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Webinar 
Workforce In Transition: 
Managing Mental Wellness 
Of Your Remote Teams
On April 1, 2020, HR insider held a webinar with Dr. 

ryan Todd and Dr. Karen MacNeill of Headversity 

about the impacts on employee wellness, 

productivity, and mental health by the COVID-19 

pandemic and the sudden transition to isolation, 

self-distancing and remote working conditions.

So much of the insight was equally applicable 

outside of the pandemic when it comes to 

managing remote teams and ensuring productivity.

As a society, we’ve gone to extraordinary lengths to 

‘flatten the curve’. Now largely working in isolation, 

how are our teams coping with this? How do we 

balance productivity and mental wellness in our 

people with all this uncertainty? Questions such 

as these, and many more, were addressed in this 

expert Q&A session with two mental health experts: 

Dr. Ryan Todd and Dr. Karen MacNeill. Dr. Todd and 

Dr. MacNeill come from both ends of the mental 

health spectrum: A psychiatrist (Dr. Todd) and a 

performance psychologist (Dr. MacNeill). The two 

of them also bring lived experience in the business 

world, as CEO and CPO of headversity, a workplace 

mental wellness solution. 

KEY TAKEAWAYS:

• Ways for us to be well and protect mental 

health individually, and for our teams

• Employer responsibilities and best practices 

for managing employee mental wellness 

remotely

• Ways to excel and build resilience amidst 

uncertainty

• The role of technology in mental health and 

the transitioning workforce

• Resilience skills for optimal functioning while 

working remote

AFTER THE WEBINAR

So many questions came out of the webinar, that 

we here at HR Insider decided to put together 

this special report to help answer some of the 

frequently asked questions and give you some 

guidance and tools to help you navigate these 

issues facing Canadian businesses during this 

period of isolation and lock-down.

ABOUT THE SPEAKERS

Dr. Ryan Todd

Dr. Ryan Todd is a psychiatrist at Foothills Hospital 

in Calgary, Alberta, where he has seen and treated 

thousands of individuals who have a mental illness 

as a result of trauma, medical or surgical illness. 

Dr. Todd believes mental wellness can be learned 

and practiced by everyone, and that technology is 

a vital resource in helping bridge the gap between 

demand and mental healthcare today. This belief 

fuelled his desire to start headversity, a mental 

wellness tech company where he acts as CEO. 
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Through headversity, Dr. Todd envisions building 

a culture of mental wellness in the Canadian 

workforce through mobile, micro, and measurable 

training.

Dr. Karen MacNeill

Karen is a performance psychologist with the 

unique experience of competing and consulting 

on the World stage. She is the lead Mental 

Performance Consultant for the Canadian Olympic 

Committee and has worked with athletes competing 

at the last 4 Olympic Winter Games, while also 

having competed herself at the international 

level for over a decade. Karen is also co-founder 

and Chief Product Officer of a mental wellness 

tech company called headversity, which offers 

preventative and personalized mobile training 

to workplaces to help their people get ahead of 

adversity. While her vast experience has been 

working with elite level athletes and business 

leaders, Karen believes mental wellness can be 

learned and practiced by everyone, and that 

technology is a vital resource to help accomplish 

this.

ABOUT HEADVERSITY

Headversity is a digital mental wellness program 

built for the now. With an increasingly remote 

workforce, Headversity’s mobile, micro, and 

measurable program gives employees personalized 

and media-rich content from the convenience of 

their mobile device. Its training program will help 

employees build their resilience and get ahead of 

adversity.



Question 
What Are Some Techniques 
To Help Employees Deal 
With Anxiety?
Productivity is the key to success as a business. 

When one of your employees is suffering from 

personal issues that seem to be consuming their 

life, it can hurt their productivity. Anxiety is one 

of the most destructive workplace health issues 

– especially if the employee is in a position where 

stress is constant – which is why it’s for both 

business and moral reasons to try to help teach 

these employees strategies for coping to ensure 

they are able to continue their work.

POTENTIAL STRATEGIES FOR HELPING 

EMPLOYEES WITH ANXIETY

Employee Wellness Center

Creating an employee wellness center is one of 

the best ways to address anxiety in the workplace. 

Wellness centers include information on healthy 

eating/living, an exercise room with related 

equipment, and classes that are designed to 

improve health and wellness (including yoga 

classes). Wellness centers can help your business 

become an environment more conducive to healthy 

living, and employees that are living healthy are 

more likely to experience less anxiety both in the 

workplace and outside of it.

Better Healthcare

As part of the employees’ benefits package, it 

should include provisions that cover psychological 

services and other anxiety treatment options. 

Often employees suffering from anxiety know that 

they have a problem but are unable to seek help 

because the cost would cripple them financially. 

Benefits that allow them to receive the help they 

need may go a long way towards improving their 

quality of life, and ultimately their value to the 

workplace.

Workplace Therapist

There may be ethical and legal restrictions that 

prevent you from targeting an employee specifically 

and forcing them to seek help, but employing 

(either permanently or temporarily) a therapist that 

your employees can turn to during or soon after 

work hours in order to help them learn how to 

handle the stress of work and home may be highly 

beneficial, and should be much less than the cost of 

hiring a new employee.

Team-Building Exercises

It’s been well established that social support is 

one of the best ways to help someone recover 

from anxiety and mental illness. If an employee 

feels unsupported because they have not had 

an opportunity to bond socially or professionally 

with the other employees, that social support is 

gone. Team-building exercises can help improve 

workplace communication and build a level of social 

support that should improve anxiety coping.

You can have team-building exercises in a remote 
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work environment, but it takes a little creativity. 

Here at HR Insider, we’ve started having weekly 

remote lunches via a Zoom meeting. It isn’t a 

corporate meeting where we discuss strategy; it’s 

just a lunch were we play games, talk about our 

favorite binge watching series, and just having a 

laugh.

Anxiety is fostered in uncertainty and isolation, this 

is a small way to mitigate those factors.

Changing the Company Culture

Another broader strategy that should be 

implemented from top to bottom is a change in 

company culture. You need your employees to 

feel welcome – encouraging personal friendships, 

great communication, and a feeling of belonging 

that will make the workplace environment less of a 

stressful place. You can start by arranging employee 

bonding activities during or outside of work hours 

on the company dime and using incentives to 

encourage attendance. You can also become more 

lax on restrictions, such as dress code or work 

hours provided the work is being completed. The 

key, however, is that it needs to come from the top 

and radiate throughout the company. Changing 

a company culture requires commitment from 

everyone, including executives, but the end result 

may be a workplace that causes less stress and 

anxiety daily.

Improve Management Communication

Another tool that partially relates to company 

culture is teaching management how to 

communicate better with other workers. 

