How to identify mental health
issues in the team

Mental Wellbeing
training for managers
Mental Wellbeing training for managers
This course is part of a Global Mental Health and Wellbeing programme in Unilever.
Its aim is to increase your awareness of employee emotional health and how to
prevent stress in the workplace. It will also help you feel more confident about
recognising and supporting people with poor emotional wellbeing.
This course will take approximately 60 minutes.
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Introduction
In this module, you will see what Unilever is doing
to manage mental wellbeing at work and why it is
so important to us.
You will also look at the link between physical
and mental wellbeing and what we mean when
we say ‘good mental health’.
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The bigger picture on mental wellbeing
The bigger picture
Unilever is committed to the mental wellbeing and resilience of all its employees. We pride
ourselves on both our values of Integrity, Respect, Responsibility and Pioneering and our Purpose.
Through our Sustainable Living Plan we aim to improve the wellbeing of a billion people. Ensuring
the wellbeing of our
Unilever’s performance culture focuses on how we will be aligned to our Compass ambitions. Our
people’s mental, as well as physical wellbeing, is critical to this. Creating an environment where
employees feel supported, able to discuss mental health issues and engage in meaningful work,
will help ensure the wellbeing of employees and the success of our organisation.
Mental Wellbeing is a fundamental element of Unilever's global health and wellbeing strategy.
What is mental health?
What does it mean to be mentally healthy? Here are some definitions:
Health is... “...a state of complete physical, mental and social wellbeing and not merely the
absence of disease or infirmity.” World Health Organisation
Mental health is... “...a state of wellbeing in which an individual realises his or her own abilities,
can cope with the normal stresses of life, can work productively and is able to make a contribution
to his or her community. In this positive sense, mental health is the foundation for individual
wellbeing and the effective functioning of a community.” World Health Organisation
It is shown by the way we think, the way we feel and our sense of wellbeing.
Good mental health
Mental health affects our capacity to learn, communicate, and form and maintain effective
relationships.
Even though work can involve some degree of pressure, as long as it is within individual coping
capacity for it, it leads to personal growth and development.
Working well and contributing to a team effort, drives self-esteem, gives a positive sense of
community and improves productivity and satisfaction for individuals and the whole team. When
mental health is good, everybody benefits.
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The facts about mental ill-health
Did you know these facts about mental ill-health?
1 in 4
One person in every four will be affected by a mental disorder at some stage of life.
Mental disorders can affect everyone, everywhere. But with the removal of barriers such as
stigma and lack of awareness, they can most often be treated effectively.
Global economic output loss due to mental disorders US $16.3 trillion between 2011-2030
70 million
Globally, 70 million people suffer from alcohol dependence, often a causative or resultant factor
for mental ill-health.
Leading cause of disability
Globally, major depression is now a leading cause of disability.
1 million
Every year there are 1 million deaths by suicide. 10-20 million people attempt it.

You, Unilever and the bigger
picture on mental wellbeing

The link between physical and mental health
The three key dimensions of health, mental,
physical and social health (social contacts, family,
having hobbies etc) are closely linked.
Our mental health can be positively or negatively
affected by our physical health e.g. pain as a result
of a physical health problem, can cause a low
mood. It works the other way too – when people
have low mood their physical health condition can
feel more intense.
You can therefore improve mental health by
focussing on activities to stay physically healthy.
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Unilever and mental health
Why is mental health important to Unilever?
The pace of work and life is very fast. When pressure is felt as growth not stress, then the
outcomes are good- improved job satisfaction, contribution, engagement, creativity, and
innovation.
When pressure gets too much, outcomes are not so positive – for the employee, their family, other
team members and Unilever as a whole. Therefore pro-active management of employee
emotional health is a priority for us.
The Unilever Global Wellbeing Framework
At Unilever we recognise that a resilient, sustainable and healthy workforce is a critical enabler of
our performance as a business. We have therefore developed a holistic Global wellbeing strategy
that places equal importance on mental, emotional, physical health and purpose.

Physical

Purposeful

Looking after our health, fitness, diet,
sleep and energy levels so we
approach challenges with zeal.

Identifying what really
matters to us and connecting
to that as much as possible
in all we do.

-Nutrition
-Recovery
-Exercise
-Energy Management

Unilever

-Personal purpose
-Connection to USLP

Wellbeing

Mental

Framework

Emotional

Managing our mental choices
and reactions to distractions
and competing pressures.

