackdog Institute, 2014, Creating mentally healthy workplaces,  A  review of the research

https://www.legislation.gov.au/Details/C2018C00293
https://www.legislation.gov.au/Details/C2018C00293
https://www.safeworkaustralia.gov.au/topic/mental-health
https://mhaustralia.org/publication/investing-save-kpmg-and-mental-health-australia-report-may-2018
https://www.headsup.org.au/docs/default-source/resources/instinct_and_reason_employer_of_choice.pdf?sfvrsn=4
https://www.headsup.org.au/docs/default-source/resources/instinct_and_reason_employer_of_choice.pdf?sfvrsn=4
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The R U OK? Workplace  Promise 
The R U OK? Workplace  Promise is a significant step to demonstrate your organisation is committed 
to building a culture where all employees feel safe, encouraged and supported. 

To ensure the  promise is authentic it should be supported by an R U OK? action plan (page 12 ) to 
guide your organisation through implementing or enhancing activities that reinforce an R U OK? Culture 
in your workplace all year round.  

The benefits of the R U OK? Workplace  Promise
Work performance, mental health and overall wellbeing can be affected by a wide range of work-related 
and personal issues. By encouraging  supportive behaviour amongst colleagues alongside access to 
professional services, like Employee Assistance Programs (EAPs) and Mental Health First Aid training, 
your organisation can play a role in ensuring staff feel supported when they need it most. 

Supporting the promise and implementing an action plan can help to build a workplace environment 
where employees feel safe, encouraged and supported through all of life’s challenges. 

Embedding an R U OK? Culture can help you:
 Provide a mentally healthy workplace for all team members.

  Make a real difference to employees going through a tough time by their peers are willing to 
provide support without judgment.

  Ensure employees are educated about what support networks are available in the 
community to provide them with assistance when required.



 

Key messages

For managers:

  We have a responsibility to help our people feel safe and supported at work. We want to embed 
an R U OK? Culture and encourage workmates to look out for one another, especially if we think 
someone might be struggling.

  We all have a role to play in suicide prevention. By giving staff the confidence and capacity to turn 
to each other to talk about life’s ups and downs we are assisting wider suicide prevention efforts.  

  Join me in promising to foster and maintain an authentic R U OK? Culture in our workplace all year 
round so everyone in our organisation feels connected and supported through life’s challenges.   

  We’re committed to an R U OK? Workplace action plan that will help our organisation  
implement and/or enhance activities that will help create an R U OK? Culture and encourage 
meaningful conversations.  

For staff:

  We want everyone in our workplace to feel connected and supported through life’s challenges. 

  You know better than anyone else the pressures your colleagues face each day. Because you see 
your workmates often, you’re in a great position to notice changes in their mood, behaviour, tone 
or appearance. 

  Find the time and confidence to check in with co-workers and ask, “Are you OK?”

  You’ve got what it takes to have an R U OK? conversation. Follow these steps: Ask R U OK?, Listen, 
Encourage action and Check in. Learn how at ruok.org.au  

  Our organisation is committed to embedding an R U OK? Culture where everyone feels connected 
and supported. We’re encouraging everyone in our organisation to make a promise to foster and 
maintain an authentic R U OK? Culture in our workplace. 

  This promise will be supported by an R U OK? action plan, developed by Champions within our 
workplace, outlining activities that will help build an R U OK? Culture.
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“We promise to foster and maintain 
an authentic R U OK? Culture in 
our workplace all year round so 

everyone in our organisation feels 
connected and supported through 

life’s challenges.”

The R U OK? 
Workplace promise 

How to encourage others to make the Workplace promise  
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Simple activities to get you started
  View, download and distribute the R U OK? workplace resources from ruok.org.au/work

  Write content for your organisation’s blog, newsletter or staff intranet that outlines what an  
R U OK? workplace culture looks like and how all employees can help build this culture

  Have senior leaders and managers in the business share messages demonstrating their 
commitment to building an R U OK? Culture in your workplace

  Host lunch & learn sessions where employees can learn when and how to ask R U OK? and hear 
from support services associated with your organisation (e.g. EAP provider). Supporting resources 
can be found at ruok.org.au/work

  Speak to new recruits during inductions about what an R U OK? Culture looks like in your workplace 
and the role everyone has to play

