
	

In	early	2020,	we	were	in	Scottsdale,	Arizona,	to	give	a	speech	to	the	leadership	
team	of	a	manufacturing	company.	We’d	originally	been	scheduled	to	address	the	
group	at	the	end	of	the	day,	but	the	organizers	kept	moving	our	start	time	up.	They	
wanted	to	end	the	day	early	because	of	the	flood	of	fast-breaking	news	about	the	
spread	of	the	coronavirus.	 

Concentrating	on	the	event	proceedings	was	nearly	impossible	for	the	attendees	
with	everyone	constantly	checking	their	phones	for	the	latest	news	and	texts	from	
loved	ones.	Employees	at	the	company’s	factories	were	asking	if	they	should	go	
home.	Within	a	few	days,	hand	sanitizer	and	toiletpaper	would	inexplicably	
disappear	from	shelves,	and	within	weeks,	tens	of	thousands	of	people	would	be	
sick.	 

In	the	back	of	the	ballroom,	we	were	huddled	over	our	presentation,	frantically	
changing	it	in	real	time.	The	material	we’d	been	asked	to	share	on	culture	and	
employee	engagement	didn’t	seem	nearly	as	relevant	anymore.	We	decided	we	
would	instead	unveil	research	we’d	been	compiling	about	the	growing	problem	of	
workplace	anxiety,	which	was	going	to	be	even	more	urgent	heading	into	a	period	of	
great	uncertainty.	It	was	clear	that	many	jobs	would	be	lost	in	the	fallout	of	
COVID19,	and	those	who	kept	their	positions	would	be	under	great	pressure.	Data	
we	were	about	to	present	would	show	that	levels	of	anxiety	at	work	had	been	



steadily	rising	well	before	this;	and	we	predicted	that	things	were	about	to	get	a	lot	
worse.	 

When	we	stepped	onto	the	stage,	at	least	half	the	audience	members	had	their	heads	
in	their	phones,	yet	by	the	end	of	our	hour	together,	all	of	us	were	fully	engaged	in	a	
discussion	about	the	real	issues	that	were	happening	right	then	to	their	people.	
These	leaders	grasped	that	they	needed	to	be	more	in-	formed	about	the	nature	of	
anxiety	and	how	they	could	best	help	their	team	members	cope.	 

In	the	airport	that	night,	after	scrubbing	our	seats	with	the	Clorox	wipes,	we’d	been	
lucky	to	score,	we	talked	about	the	important	role	managers	play	in	employees’	
lives.	We	were	gratified	that	many	leaders	had	already	shared	with	us	keen	insights	
about	how	they’d	assisted	anxiety-ridden	employees	in	our	research	for	this	book.	
We	noted	that	if	anxiety	levels	had	been	rising	before	this	pandemic,	we	could	only	
imagine	what	was	going	to	happen	now.	 

For	some	time,	we	
have	been	concerned	
about	the	increasing	
problem	of	workplace	
anxiety	and	the	need	
to	provide	managers	
realistic	and	useful	
guidance.	We	began	
researching	and	
writing	this	book	
because	in	most	
companies	we	worked	
with,	we	were	hearing	
mounting	frustration	
and	bewilderment	of	

leaders	about	this	issue.	Research	told	us	they	had	good	reason	to	be	concerned	long	
before	the	pandemic.	In	a	2018	survey,	34	percent	of	workers	of	all	ages	reported	
feeling	anxiety	at	least	once	in	the	previous	month,	and	18	percent	had	a	diagnosed	
anxiety	disorder.	And	yet	very	little	about	the	problem	was	being	talked	about	in	
their	companies,	de-	spite	a	significant	economic	impact.	 

Harvard	Medical	School	research	claimed	on-the-job	anxiety	“imperils	workers’	
careers	and	company	productivity.”	Anxiety	is	leading	to	increased	employee	errors,	
growing	burnout,	workplace	rage,	more	sick	days,	and	poor	employee	health.	
Concerned?	Us,	too.	Worry,	stress,	and	resulting	anxiety	at	work	can	cause	



employees	to	lose	focus	and	withdraw,	working	at	a	reduced	capacity	and	rebuffing	
attempts	by	fellow	team	members	or	managers	to	help.	 

As	a	quick	education,	people	sometimes	use	the	terms	“worry,”	“stress,”	and	
“anxiety”	interchangeably.	While	they	may	travel	together,	they	are	different.	Worry	
is	a	mental	process—including	repetitive,	nagging	thoughts—usually	focused	on	a	
specific	target	like	losing	a	job	or	wondering	if	you’ll	get	sick.	Stress	is	a	biological	
reaction	when	changes	occur,	to	which	the	body	responds	physically,	mentally,	or	
emotionally.	Anxiety	involves	the	body	and	mind	and	can	be	serious	enough	to	
qualify	as	a	mental	disorder.	Anxiety	can	combine	stress,	fear,	and	worry	in	ways	
that	interfere	with	life.	 

There	are	two	ways	to	refer	to	anxiety:	the	first	is	as	a	symptom	of	stress	and	worry;	
the	second	is	as	a	classifiable	disorder.	As	you	might	imagine,	the	effects	of	a	rising	
tide	of	worry,	stress,	and	anxiety	have	been	incredibly	expensive	for	organizations.	
In	America,	workplace	anxiety	is	estimated	to	cost	some	$40	billion	a	year	in	lost	
productivity,	errors,	and	health-care	costs,	while	stress	is	estimated	to	cost	more	
than	$300	billion.	The	Organization	for	Economic	Co-operation	and	Development	in	
Paris	offers	an	even	more	dour	assessment	of	the	effects	in	Europe,	estimating	the	
total	costs	of	mental	health	problems	at	more	than	600	billion	euros	annually,	with	
anxiety	being	the	most	common	issue.	 

Though	the	problem	is	becoming	more	serious	with	older	employees,	it’s	been	
particularly	acute	with	millennials	and	Gen	Z.	According	to	a	2019	study	published	
in	the	Harvard	Business	Review,	more	than	half	of	millennials	and	75	percent	of	Gen	
Z	reported	they	had	quit	a	job	for	mental	health	reasons.	In	our	consulting	work,	
we’ve	found	that	one	of	the	greatest	concerns	among	managers	today	is	how	to	
motivate	younger	workers.	One	leadership	workshop	Adrian	conducted	with	a	
group	of	executives	had	especially	driven	home	the	problem.	In	the	Q&A	session,	
every	one	of	their	questions	was	about	their	younger	workers—specifically	about	
how	they	were	having	a	hard	time	handling	the	pressures	of	their	deadline-oriented	
business.	One	leader	summed	up	the	general	concern	for	all:	“How	do	we	get	our	
young	employees	to	cope	better?	I	mean,	we	can’t	stop	delivering.”	 