Management communication and reward strategies 

are one of the aspects of a workplace that you can 

control. Communication ensures employees know 

exactly what their role is and feel less pressured 

when they are asked to do a task. While it may 

not solve all of an employee’s anxiety issues, good 

communication can reduce the stress caused by 

the workplace itself, and ultimately lead to better 

productivity.

Direct the Employee to Resources

If the anxiety itself has become disruptive to the 

workplace, an HR representative can discuss 

options with the employee. There are restrictions 

that prevent companies from forcing employees to 

discuss personal matters or bringing up arguably 

confidential information with co-workers, but it is 

possible to explain workplace-related problems 

that have occurred (without necessarily pointing to 

anxiety as the cause) and directing the employee to 

programs that may help them recover.

Hire a Speaker

Finally, you can also find speakers and experts that 

can come to the office and teach employees tools 

that may help them cope with anxiety and stress. 

There are many experts in breathing exercises 

and workplace coping strategies, and these 

speakers may not only help the employees that are 

suffering from anxiety symptoms, they may also 

benefit employees that simply experience regular 

workplace stress.

FINAL WORD

As an employer, there is a limit to how much you 

can do legally when an employee is struggling to 

cope with anxiety. You can’t force an employee 

to get help if they are unwilling or unable to seek 

assistance. But you can improve your workplace in 

a way that will help all employees – especially those 

with an  anxiety disorder  – experience less anxiety 

in the workplace and learn coping mechanisms for 

the anxiety they do experience. .



Question 
How Can We Minimize The 
Effect Of Layoffs On Our 
Corporate Culture?
The management pressure associated with  layoffs  

can be significant, but the fallout can be even worse. 

If not handled properly, layoffs have the potential 

to negatively impact productivity and  morale , 

alter the bonds of trust between employees and 

management, affect corporate culture, and tarnish 

your  employer brand .

TWO CASE STUDIES

The Hayes Group International, an organizational 

consulting firm, shares the story of a manufacturing 

firm that had to make layoffs and changes. The 

company’s CEO sent a FedEx envelope to the plant 

manager with instructions that he should not open 

the envelope until the next day, when he was to 

call employees into the break room and share its 

contents. The envelope contained layoff notices.

Then there’s another company with which The 

Hayes Group worked. The company realized it had 

to make cuts at one of its manufacturing plants. 

In order to convey the message, it divided the 600 

employees at the location into groups of 50 and the 

CEO personally met with each group through the 

night, explaining why the company was downsizing. 

The CEO also shared that the company had started 

with salary cuts and that he had taken the first cut.

The first company’s approach resulted in shock and 

anger. The second company’s approach elicited 

nearly universal support and this comment: “We 

trust you to do the right thing.”

While the first example may be extreme, 

unfortunately the second approach isn’t 

widespread. Michael Comer, consulting partner for 

The Hayes Group International, which has worked 

with more than 1,500 companies in over 30 years, 

says it’s surprising how often senior management 

doesn’t think through the process.

Layoffs leave behind survivors, Comer explains, and 

there is literally a grieving period for people. “It can 

take up to a year for people to recover,” he says.

CARING FOR THE SURVIVORS

With this in mind, the focus must be on the 

employees who remain – from the initial stage when 

layoffs are first deemed necessary through the 

period of transition, which indeed may take a long 

time.

The objective is to restore productivity and rebuild 

morale after layoffs. In order to do this, The Hayes 

Group recommends a six-step approach.

1. Plan. It is important for management to have 

a plan as to how layoffs will be communicated 

and how the company will assist survivors. 

This plan should include redefined tasks and 

responsibilities; strategies to assist managers 

in helping surviving employees adjust to 

organizational changes; communications on 

why changes are necessary and how roles will 
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change; and plans for how to improve morale 

after the grieving period.

2. Communicate concisely, clearly, and 

frequently. It is better to communicate bad 

news when it is known than to hold back, 

waiting for a more appropriate time. Also, 

don’t “sandwich” the news – i.e., good news 

– bad news – good news. Most employees 

know if the company is not doing well, and 

want to hear the news directly. However, 

at the same time, the manager needs 

to communicate with survivors how the 

organization plans to recover, the employees’ 

roles in that recovery, and why changes are 

necessary.

3. Stay visible. It is essential that HR and 

managers stay visible after announcing 

layoffs. Don’t hunker down in your office 

while planning what to do next; workers want 

leaders who are accessible. Be seen more 

in the office and on the factory floor and 

answer questions. Go to where the workforce 

is, as opposed to bringing them to you for a 

meeting. Ongoing visibility is key.

4. Apply empathetic listening. Managers, 

including HR, may require pointers for 

empathetic listening. Listening involves 

trying to understand the ideas and feelings 

expressed by others. Good listeners use 

silence effectively. They postpone judgment 

about the other person’s feelings, attitudes, 

and concerns until they have completely 

heard the person. Body language also factors 

in because it sends a strong message of 

whether someone is listening. Maintain 

eye contact, nod as appropriate, and show 

people you are listening. Choose your words 

carefully. Comer tells HR Insider that simply 

saying, “I understand, I understand” may be 

perceived as a blow-off.

5. Maintain an environment of trust. 

Department managers, with HR’s support 

https://hrinsider.ca/understanding-hr-policies-ebola-and-pandemic-flu-planning/


and coaching, must reinforce trust in the 

organization and its leadership. The three 

elements of trust emphasized by Robert 

Bruce Shaw in his book, “Trust in the Balance” 

apply here. Focus on achieving results, acting 

with integrity, and demonstrating concern. 

When it comes to acting with integrity, Comer 

says you must make sure the words match 

the walk.

6. Develop survivor’s skills. “Keep in mind, 

there’s probably a training piece that takes 

place, and probably a motivation piece,” 

Comer says. In many cases, people will need 

to acquire new skills. People also need to 

understand what their new job entails in a 

downsized environment. In order to help 

people cope with change and become more 

productive, managers must let employees 

know they recognize the struggle. Saying 

things like, “I know there used to be five 

people and now there are three; I know 

you’re working longer and harder; I see that. 

Let’s talk about it,” can make a difference.

The first six months are going to be more difficult, 

as the organization figures out how to do more 

with less, Comer says. During this time, examining 

processes for greater efficiencies and finding new 

ways to use technologies can make the transition 

easier. Involve employees in these discussions and 

decisions whenever possible.

The company should also seek ways to  reward 

employees  for their contribution. Although you 

might not be able to reward monetarily, Comer 

advocates looking at substitutions, like work 

flexibility or  telecommuting .

Following layoffs, morale takes a hit and the culture 

itself is shaken, Comer says. It is essential that 

management and leadership constantly reinforce 

the values, while acknowledging the culture has 

been shaken, he tells HR Insider.

It is also necessary to maintain a level of optimism. 