  Take advantage of R U OK?Day as a touchpoint in the calendar and host events that bring staff 
together in a genuine way. Register your event at ruok.org.au/events and we’ll send digital resources 
to support your efforts

  Create a Conversation Corner – a space where staff can have meaningful conversations. Learn 
more at ruok.org.au/create-a-conversation-corner 

  Host an R U OK? Community Ambassador. Ambassadors are trained volunteers who can present to 
your organisation and share their personal story, the R U OK? message and answer questions from 
the audience. If you’d like to book a Community Ambassador please contact hello@ruok.org.au

  Support R U OK? and contribute to our sustainability by purchasing merchandise for your 
workplace from store.ruok.org.au 

http://ruok.org.au/work
http://www.ruok.org.au/work
http://ruok.org.au/events
http://ruok.org.au/create-a-conversation-corner
mailto:hello%40ruok.org.au?subject=Hosting%20a%20R%20U%20OK?%20Community%20Ambassasor
http://store.ruok.org.au


Action Plan
How to complete the action plan
You should customise the action plan to your specific workplace context and map out key areas to 
address as you create an R U OK? Culture in your workplace. 

The action plan consists of four modules that will help you plan successful activities in your workplace. 
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How to create your action plan
Each module contains guidance and questions to support you. Provide as much detail as possible 
when answering the questions as they are designed to help you tailor your plan to your workplace 
context. The modules are designed to be repeated as your organisation evolves and provide a 
consistent reference to evaluate your progress. 

You will own the plan so you can confirm what is working, test new ideas and decide if something you 
tried wasn’t quite right. It is important to recognise when things don’t go well, understand, if possible, 
why it didn’t work and use any insights to inform your next steps.

Before you start
It is important for you to acknowledge that not everyone will be as passionate about 
building an R U OK? Culture as you and the process might be frustrating at times. It 
may also bring up some strong emotions, so it is important that you consider and 
monitor your self-care throughout the process. 
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Action Plan Modules 
Module 1:  Prepare 
This first module will help you understand the level of commitment to and current culture in your 
workplace to inform your action plan. Ask:

1   What is my personal level of commitment? What time, energy and resources can I dedicate to this? 
Use the checklist on page 5 to assess whether you’re ready to be a genuine Workplace Champion.

2  Does my organisation have a genuine desire to create an R U OK? Culture? 

3  Is the reason to implement and improve an R U OK? Culture understood? 

4   Will our leadership team support the implementation of an R U OK? Culture in the workplace?  
You can use the R U OK? Workplace Promise on page 10 to encourage senior leaders and 
managers to support your efforts.  

Before you implement your plan 
make sure you:

  Understand the answers you have collected. 

  Identify insights you can capitalise on.

  Consider what internal resources and tools 
you can utilise to support your efforts (e.g. 
What support services are available in your 
organisation? Is HR data available?) 

  Consider any external resources and tools  
you can utilise to support your efforts (see 
page 28 for suggestions)

  Share your plan with others for feedback  
and input.  

During implementation 
remember to:

  Measure your impact against the 
benchmarks you have set

  Re-evaluate your plan regularly and 
adjust as necessary

  Continue to gather and act on  
relevant feedback 

  Re-visit the modules as you work to 
embed an R U OK? Culture

  Celebrate your achievements and 
progress, including the small ‘wins’. 

Implementing your action plan



Where do you think your workplace sits on  
a scale of 1 to 10 where 1 is having no 
knowledge or support for wellbeing and  
10 is having an embedded and effective  
R U OK? Culture? 

Possible actions:
  1-3 Beginner: Recruit an engaged 

group with representatives from across 
the business to champion the R U OK? 
Workplace Culture project 

  4-6 Intermediate: Engage leadership 
and  gain support 

  7-9 Pro: Promote a sense of urgency  
to overcome any final obstacles  
or roadblocks to embedding to build  
an R U OK? Culture

  10 Maintenance: Consider what you 
need to do to ensure you maintain 
momentum (e.g. How will you ensure 
new staff understand and share your 
commitment to maintaining an  
R U OK? Culture).

PDS Group – Ken Mullins 
National Director – Business Development

 “As my personal involvement grew, I came to an important 
realisation that I couldn’t do it all, and that a greater impact could 
be achieved through PDS Group and a network of supporters.”