A	big	part	of	the	problem	is	employee	anxiety,	which	can	present	as	an	
overestimation	of	workplace	threats	(from	personal	issues	such	as	“Will	I	fit	in?”	to	
organizational	issues	that	may	affect	the	stability	of	the	company)	and	an	
underestimation	of	one’s	ability	to	cope.	Yet	sometimes	anxiety	is	a	general	state	of	
unease	for	no	apparent	reason.	As	Gen	Z	is	now	flooding	into	the	workforce,	a	tidal	
wave	of	anxious	young	people	are	on	their	way	to	our	businesses,	says	Michael	
Fenlon,	chief	people	officer	for	PricewaterhouseCoopers,	one	of	the	nation’s	biggest	
employers	of	newly	minted	college	grads.	 



We’ve	found	most	young	people	want	to	be	able	to	discuss	their	anxiety	at	work.	
Said	one	twenty-something	employee	in	an	interview,	“My	generation	talks	about	
anxiety	all	the	time	to	each	other.”	Rightly	so,	they	believe	that	it’s	impossible	to	fix	
something	we	are	scared	to	talk	about.	And	yet	in	a	2019	survey	of	one	thousand	
employed	adults	with	anxiety,	90	percent	judged	it	would	be	a	bad	idea	to	confide	
their	situation	to	their	bosses.	Sad.	 

The	profound	realization	from	the	pandemic	is	that	our	world	is	subject	to	
destabilizing,	long-lasting	threats,	which	may	arise	seemingly	out	of	nowhere	and	
disrupt	not	only	companies	but	the	whole	economy.	That	is	affecting	anxiety	levels	
like	nothing	we’ve	seen	before.	According	to	the	U.S.	Census	Bureau,	by	May	of	2020	
more	than	30	percent	of	all	Americans	of	all	ages	were	reporting	symptoms	of	an	
anxiety	disorder,	including	a	remarkable	42	percent	of	people	in	their	twenties.	 

Lenny	Mendonca	is	a	prominent	business	owner	and	public	official	who	in	mid-2020	
resigned	from	office	after	being	hit	by	strains	on	his	mental	health.	“I	face	a	
challenge	one	of	every	three	people	in	America	has:	depression	and	anxiety,”	he	
said.	 

Mendonca	had	been	chief	economic	and	business	advisor	to	California	governor	
Gavin	Newsom,	and	is	owner	of	Half	Moon	Bay	Brewing	Company,	which	employs	
about	four	hundred	people.	He’s	also	a	former	senior	executive	of	McKinsey	&	
Company	and	a	lecturer	at	the	Stanford	Graduate	School	of	Business.	In	other	words,	
the	guy	is	a	mover	and	shaker.	 

He	explained	that	well-meaning	friends	discouraged	him	from	sharing	his	diagnosis,	
suggesting	it	would	end	his	career.	“While	I	respect	their	counsel,	I	categorically	
reject	it.	I	talk	about	my	mountain	biking	injuries	and	the	metal	plate	in	my	left	leg	
as	a	badge	of	honor.	Why	should	I	hide	a	similar	injury	to	the	most	important—and	
yet	vulnerable	and	least	understood—organ	in	my	body,	my	brain?	What	does	it	say	
about	me	that	I	have	a	mental	health	issue?	It	says	that	I	am	human.”	 

Mendonca	shared	his	story	because	he	believes	there	are	too	few	in	business	and	
public	life	willing	to	“discuss	mental	health,	destigmatize	professional	shame,	and	
protect	against	the	resulting	economic	impact	it	can	have	on	people’s	careers	and	
our	economy	as	a	whole.	The	conversation	is	overdue	and	urgent,”	he	said.	 

	



Mendonca	admits,	“I	
have	executive	
seniority	that	reduces	
the	potential	
professional	harm	of	
speaking	out.	The	
majority	of	people	
suffering	do	not	have	
these	privileges.”	He’s	
right—	despite	its	
prevalence,	employees	
just	don’t	talk	openly	
about	their	anxiety	at	
work.	The	biggest	
challenge—one	that	

makes	it	tricky	to	help	employees—is	that	many	with	anxiety	must	cover	it	up,	
which	all	too	often	ends	badly.	 

Consider	the	case	of	a	promising	young	employee	we	met	in	2019.	 

Chloe	is	the	kind	of	worker	most	companies	are	avidly	recruiting:	smart	and	
personable,	comfortable	with	technology,	and	an	uber-fast	learner.	She	had	
graduated	from	college	with	a	near-perfect	GPA	but	admitted	that	keeping	up	with	
the	work	was	a	challenge.	She	would	wake	up	early	to	get	in	extra	study	time	before	
class	and	most	nights	had	trouble	getting	to	sleep,	usually	managing	only	a	few	
hours.	Sometimes	seized	with	anxiety	from	the	pressure	of	all	she	had	to	get	
through,	she	would	slap	a	smile	on	her	face	and	keep	moving,	because,	as	she	said,	
“that’s	what	you’re	supposed	to	do.”	 

Secretly	she	had	wondered	why	she	had	to	try	so	hard	to	appear	chipper	when	
everyone	else	seemed	to	be	that	way	naturally.	 

All	of	Chloe’s	hard	work	paid	off	when,	after	graduation,	she	landed	a	good	job	at	an	
investment	bank	in	Seattle.	She	moved	there	from	her	hometown	across	the	country	
and	quickly	impressed	her	boss	and	colleagues.	They	considered	her	a	surefire	
rising	star.	Outwardly,	Chloe	oozed	confidence.	 

But	inside,	she	felt	out	of	her	element.	She	began	to	doubt	herself.	Her	young	peers	
at	the	bank	seemed	to	have	more	experience.	Most	had	gone	to	more	prestigious	
schools.	They	talked	about	their	amazing	internships.	They	seemed	to	get	more	
recognition.	“Every	morning,	the	company	sent	out	this	mass	email	about	someone	
else’s	accomplishments,”	she	recalls.	“It	was	this	nice	thing	from	HR,	but	to	me	it	felt	



like	taunting.	Everyone	around	me	was	so	smart,	doing	such	cool	things.	I	wanted	to	
be	just	as	wonderful	as	they	were.”	 