Not false optimism, mind you, but belief that, with 

the right approach, there are better days ahead. “I 

call it realistic optimism,” Comer says. “I think people 

like to follow realistic optimists.”
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Question 
How Do I Motivate 
Employees In Difficult 
Times?
Motivating employees is always important, but 

inspiring your team takes on increased significance 

during challenging economic times. When business 

results are less than promising, emotions, such as 

fear and anxiety, can bring employee performance 

to a standstill. 

Give Them Vision

To keep up morale, make sure employees know 

and understand the organization’s mission, vision, 

values and goals. These concepts represent the 

organization’s reason for being and, as such, help 

workers focus their efforts in the right direction 

and see that their contributions matter. Be sure 

they know who benefits from the work of your 

organization.

Don’t Hide The Target

Setting clear expectations is a great way to 

motivate employees and keep them on track. 

Clearly establish goals with each employee, indicate 

the results you expect, and how those results 

contribute to the overall performance of your 

business. To confirm their understanding, ask 

employees if they have any questions or need any 

resources to complete the tasks you assign. Finally, 

make sure if the organization’s goals change, you 

let your employees know how these changes affect 

their roles.

Provide Regular Feedback

Conducting an annual employee performance 

review is important, but it’s not enough. Employees 

need to know, on an ongoing basis, when they 

have done a job well and when you expect better 

or different results. Keep in mind that the more 

immediate the feedback, the more effective it is. Try 

to catch people in the act of doing what you want 

and acknowledge their performance immediately.

Make Employees Part Of The Solution

Employees need to be involved. Empowering 

employees to make decisions about their work and 

to solve day-to-day problems demonstrates your 

confidence in them and motivates them to live up to 

your expectations. Another bonus: when you make 

employees part of the solution, it is easier to get 

their buy-in and commitment for the long-term.

Focus On People Development

Since most people thrive when skill building and 

learning are part of their daily experiences, investing 

in your staff’s development should remain a priority. 

Training, career development and other learning 

opportunities don’t have to cost a lot, particularly 

when you use internal resources. The best way 

to ensure the growth of your team is to create an 

individual development plan for each employee and 

work with him or her to carry out the plan.

Communicate! Communicate! Communicate!

You cannot over-communicate, particularly in 



uncertain or difficult times. Sharing information 

and building your staff’s understanding of what’s 

happening in the business and in the industry is 

key to engaging them and to aligning their efforts 

and performance with the organization’s objectives. 

What’s more, sharing information with employees 

sets a good example and encourages them to do 

the same with one another.

Since not everyone processes information the 

same way, it’s helpful to use multiple forms of 

communication, particularly when the information 

is critical. For example, you might follow up an 

e-mail message with a voice mail reminder. And 

just because a communication has gone out, don’t 

assume it has been understood and accepted. 

Instead, ask questions to confirm comprehension.

Don’t Overlook The Power Of Praise

Recognizing and rewarding workers is one of the 

most powerful ways to impact morale. Acknowledge 

good effort, not just results. Keep in mind, too, that 

people are motivated by different things, whether it 

be money, travel, training, promotions or a flexible 

work schedule. The best way to find out what 

motivates your staff is to ask them.

Build Fun

There are important milestones in the life of every 

business. Be sure to mark them. Throw a party and 

celebrate your workers’ accomplishments. Don’t 

ever allow yourself to get so caught up in the daily 

routine that you fail to see the good work being 

done.

Be Positive

Every day millions of people arrive at their 

workplace ready to contribute their best. The 

attitude of business leaders can greatly affect 

employees. Be positive and supportive and your 

employees are more likely to act similarly.
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Question 
How Do I Engage Employees 
Through Technology And 
Maintain Productivity?
Employee engagement can be fickle. There are 

times when your employees are effective and 

contributing members of the organization and other 

times when they struggle or fall flat. Those ebbs and 

flows in performance among individuals and teams 

can happen whether employees are generally 

fully engaged or not. However, there is both 

anecdotal and empirical evidence that supports 

the idea that, 1 – more fully engaged employees 

and, 2 – organizations who recognize the need 

for engagement and take steps to demonstrate 

to their employees that engagement matters, do 

consistently outperform organizations.

Over the past few years, according to often-cited 

data from research organization Gallup, the 

majority of employees in most North American 

workplaces are not really engaged at work. In Gallup 

Chairman, Jim Clifton’s 2011 book ‘The Coming Jobs 

War’ he talked extensively about Gallup’s research 

that pointed to the value of employee engagement 

in organizational success. Gallup estimates that a 

lack of employee engagement costs organizations 

almost 1/3 for every $10,000 in annual salary in 

lost productivity and opportunity. Imagine if you 

would regain some of that lost productivity by using 

mobile technology to increase your employees’ 

productivity. Apparently there is more evidence that 

you can.

MOBILE ADAPTING ORGANIZATIONS = 

ENGAGED EMPLOYEES?

It is not easy to always pinpoint what it is that 

contributes to a lack of employee engagement. 

There are many factors cited that can improve 

employee engagement including providing to 

employees transparency around organizational 

goals, leadership that delivers two-way 

communication with employees, demonstrating 

trust by empowering employees and generally 

demonstrating that employees are valued and 

more. Recently there was a study by the Economist 

Intelligence Unit (EIU) that found an interesting link 

between an organization’s use of technology and 

employee engagement.

In the study “ Mobility, Performance and 

Engagement: How CIOs can contribute to business 

performance by shaping the employee experience ”, 

sponsored by Aruba, a Hewlett Packard Enterprise 

company, a measurable link was found between 

a mobile-first work environment and increased 

employee engagement. This link between mobility 

has previously been identified at playing a positive 

role in increasing customer engagement, so it 

is logical that it would also have an impact on 

employee engagement.

In this survey of 1,865 employees globally the 

employees who rated their organizations as 

“pioneers” with respect to mobile enablement 

demonstrated a 16% increase in productivity, 



18% in creativity, 23% in satisfaction and 12% 

loyalty compared to companies that ranked poorly 

regarding supporting mobile technology.

By definition an engaged employee spends 

more time focused on delivering work and when 

delivering that work is productive. A 16% increase 

in productivity can translate into the equivalent of 

an additional 6 hours of work per week (based on a 

37.5 hour work week), which equates to a potential 

for 312 hours more productivity or an additional 8 

weeks of productivity per employee per year.

EARLY TECHNOLOGY ADOPTERS = MORE 

PRODUCTIVITY

The EIU survey did not only report this increased 

engagement among Millennial employees, the 

increase in engagement was found consistently 

across all age groups from 18-65. The differences 

that were found were not related to age but to 

whether or not the employee considered him/

herself as an early adopter of mobile technology. 

In other words, early technology adopters became 

more productive, possibly because they became 

more proficient with the technology and this 

enabled them to be more efficient and, therefore, 

more productive. These early technology adopters 

also rated themselves as more satisfied, creative 

and loyal.

