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Some of the critical questions and issues we will be answering today

= State of affairs

« Psychological safety
« Traditional definition
« Specifically for mental health:
«Normalization/Destigmatization
Disclosing a mental health concern

 Employee sentiments around mental health support at work

 Recommendations and key takeaways
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Poll Question 1:
What is your role in your current company?

* Organizational Leadership — | manage people who
manage teams

* HR professional & individual contributor — | do not
manage people

« HR manager/leader — | manage people/teams

* Frontline manager or team lead — | manage people

* Individual contributor — | do not manage people

« Something else

>
THE CONFERENCE BOARD 6



Poll Question 1:
What is your role in your current company?

* Organizational Leadership — | manage people who
manage teams

* HR professional & individual contributor — | do not
manage people

« HR manager/leader — | manage people/teams

* Frontline manager or team lead — | manage people

* Individual contributor — | do not manage people

« Something else

>
THE CONFERENCE BOARD 6



State of Affairs
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Poll Question 2:

Since the start of the Covid-19 pandemic, which of the following have you dealt
with the most over the last two years?

* Anxiety — whether specific or generalized

* Depression

» Social anxiety and/or agoraphobia (fear of leaving the house)
* Other mental health-related concerns

» Something else has been bothering me

* Nothing — I'm good!
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Mental health concerns on the rise

CDC Mind Share Partners

» Increases in anxiety (7T 3x), e 42% | mental health
depression (T4x), substance

use, and suicidal ideation « 67% 7T stress

CDC I\
,,,,5;,9,,} MIND SHARE

CONTROL AND PREVENTION

2\ Limeade

Increased requests for
treatment and referrals
(112% in 2020, T another
10% in 2021)

A& AMERICAN
% PSYCHOLOGICAL
=—=— ASSOCIATION

Patients with Depression and Anxiety Surge as Psychologists Respond to the Coronavirus Pandemic, CDC; APA, 2020 11

Mind Share Partners, APA, 2021



55% indicating

a decline in mental

health

%\ Limeade

People continue to struggle

Percent of Responses
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State of Employee Engagement Report, TINYpulse by Limeade12



Current state of mental health and stress

At least moderately sad in the At least moderately stressed
last week in the past week
(49% “very” to “extremely” sad) (57% “very” to

“extremely” stressed)

R T -

Are stressed about the Covid- Reported that stress is

19 pandemic “‘unmanageable”
(only 21% NOT stressed
about the pandemic)

m Limeade Limeade Institute Research Survey, 202113



Current state of mental health and stress

Reported their current health to be “Unsettled” or worse
(nearly 3K participants)

* Very anxious * Anxious * Worried, nervous
e Absenteeism * Depressed, sad « Edgy * Normal mood . Cheerful. iovful
« Exhausted * Low self-esteem * lrritable + Positive riul, Joy
. . . * Solution focused
* Physical pain » Tired * Frustrated * Calm . Energetic
* Isolation * Poor concentration + Self-doubting * Sleeping well . i hg erformer
» Very poor sleep * Poor sleep * Trouble sleeping * Focused . Pri%)ritpizin clee
» Psychotic break * Poor appetite » Tired + Eating normal & P
» Severe drug abuse * Drug abuse » Distracted
E Limeade The Mental Health Continuum is a Better Model for Mental Health, Delphis, 202014

Limeade Institute Research Survey, 2021



Current state of work stress and burnout

Felt their company
cares about their
well-being

Reported feeling
burned out at work

Whole

Person Physical
Well-being

34% 58%

Said work negatively Said work
impacts their mental caused anxiety (16%), Fi ial
P health depression (11%), or Inancia

both (31%)

m Limeade Limeade Institute Research Survey, 2021 15
Limeade Institute Well-Being Research Paper, 2020



Organizational support for mental health

Work <«—» Mental Health

Whole

Person Physical
The workplace can Well-being

HELP or it can HARM

Financial

2\ Limeade Limeade Institute Well-Being Research Paper, 2020 16



>
THE CONFERENCE BOARD 6

Poll Question 3:

How important is mental health support in the workplace,
beyond ERC and insurance-related benefits?