What’s	more,	judging	by	social	media	posts,	her	friends	back	home	seemed	much	
happier	than	she	was.	They	were	going	to	parties	and	concerts,	hanging	with	family,	
relaxing,	and	having	fun.	As	for	Chloe,	she	worked	every	day	past	dark,	went	back	to	
her	apartment,	and	crashed.	She	didn’t	even	have	time	for	a	cat.	 

Chloe	gathered	her	courage	and	mentioned	to	her	manager	that	she	was	feeling	a	
little	overwhelmed.	The	manager’s	response:	“Ah,	that’s	what	it’s	like	around	here.	
You’re	doing	fine.	Try	not	to	stress.”	She	resigned	herself	to	feeling	this	way	because	
that	was	just	how	things	were.	But	soon,	every	night,	Chloe	felt	a	looming	dread	
about	the	next	day.	Sunday	evenings	were	the	absolute	worst,	when	she	would	
exhibit	all	the	signs	of	a	full-blown	panic	attack.	Before	long	she	could	hardly	get	out	
of	bed.	At	work,	she	began	scrolling	through	the	web	pages	of	graduate	schools.	She	
daydreamed	about	travel.	Maybe	she’d	take	a	year	off	and	backpack	through	places	
like	Nepal.	 

Even	though	she’d	put	in	a	lot	of	work	and	had	been	doing	well	in	her	job,	one	day	
Chloe	simply	had	too	much.	She	“ghosted.”	She	didn’t	show	up	at	work	and	didn’t	
call	in	sick.	When	her	boss	sent	a	text	to	ask	where	she	was,	she	ignored	it.	 

Chloe	never	went	back,	and	she	never	even	communicated	with	her	manager	or	
anyone	else	at	the	company	again.	A	star	in	the	making	just	blinked	out.	 

From	her	manager’s	standpoint,	we	can	imagine	this	was	incredibly	frustrating.	No	
glaring	need	had	been	shown	for	any	special	treatment,	right?	How	could	Chloe’s	
leader	have	possibly	seen	any	signs	that	she	was	about	to	bolt?	As	you’ll	see,	
sometimes	the	slightest	of	clues	can	mean	a	lot.	Chloe	had	admitted	she	was	
overwhelmed,	and	she	wanted	reassurance	that	her	manager	cared.	But	when	her	
boss	brushed	off	her	reality,	it	closed	off	all	potential	to	reconcile	the	issue.	 

Chloe	put	her	toes	in	the	water	by	saying	she	was	overwhelmed	and	found	that	it	
wasn’t	really	safe	to	talk	about	her	anxiety	at	work.	 



While	Chloe	burned	
out	fairly	quickly,	
many	others	wrestle	
with	intense	feelings	
for	years,	becoming	
adept	at	hiding	the	
signs.	Despite	a	great	
deal	of	coverage	in	the	
media	about	rising	
anxiety	levels,	the	
stigma	at	work	
remains	potent.	Most	
people	aren’t	willing	to	
discuss	what	they’re	
going	through	with	

anyone	but	their	closest	family	and	friends,	and	often	not	even	with	them.	 

Of	course,	talking	about	work	overload	is	common	enough:	Can	you	believe	how	
much	they	want	me	to	get	done?!	But	work	overload	is	distinct	from	anxiety	
overload.	Revealing	that	your	job	is	causing	you	anxiety	is	still	largely	taboo,	
especially	in	an	environment	where	employees	are	worried	about	keeping	their	
positions.	Some	told	us	that	speaking	up	about	mental	health	might	limit	their	
possibilities;	others	feared	being	marginalized	or	looked	down	on.	As	one	millennial	
young	man	we	interviewed	explained,	“If	I	had	the	sniffles	and	called	in	sick,	no	one	
would	bat	an	eye.	They’d	want	me	to	stay	home.	But	if	I	admitted	I	needed	a	mental	
health	day,	I	would	never	hear	the	last	of	it.	No	thanks.”	 

While	managers	can’t	pry	into	their	employees’	mental	or	physical	health	in	the	days	
of	HIPAA,	it’s	always	appropriate	to	ask	if	someone	is	okay.	The	goal	is	for	team	
members	to	feel	comfortable	coming	to	their	bosses	with	any	issue	relating	to	their	
wellbeing.	A	misconception,	however,	exists	in	most	leaders	we	speak	with.	Since	
most	of	them	can’t	recall	the	last	time	an	employee	talked	to	them	about	anxiety	or	
depression,	they	assume	they	don’t	have	much	to	worry	about	in	that	regard	in	their	
team.	They	also	argue	with	us	that	they	have	pretty	open	lines	of	communication	
with	their	people,	and	they	most	likely	do	in	most	areas;	yet	when	it	comes	to	
mental	health,	the	lines	are	down.	Only	one	in	four	people	who	suffer	from	anxiety	
say	they	have	talked	about	it	to	their	boss.	The	rest?	They	hide	their	symptoms.	
Many	have	been	doing	it	since	their	school	days.	 

The	term	“the	duck	syndrome”	was	coined	at	Stanford	University	to	describe	the	
masquerade	of	students	at	this	high-pressure	school,	as	at	many	colleges,	working	
mightily	to	appear	as	though	they’re	doing	just	fine,	gliding	calmly	along	like	a	duck	



on	a	pond,	keeping	up	with	all	of	their	work	with	effortless	grace.	But	break	the	
surface	and	take	a	look	underwater.	Those	graceful,	smoothly	gliding	ducks	are	
paddling	like	mad—just	as	these	students	are	manically	pushing	themselves,	
frantically	trying	to	stay	afloat.	 

In	work	teams,	many	people	who	might	seem	to	be	doing	fine	are,	in	reality,	in	
danger	of	going	under.	Just	about	every	leader	we	meet	is	able	to	recount	a	story	of	
a	valued	employee	whose	stress	and	anxiety	became	so	problematic	that	they	
couldn’t	cope	any	longer.	One	leader	told	Chester,	with	clear	concern,	“I	watched	as	
the	smartest	employee	I	ever	had	slowly	melted	down	in	front	of	me.”	Ghosting	has	
become	alarmingly	common.	A	USA	Today	poll	of	organizations	found	up	to	half	of	
applicants	and	workers	were	exhibiting	some	type	of	ghosting	behavior	toward	
employers,	such	as	blowing	off	interviews	or	not	showing	up	for	work.	One	manager	
shared	with	Adrian	that	in	retrospect	she	had	missed	signs	in	the	behavior	of	an	
employee	who	one	day	simply	stopped	showing	up	for	work.	He	had	displayed	
growing	irritability	with	teammates,	a	drop-off	in	productivity,	and	an	increase	in	
sick	days.	 