A result to take note of was that these more 

productive, satisfied, creative and loyal employees 

were also more demanding and had higher 

standards with regards to their technology 

expectations and needs. A take away from this is 

that listening to their concerns is a window into the 

concerns that other employees will express down 

the road when they begin to catch up on their 

technology adaptation.

THE PRACTICES AND POLICIES THAT HAD A 

POSITIVE IMPACT

A Bring Your Own Device (BYOD) is only one 

element of a ‘mobility’ work environment. Among 

the more productive technology adapters they 

identified several policies and procedures that their 

companies offered:

1. IT support for a personal mobile device for IT 

technical issues that impact work

2. Access to a mobile communication app such 

as WhatsApp for work

3. Non desk-based working areas to work from

4. Mobile device that can be used within the 

workspace

5. Provide an opportunity to switch off 

notifications from work systems

6. Ensures all company applications can be 

easily used from mobile devices

7. Cloud document hosting services like 

Dropbox for work

8. Mobile and home Internet paid for by 

employers

9. Training on how to use mobile devices to 

collaborate more effectively

These results can be summed up in 3 strategies 

to increase productivity through a mobile work 

environment:

• Working anywhere, anytime: 49% of 

respondents identified a flexible work 

structure as having the most impact on 

their productivity. 29% indicated workplace 

flexibility was the most significant factor 

contributing to employer loyalty.

• Technology Collaboration: With regards 

to creativity, the ability to collaborate via 

technology was rated by 38% as the most 
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important factor affecting their creativity.

• Mobile information access: Rapid access 

to mobile information was identified by 

42% of employees as contributing to more 

productivity.

Effective use of mobile technology boosts 

production in many ways. A competitive advantage 

can be gained by organizations that offer faster and 

reliable technology, allowing employees to work 

efficiently. However, another gain comes when the 

organization appears to employees as a pioneer, 

someone who is future looking and appears 

ready to be competitive, perhaps communicating 

confidence in the organization’s ability to adapt. 

Finally, productivity can be boosted when 

organizations show respect for their employees’ 

time by enabling them to work in a flexible work 

structure that allows them to be productive when 

and where they want and need.



Question 
What Are Some Creative 
Ways To Keep Remote 
Employees Engaged?
You get it: You’re fully on board with all the reasons 

why telecommuting is a great thing, and that’s 

why you’ve hired and trained a solid team with 

the expectation they’d be working remotely. But 

you also know engagement is the key to a loyal, 

productive workforce, and now that your workforce 

is decentralized, you’re secretly worried. How 

engaged are these people you rarely see? How 

can you ensure your employees are the happy, 

efficient, stress-free respondents in all those studies 

about remote workers? In short: how can you keep 

remote employees engaged, and how can you know 

whether what you’re doing is working or not?

Lucky for you, we understand the struggle, and we 

have your back. We’ve come up with a list of creative 

strategies for how to engage remote employees, 

all centered around three main elements: 

communication, participation, and appreciation.

HOW TO ENGAGE REMOTE EMPLOYEES: 

COMMUNICATION STRATEGIES

Communication is critical for establishing and 

maintaining engagement with any employee, not 

just one who works remotely. But keeping in touch 

with off-site workers can sometimes feel forced 

or laborious. That’s why it’s important to go the 

extra mile, add more opportunities, and make 

communication with remote employees a policy 

initiative.

Use chat programs

Chat programs may be seen as a synonym for 

“distraction” (which they certainly can be). But when 

it comes to remote workers, chat programs are a 

blessing: free, faster and more casual than email, 

and conducive to group discussions. Whether you 

use Slack, Hangouts, or any of the other programs 

out there, chat makes it easy to keep in touch with 

people in and out of the office and levels the playing 

field, so to speak, by making distance a non-issue.

Schedule more calls and video meetings

Everyone loves meetings, so what could be 

better than more meetings? Like chat, calls and 

meetings don’t have the greatest reputation for 

effective, efficient use of employees’ time. However, 

they provide guaranteed communication with 

remote employees, which is critical for remaining 

connected. Whether on the phone or via video, 

regularly scheduled check-ins are a proven method 

for maintaining alignment and they offer a chance 

to catch up after business is handled. If your 

remote team is far enough away to be in a different 

time zone, you might consider creating a rotating 

schedule that ensures they can contact someone 

(or a group of someone’s) in HQ during their 

working hours.

Support virtual face-to-face connections 

through technology
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Until relatively recently, the expense and poor 

reliability of video calling made it the last resort for 

any organization lacking the need or budget to set 

it up. Now, most laptops come with high-definition 

webcams built in, and free conferencing utilities like 

Zoom and Google Hangouts make video calls as 

easy as (if not easier than) actual phone calls. The 

difference seeing a friendly face makes is huge; try it 

once, and you’ll understand.

HOW TO ENGAGE REMOTE EMPLOYEES: 

INCREASING PARTICIPATION

It might be impossible to exactly duplicate the 

community of an office environment for remote 

employees, but that’s no reason not to try. On 

top of effective and constant communication, it’s 

important to ensure remote workers interact in 

more ways and with more people than just the 

people they work with directly.

Make onboarding activities memorable

When you’re hiring a remote workforce, the 

first days of an employee’s tenure become even 

more important. Chances are, they will come 

to your office or another centralized location to 

receive training with other new hires, and that’s 

a chance to meet and greet their new coworkers 

in real life. Making that onboarding experience 

highly interactive will help make it impactful 

and memorable. Connections will happen that 

go beyond established team and department 

boundaries, and they’ll last a long time.

Take advantage of communal workspaces

Not every organization can afford to—or needs 

to—open a satellite office. But renting a few desks 

in a communal workspace is much more affordable, 

and it offers a way for remote workers to connect 

with each other, collaborate, and feel a sense 

of belonging, not to mention get away from the 

distractions of home. Many workspaces will even let 

you customize your designated area with branding, 

refreshments, and equipment at no additional cost 

(assuming you pay for the stuff itself). Side benefit: 

recruiters will have an easier time seeking and 

hiring new candidates when they can draw a radius 

around your second location.

Give remote employees real responsibilities

The combination of a service role with a remote 

location can make an employee feel like a cog in 

the machine, only called upon to do their specific 

task and otherwise forgotten. Assigning more 

responsibility to remote staff does a number of 

beneficial things: it makes them feel valued, it gives 

them purpose, it adds to their career experience, 

and it guarantees more communication and 

opportunities for contribution outside of their main 

role.

Set up extracurricular activities

The internet has helped us to conduct business 

more effectively across long distances, but it’s 

also helped billions connect socially around the 

world. As an employer, you oversee a business 

community, but you also have the opportunity to 

make it something more. Whether it’s a book club, a 

fantasy football league, a multiplayer online gaming 

tournament, or just an internal social network for 

people to share experiences or connect outside the 

nine-to-five, you can facilitate social connections 

among your employees that will increase 

engagement during the workweek.

