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The global coronavirus pandemic has impacted not only the physical health of many individuals
and their loved ones, but their mental health as well:
•
•
•
•
•
•

Growing anxiety about the spread of the virus.
Worries about the health of themselves and loved ones.
Feelings of uncertainty about their jobs and the economy.
Heightened stress from the disruption to daily life.
Competing demands in access to food, basic necessities, and childcare.
Isolation as workplaces transition to remote working.

Mind Share Partners has developed this toolkit to provide guidance for HR, people and culture
teams, and organizational leaders. It is imperative to bolster commitment and efforts to support
employee mental health at this time.
As organizations across the world address the outbreak, remember that
you are not alone and that your actions matter.

Recommendations
1. Remind employees about the company’s
mental health resources regularly and through
multiple channels. Make them easy to find.
The uncertainty and disruption to daily
routine caused by the pandemic is likely to
exacerbate existing mental health challenges
and cause stress for all employees.
During this time, many employees will also be
focused on the health of themselves and
their families, and preoccupied with
immediate challenges such as accessing
food and childcare.

2. Implement added supports for managers
as the first line of contact for mental health-related
conversations.

3. Adopt new resources or adapt existing ones
to bolster resources during this time.
• Virtual therapy or coaching for mental health support.
• Employee resource groups focused on mental health
See Mind Share Partners’ How to Create an ERG for Mental Health toolkit.

• Mental health training and awareness programs.

Recommendations

60% of employees will experience symptoms
of a mental health condition this year, and
the current environment will only increase
that number. Many employees will not seek
treatment or use available resources due to
stigma and shame.
Naming mental health and its impact at work
will reduce barriers to seeking treatment
and support.

1. Acknowledge the impact of the situation on
mental health and make clear that mental
health is something the company cares about
and prioritizes.
2. Acknowledge all employees’ mental health
experiences. In addition to words like stress,
wellness, and mindfulness, be intentional about
naming depression, anxiety, and other common
mental health challenges.

Company Example
Starbucks announced that their employees in the
U.S. and each of their eligible family members will
be able to access up to 20 therapy sessions a year
to support their mental health.

Recommendations

1. Create intentional opportunities for 1:1 check-ins
throughout the workweek.
As many employees transition to remote
work amidst social-distancing and “shelter-inplace” measures, we may come to realize the
sudden absence of casual, day-to-day
interactions that build connection among
colleagues.
Having a remote workforce means that we
will see our colleagues much less often,
which makes it harder to notice if someone
is struggling.

2. Be creative about leveraging technology.
E.g., virtual happy hours, virtual working sessions.

3. Be intentional about the questions you ask,
beyond “How are you?”
E.g., “How has the transition been? What support would be helpful to you?”

4. Be mindful of privacy policies.
To be compliant with ADA, you cannot force someone
to disclose a medical/mental health condition.
Instead, focus conversations on the impact at work.
Company Examples

Qualtrics created a Remote Work Pulse to gauge
employee wellbeing on a daily and weekly basis.

Recommendations

1. Be honest about the challenges you are
experiencing personally.
Employees look to leaders for appropriate
behavior at work. If managers and leaders
are not visibly making mentally healthy
choices, employees will do the same.
A remote workforce also means that there
will be much less contact between leaders
and employees, limiting these opportunities
for healthy modeling to happen.

2. Share how you’re managing your own mental
health to normalize self-care and
needing to set boundaries.
3. Practice and commit to healthy working
norms to model healthy behavior.
4. Normalize the challenges that come with virtual
working. Continue communicating that
it will take time to adjust for everyone.
Company Example
Slack’s co-founder and CEO hosted an all-company video
conference from a laundry room due to the impact of
local construction on his home’s internet connection.

Recommendations
1. Be present and listen actively. Don’t diagnose
colleagues or assume what they need.
Social isolation and economic uncertainty
can worsen symptoms of mental health
challenges. Managers may find themselves
in a conversation about mental health, and
it’s important to respond appropriately and
with compassion rather than immediately
deferring to HR.