* Extremely important
* \Very important

« Somewhat important
 Slightly important

* Not important at all
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Organizational support for mental health

Legal and ethical standards

“Psychosocial risks affect both
psychological health and safety, and
health, safety and well-being at work more
broadly. Psychosocial risks are also
associated with economic costs to
organizations and society.”

N

2\ Limeade

“As an organization, developing your
capacity to respond effectively when a
mental illness arises is not just a “nice to
do” and not just about legal compliance. It
is a key talent management practice that
clearly connects to your ability to fully
leverage talent.”

[—

19


https://adata.org/factsheet/health

Psychological
Safety

2\ Limeade



Psychological safety is comfort in...

. Raising difficult issues,
Asking for help diiagreemen t
Speaking up in

Making mistakes .
a group setting

Taking risks and
experimenting

Knowing my teammates Giving and receiving
won’t undermine me feedback

Knowing I'm valued

2\ Limeade

21



Amy Edmondson’s Psychological Safety Model

high

Psychological Safety

Apathy Zone Anxiety Zone

low

low o high
Motivation &

Accountability

E Limeade Psychological Safety: Moving to the Learning Zone, Amy Edmondson, 2019 22




Lasting effects of psychological safety

Learning Culture, Boosts Creativity, Promotes Well-
Information-Sharing, Innovation, and Being, Mental
Decision-Making Performance Health, and Inclusion

Lower Engagement, Increased Turnover, Exacerbates Stress

Satisfaction, Org Presenteeism, and Mental Health
Commitment Leaveism Concerns

2\ Limeade
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Psychological safety is comfort in...

Raising difficult issues,

Asking for help disagreement

Speaking up in

Making mistakes .
a group setting

. Taking risks and
Knowing I’'m valued . .
experimenting
]

Knowing my teammates

won’t undermine me
2\ Limeade

How are employees feeling about
this when it comes to disclosing a
mental health concern at work?

J

L —

24



Employee Sentiments Around Mental
Health Support at Work

2\ Limeade

25



Normalizing conversations

2\ Limeade

In my organization, it is common for leaders to talk about how they feel.

In my organization, it is okay to talk about how we feel.

44%

Agreed
or
Strongly Agreed

59%

Agreed
or
Strongly Agreed




Workplace accommodation questions

Awareness If | needed to arrange accommodations to support my mental health concerns, | know who to contact.
Confidentiality If | disclosed a mental health concern at my organization, | am confident it would remain confidential.
Confidence | feel confident my employer would assist me in arranging accommodations for my mental health concerns.
Safety | feel safe going to my manager with a mental health concern that requires accommodations.
| trust my organization.

| fear being treated differently if | were to request accommodations.

2\ Limeade 27



Workplace support for mental health

52% 52%

Feel confident Feel confident .
. . Feel safe going to
CKS:t\;VC\;VhO to their request would their employer their mangg'erg
remain confidential would help them

29% 44%

Fear of
stigmatization

Trust their Do NOT fear being » Fear being treated may have gotten

ot treated differently differently worse during the
organization, (44% fear being treated . d i
in | ; - 249 (a Deloitte study found pandemic
genera differently; 26% were 25% in Jan 2020)
neutral) ’

Limeade Institute Research Survey, 2021 28

A\ Limeade
Mental Health and Employers: Refreshing the case for investment, Deloitte, 2020



Workplace support for mental health

| feel safe going to my manager with a mental health
concern that requires accommodations.