HOW TO ENGAGE REMOTE EMPLOYEES: 

SHOWING APPRECIATION

The last component we want to mention in the 

telecommuting engagement trio is essentially the 

icing on the cake of the other two. Recognition and 

appreciation for the work your remote employees 
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do is the most direct way to show you care about 

them, but so many companies fall short in this area. 

Broadly thanking or rewarding people who work 

remotely can almost feel like a reinforcement of an 

already impersonal relationship; on the other hand, 

an individualized gift or show of appreciation takes 

little effort and can have a dramatic impact.

Employ get-to-know-you surveys to 

personalize appreciation

We use a questionnaire for every new employee 

that helps us learn personal data and preferences 

like tee shirt size, hometown, and favorite candy. 

That may seem trivial, but when it comes to 

rewarding employees on an anniversary or special 

occasion, we have all the information we need to 

give it a personal touch.

Create a budget for spiffing up home offices

Whether it’s as simple as sending some high-quality 

office supplies or as generous as giving every 

remote employee a standing desk for their home 

office, any money you spend on improving remote 

workers’ experience pays you back twofold: it has 

the feeling of a gift with the additional benefit of 

making your remote team more effective at their 

jobs.

Treat remote employees like VIPs in the office

Coming into the office can already feel a big deal 

for remote staff, so any effort to show you feel the 

same way is a guaranteed win. It can be as easy 

as going out to lunch with the department when a 

remote employee makes the trek to HQ or even just 

having someone bring donuts in the morning—and 

remembering their favorite flavor.

Tailor specific benefits to remote employees

In addition to our regular company updates, our 

executive team schedules a special Q&A just for 

remote employees, giving them a chance to talk 

more closely and directly with the C-suite. That’s 

just one way that an organization can show remote 

teams they understand the different challenges 

remote workers face. Other ideas might include 

location-agnostic healthcare plans, home office 

equipment stipends, subsidized broadband 

connections, and the communal workspace idea we 

talked about previously.

MEASURING REMOTE EMPLOYEE ENGAGEMENT

All of the suggestions above are designed to 

strengthen the bond between employers and 

remote employees, but without a way to measure 

their effectiveness, getting approval to do some of 

them—especially the ones that cost money—can be 

a challenge.

Essentially, it all comes back to communication: if 

you can learn what needs and concerns remote 

employees have, you have a basic framework for 

addressing those issues. And if you can gain a sense 

of how employees are feeling throughout the year, 

you can track that sentiment against your efforts to 

see if what you’re doing is working. Two tools are 

very effective at doing just that: eNPS and pulse 

surveys.

eNPS

eNPS is a two-question survey tool designed to 

measure employee satisfaction. It uses a simple 

scoring system and keyword analysis to give 

organizations a quick performance rating along with 

deeper insights about why employees are feeling 

good or bad about the company. It allows you to 

track satisfaction over time and understand what 

you’re doing right as well as what you might focus 

on to improve the employee experience.

Pulse Surveys

Pulse surveys are even simpler: short multiple-



choice or binary questionnaires that take only a 

couple minutes (if that) for employees to complete, 

but that can be administered quickly to gauge 

reactions and help executive teams make the right 

call when a decision might impact the employee 

experience.

It’s unfortunately too easy for remote workers to 

get left behind or left out by their own employers, 

simply because the old saying “out of sight, 

out of mind” is often true. This is doubly tragic 

because the benefit of not having to maintain a 

larger—or increasingly, any—office facilities means 

organizations often owe more to their remote 

workforce than they realize.

There are also tools, such as Time Doctor, that 

provide additional time management options.

We hope this short list of suggestions sparks 

a greater appreciation for remote employees 

everywhere, and to them, we say: You are critical 

assets to your business, and you deserve to be 

treated that way. We know because we’ve been in 

your shoes.
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Question 
How Do I Maintain My Own 
Mental Health While Trying 
To Help Others
The outbreak of coronavirus disease 2019 

(COVID-19) may be stressful for people. Fear and 

anxiety about a disease can be overwhelming and 

cause strong emotions in adults and children. 

Coping with stress will make you, the people you 

care about, and your community stronger.

Everyone reacts differently to stressful situations.  

How you respond to the outbreak can depend on 

your background, the things that make you different 

from other people, and  the community you live in.

People who may respond more strongly to the 

stress of a crisis include:

• Older people and people with chronic 

diseases who are at higher risk for COVID-19

• Children and teens

• People who are helping with the response to 

COVID-19, like doctors and other health care 

providers, or first responders

• People who have mental health conditions 

including problems with substance use

Stress during an infectious disease outbreak can 

include:

• Fear and worry about your own health and 

the health of your loved ones

• Changes in sleep or eating patterns or 

difficulty sleeping or concentrating

• Worsening of chronic health problems

• Increased use of alcohol, tobacco, or other 

drugs

Taking care of yourself, your friends, and your family 

can help you cope with stress. 

Things you can do to support yourself:

• Take breaks from watching, reading, or 

listening to news stories, including social 

media. Hearing about the pandemic 

repeatedly can be upsetting.

• Take care of your body. Take deep breaths, 

stretch, or meditate. Try to eat healthy, well-

balanced meals, exercise regularly, get plenty 

of sleep, and avoid alcohol and drugs.

• Make time to unwind. Try to do some other 

activities you enjoy.

• Connect with others. Talk with people you 

trust about your concerns and how you are 

feeling.

• Call your healthcare provider if stress gets in 

the way of your daily activities.

Sharing the facts about COVID-19 and 

understanding the actual risk to yourself and 

people you care about can make an outbreak less 

stressful. When you share accurate information 

about COVID-19 you can help make people feel less 

stressed and allow you to connect with them.
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Question 
What Are The Long Term 
Costs Of A Social Distancing 
Program?
North Americans have been told to hunker 

down at home for several weeks in order to slow 

transmission of the novel coronavirus, but a 

truly effective shutdown would likely have to be 

significantly longer and more severe.

The best way to prevent the pandemic from 

overwhelming hospitals is social distancing that 

could drag on for a year or more, until doctors find 

a way to control it, researchers at Imperial College 

London said in a report published Monday. They 

estimated 81% of people in Great Britain and the 

U.S. would get the virus if no steps were taken to 

slow its spread. In the U.S., 2.2 million would die, 

with 510,000 deaths in Great Britain.

Everyone who lives with an infected person would 

need to be quarantined, or schools would need 

to be closed, the report said. Moderate measures, 

such as insulating only vulnerable people and 

isolating those in contact with patients, will lessen 

the damage, but won’t be enough to avert millions 

of deaths, according to the new models.