  
The	signs	of	anxiety	can	sometimes	be	so	subtle	that	even	family	and	those	closest	
to	a	person	may	be	unaware.	That’s	the	case	with	Chris	Rainey,	cofounder	and	CEO	
of	HR	Leaders	and	host	of	a	popular	podcast.	Rainey	told	us	he	has	felt	heightened	
levels	of	anxiety	since	childhood	but	hid	it	from	everyone.	“I	was	working	in	sales,	in	
a	high-pressure,	Wolf	of	Wall	Street	type	of	culture.	Anxiety	would	build	up	and	
there	would	be	days,	even	weeks	when	I	would	not	be	able	to	leave	my	house.	I’d	try	
to	walk	out	the	door	but	would	have	an	anxiety	attack.	I	was	worried:	Are	they	going	
to	pass	me	up	on	that	promotion?	Will	they	think	I’m	lying?	Here’s	this	extrovert	on	
the	phone	every	day	who	has	anxiety?	Right.”	 

Rainey	had	been	married	for	more	than	a	decade,	and	he	hadn’t	even	been	able	to	
tell	his	wife.	“If	there	was	a	party,	I	would	make	excuses	for	why	I	couldn’t	go.	I	felt	
anxious	and	overwhelmed	in	large	crowds.	I	worried	about	having	a	panic	attack,	
which	is	a	vicious	circle.	You	have	anxiety	about	your	anxiety.”	 

Finally,	just	a	year	ago,	Rainey	was	interviewing	a	guest	on	his	podcast.	Tim	
Munden,	the	chief	learning	officer	of	Unilever,	was	talking	about	mental	well-being	
and	his	own	PTSD.	“I	felt	like	a	hypocrite,”	said	Rainey.	“Tim	was	very	vulnerable,	
sharing	his	challenges.	I	decided	to	speak	about	it	for	the	first	time.	It	was	terrifying.	
I	knew	my	wife	was	going	to	hear,	my	employees,	my	cofounder,	people	I	grew	up	
with.	But	it	was	one	of	the	most	groundbreaking	moments	in	my	life.	The	weight	
lifted	off	my	shoulders.	It	was	just	unbelievable.”	 



Rainey	said	everyone	in	his	life	rallied	to	support	him.	Now	he	has	the	network	he’s	
needed	all	along.	“I	can	say	to	my	wife	or	my	team	that	I	need	a	break.	I’m	feeling	
overwhelmed,	anxious.	And	they’re	like,	sure,	no	problem.”	 

This	CEO	today	is	very	sensitive	to	those	on	his	team	who	may	need	a	break,	such	as	
mental	health	time	off	or	when	work	needs	to	be	taken	off	their	plate.	He’s	on	the	
lookout	for	those	who	may	be	paddling	desperately	under	the	surface.	“Sometimes	
it’s	the	most	confident,	outgoing	who	are	suffering	on	the	inside.	You	never	know,”	
he	said.	“The	mental	energy	it	takes	every	minute	of	the	day	is	exhausting.	Now,	I’m	
freed	up	to	focus	on	my	family,	my	team.	I’m	just	so	much	happier	at	work,	more	
productive.”	 

Unfortunately,	like	Rainey	did	for	decades,	far	too	many	employees	keep	quiet	and	
may	be	enroute	to	worrying	themselves	into	early	graves.	That’s	not	entirely	an	
exaggeration.	According	to	a	study	by	Stanford	Graduate	School	of	Business	and	
Harvard	Business	School	professors,	workplace	stress	and	anxiety	may	be	a	
contributing	factor	in	more	than	120,000	deaths	annually.	In	short,	tens	of	billions	
of	dollars,	massive	employee	burnout,	and	the	mental	and	physical	well-being	of	our	
workforces	are	all	at	stake	when	considering	how	to	mitigate	anxiety.	 

So	what	are	organizations	supposed	to	do	about	the	problem?	Since	it’s	so	
widespread,	isn’t	anxiety	like	this	a	result	of	large	social	forces,	the	effects	of	which	
companies	can’t	hope	to	forestall?	How	is	an	individual	manager	supposed	to	
intervene	against	global	tensions?	 

  

Despite	the	objections,	a	growing	collective	of	leaders	we	meet	are	finding	success	
in	helping	alleviate	anxiety	in	their	teams.	It’s	about	becoming	advocates	for	
employees.	To	do	this,	they	have	adapted	their	leadership	styles	to	be	focused,	first	
and	foremost,	on	creating	healthy	places	to	work.	Albert	Einstein	might	have	been	
speaking	of	today’s	best	leaders	when	he	wrote:	“The	measure	of	intelligence	is	the	
ability	of	change.”	 



We	are	often	invited	
into	organizations	to	
discuss	building	
resilience—
employees’	ability	to	
respond	to	change	
and	recover	from	
challenges.	As	we	
begin	these	
discussions,	many	
leaders	will	attribute	
the	problem	of	rising	
anxiety	levels	to	such	
things	as	the	rapid	

pace	of	their	business	transformation,	the	intensity	of	competition,	and	a	lack	of	
toughness	in	people	today.	Few	tend	to	consider	that	the	ways	in	which	they	are	
managing	their	teams	may	not	only	be	contributing	to	needless	anxiety	among	their	
employees,	but	also	sometimes	the	primary	drivers	of	it.	 

One	CEO	we	discussed	this	with	admitted,	“Honestly,	we	have	used	pressure	as	a	
weapon	to	get	people	to	perform	better.	We’ve	cranked	up	the	anxiety	more	than	
thinking	about	how	we	could	alleviate	it.”	And	yet	in	the	same	conversation,	this	
bright	leader	bemoaned	his	company’s	struggle	to	retain	capable	workers	and	said,	
“the	ability	to	get	and	keep	great	talent	will	be	the	biggest	differentiator	in	the	next	
decade.”	 

There’s	the	rub.	With	so	many	employees	experiencing	heightened	degrees	of	
anxiety	at	work,	leaders	simply	can’t	afford	to	aggravate	things	further,	or	leave	
team	members	on	their	own	to	either	“buck	up,”	“opt	out,”	or	“calm	down.”	As	a	
famous	saying	goes:	“Never	in	the	history	of	calming	down	has	anyone	ever	calmed	
down	by	being	told	to	calm	down.”	 