Ken Mullins played a key role in championing efforts to support  
R U OK? within PDS Group. Having senior leaders engaged in the 
efforts from the outset helped achieve national support for  
an R U OK? focus.  

 As momentum grew, engaging other people in the business, including 
PDS Care social responsibility representatives, was vital to ensuring 
the sustainability of these efforts. 

“The commitment amongst the team at PDS Group grew 
organically. There was a powerful desire to promote R U OK?,  
to play our part and encourage everyone to stay connected.”
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Module 2:  Plan 
The second module will help you address key issues and identify priority 
areas for your action plan. Consider:

1   Who do I need to engage in my efforts? Which leaders and decision 
makers, including those responsible for monitoring workplace wellness, 
will be responsible for supporting the implementation of the plan?

2   What information will help these stakeholders understand why an  
R U OK? Culture is valuable for our workplace?

3   Do a SWOT (Strengths, Weaknesses, Opportunities and Threats)  
analysis of your workplace (use the activity sheet on page 23)  
Then consider:

  Are there any common barriers I can identify?

   Does my specific work environment present any additional  
challenges that might not be obvious? For example, does your 
workplace employ shift, gig economy or remote workers who  
might require different support? 

4   What activities or actions can I implement to overcome any weaknesses? 
When would I implement these activities (1 month, 3 months, 6 months, 
12 months)? Use the action plan worksheet on page 21 to map this out.
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Where do you think your workplace sits on a scale of  
1 to 10 where 1 is having multiple obstacles or roadblocks 
to implementing your action plan and 10 is having full 
support for the implementation of an R U OK? Culture? 

Possible actions: 
  1-3 Beginner: Create easy to implement activities 

such as a morning tea or a communication from  
a leader 

  4-6 Intermediate: Source evidence to support  
the implementation of your action plan  
(see page 16 for ideas)

 7-9 Pro: Establish a vision and strategy 

  10 Maintenance: Focus on future-proofing 
strategies to handle anything on the horizon  
that might derail the culture. 



Some simple actions you could consider: 
  Distribute information and content through internal staff communication channels

  Host small events (e.g. lunch and learn, morning tea, team talks) to speak to staff about  
mental wellbeing

  Organise for a guest speaker for your workplace. R U OK? has Community Ambassadors  
who are trained to share the R U OK? message

  Demonstrate and celebrate behaviours to set an example for colleagues to follow

  Work with others to develop corporate activities that promote teamwork 

  Encourage employees to contribute and support the sustainability of your Action Plan 
through workplace giving or raise funds for R U OK? under your organisation’s corporate social 
responsibility program.

  Integrate and embed R U OK? mental health and wellness activities within day-to-day business 
operations (e.g. team check-ins, weekly work in progress meetings, CEO and executive team 
communications).

These actions are scalable to suit the size of your organisation and how are far along you are on your 
journey to embed an R U OK? Culture. Remember to always celebrate your incremental wins, even the 
small ones, as these are key to effecting long term change.
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Australia post – Fiona Andrew 
National Health & Wellbeing Manager

“It was important that mental health and wellbeing wasn’t seen as 
a ‘flavour of the month’ topic and that the significance of positive 
mental health at both an individual and organisational level was 
powerfully promoted as part of a broader ongoing strategy.”

In 2017, and in response to concerning mental health indicators, 
Australia Post wanted to increase the number of people contacting the 
Employee Assistance Program (EAP) and educate their people about 
mental health exposures and how to support each other. They decided 
to combine their R U OK?Day efforts with their existing internal mental 
health program ‘Safety Time’ and a refreshed employee assistance 
program to empower staff to have conversations about mental health. 
They knew involving senior leaders was key to success so they sought 
endorsement of activities from their Acting CEO and COO. Activities 
included a communications plan, workshops and a video series featuring 
R U OK? Ambassadors.

“It achieved the goal of starting a conversation about mental 
health in the workplace and helped our people understand mental 
health exposures – how to maintain positive mental health, how 
to recognise the signs of poor mental health, how to support each 
other - and it has strengthened our culture of care.”



Module 3: Deliver 
Module three will help you identify how to best deliver your plan and highlight key barriers that might 
need to be overcome.  