Governments have latched onto the idea of social 

distancing, banning all large-scale activities and 

warning citizens to stay at least six feet away from 

others for the foreseeable future. The Trump 

administration asked Monday that Americans not 

gather in groups of 10 or more and avoid bars and 

restaurants for the next 15 days.

“The world is facing the most serious public 

health crisis in generations,” Neil Ferguson, 

an epidemiologist at Imperial College London, 

said in an email. To prevent the health system 

from becoming overwhelmed, large-scale social 

distancing “will need to be in place for many months 

-- perhaps until a vaccine becomes available.”

The costs of such an ambitious effort to isolate 

people are far from clear. Even short-term 

distancing may create economic and social fissures 

that could take years to repair, while exacerbating 

existing inequities. The effects of a longer disruption 

would be even more consequential.

“It’s clearly best to start those interventions early 

and leave them in place from a disease control 

perspective,” said Marc Lipsitch, an epidemiology 

professor at the Harvard T.H. Chan School of Public 

Health. “But what’s right from a disease control 

perspective has to be balanced against what’s right 

for keeping society functioning.”

HISTORY’S LESSONS

Draconian isolation measures as a tool for fighting 

outbreaks have their roots in history. During the 

1918 Spanish flu, St. Louis swiftly implemented 

rules intended to slow its spread, helping to limit 

casualties. Philadelphia meanwhile waited weeks 

to put tighter controls in place, and paid the price 

with an overwhelmed health-care system and more 
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deaths.

In the century that has elapsed, the global economy 

has become more tightly integrated, and people 

move around the world more freely than ever 

before. That interconnectedness makes the calculus 

around severe disease-mitigation efforts more 

delicate.

While keeping a lid on the virus is important, human 

contact is critical for a wide range of things, Lipsitch 

said, including social wellbeing and mental health. 

Exactly how to balance the needs will be a political 

and policy decision.

“It’s important for education and it’s important for 

commerce; it’s important for keeping the economy 

going and for keeping people fed,” he said. “We sort 

of know what to do, but the challenge is that it could 

take quite a long time of doing it.”

The researchers at Imperial College London, who 

have been advising the World Health Organization, 

say there could be brief respites from the most 

severe measures as the months drag on, provided 

the workload lightens enough that hospitals can 

withstand another surge of cases.

“When you let up on those interventions, then 

transmission resumes,” said Lipsitch, who wasn’t 

involved in ICL’s modeling. “The virus doesn’t know 

that people were social distancing last week. It just 

knows that it can get from one person to another.”

TWO STRATEGIES

The researchers examined the effectiveness of 

two strategies to blunt the pandemic. The first, 

mitigation, aims to slow the spread enough to blunt 

the peak of the epidemic. The other is suppression, 

an aggressive and prolonged approach intended 

to reverse the epidemic’s growth, similar to steps 

taken in China.

“Mitigation is unlikely to be a viable option without 

overwhelming health-care systems,” the researchers 

concluded in their report.

Steps including isolating patients, plus home 

quarantines for their family members and society-

wide social distancing, could reduce deaths in 

Great Britain to around 100,000 over two years, the 

researchers estimated. The policies would continue 

for months, lifted only during periods when ICUs 

had room to handle a surge of patients.

If school closures were added, the deaths could be 

lowered to 40,000, they said.

“It will be necessary to layer multiple interventions,” 

the Imperial College researchers say in their report. 

“These policies will need to be maintained until large 

stocks of vaccine are available.”

HIGH COSTS

It is expected to take a year to 18 months to 

develop a widely available coronavirus vaccine. The 

first immunization designed specifically for the virus 

that causes Covid-19 began testing on Monday.

There are trade offs that will need to be made, 

and the wrong approach could create more harm 

than good, said Savi Maharaj, head of the biological 

modeling research group at the University of Stirling 

in the U.K.

“Pretty much for all diseases, doing social distancing 

very severely and early on -- such as closing things 

quickly and locking it down -- can be the optimal 

approach,” she said. “The epidemic dies out very 

quickly.”

The cost, however, can be very high.

A simulation designed to look at what people 

would do in the real world found they did adopt 

some social distancing, but not enough to halt the 

outbreak. With milder measures, an epidemic will 



persist but the number of cases will be distributed 

over a longer period, allowing health systems to 

keep up.

“What our study showed is that even moderate 

social distancing has the benefit of flattening the 

curve and reducing the peak of disease at any 

one given time,” she said. “The downside of that is 

the epidemic lasts longer and the period of social 

distancing that’s needed is longer.”

That may be more realistic.

“In the real world, we aren’t able to achieve a 

complete lock down,” she said. “The societies we live 

in aren’t closed. Even if one country did a complete 

lock down, there is the question of whether they 

can prevent the virus from coming back.”

SOURCE: https://www.bloomberg.com/news/

articles/2020-03-17/prolonged-social-distancing-

would-curb-virus-but-at-a-high-cost
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Question 
How To Support Employees 
With High-Risk Concerns 
During a COVID-19 Outbreak
As the news changes daily around COVID-19, 

one fact remains clear: Those with chronic health 

conditions are more susceptible to the virus, and 

they may have more severe symptoms and a more 

difficult recovery, too.

Other terms to describe people more vulnerable 

to the virus may be used, such as people 

with “underlying conditions”; people who are 

“immunosuppressed” or “immunocompromised”; 

and people with “autoimmune issues,” which 

includes anyone who may have heart disease, 

lung disease, cancer, diabetes or asthma, as well 

as those who take medications that treat lupus, 

rheumatoid arthritis, cystic fibrosis and Crohn’s 

disease.

Employees who fall into these categories may seek 

additional advice about how to perform their job 

duties during the coronavirus pandemic. Those 

who serve as caregivers or live in a household with 

someone who has an immune deficiency disorder 

may also show greater concern and request 

flexibility. Since many people with these disorders 

may not show physical symptoms, employees may 

not “look sick,” and their employers and managers 

may not know much—if anything—about their 

condition.

When conversations arise about COVID-19 

concerns, HR professionals and managers can 

support their high-risk employees in three ways:

1. Allow flexibility when possible.

Be open to requests from employees for 

accommodations such as telecommuting and 

working from home if that is an option. A willingness 

to listen and discuss concerns is key.

“Every individual may have a different degree of 

concern regarding the virus, and we don’t all [show] 

why our concern might be greater or less,” said 

Elaine Farndale, acting director of Pennsylvania 

State University School of Labor and Employment 

Relations.

“Importantly, it should be made clear to all 

employees that this is a nonjudgmental situation. 

If someone needs changes to their work setup 

or location, this should be respected,” she said. 

“Providing reassurance that all is being done that 

can be done, this week and next, when we don’t 

know how long this situation might continue, is, in 

my opinion, one of the best ways to manage the 

uncertainty.”

Employees may be sensitive about sharing details 

about their condition, especially with others who 

may not know about their medical status. They may 

request additional assurance that employers and 

HR staff will maintain confidentiality about their 

personal health details.