Finding ways to feel positive
and confidently face the
challenges life throws at us.

-Focus
-Empowerment & Agility
-Mindfulness

-Positive mindset
-Self esteem
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Reflection
How can you encourage your team members to stay focussed
on their personal and team purpose?

How to identify mental health
issues in the team

Introduction
In this module we will examine the impact of
pressure on mental health and performance,
learn how to identify the early signs of poor
wellbeing and examine the common mental
health issues.
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Work and Mental Health
We all have mental health, just as we all have
physical health, and in both cases our health
can vary from day to day.
As a manager you need to be aware that work
can trigger or exacerbate such issues.
Good management practice can play a
powerful role in fostering wellbeing and
sustaining good mental health.
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When does Pressure become Stress
The terms ‘pressure’ and ‘stress’ are different. If pressures exceed an employee’s ability to cope, they
may experience feelings of stress.
But pressure can also drive personal growth. Coping habits and their personality are also factors.
Well-designed, organised and managed work is good for us. However, poor job design, work
organisation and communication can easily drive work-related stress.
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Pressure and Employee Performance
Pressure and performance are highly correlated. There are five key pressure/performance
phases and ideally you move between comfort and stretch.
It is part of your role as a manager to create and support a culture where your team stay out of
the strain/overwhelmed zones.

It is part of your role as a manager to create and support a culture where your team stay out of the
strain/overwhelmed zones.

Boredom
An employee who is bored may be disengaged, distracted and show some symptoms of stress.
Comfort
An employee in their comfort zone is getting things done but probably not performing to their full
potential. Time in this zone is however important for sustainability.
Stretch
People perform at their best when they are in the stretch zone. Some pressure is good for your
resilience and when an employee is performing at their best, they get satisfaction from their
achievements.
Strain
An employee who has crossed into the strain zone may become tired, use poor judgement and
make mistakes. It is OK to be in the strain zone for a limited period as long as a return to the
stretch or comfort zone can soon be achieved.
Overwhelmed
An employee that reaches the overwhelmed to crisis zone is at risk of becoming exhausted,
suffering serious health problems, having a breakdown in relationships and mental wellbeing, and
experiencing burnout.
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Where might pressure come from?
As a manager you need to assess and control the risk of undue pressure at work.
If unmanaged, sustained pressure from any of these seven areas may result in stress. Pressures
and life events from outside the workplace can also amplify the pressure that employees feel and
therefore tip the balance for them.
MOH and/or HR can direct you to tools and information to help you assess and reduce these risks.

Control
Control is how much say the person has in the way they feel they have to do their work, where they
work and when they work.
Change
Change is how organisational change (large or small) is managed and communicated in the
organisation.
Demands
Demands include issues such as workload, work patterns and the work environment.
Role
Role is whether people are clear about and understand their role within the organisation and
where role conflict is avoided.
Support
In addition to MOH and/or HR, support includes the encouragement, sponsorship and resources
provided by the organisation, line management and colleagues, such as training.
Relationships
Relationships include how people and teams relate to and behave towards each other.
Culture
Is the inherent nature of the organisation and how it treats employees.
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Reflection
Consider the following questions to reflect on your own thoughts and experience. You may
wish to use the text box to record your thoughts for review at a later date.
Think of an example when pressure at work had a positive impact on you personally – how did you
feel?
Think of an example when it has had a negative impact – how did you feel then?
Which of the seven areas - Change, Culture, Support, Role, Control, Relationships and Demands do you think contributed to the negative impact?

Think of an example when a pressure that originated outside of work had an impact on your
ability to achieve what you felt you needed to that day. How did it make you feel? What was the
outcome?
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What are the behavioural signs that pressure is producing stress outcomes?
Cultural and personality differences mean that people respond to pressure in different ways.
As a manager you should be able to spot someone whom you manage behaving out of
character or seeming unhappy.
Which of the following statements do you think might indicate someone is unhappy or suffering
stress?
1. Changes in punctuality or conversely consistently coming in really early
and/or working much later.
2. Change in usual emotional profile e.g. more tearful, more easily angered,
loss of humour.
3. Lack of engagement, enthusiasm or focus.
4. Difficulty collaborating when previously good at team work.