1  Have we adequately communicated our vision for building an R U OK? Culture in our workplace? 

2  Have we included the steps necessary to maintain an R U OK? Culture in our workplace? 

3  Does our plan describe how we will reach our goal? 

4   Are there any existing efforts in our workplace that we could engage with to support the 
implementation of our plan? 

Where do you think your workplace sits on a scale of  
1 to 10 where 1 is having no employees empowered and 
involved in the plan and 10 is having all staff empowered 
and engaged in implementing the plan?

Possible actions:
  1-3 Beginner: Create a company-wide 

communication to spell out the vision for  
building an R U OK? Culture  

  4-6 Intermediate: Form working groups to  
design new programs and increase the frequency  
of activities

  7-9 Pro: Use existing programs to embed the 
elements of an R U OK? Culture

  10 Maintenance: Is there anything you can do to 
ensure the workplace stays engaged and committed 
to the R U OK? Culture?

Veolia – Jane Wilson 
 Return To Work Coordinator

“Since introducing R U OK?, employees tell us that they feel more 
confident when asking the question”.

Veolia identified storytelling and recruiting internal advocates as key to 
getting all parts of their organisation, including regional areas, invested 
in reducing stigma and encouraging open conversations about mental 
health. Activities included morning teas, toolbox talks, presentations 
and distributing digital resources while creating safe spaces for staff to 
connect and share stories. 

All activities were designed to build the commitment of employees 
and managers to work to reduce stigma and to increase their ability to 
support each other. 
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Module 4: Review 
Module four will allow you to review and assess your progress in putting the plan into action  
and highlight what has worked so far. 

1  Did you adequately communicate the timelines for cultural change to occur? 

2  Did you celebrate the small wins along the way?

3   How are you measuring impact and progress of your R U OK? Culture? You can use the 
engagement survey on page 20 of the booklet to monitor your progress.

4  How well have you managed your self-care during the process?

5  What can you do to ensure the positive change continues and is regularly measured?

Where do you think your workplace sits on a scale of  1 to 10 
where 1 is nowhere near meeting the benchmarks you set and  
10 is having had a strong, positive impact? 

Possible actions:
1-3 Beginner: Identify the obstacles to implementing an R U OK? 
Workplace Culture and develop a strategy to overcome them

4-6 Intermediate: Reassess and reset your benchmarks to 
ensure they are achievable in the short, medium and long term 

7-9  Pro: Find ways to further empower those who support your 
efforts so they stay engaged and interested 

10 Maintenance: Develop ways to celebrate wins (content, 
storytelling, department case studies) and keep your workplace 
committed to your R U OK? Culture. 

Sydney Trains – Mostapha Kourouche 
Advisor Health Programs

“Thanks to our long-term approach I believe the majority of staff are 
having R U OK? conversations and knocking down the wall of stigma.” 

For the last six years Mostapha has been working to build an R U OK? Culture. 
In order to reach every unit of their large workforce, he’s established a 
network of supporters across the business by taking a “do as I do, rather than 
do as I say” approach. By giving supporters ownership of activities he’s built 
interest and engagement in the implementation of an R U OK? Culture at 
scale across the organisation.

Celebrating and sharing little wins has been key to gaining support and 
momentum. “We started simple but once we’d built some momentum it 
was easier to sell and scale. The wins just kept getting bigger and bigger.”
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A quick guide to tracking culture and how to interpret 
your findings
The Culture Tracker on page 20 will help you understand current employee attitudes and the level 
of commitment to supporting mental health. We recommend you run the survey periodically, for 
example every three months, to understand if employee opinion is changing over time. Ideally, you will 
send out the survey at the beginning of your R U OK? journey. Having this information at the outset can 
help you identify the initiatives that could have the most impact in your workplace.

The tracker is not designed to be an academic study, rather it is a tool to help you gauge the 
effectiveness of your mental health initiatives and start conversations with colleagues about your 
workplace culture. We strongly recommend the tracker survey be anonymous and confidential so 
people feel safe to share their honest opinions. 

If you want to better understand your results, you could add some open ended questions or compare 
the results to other evaluations your organisation runs such as employee engagement surveys.