“It is important that immunocompromised 

employees who are at additional risk from exposure 



to the COVID-19 virus feel supported by their 

employer, who understands their concerns,” 

said Dr. Nick van Terheyden, founder and CEO of 

Incremental Healthcare in Gaithersburg, Md.

“HR should help their staff understand that the 

employer is aware of this elevated risk and supports 

the employee in taking additional precautions 

to help limit their chances of being infected and 

acquiring the disease.”

2. Limit exposure at work.

Some workplaces won’t be able to accommodate 

telecommuting options, and, in those cases, 

employers should ensure the workplace takes extra 

steps to keep everyone safe.

“If they absolutely have to come to work, and I fully 

realize in some jobs it may be necessary, everyone 

and every space they’re in contact with needs to 

take recommended precautions,” said Jennifer 

Trivedi of the University of Delaware Disaster 

Research Center. Trivedi researches disaster 

vulnerability, response, recovery, resilience and 

decision-making.

“If the immunocompromised employees are the 

only ones taking those steps, it won’t work,” she 

noted. “They need everyone on board.”

The Centers for Disease Control and Prevention 

(CDC) recommends these transmission-reduction 

strategies for workplaces:

• Encourage good hygiene and hand-washing 

practices.

• Practice social distancing by advising 

employees to interact while six feet apart.

• Regularly clean and sanitize all spaces, 

especially high-touch areas such as 

doorknobs and phones.

• Separate sick employees and send them 

home.

3. Stay up-to-date on the latest 

recommendations.

As researchers learn more about SARS-CoV-2, the 

virus that causes the disease known as COVID-19, 

they’re publishing new papers in journals such 

as the New England Journal of Medicine and The 

Lancet. The latest articles discuss new research on 

quarantines, community transmission and possible 

treatments. Since there are so many different 

types of autoimmune conditions, most experts 

recommend that patients speak with their doctors 

about their particular condition.

“The importance here is to prevent infection in the 

first place” for immunocompromised individuals, 

according to the American Academy of Allergy, 

Asthma & Immunology. It recommends social 

distancing, 20-second hand-washing practices 

and continuing medications for underlying health 

conditions.

SOURCE: https://www.shrm.org/resourcesandtools/

hr-topics/employee-relations/pages/how-to-

support-employees-with-high-risk-concerns-during-

a-covid-19-outbreak.aspx
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Question 
What Are The Unpaid Illness 
& Family Care Leave Rights 
Across Canada?
Employees who contract COVID-19 or have family 

members that become infected or have to go into 

self-isolation are likely to invoke their employment 

standards rights to take a leave of absence. And 

while all jurisdictions allow for unpaid leave for 

illness and caring for family members, leave rights 

vary dramatically by province. Use this Cheat Sheet 

to keep track of the relevant leave entitlements of 

each jurisdiction.

LEAVE RIGHTS PERTAINING TO CORONAVIRUS

There are 9 potential forms of leave that could 

apply to coronavirus, depending on the jurisdiction:

• Newly created COVID-9 leave: AB, BC, ON, SK;

• Sick leave: Fed, NB, NL, NS, NT, ON, PEI, QC, 

SK, YK;

• Injury/Illness leave: Fed, AB, BC, MB, SK;

• Compassionate care leave: All but QC;

• Family responsibility leave: AB, BC, MB, NB, 

NL, ON, PE, QC;

• Critically ill child care leave: All;

• Critically ill adult care leave: All but PEI;

• Bereavement leave: All but SK and NU; and

• Personal leave: Fed.

These leaves are generally unpaid. But there 

are limited exceptions. For example, several 

jurisdictions provide for paid bereavement leave. 

Also keep in mind that the coronavirus typically 

lasts only 14 days, although it can cause medical 

complications that aggravate the case and prolong 

recovery.

FAMILY & MEDICAL LEAVE RIGHTS ACROSS 

CANADA

FEDERAL

• Compassionate Care:28 weeks

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks

• Sick Leave: 17 weeks (3 months)

• Illness or Injury Workers’ comp equiv. Work-

related illness and injury only

• Bereavement: 3 days paid, 2 days unpaid

• Personal: 3 days paid, 2 days unpaid (3 

months)

ALBERTA

• Compassionate Care: 27 weeks(1)

• Family Responsibility: 5 days

• Family Critical Illness Care: Child: 36 weeks 

Adult: 16 weeks

• Illness or Injury: 6 weeks

• Bereavement: 3 days

• COVID-19: 14 days for employees req’d to 

quarantine or self-isolate



BRITISH COLUMBIA

• Compassionate Care: 27 weeks

• Family Responsibility: 5 days

• Family Critical Illness Care: Child: 36 weeks 

Adult: 16 weeks

• Sick Leave: 3 days (90 days)

• Bereavement: 3 days 

• COVID-19: Unspecified duration

MANITOBA

• Compassionate Care: 28 weeks (90 days)

• Family Responsibility: 3 days (30 days)

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks 

• Illness or Injury: 17 weeks (90 days)  

NEW BRUNSWICK

• Compassionate Care: 28 weeks

• Family Responsibility: 3 days

• Family Critical Illness Care: Child: 37 weeks 

Adult: 16 weeks

• Sick Leave: 5 days (90 days)

• Bereavement: 5 days 

NEWFOUNDLAND & LABRADOR

• Compassionate Care: 28 weeks

• Family Responsibility: 7 days

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks

• Sick Leave: 7 days

• Bereavement: 1 day paid, 2 days unpaid (30 

days)(5) 

NOVA SCOTIA

• Compassionate Care: 28 weeks 

• Family Critical Illness Care: Child: 37 weeks 

Adult: 16 weeks

• Sick Leave: 3 days

• Bereavement: 5 days 

ONTARIO

• Compassionate Care: 28 weeks

• Family Responsibility: 8 weeks

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks

• Sick Leave: 3 days

• Bereavement: 2 days  

• COVID-19: Unspecified duration

PRINCE EDWARD ISLAND

• Compassionate Care: 28 weeks

• Family Responsibility: 3 days

• Family Critical Illness Care: Child: 37 weeks

• Sick Leave: 3 days + 1 paid day after 5 years 

of employment

• Bereavement: Immediate Family: 1 day paid, 

2 days unpaid; Extended Family: 3 days 

unpaid  

QUÉBEC

• Family Responsibility: 26 weeks

• Family Critical Illness Care: Child: 36 weeks 

Adult: 16 weeks OR 27 weeks for potentially 

fatal illness + 104 weeks for fatal illness of 

child

• Sick Leave: 2 days paid

• Illness or Injury: 26 weeks

• Bereavemen: Immediate Family: 2 days paid, 

1 day unpaid; Extended Family: 1 day unpaid

SASKATCHEWAN
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• Compassionate Care: 28 weeks  

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks

• Sick Leave: 12 days (13 weeks)

• Illness or Injury: 12 weeks

• Bereavement: 5 days  

• COVID-19: Unspecified duration for COVID-19 

or any other public health emergency

NORTHWEST TERRITORIES

• Compassionate Care: 27 weeks

• Family Critical Illness Care: Child: 37 weeks 

Adult: 16 weeks

• Sick Leave: 5 days

• Bereavement: 3 to 7 days depending on 

location  

NUNAVUT

• Compassionate Care: 8 weeks  

FOR MORE COVID-19 
RESOURCES FOR HR 
MANAGERS & BUSINESS 
OWNERS GO TO HR 
INSIDER’S COVID-19 PAGE 
TODAY!