Too	many	managers	buy	into	the	old-school	belief	that	it’s	best	to	let	anxious	
workers	weed	themselves	out:	They’re	just	not	cut	out	for	the	job,	or	I	don’t	have	time	
to	worry	about	everyone’s	mental	health,	they’ll	confide	to	us.	But	there’s	simply	no	
basis	in	fact	that	those	who	experience	anxiety	are	less	capable,	weaker,	or	less	
valuable.	In	fact,	it’s	often	the	opposite.	Those	who	produce	the	best	results	are	
often	riddled	with	strong	feelings	of	anxiety.	One	study	found	86	percent	of	those	
with	high	anxiety	were	rated	as	uniquely	productive	in	their	jobs.	Makes	sense:	
Employees	who	feel	worried	about	not	being	good	enough	often	work	harder	to	try	
to	prove	themselves.	Research	also	shows	a	large	percentage	of	highly	intelligent	
people	experience	anxiety	in	greater	numbers	than	the	general	populace.	Mensa	



members	have	been	found	to	suffer	from	anxiety	disorders	at	twice	the	rate	of	the	
national	average.	 

The	best	leaders	are	beginning	to	understand	that	creating	a	healthy	place	to	work	
can	embrace	those	with	anxiety—	people	who	may	be	extremely	capable	and	
intelligent—while	creating	an	environment	that	is	more	positive	for	everyone.	And	
that	can	be	a	powerful	accelerator	of	team	success.	Take	the	recent	transformation	
of	the	England	men’s	national	football	(soccer)	team.	Previously,	England’s	players	
admitted	they	were	so	anxious	about	the	media	diatribe	if	they	failed	that	it	often	
became	a	self-fulfilling	prophecy,	as	seen	in	2016	when	an	England	powerhouse	
team	was	knocked	out	of	the	European	Championships	by	the	tiny	nation	of	Iceland.	
Manager	Roy	Hodgson	stepped	down	at	that	point	and	a	new	coach	was	hired:	quiet,	
unassuming	former	player	Gareth	Southgate,	whose	first	focus	would	not	be	on	
tactics	or	fitness	but	on	building	a	cohesive,	positive	culture.	Two	years	later,	in	
2018,	on	the	biggest	stage—the	World	Cup—	England	finished	in	the	top	four,	the	
country’s	best	outcome	in	fifty-two	years.	 

Southgate’s	success	puts	a	spotlight	on	the	new	type	of	leaders	the	modern	world	is	
demanding.	His	style	combines	vulnerability	with	care	for	the	individual.	A	student	
of	leadership,	the	new	manager	brought	in	a	psychologist/culture	coach	to	work	
with	the	players.	He	even	shared	with	his	team	his	own	personal	experience	of	
missing	a	penalty	shot	in	Euro	96	that	kept	England	from	advancing	to	the	
championship.	His	willingness	to	discuss	his	setbacks	and	how	anxiety	affected	him	
in	the	game	has	been	a	revolutionary	concept	in	team	management.	It	has	liberated	
his	players	and	staff	to	enjoy	the	challenge	of	competition	rather	than	worry	about	
the	fear	of	failure	and	the	“what	if	it	all	goes	wrong”	catastrophizing.	Players	say	
they	now	approach	national	team	games	with	an	excitement	about	showing	off	their	
skills	to	the	world	versus	a	fear	of	what	might	go	wrong.	 

Mental	health	had	never	been	considered	as	important	as	technical	excellence	in	
sports,	or	in	business	for	that	matter,	but	teams	are	finding	it	is	the	mental	game	
that	is	offering	the	greatest	competitive	advantage.	Southgate	was	the	first	coach	at	
a	high	level	willing	to	talk	about	the	anxiety	that	professional	players	face,	and	to	
help	his	team	members	by	sitting	down	in	frequent	one-on-one	and	small-group	
discussions	to	talk	through	their	life	experiences	and	anxiety	with	compassion.	 

That	kind	of	leadership	is	incredibly	inspiring	for	everyone,	especially	for	those	who	
struggle	with	anxiety.	And	leaders	need	to	understand	how	important	the	anxious	
are	to	the	success	of	any	organization.	We	find	society	functions	because	of	the	
worrywarts	in	it,	not	despite	them.	Indeed,	observations	of	our	animal	cousins	in	the	
wild	by	the	famous	primatologist	Dian	Fossey	revealed	that	anxious	chimps	were	
pivotal	to	the	survival	of	groups.	They	were	the	light	sleepers,	the	ones	who	sensed	



danger	first	and	sounded	the	alarm;	they	constituted	a	chimpanzee	early	warning	
system.	In	one	experiment,	Fossey	decided	to	move	a	group’s	anxious	chimps	to	
another	location,	and	when	she	returned	a	few	months	later	she	found	the	other	
apes	had	perished.	It	seems	that	group	survival	had	hinged	on	having	anxious	
individuals	in	the	pack	to	alert	the	others	to	impending	danger.	 

It’s	easy	to	assume	
that	some	employees	
arrive	at	the	
workplace	more	able	
to	bounce	back	from	
stressful	situations	
than	others,	whether	
by	nature	or	
upbringing,	and	that	
there’s	nothing	much	a	
leader	can	do	to	build	
up	a	person’s	
resilience.	Admittedly,	
certain	folks	do	seem	
to	keep	going,	no	
matter	what	life	
throws	at	them,	and	

there’s	fascinating	science	attempting	to	identify	why	some	of	us	humans	are	more	
naturally	resilient	than	others.	For	instance,	although	nearly	everyone	suffers	
negative	events	over	a	lifetime—job	loss,	divorce,	hospitalization,	and	so	on—
people	respond	to	traumas	very	differently.	Psychologists	point	to	two	crucial	
factors	that	often	separate	those	who	are	able	to	recover	faster:	mastery	and	social	
support.	 

Not	to	be	confused	with	optimism	or	learning	to	“grin	and	bear	it,”	mastery	refers	to	
the	ability	of	individuals	to	see	themselves	as	having	a	degree	of	control	and	
influence	over	their	lives—no	matter	what	comes	their	way.	The	concept	is	so	
important	to	the	U.S.	Army	that	it	offers	soldiers	and	their	families	a	ten-day	course	
on	resilience	training,	with	intensive	sessions	designed	to	help	those	who	might	go	
into	stressful	situations	such	as	combat,	or	those	who	send	a	loved	one	off	to	war.	
Participants	learn	to	counter	negative	self-talk	with	more	proactive	and	rational	
thinking	patterns,	be	grateful	for	the	good	things	that	occur	each	day,	and	better	
concentrate	on	current	tasks	to	stay	in	the	present.	Through	exercises,	soldiers	also	
learn	how	to	avoid	unhealthy	coping	mechanisms,	such	as	psychologically	
minimizing	events	that	happen	to	them.	 