Culture Tracker 
To what extent do you agree or disagree with the following: (Please circle)

I can recognise the signs someone might be struggling with life
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

I am confident I know how to have a conversation with someone who 
might be struggling 

1 2 3 4 5 6 7
Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

I would help a workmate who told me they were struggling with life 
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

When I am at work, I have a sense of connection and feel I belong 
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

My managers genuinely care about my wellbeing 
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

My organisation promotes a positive working environment?
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

The people I work with encourage and support each other
1 2 3 4 5 6 7

Strongly 
disagree

Moderately 
disagree

Disagree  
a little

Neither agree 
nor disagree

Agree  
a little

Moderately 
agree

Strongly  
agree

20
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Action Plan Worksheet
Module 1: Prepare

Questions Insight Action
Measurement Metric /  

 Time Frame /  
Define Success

Example: 

What is my personal 
level of commitment? 
What time, energy  
and resources can  
I dedicate to this?

I only have limited hours 
with my current work and 
home commitments to 
undertake this.

I will acknowledge and plan 
my level of commitment 
and specific amount of time 
I can dedicate.

In one week I will have  
a plan to manage my  
own expectations.

Question 1

What is my personal 
level of commitment? 
What time, energy  
and resources can  
I dedicate to this?

Question 2

Does my organisation 
have a genuine desire 
to create an R U OK? 
Culture? 

Question 3

Is the reason to 
implement cultural 
change understood? 

Question 4

Will leadership support 
the implementation of 
an R U OK? Culture in 
the workplace?



22

Action Plan Worksheet
Module 2: Plan

Questions Insight Action
Measurement Metric /  

 Time Frame /  
Define Success

Example: 

Who do I need to engage in my 
efforts? Which leaders and decision 
makers, including those responsible 
for monitoring workplace wellness, 
who will be responsible for 
supporting the implementation  
of your plan.

Engaging key 
stakeholders in my 
business will help  
with my plan. 

I will identify the best 
people to engage in 
my business.  

In one month I will have 
identified and spoken with 
at least one key stakeholder 
(HR, my direct manger) 

Question 1

Who do I need to engage in my 
efforts? Which leaders and decision 
makers, including those responsible 
for monitoring workplace wellness, 
who will be responsible for 
supporting the implementation  
of your plan.

Question 2

What information will help these 
stakeholders understand why an  
R U OK? Culture is valuable. 

Question 3

Do a SWOT analysis of your 
workplace’s R U OK? Culture Then 
consider:
•  Are there any common barriers  

I can identify?
•  Does my specific work 

environment present any 
additional challenges that might 
not be obvious? For example, 
does your workplace employ gig 
economy or remote workers who 
might require different support? 

Question 4

What activities or actions can 
you implement to reduce the 
weaknesses? When would we 
implement these activities  
(1 month, 3 months, 6 months,  
12 months)? 
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Action Plan Worksheet
Module 3: Deliver

Questions Insight Action
Measurement Metric /  

 Time Frame /  
Define Success

Example: 

Have we included 
the steps necessary  
to maintain an  
R U OK? Culture  
in our workplace? 

I need to implement longer 
term steps to ensure the 
culture is maintained.   

I will review our plans and 
working groups to co-design 
new programs and increase 
the frequency of activities. 

Long term planning and 
activities have been put 
in place within existing 
programs to embed  
desired behaviours.

Question 1

Have we adequately 
communicated our 
vision for creating an  
R U OK? Culture in  
our workplace? 

Question 2

Have we included  
the steps necessary  
to maintain an  
R U OK? Culture in  
our workplace? 

Question 3

Does our plan  
describe how we  
will reach our goal?

Question 4

Are there any  
existing efforts to 
consolidate with to 
maximise benefits? 



24

Action Plan Worksheet
Module 4: Review

Questions Insight Action
Measurement Metric /  

 Time Frame /  
Define Success

Example: 

Did you celebrate  
the small wins along  
the way?

It’s important to bring 
everyone on the journey 
and show the progress  
and efforts. 

I will develop ways to 
celebrate wins (content, 
storytelling, department 
case studies) and 
encourage staff to  
continue to be a part  
of ongoing efforts. 

Every two months I will 
highlight an R U OK? Culture 
aligned activity from within 
the business.

Question 1

Did you adequately 
communicate the 
timelines for cultural 
change to occur? 

