
MANAGING FOR MENTAL HEALTH 
IN THE COVID WORKPLACE:

 
HOW BEING AN EXPAT CAN HELP 

YOU AND OTHERS
THROUGH THIS CRISIS
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"A state of well-being in which every
individual realizes his or her own potential,
can cope with the normal stresses of life,
can work productively and fruitfully, and is
able to make a contribution to his or her
community.”

WORLD HEALTH ORGANIZATION ON MENTAL HEALTH:



Every participant is on mute by default
If you have a question, send it in the Q&A window
Please wait for the moderator to give you the floor & stay muted
while not speaking
Expect some interactivity
This webinar will be recorded & will last 30 minutes followed by
Q&A

Best practices for this event



The COVID Workplace: 
Managers on the Front Lines 
How do Expats train their

minds to embrace change and
bounce back from stressors?



Mental Health at work was poor
pre-COVID-19

 

Broad pain 

 

Addiction

 

Loneliness 

 

Human and
Financial Cost

 
1/4th of us are

affected by mental
health issues.

55%-70% of these
individuals are

employed in the
U.S. ,  and most don't

seek help.

Mental health leaves are
often 2x as long as others.  

Employee mental health
costs are r ising 2x as fast

as other medical costs,  and
increasing medical costs.

 2/3rds of employees
reporting burnout are

turnover r isks.

1 in 10 workers had full
on addiction problem.

15% intoxicated at
work; 

40% of employees can
spot misuse of

prescription drugs vs
25% of managers

Others:  phones, work,
exercise, etc.

47% of adults feel
lonely (2019) and

Generation Z (  born
after 1995) is the

loneliest .  I t  affects
mental and physical

health, increases
number of Sick leaves

and decreases
productivity



Employee Assistance Programs. 
 
Stress management seminars.
Training in micro-signals.
 
Sick days, paid t ime off,  and
leaves.
 
Open off ices, f lexible work, gyms,
on site daycares.

 

Companies invested. Engagement
remained low.



REALITY: 60% SAY BOSS = STRESS

 

RESEARCH: ENGAGED, EDUCATED LEADERS
PRIORITIZING MENTAL WELLBEING IMPROVE

PRODUCTIVITY, INCREASE ENGAGEMENT, 
AND REDUCE HEALTH CARE SPEND.

:

 The main issue was you.



Back to Basics:
The simpler the elements, the

greater the needed skills

Reactive Strategic



The EXPAT Approach
 Education

X-Rays
Possibilities
Adaptations
Tools



Mental I l lness Skyrocketing

Diagnoses of depression and anxiety
increasing; also substance use; teens
affected

Distress r ising 

Use of emergency psych call lines  up
>850%; suicide attempts April 2020 =
yearly 2019 total

90% Percent reporting PTSD

Reliving, avoiding, increased
alertness, anger, fits of rage,
irritability, or hatred, difficulty
sleeping or concentrating,
negative thoughts or feelings
such as guilt, flat affect

Social factors

Social media and loneliness: FOMO, FOBO (fear of
a better option), FOLO (fear of losing out), loss of
connection. 
Technology (always on culture, blurred lines),
Exogenous stressors.

Education: A full blown
mental health pandemic

 



=

Education:
Different
generational
needs



X-Rays:
Become aware

 

Look within yourself and take time
to understand your own
behaviors and thoughts 

How do others interact with me when
they are stressed?

 

How do I interact with others
when stressed?

SELF-CARE is not a luxury, but a necessity



=

Possibilities: Different not always bad
 

- think long term 
- harness technology

- spot new opportunities
-see your team differently 

-reinvent your culture
- communicate differently
- offer alternate narratives



Open their minds

Embrace change as the only
constant 

 Let go of expectations

1

5

4

2

3

Accept the situation

Reasonable people can live
different lives

Adaptations:
Mastering 

Stress



Tools

Start with you. Create new
habits to build resilience,

balance in your help to
help/manage others.

Cascade the work.
Be the model.



In your 4- to 5-person group, spend 5 minutes to
discuss this break out reflection. Nominate a
reporter to share in forum. 

What are the next steps
that you can take right
now to adjust your
approach to mental health
in the COVID era?
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Reflection: Examine your
Default Behavior in Mental

Health Situations



Thank you! 
Feel free to reach out for any questions.



Upcoming Webinars

June 24: 5pm
Rock your

LinkedIn Profile 
(Microsoft)

June 25: 2pm
How to keep an open line of

communications with your employees? 
(Sylvain Mansotte, CEO of Whispli)
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Inter-Generational Communication Approaches Related to Mental Wellness
FeedbackGeneration

(birth years)
Approach to

mental health
Quick Overview

Baby Boomers
(1946-1964)

Traditionalist
(1922-1945)

About 5% of US workforce
 
Clichés: traditionalists tend to respect
and value the chain
of command, be cautious, respect
rules, sacrifice self and defer rewards
to
build a better future.

- Respect  the chain of command
- Use inclusive language
-Use face to face communication
-Use more formal language

Their communication style is
straightforward and tactful
They look for public
recognition, responsibility.

About 45% of US workforce
 
Cliché: baby boomers tend to be
focused on self-gratification
in workplace so tend to be
workaholics who demand a lot; they
place high value
on titles and status symbols, while
maintaining openness to team
orientation
and group involvement.

They tend to be uncomfortable with
conflict but value personal
growth so constructive feedback
should be approached as a growth
opportunity.
They need more feedback than
traditionalists.
 
They have a greater need for control
and so feedback should provide them
with things to work on – that they can
try to control.

-Acknowledge their value
-Watch your body language
-Speak in open, direct style
-Answer questions thoroughly, expect to
be pressed for details
-Avoid controlling, manipulative language
-Show flexibility – present options
Use face-to-face



Generation X
(1965-1980)

Millennial/
Gen Y

(1981-2000)

Generation
(birth years)

Feedback Approach to
mental health

Quick Overview

About 40% of US workforce
 
Clichés: Gen X are techno-literate,
favor fun, pragmatism,
informality but raised in shadow of
AIDS and cold war.  So more skeptical,
self-gratification and desire to be
recognized.

-Learn
  their language and use it
- Use
  straight talk, present the facts
- Make sure to listen and try to
understand
- Ask for their feedback

GenXers tend to be more motivated
by how their actions contribute to
the
organization’s success; they
appreciate constant learning and
hence are more
likely than older peers to ask for
feedback. Absent feedback they will
tend to
fill in the blanks and move to protect
their personal position.

About 10% of US workforce 
   
 Clichés: Millennials multi task, more
volunteering and outside activities,
grew up in child focused society,
diversity driven, globally aware,
communal. 
 
They want challenge, autonomy,
distrust hierarchy and power, and
tend to seek work-life balance.

In a socially networked world
feedback comes frequently and in
many forms. They tend to see and
dispense it more than other
generations.
 
Without it they are likely to assume
that all is ok but they seek to validate
  their value to an organization more
than other generations.

- Don’t talk down to them
 - Use humor if possible – reassure that    
you don’t take yourself too seriously
 - Email can be a place to start, but just
to start
 - Present options and various
approaches

Source:  Adapted from Holly Green’s work, Generations@Work, More than a Minute / THE HUMAN FACTOR, Inc, 2011.