Second,	respondents	who	report	supportive	social	ties	are	more	likely	to	recover	
from	trauma	faster	and	more	successfully.	When	friends,	family,	or	colleagues	are	
unreceptive	and	critical	of	a	person’s	attempt	to	share	feelings	about	trauma,	it	
increases	the	risk	of	PTSD.	“Researchers	believe	the	negative	impact	likely	arises	
from	attempts	to	discourage	open	communication,	which	increases	cognitive	
avoidance	and	suppression	of	trauma-related	memories,	social	withdrawal,	and	self-
blame,”	says	Dr.	Denise	Cummings,	a	research	psychologist	at	the	University	of	
Illinois.	 

It’s	good	for	us	all	to	remember	that	we	cannot	point	to	someone’s	life	experience	to	
explain	a	lack	of	resilience	or	their	anxiety.	Anxiety	can	affect	anyone	at	any	point	in	
their	life.	Many	people	who	experience	anxiety	didn’t	have	particularly	challenging	
childhoods.	And	for	the	many	who	do	experience	it,	most	won’t	feel	it	all	the	time	or	
at	the	same	intensity	throughout	their	lives.	 

Yet	as	renowned	University	of	Pennsylvania	psychologist	Martin	Seligman’s	
research	showed,	despite	whatever	difficulties	we	may	have	faced	in	the	past,	every	
one	of	us	can	develop	more	resilience,	learn	how	to	better	bounce	back	from	
setbacks,	and	stay	the	course	through	tough	times.	 

There	can	be	enormous	benefits	when	leaders	help	those	who	work	for	them	
overcome	hurdles	and	setbacks.	A	high	school	principal	once	said	to	Adrian,	“It	may	
seem	ironic,	but	the	kids	I	worry	about	the	most	in	life	never	get	into	trouble	in	
school;	they	never	get	sent	to	my	office.	They	grow	into	adults	who’ve	never	had	to	
pick	up	the	pieces	and	realize	that	life	goes	on	after	you	mess	up,	and	that	it’s	okay.”	 

Of	course,	helping	grown-ups	do	this	can	be	a	challenge.	 

Some	workers	become	prone	to	coping	mechanisms	when	things	go	bad—such	as	
defensiveness	and	aversion	to	advice;	withdrawal	from	participation;	and,	in	
extreme	cases,	ghosting.	In	fact,	it’s	a	good	rule	of	thumb	to	assume	that	an	anxious	
employee	may	jump	there	very	quickly.	Anthony	offers	a	great	bit	of	advice	for	
leaders:	“When	you	say	you	want	to	meet	with	someone,	no	matter	what	it’s	about,	
don’t	leave	them	wondering	if	they	are	out	the	door.	Because	many	will.	People	
aren’t	ignorant	to	unstable	economic	climates	or	the	practice	of	silent	layoffs.	
Specifically	explaining	that	you	want	to	meet	tomorrow	to	go	over	revisions	to	a	
report,	or	whatever,	is	going	to	save	your	people	a	day	of	worry	that	could	be	spent	
productively.”	 
 

In	all	of	this,	we	are	not	suggesting	leaders	should	try	to	become	therapists.	Can	you	
imagine?	It’s	vital	that	we	turn	to	specialists	to	provide	counseling;	and	for	
employees	feeling	anxiety	symptoms	at	any	level,	referral	to	a	company	employee	



assistance	program	(EAP)	or	a	licensed	counselor	can	be	extremely	helpful.	
Managers	can	play	an	active	role	in	finding	the	help	their	people	need,	and	formal	
programs	can	have	huge	payoffs.	PricewaterhouseCoopers	has	found,	for	example,	
that	for	every	$1	invested	in	mental	health	programs,	organizations	receive	an	
average	return	on	investment	of	$2.30,	seen	through	improved	productivity,	fewer	
compensation	claims,	reduced	absenteeism,	and	reduced	presenteeism	(showing	up	
for	work	even	when	sick,	overly	fatigued,	or	otherwise	not	operating	at	normal	
levels	of	productivity).	 

Forbes	reports	the	total	cost	of	overall	poor	employee	health	at	more	than	$530	
billion	in	the	US	alone,	with	much	of	that	attributed	to	impaired	performance.	
Harvard	Medical	School	research	adds	that	the	mental	health	aspect	of	wellness	has	
usually	been	overlooked	in	that	analysis.	The	mindset	that	mental	wellness	is	the	
responsibility	solely	of	the	employee	and	does	not	need	to	be	considered	by	an	
employer	is	not	a	financially	sound	decision,	the	Harvard	researchers	explain.	“In	
the	long	term,	costs	spent	on	mental	health	care	may	represent	an	investment	that	
will	pay	off	not	only	in	healthier	employees,	but	also	for	the	company’s	financial	
health.”	 

So,	to	be	perfectly	clear,	we’re	big	fans	of	offering	mental	health	assistance.	But	EAP	
referrals	and	formal	internal	programs	aren’t	the	only	answer.	Managers	have	an	
important	role	to	play	as	well.	After	all,	a	team	is	a	tight	social	network	with	its	own	
dynamic.	As	leaders	working	in	an	unpredictable	time,	we	have	to	be	particularly	
sensitive	to	the	fact	that	our	team	might	be	more	vulnerable	to	anxiety.	Encouraging	
people	to	be	open	about	their	struggles	and	lending	an	ear	as	a	boss	can	do	much	
good.	As	one	young	worker	confided	to	us,	“Nine	times	out	of	ten	when	we	complain	
we	just	want	to	be	heard,	and	it	doesn’t	involve	advice	or	problem-solving.	Just,	
‘That	sounds	really	hard.	I	can’t	imagine	going	through	that.	I’m	here	for	you.’	We	
want	an	advocate	in	our	boss,	not	someone	who	is	tolerant	of	the	issue.”	 