Question 2

Did you celebrate  
the small wins along  
the way?

Question 3

How are you measuring 
impact and progress of 
your R U OK? Workplace 
Culture? 

Question 4

How well have you 
managed your self-care 
during the process?

Question 5

What can you do to 
ensure the positive 
change is ongoing and 
regularly measured?
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SWOT Analysis
Helpful 

to achieving the objective
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Harmful 
to achieving the objective

S

O

W

T

Strengths
E.g My organisation has an 

engaged group who would want 
to help champion the project.

Opportunities
E.g My organisation has existing 

wellness programs and company 
wide communications I might be 

able leverage.

Weaknesses
E.g Senior leadership are  

not currently engaged with  
the project. 

Threats
E.g Difficulty communicating and 

engaging with a geographically 
and culturally diverse workforce.



We promise to foster and 
maintain an authentic  
R U OK? Culture in our 

workplace all year round so 
everyone in our organisation 

feels connected and supported 
through life’s challenges. 

The Promise
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When to start an  
R U OK? conversation
At work, you’re seeing the same people for long periods, within the same context. This means you’re likely 
to notice the changes, no matter how small, that could indicate someone is going through a tough time. 

It won’t always be obvious when someone’s not doing so well but these are signs and changes you can 
look out for that might signal they need a bit of extra support.

Do they seem:
  Confused or irrational
 Moody
 Unable to switch off
  Concerned about  

the future
  Concerned they’re  

a burden
  Lacking self-esteem
  Concerned they’re trapped 

or in pain 
  Like they feel lonely, don’t 

belong or that they don’t  
fit in

Are they:
 Experiencing mood swings
  Going through a period  

of major change
  Engaging in risk  

taking behaviours
  Unable to concentrate
  Losing interest in what  

they used to love
  Less interested in their 

appearance and personal 
hygiene

  Changing their sleep 
patterns

  Not responding as they 
usually would across 
workplace channels

  Missing deadlines  
or deliverables

Are they experiencing:
 Injury or illness
 Relationship issues
 Constant stress
 Financial difficulty
  Loss of or alienation from 

someone or something 
they care about

  Changes in their roles or 
responsibilities at work

  An incident at work 
(mistake, error, 
confrontation)

Have you noticed a 
change in what they’re 

Have you noticed a 
change in what they’re 

Is there something 
going on in their 

If you notice a change, no matter how small,  
trust your gut instinct and ask R U OK?
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Emile Emond 
R U OK? Community Ambassador

“If you notice these signs trust that gut feeling and start a 
conversation. You don’t need to be an expert, just being a  
friendly ear and sounding board can have a meaningful impact.” 

“If we want these conversations to happen when people need them 
most we need to be connecting and looking out for each other every  
day of the year.”

As an R U OK? Community Ambassador, Emilie Emond believes that 
meaningful R U OK? conversations can change, and even save, lives. 

Preparing for an R U OK? conversation

Ask yourself

  Are you in a good 
headspace?

  Are you willing to  
genuinely listen?

  Can you give as much  
time as needed?

  Are you the best person to  
have the conversation? If 
not, is there someonee else 
in their support network that 
you can encourage to reach  
out to them?

Be prepared

  Remember you won’t  
have all the answers  
(which is OK).

  Listening is one of the most 
important things you can do.

  If someone is talking  
about personal struggles 
it can be difficult and they 
might become emotional, 
defensive, embarrassed  
or upset.

  Have you researched what 
appropriate support is 
available for the person 
you’re talking to?

Pick your moment

  Have you chosen 
somewhere relatively 
private and informal where 
they’ll feel safe? 

  You don’t want to rush the 
conversation so make sure 
you  both have enough time.

  If they can’t talk when you 
approach them, suggest 
another time to have a 
conversation.

  Consider whether it  
might be more comfortable 
for the person to be  
side-by-side with you e.g. 
walking together rather  
than face-to-face.

Ask R U OK? Listen without judgement

Finding professional help

Encourage action Check in

Be ready Be prepared Pick your moment

Ask R U OK? Listen without judgement

Finding professional help

Encourage action Check in

Be ready Be prepared Pick your moment

Ask R U OK? Listen without judgement

Finding professional help

Encourage action Check in

Be ready Be prepared Pick your moment



The simple steps to an  
R U OK? conversation
1. Ask R U OK?