2. Reassure them about what they’re experiencing
and their value to the company.
3. Accept the process. E.g., “I want to make sure
I can support you. Can we check-in tomorrow so
I can think through some solutions to help you?”
4. In cases where employees disclose a mental
health condition to you as a manager:
Tell the employee that you will notify HR and that
you will work together with HR and the
employee on a plan forward. Express your
gratitude and appreciation for the employee.

Recommendations
1. Keep employees up-to-date about:
• COVID-19-related updates from credible sources and how they
impact your company (e.g. “shelter-in-place” policies).

COVID-19 and its impact on public
health, the economy, and your
organization is changing day-by-day.
Many employees’ routines will be
disrupted amidst the transition to
remote work as well.
Both can have a significant impact
on mental health in creating new
anxieties and exacerbating existing
challenges.

• Work-related changes in shifting client demands, team
distribution, and new policies (e.g. sick leave, work from home).
• Reassurance about job security when possible.

2. Clarify work hours, flows, and communication norms.
E.g., Don’t respond to emails after 6:00 pm.
E.g., Use Slack for quick questions and video calls for discussion.

3. Encourage flexible working to allow employees to work
in a way that best fits their mental health needs.
E.g., hours, breaks, time for therapy, etc.

Company Example
Basecamp’s CEO announced to employees with any
caretaking responsibilities that they could set their own
flexible schedules, even if it meant working less.

Recommendations
1. Be flexible and accommodating
to individual employees’ needs.
Amidst all the change that is going on, it’s
important to remember to lead change with
compassion. The global pandemic of COVID-19
will be a collective hardship, and employees
will remember how their organization and
leadership treated them.
We are not just solving for the transition to
remote work, but unprecedented times with
significant changes to lifestyle, social
connectedness, job security, and livelihoods.

2. Be as generous as possible
with resources and accommodations.
3. Be honest and human
in interactions with colleagues and team.
Company Examples
Facebook, Microsoft, Lululemon, and REI are
paying their hourly employees even if they can’t
work their assigned hours.
Delta’s CEO is forgoing his salary for the year
to try and diminish layoffs.

Mind Share Partners is a nonprofit that is changing the culture
of workplace mental health so that both employees and
organizations can thrive.

We advise and train global companies on how to create workplace
cultures that support mental health.
We also lead the workplace mental health movement through a
variety of activities including:
• Thought leadership on our blog and Forbes channel
• Events, speaking, and webinars.
• Special projects such as our Mind Share Partners Mental Health
at Work 2019 Report in partnership with SAP and Qualtrics,
featured in the Harvard Business Review.
• Virtual Community for Mental Health Employee Resource Groups

FORBES ARTICLE

1. “How To Lead With Mental
Health In Mind During The
Coronavirus Pandemic”
by Kelly Greenwood
Founder & CEO, Mind Share Partners

Read >
VIRTUAL TRAINING – March 31, 2020

2. “Checking In With Your Teams
During COVID-19”
Register >
VIRTUAL TRAINING – May 14, 2020

3. “Workplace Mental Health 101”
Register >

4. Virtual Community for Mental Health ERGs
A Slack Channel and online resources exclusive to mental
health, neurodiversity, disability, and other employee resource
groups to connect and share best practices. Learn more >

5. Training & Strategic Advising
Mind Share Partners works with companies to create a shared
understanding of mental health at work, teach tools for
compassionate and compliant communications, and build
capabilities for creating an adaptive and inclusive culture.
Our most popular offerings include:
•
•
•
•

Discovery interviews and diagnostic surveys
Executive sessions and strategy advising
Manager trainings
Communications and program advising

Explore our offerings >

“

Be of service not only to your team members,
but also to those in the community facing extra hardships,
including low-income populations,
undocumented workers,
the elderly and sick,
single parents,
health care workers on the front lines,
and many others.
Their mental health is even more at risk
and they may face layoffs, evictions,
as well as lack of food, childcare, and healthcare.
Now more than ever, mental health at work matters.
Be well, and take care of each other.
Kelly Greenwood | Founder & CEO, Mind Share Partners
From “How To Lead With Mental Health In Mind During The Coronavirus Pandemic,” Forbes