Peter	Diaz,	CEO	of	the	Workplace	Mental	Health	Institute,	points	out	that	managers	
can	“have	a	default	to	[refer	everyone	to	an]	EAP,”	which	often	leaves	employees	
with	wrong	impressions.	Imagine	you	have	a	best	friend	with	anxiety,	Diaz	says,	
“and	you	say:	‘Why	don’t	you	talk	to	someone	else.’	Or	‘Go	take	medication.’	How	
long	would	they	be	your	friend?	People	need	to	have	a	good	relationship	with	their	
manager.”	He	adds	that	leaders	convey	a	counterproductive	message	when	the	only	
means	of	assistance	they	offer	is	sending	their	people	away	from	the	company.	The	
message	is:	Work	is	toxic;	you	need	to	get	the	heck	out	of	here	to	heal.	 

Why,	he	asks,	would	anyone	come	back	to	your	team	or	company	if	they	think	it’s	
the	problem?	 



Diaz	isn’t	suggesting	that	people	suffering	from	heightened	anxiety	shouldn’t	speak	
to	a	therapist;	he	fully	endorses	therapy.	But	he	argues	that	managers	must	take	
responsibility	and	do	what	they	can	to	alleviate	some	of	the	strains	work	life	is	
placing	on	so	many	of	their	people.	“It’s	like	we	are	blaming	the	individuals	for	
having	issues,”	he	says.	“What	about	us?	Are	we	supporting	them?	Am	I	
approachable	as	a	manager?	Am	I	scared	of	the	issue?”	 

There’s	the	heart	of	it:	Are	managers	willing	to	be	present	with	an	employee	as	that	
person	makes	sense	of	their	mental	health	issue?	Do	they	know	how	far	to	help	
without	it	becoming	a	counseling	session?	This	is	vital	knowledge	for	managers	
these	days.	 

At	Kraft	Heinz	Company,	Shirley	Weinstein,	head	of	Global	Rewards,	says	if	the	
global	pandemic	of	2020	had	one	heartening	result,	it	was	the	realization	to	
managers	at	all	levels	that	anxiety	is	a	real	business	issue.	“They’re	home	with	
family,	feeling	the	additional	pressures	and	the	need	to	stay	connected	with	their	
teams.	They	experienced	it;	a	realization	that	mental	well-being	is	a	real	concern,”	
she	said.	 

Weinstein	added,	“We	want	our	leaders	to	help	with	their	employees’	anxiety	and	
emotional	well-being,	which	is	compounded	with	today’s	uncertainty.	However,	
there’s	still	this	lingering	stigma	on	mental	health.	Do	I	raise	my	hand	and	say,	‘I	
need	help’?	When	you	look	at	EAPs,	utilization	is	not	increasing	even	in	the	midst	of	
the	pandemic.	There	is	a	concern:	‘If	I	tell	my	manager,	how	will	they	react?	What	
are	they	going	to	do?’	And	have	we	properly	coached	our	managers	on	what	they	
should	do?”	 

To	help	address	this	very	real	issue,	one	of	the	leadership	principles	at	Kraft	Heinz	is	
“Empathy	and	Care.”	Weinstein	says	that	managers	must	learn	to	understand	and	
diagnose	what	their	employees	are	facing,	“whether	that	be	workload,	work-life	
balance,	mental	health,	stress,	burnout,	anxiety,	or	reduced	energy	levels.	We	are	
thinking	about	how	we	make	sure	our	managers	are	equipped	to	recognize	the	
situation,	where	they	may	be	contributing	to	the	problem,	and	how	best	to	address	
the	issues	with	empathy	and	care.	We	haven’t	completely	cracked	that	nut	yet,	but	
we	have	started	the	conversation.”	 

The	hopeful	news	this	book	offers	is	that	leaders	of	teams	can	adopt	a	set	of	eight	
simple	practices	we’ve	identified	that	can	greatly	reduce	the	anxiety	their	people	are	
feeling.	Using	these	practices	and	the	lessons	throughout	the	book	will	help	any	
leader	convey	that	they	genuinely	care	about	those	they	are	privileged	to	lead—
sending	them	home	each	night	feeling	a	little	more	valued,	listened	to,	and	included.	



The	examples	from	leaders	we’ve	worked	with	will	show	the	results	can	be	
profound.	 

As	we	all	adjust	to	a	world	deeply	affected	by	the	corona-	virus	pandemic,	with	
heightened	sensitivity	that	even	the	most	successful	organizations	with	solid	growth	
plans	and	seemingly	secure	markets	may	face	sudden	upheaval	at	any	time,	these	
methods	for	nurturing	employee	resilience	are	needed	now	more	than	ever.	 

We	have	spent	twenty	
years	coaching	
individual	managers	
and	their	teams	about	
how	to	improve	the	
work	experience	and	
organizational	culture.	
Our	research	partners	
have	helped	us	survey	
more	than	one	million	
employees	over	the	
last	decade,	and	we’ve	
seen	powerful	effects	
can	be	achieved	by	

making	easily	implemented	adjustments	in	how	leaders	manage.	To	assist	
specifically	with	the	pressing	challenges	of	rising	anxiety	levels,	we’ve	taken	a	deep	
dive	into	the	science	of	what	provokes	anxiety	in	order	to	identify	the	management	
practices	that	have	the	greatest	capacity	to	relieve	it.	 

From	Adrian:	My	passion	for	this	project	has	been	fueled	by	my	son,	Anthony,	who	
has	helped	write	this	book,	investing	it	with	rich	perspective	from	one	who	has	
struggled	intensely	with	the	problem.	Tony	has	suffered	from	severe	anxiety	since	
he	was	a	child,	but	he	was	nonetheless	able	to	graduate	with	honors	from	university	
as	a	biotechnology	major.	He	excelled	in	tough	classes	like	organic	chemistry,	
physics,	and	bioinformatics,	all	while	working	part-time	in	an	NIH-funded	genetics	
lab	and	as	a	teaching	assistant.	 

We	had	many	conversations	throughout	his	undergraduate	years	about	times	when	
he	felt	he	had	become	disconnected	from	his	job	or	classes,	despite	his	passion	for	
the	subjects	and	the	experiments	being	conducted.	Notwithstanding	many	late	
nights	of	studying	and	a	passion	to	work	for	months	at	a	time	with	no	weekends	off,	
he	would	now	and	then	talk	about	how	he	felt	he	was	going	nowhere.	In	retrospect,	
these	conversations	screamed	the	duck	syndrome.	Many	of	our	talks	became	



reference	points	that	showed	up	all	too	often	in	the	stories	told	to	us	by	workers	
who	have	recounted	their	anxiety.	 