100%
80%
60%

m High Safety

40% 79% m Low Safety

56%
o)
20% 329%
0%
Well-Being Engagement Psychologically Healthy Intent to stay
Workplace

m Limeade Limeade Institute Research Survey, 2021 29



Workplace support for mental health

Intent to stay at least one more year by age group

100% +10% +8%
+13%
80% +22%
(o)
00% m High Safety
(1)
- 67%
20% e
(o}
0%
18-24 years 25-35 years 36-45 years 46+ years

m Limeade Limeade Institute Research Survey, 2021 30



Barriers to disclosure

Reasons to not disclose (default)
* Fear of stigmatization

* Maintaining boundaries and
confidentiality

Reasons to choose disclosure

* Triggering incident

* Cost/benefit analysis
* Stressful U

I\ I\

A higher level of trust is required for disclosure to a supervisor
because of the power imbalance.

Supportive work relationships are key

% Limeade Disclosure Dilemmas, Toth et al, 2021 31
Employee Decision-Making About Disclosure of a Mental Disorder at Work, Toth and Dewa, 2014



The role of managers

* Managers are in the best position to
support their team members'
mental health

* Managers are the first line of defense
for their team members

* Every manager, across the hierarchy,
can foster psychological safety on
their team

2\ Limeade
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What employees are saying

“That people should be safe to “It's OK to talk
hear some of the mental health about how you
issues that [people] are feel.” (US)

experiencing. And that manages
should be trained in mental health.”

(Australia)
/

5

“It is very important to
communicate with each
other and with my
manager and that the
door will always be
open.” (France)

-

“Ensuring people have a safe space to approach
their managers and speak to them about how
they feel and the difficulties they have and that
they will feel supported and not judged or
penalised for it in any way.” (UK)

A\ Limeade \ /




Recommendations

2\ Limeade
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How managers can support their team

« Talk, listen, be vulnerable, seek feedback

* Normalize/de-stigmatize mental health discussions
* Model the behavior

* Avoid conflicting messages

« Set the right expectations and tone

« Offer flexibility, where possible

2\ Limeade

35



How organizations can support managers

Managers need support!

o

* Training

* Psychological & mental health literacy

« Company-wide standard for how to handle
accommodation requests

» Resources
*  Work reprioritization policies
* Maintaining confidentiality

Create an accommodations team, support
group, or Employee Resource Group

“ J

E Limeade Mental Health and Employers, Deloitte, 2020 36



Deloitte’s core standards for organizations

. Produce, implement, and communicate a mental health plan

. Make information, tools and resources accessible
(helps improve literacy)

. Encourage open conversations about mental health
. Ensure healthy work-life balance and opportunities for development
. Make sure managers have regular conversations with their direct

reports about their health and well-being

. Routinely monitor employee mental health and well-being

m Limeade Mental Health and Employers, Deloitte, 2020 37



Accommodations examples

Flexible schedule

Job re-structuring
Additional training
Remote work

Modified break schedule
Job coach

Counseling/therapy

Rest area/private space
Support animal
Support person

ID and Reduce triggers
Apps/technology
Alternative lighting

Sound machine

* Mentoring * Noise canceling headphones

* Uninterrupted work time *  Check lists, reminders, timers

E Limeade Mental Health Conditions in the Workplace and the ADA, 2018 38



It starts with leaders

Cement safe climate into culture

Turn inward

Observe

Be vulnerable

Demonstrate empathy

Act with compassion

Model values, expectations, and behaviors

Two goals:

1.

General: Normalize well-being and mental
health conversations

Specific: Safe to request resources,
support, and accommodations if needed

2\ Limeade

McKinsey Quarterly Five Fifty 39



Key takeaways

Psychological Safety Key Talent Strategy Group Effort

For Mental Health

« People are struggling « Leverage current talent * Normalize and de-
to their max potential stigmatize
» Companies can help , «  Formalize support for
e Retain and attract talent, managers
o “Lift all boats” particularly the youngest
generation « It starts from the top

2\ Limeade 40




Together, we can create
psychological safety for mental health at work
and better meet the needs and demands
of today’s workforce.