 Be relaxed

  Help them open up by asking questions like “How are you travelling?” or 
“What’s been happening?” or “I’ve noticed that you’re not quite yourself 
lately. How are you going?”

  Make an observation. Mention specific things that have made you concerned 
about them, like “’I’ve noticed that you seem really tired recently”.

  If they don’t want to talk, let them know that you care and that you’re 
available whenever they need a listening ear. You could say, “Is there 
someone else you’d be comfortable talking to?”

2. Listen with an open mind
 Emphasise that you’re here to listen not judge

 Take what they say seriously

 Don’t interrupt or rush the conversation

 If they need time to think, try and sit patiently with the silence

 Encourage them to explain

 If they get angry or upset, stay calm and don’t take it personally

 Let them know you’re asking because you’re concerned

3. Encourage action:
 Ask: “Where do you think we can go from here?”

 Ask: “What would be a good first step we can take?”

 Ask: “What do you need from me? How can I help?”

  You could ask, “Do you think it would be useful if we look into finding some 
professional or other support?”

  Good options for action might include talking to family, a trusted friend, an 
appropriate health professional or crisis support service.

4. Check in
 Remember to check in and see how the person is doing in a few days’ time

 Ask how they’re coping with the situation or if the need support to manage it

  If they haven’t done anything, keep encouraging them and remind them 
you’re always here if they need a chat

  Understand that sometimes it can take a long time for someone to be ready 
to see a professional

  Try to reinforce the benefits of seeking professional help and trying  
different avenues.

1. Be ready

2. Be prepared

3. Pick your moment

1. Ask R U OK?

2. Listen without judgement

3. Encourage action

4. Check in

Getting ready to ask

1. Be ready

2. Be prepared

3. Pick your moment

1. Ask R U OK?

2. Listen without judgement

3. Encourage action

4. Check in

Getting ready to ask

1. Be ready

2. Be prepared

3. Pick your moment

1. Ask R U OK?

2. Listen without judgement

3. Encourage action

4. Check in

Getting ready to ask

1. Be ready

2. Be prepared

3. Pick your moment

1. Ask R U OK?

2. Listen without judgement

3. Encourage action

4. Check in

Getting ready to ask
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Useful contacts for someone who’s not OK
If they need some extra support encourage them to call on a trusted health professional such as their 
local doctor, or consider these Australian services:

Lifeline (24/7 ) 
13 11 14 
lifeline.org.au 

Suicide Call Back Service (24/7) 
1300 659 467 
suicidecallbackservice.org.au 

Beyond Blue (24/7) 
1300 224 636 
beyondblue.org.au 

SANE Australia: 
1800 18 SANE (7263) 
sane.org 

More contacts: 
ruok.org.au/findhelp

Contact us
hello@ruok.org.au
/ruokday 
@ruokday 
@ruokday
Search “R U OK?Day”

Other resources

The Mentally Health Workplace Alliance
An alliance of national organisations from the business, union, community and government sectors 
leading change to promote and create mentally healthy workplaces.

mentallyhealthyworkplacealliance.org.au

Heads Up
Workplace resources for employers, employees, managers and small business to help create a 
mentally healthy workplace. 

www.headsup.org.au

SuperFriend
SuperFriend advocates for, equips and empowers profit-to-member superannuation funds and 
insurers to achieve mentally healthy workplaces for their staff and members.

www.superfriend.com.au

You can find more resources at ruok.org.au/workplace-champions

If your organisation has an Employee Assistance Program (EAP) or other support options include 
these details where appropriate in a clear and easily accessible way. 

@

http://lifeline.org.au  
http://suicidecallbackservice.org.au
http://beyondblue.org.au  
http://sane.org
http://ruok.org.au/findhelp 
mailto:hello%40ruok.org.au?subject=Hello
https://www.facebook.com/ruokday/
https://twitter.com/ruokday?
https://www.instagram.com/ruokday
http://mentallyhealthyworkplacealliance.org.au 
http://www.headsup.org.au 
http://www.superfriend.com.au 
http://ruok.org.au/workplace-champions 


ruok.org.au

This resource has been developed with the  
generous support of Avis Budget Group