As	Adrian	and	Chester	have	discussed	things	with	Anthony,	seeking	deeper	insight	
into	what	has	enabled	him	to	consistently	achieve,	we	realized	that	in	working	with	
someone	with	anxiety,	we	could	look	to	help	build	resilience	in	a	set	of	specific	
ways.	That	was	a	lightbulb	moment	that	set	the	three	of	us	on	this	quest.	 

In	the	ensuing	years,	we’ve	heard	so	much	from	managers	about	the	problem,	and	
we	began	to	understand	that	we	could	help	them	solve	it.	 

We	appreciate	that	the	prospect	of	plunging	into	what	to	know	about	anxiety	as	a	
leader	is	daunting,	so	we’ve	done	the	plunging	for	you.	The	last	thing	any	of	us	need	
is	more	heavy	lifting.	The	goal	with	this	work	has	been	to	create	a	simple	guide	for	
managers	that	they	can	read	very	quickly,	providing	practices	to	implement	
immediately.	 

We’ve	organized	the	book	by	the	eight	leading	sources	of	anxiety	in	the	workplace,	
with	a	chapter	for	each	strategy.	They	address	such	anxiety-inducing	issues	as:	 

• Employees’	uncertainty	about	the	organization’s	strategy	for	contending	with	
challenges,	and	how	it	affects	job	security.		

• Work	overload	and	the	need	for	managers	to	help	balance	loads	and	help	prioritize.		
• A	lack	of	clarity	about	prospects	for	career	growth	and	development,	as	well	as	the	

need	for	clarity	in	everyday	work	situations.		
• How	perfectionism	has	become	the	enemy	of	getting	things	done.		
• Fear	of	speaking	up,	contributing,	and	debating	issues.		
• Feeling	marginalized	as	“others”	for	women,	people	of	color,	those	on	the	LGBTQ+	

spectrum,	and	religious	minorities.		
• Being	excluded	socially	by	team	members,	with	the	sense	of	alienation	from	

working	remotely	an	emerging	variation	of	this	problem.		
• A	lack	of	confidence	and	feeling	undervalued.		

Some	of	us	tend	to	be	more	troubled	by	one	or	two	of	these	issues	more	than	others,	
and	it	takes	creativity	on	the	part	of	a	leader	to	help.	One	worker	in	your	care	may	
become	extremely	anxious	about	tight	project	deadlines.	His	challenge	might	be	
more	about	his	perfectionism	than	feeling	like	there’s	too	much	work.	It’s	the	fear	of	
how	well	he	can	do	something	that’s	eating	at	him,	not	how	much	he	has	to	do	and	
by	when.	Another	employee	may	be	entirely	confident	in	the	quality	of	her	work	but	
be	stressed	because	she’s	seen	signs	of	trouble	ahead	for	the	team,	or	organization,	
and	is	not	at	all	confident	that	management	has	a	plan	to	address	the	issues,	or	what	
her	role	will	be	given	this	uncertain	future.	As	leaders,	once	we	know	what	to	look	
for,	we	can	more	effectively	begin	addressing	the	problem	with	the	solutions	



provided	here.	And	we	won’t	just	share	what	to	do,	we’ll	illustrate	how,	using	
examples	of	real	managers	and	their	employees.		

Here’s	one	quick	story	to	give	you	a	taste.	Dr.	Ken	Huey,	CEO	of	Red	Mountain	
Colorado	residential	treatment	facility,	told	us	of	a	new	hire	in	his	company	who	
missed	two	important	appointments	her	first	week	on	the	job.	He	said,	“I	was	
thinking,	‘Is	this	going	to	work	out?’	My	business	partner	and	I	had	an	honest	
discussion	with	her,	and	she	admitted	she’d	had	panic	attacks	before	these	
appointments.	She	had	gone	home	and	told	us	she	had	an	upset	stomach.	 

“We	recruited	her	because	she	could	bring	important	skills	to	our	team,”	Huey	said,	
“so	we	decided	to	work	on	ways	to	relieve	her	anxiety.	When	tasks	felt	like	too	
much,	we	turned	them	over	to	others.	The	good	news	is	she	felt	incredibly	embraced	
by	what	we	did,	and	she’s	not	had	another	panic	attack	at	work.	She’s	also	been	able	
to	accomplish	all	we’d	hoped.”	 

As	Huey	gave	us	this	account,	we	noted	that	perhaps	his	worker	had	felt	that	
physical	symptoms	would	be	seen	as	more	real	than	mental	ones	(though	at	times	
anxiety	can	certainly	manifest	in	physical	sickness).	We	wondered	if	she	had,	in	the	
past,	a	manager	who	dismissed	her	mental	health—prompting	her	to	avoid	the	true	
issues	she	was	facing.	The	good	news	is	that	Huey	was	astute	at	listening,	took	the	
time	to	understand	what	the	problem	was,	and	found	inspired	ways	to	help.	 

*** 

Working	to	make	team	members	feel	understood,	accepted,	and	secure	is	an	
extraordinary	team-bonding	opportunity.	Research	leaves	not	the	slightest	doubt	
that	it’s	also	a	powerful	productivity	booster.	Devoting	a	little	extra	time	and	
attention	to	this	new	way	of	managing	will	pay	off	in	spades,	and	that	is	a	great	
anxiety	reliever	for	leaders	as	well,	many	of	whom	are	concerned	with	their	own	job	
security.	According	to	management	consulting	firm	McKinsey,	“numerous	studies	
show	that	in	a	business-as-usual	environment,	compassionate	leaders	perform	
better	and	foster	more	loyalty	and	engagement	by	their	teams.	However,	
compassion	becomes	especially	critical	during	a	crisis.”	 

Of	course,	none	of	us	is	immune	to	the	pressures	and	threats	pervading	work	life	
these	days.	And	employees	aren’t	going	to	entirely	stop	feeling	worry,	stress,	or	
anxiety,	no	matter	what	we	do;	and	there	is	little	managers	can	do	about	many	of	
the	challenges	that	are	buffeting	workplaces	today.	The	pace	of	change	is	not	going	
to	slacken,	and	the	competition	isn’t	going	away.	But	within	our	teams,	we	can	go	a	
long	way	to	relieving	tensions,	providing	support,	inspiring	enthusiasm,	and	loyalty,	
and	creating	a	safe	place	for	people	to	spend	their	days.		



Having	a	healthy	workplace	is	a	goal	we	can	all	feel	good	about.	 
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