2\ Limeade




Thank You!

Jessi.Crast@limeade.com

2\ Limeade
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Upcoming Webcast Programming from The Conference Board

Reinventing EVP: What Companies Need Now to Attract
& Retain Top Talent (March 24, 2022)

Bridging the Gender Gap: How Employers Can Empower
Women Through Education (March 29, 2022)

How To Organize For A Differentiated B2B Customer
Experience (March 30, 2022)

View all our upcoming webcast programs at
https://www.conference-board.org/webcasts/upcoming/

43 ©2022 The Conference Board, Inc. | www.conferenceboard.org


https://www.conference-board.org/webcasts/upcoming/
https://www.conference-board.org/webcast/specials/reinventing-evp
https://www.conference-board.org/webcast/specials/gender-gap
https://www.conference-board.org/webcast/specials/differentiated-customer-experience

NEW Podcast Series: CEO Perspectives - Insights for What's Ahead ™

Hosted by our CEO, Steve Odland, this bi-monthly
series features in-depth interviews with thought
leaders from The Conference Board to provide
business executives with data-driven insights to

prepare them for what’'s ahead.

PERSPECTIVES 'u%.

Insights for What's Ahead™ Listen & Subscribe

Available on our website at https://www.conference-board.org/podcasts/ceo-
perspectives-podcast or on most popular podcasting platforms, including:

@ UH s e LISTEN ON
#” Apple Podcasts *.1" Google Podcasts

44  © 2022 The Conference Board, Inc. | www.conferenceboard.org


https://podcasts.apple.com/us/podcast/c-suite-perspectives/id1565427142
https://podcasts.google.com/feed/aHR0cHM6Ly9jc3VpdGVwZXJzcGVjdGl2ZXMubGlic3luLmNvbS9yc3M?sa=X&ved=0CAMQ4aUDahcKEwjI8MDA4LfwAhUAAAAAHQAAAAAQAQ&hl=en
https://open.spotify.com/show/2Y7c9gtdZJqocXdak7MOY5

Geopolitics Content Hub

Updated daily with the latest insights for your
company to navigate the Russia-Ukraine Crisis

Visit https://www.conference-board.org/topics/geopolitics

45 © 2022 The Conference Board, Inc. | www.conferenceboard.org


https://www.conference-board.org/topics/geopolitics

myTCB’

Sign in to enjoy customized, convenient access to the full range of
Member benefits — the latest research, benchmarking & data tools,
peer networks, and events delivering Trusted Insights for What’s Ahead.

Watch this short video to get started.

Conferences & Data & Center & Access My Calendar
Member Events Benchmarking Councils Experis

MY LATEST RESEARCH & INSIGHTS RENDING TOPICS

Featured Insights
Emerging Markets View: Falling
g infection rates set the stage for
# continued recovery

| 17 March, 2021 | Economy Watch Reports

Salary Increase Budgets for Achieving Ambidextrous C-Suite Challenge ™ 2021
< 2021: Results of the 2020 Leadership: Driving “Perform Leading in a Past-COVIN-19
Follow-up Survey & Transform” Innovation for Recaovery (C o i s L
x ctices
30 March, 2021 | Publication Step-changed Business Results 19 March, 20
25 March, 2021 | Publication
L EaRL I,
& ) @ ~ « Data-driven Approach for
2 ing a Direct-contracte

46 ©2022 The Conference Board, Inc. | www.conferenceboard.org



https://www.conference-board.org/mytcb
https://youtu.be/J-Owz0s0gX8

CHRO SUMMIT:
THE FUTURE OF WORK

VIRTUAL EVENT _
April 20, 2022 |_ ) A
s ./

GEF

q ! :
E ] [ |8
[a.] -

This event is Complimentary for The Conference Board members.

Register now at www.conference-board.org/chrosummit

47 © 2022 The Conference Board, Inc. | www.conferenceboard.org
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