YUKON TERRITORY

• Compassionate Care: 28 weeks 

• Family Critical Illness Care: Child: 37 weeks 

Adult: 17 weeks

• Sick Leave: 1 day per month

• Bereavement 7 days

TAKEAWAY

Keep in mind that employment standards 

requirements represent minimum leave 

entitlements. Like many employers, your leave 

provisions may be more generous than the law 

requires. So, you need to check the terms of 

applicable collective agreements, employment 

contracts and HR policies to ensure the 

employment standard minimums listed in this 

Cheat Sheet apply to your own employees.

https://hrinsider.ca/covid-19-what-canadian-hr-professionals-need-to-guide-you-through-this-pandemic/


Question 
What Are The Warning 
Signs of Mental Illness?
Major mental illnesses such as schizophrenia or 

bipolar disorder rarely appear “out of the blue.” 

Most often family, friends, teachers or individuals 

themselves begin to recognize small changes or 

a feeling that “something is not quite right” about 

their thinking, feelings or behavior before a illness 

appears in its full-blown form.

Learning about developing symptoms, or early 

warning signs, and taking action can help. Early 

intervention can help reduce the severity of an 

illness. It may even be possible to delay or prevent a 

major mental illness altogether.

SIGNS & SYMPTOMS

If several of the following are occurring, it 

may useful to follow up with a mental health 

professional.

• Sleep or appetite changes — Dramatic 

sleep and appetite changes or decline in 

personal care

• Mood changes — Rapid or dramatic shifts in 

emotions or depressed feelings

• Withdrawal — Recent social withdrawal and 

loss of interest in activities previously enjoyed

• Drop in functioning — An unusual drop in 

functioning, at school, work or social activities, 

such as quitting sports, failing in school or 

difficulty performing familiar tasks

• Problems thinking — Problems with 

concentration, memory or logical thought and 

speech that are hard to explain

• Increased sensitivity — Heightened 

sensitivity to sights, sounds, smells or touch; 

avoidance of over-stimulating situations

• Apathy — Loss of initiative or desire to 

participate in any activity

• Feeling disconnected — A vague feeling of 

being disconnected from oneself or one’s 

surroundings; a sense of unreality

• Illogical thinking — Unusual or exaggerated 

beliefs about personal powers to understand 

meanings or influence events; illogical or 

“magical” thinking typical of childhood in an 

adult

• Nervousness — Fear or suspiciousness of 

others or a strong nervous feeling

• Unusual behavior — Odd, uncharacteristic, 

peculiar behavior

One or two of these symptoms alone can’t predict 

a mental illness but may indicate a need for further 

evaluation. If a person is experiencing several at 

one time and the symptoms are causing serious 

problems in the ability to study, work or relate to 

others, he/she should be seen by a physician or 

mental health professional. People with suicidal 

thoughts or intent, or thoughts of harming others, 

need immediate attention.

SOURCE: https://www.psychiatry.org/patients-

families/warning-signs-of-mental-illness
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Question 
How Can I Improve Morale 
And Boost Confidence?
Let your employees know you are thinking about 

their health. It  is an excellent way to boost morale.  

If you can improve productivity at the same time, 

this is a bonus for you. Many of these efforts need 

not be time consuming or expensive. Often the 

simplest things speak volumes.

When people are under stress or busy they often 

make unhealthy like  sitting at desks (or on the sofa) 

eating the wrong foods. Making healthier options 

available is a great way to show you care.

3 simple actions that tell your employees their well-

being matters to you!

1) Give Them Free food!

Not just any food, but inexpensive, healthy, 

nutritious and naturally tasty food including:

• Fruits such as apples, blueberries, 

strawberries, pears, grapes and cherries; local 

and seasonal can be fresh and inexpensive. 

Of course bananas and oranges are not local 

across most of Canada but they are popular 

and inexpensive.

• Raw vegetables such as carrots, peppers, 

celery, cucumbers, beans, broccoli and 

cauliflower. Most of these can simply be 

rinsed and served.

• Trail mix (poker mix). Avoid ones that add too 

much sugary content, a quick energy burst 

followed by a quick energy crash does not 

boost productivity.

• Popcorn. Not the microwaveable kind 

(which is not inexpensive and may 

contains unhealthy additives). Invest in a 

$20 air popcorn popper and buy some 

popcorn kernels and make this a quick and 

inexpensive healthy snack.

• Cereal. Not sugary cereal that needs milk to 

get the snap, crackle, pop, but cereal that can 

be put in a bowl and eaten with your hand

• Crackers. Employees can bring in their own 

toppings from home such as low fat cream 

cheese.

Tip: When buying packaged items do not throw out 

the packaging many people need to read labels to 

check on the ingredients.

During the pandemic crisis, consider ordering snack 

packs for all remote employees.

2) Provide Free Drinks! Not sugary drinks such 

as soda or sports drinks.

• Provide filtered water by either installing a 

water filtration system on one primary faucet 

(the cost may be much less than you thing) or 

buying in refillable water coolers.

• Offer an array of tea and coffee can be a nice 

gesture and also provide employees with a 

healthy alternative to sugary drinks

• 100% juice with no sugar added can also be a 

viable option. But it is important to consider 

service size.



• Encourage remote employees to drink water 

by making it a community competition. 

Have you thought about Vending Machines?

There are a growing number of vendors offering 

healthy choice vending machines in Canada. Check 

them out and see if they would work for your 

workplace.

3) Get People on Their Feet.

• Replace some (not all) lunch-room tables 

and chairs with cocktail style tables that allow 

people to stand and eat

• Add standing desks throughout the 

workplace encouraging people to stand while 

working and/or having meetings. Not only 

is standing often better it can encourage 

shorter meetings.

• Add outdoor picnic tables. Being outside may 

not only be a nice change of scenery but it 

also can inspire more opportunities to walk

• Organize yoga, stretching, pilates or other 

group activities via remote conferencing tools 

like Zoom for remote employees.

Healthier foods and less sitting behind a desk can 

help to increase productivity by boosting energy 

leading to clearer thinking and better decision 

making.
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