All of these could indicate someone is feeling stressed and pressurised. Some other key
things to look out for might be:


Changes in an employee’s usual performance



Seeming constantly tired when normally more energized



Increased absence



Increase in smoking or drinking



Change in relationship with colleagues



Skipping lunch or not taking breaks



Change in usual emotional profile e.g. more tearful, more easily angered, loss of
humour



Frequent changes of mood



Difficulty adapting their approach when previously flexible



More risk averse than before/less willing to experiment
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Signs of stress
What are the most common psychological signs of stress?
•

Low energy

•

Insomnia

•

Headaches

•

Frequent colds and infections

•

Chest pain and rapid heartbeat

•

Upset stomach, including diarrhoea, constipation and nausea

•

Aches, pains, and tense muscles

Low Energy
Insomnia
Headaches
Frequent colds
and infections

Upset stomach,
including diarrhoea,
constipation and
nausea

Chest pain and
rapid heartbeat

Aches, pains, and
tense muscles
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Signs of stress
What are the most common physical signs of stress?
These includes:
•

General unhappiness

•

Anxiety and agitation

•

Feeling lonely and isolated

•

Frequent changes of mood/extremes of mood

•

Irritability

•

Frequent or persistent anger

•

Feeling overwhelmed by the demands upon you

•

Loss of confidence in self

•

Other mental or emotional health problems

Anxiety and agitation

Frequent changes of
mood/extremes of mood

Frequent changes of
mood/extremes of mood
Loss of confidence in self

General Happiness

Feeling lonely and isolated

Irritability

Feeling overwhelmed
by the demands upon
you

Other mental or emotional
health problems
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Signs of stress
There is a common belief that if your team members
are at work, then they must be coping. A similar
belief goes that if you are ill, you cannot be at work.
As you may know this is not necessarily the case.
When employees are struggling with stress, or any
other mental health issue, they will usually come to
work – at least to start with. As we saw from the
Pressure Performance Curve they will not however
be as effective as they might be if they felt differently.
The loss of productivity that occurs when employees
attend work while suffering from ill health is called
Presenteeism.
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Reflection
Take a moment now to think about:
What is the likely impact on team performance if one or more
team members are experiencing these losses?
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What do we mean by common mental health disorders?
There is a common belief that if your team
members are at work, then they must be coping.
A similar belief goes that if you are ill, you
cannot be at work. As you may know this is not
necessarily the case.
When employees are struggling with stress, or
any other mental health issue, they will usually
come to work – at least to start with. As we saw
from the Pressure Performance Curve they will
not however be as effective as they might be if
they felt differently.
The loss of productivity that occurs when
employees attend work while suffering from ill
health is called Presenteeism.

Anxiety
Anxiety is defined as constant and unrealistic worry about any aspect of daily life. It can lead to a
variety of physical and psychological and behavioural changes, similar to those seen with stress,
but often more prolonged and life impacting.
What are the physical symptoms of anxiety?


Chest tightness, an increased heart rate



Dizziness



Dry mouth



Gastrointestinal disturbance



Muscle tension and pains, or trembling

What are the psychological effects?


Excessive fear and worry



Poor concentration



Poor decision-making and memory



Irritability



Impatience



Anger



Restlessness
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Repetitive usually unhelpful thoughts

What behaviour changes may you see?


Increased emotional reactions- more tearful or sensitive or aggressive



Mood swings



Avoidance of social situations- not going for lunch, or avoiding meetings



Withdrawn



Loss of motivation, commitment, confidence



Panic attacks

Severe anxiety can also be linked to phobias or obsessive-compulsive disorder (OCD) with
obsessive thoughts and compulsive behaviours.
Depression
Employees suffering from depression can experience any number of the symptoms and signs,
which may lead to a change in their normal behaviour. These signs may include:


Loss of confidence, self-esteem, feeling hopeless and worthless



Lack of energy, motivation and feelings of exhaustion



Loss of enjoyment and interest in things they previously enjoyed



A low mood, get easily upset or irritable and become
socially withdrawn



Changes in their work output, motivation levels and
focus



Neglecting responsibilities, loss of interest in
personal appearance



Sustained pessimism, self-criticism and blame,
overwhelming worry and suicidal thoughts



Poor decision-making, poor ability to get organised,
concentration and memory



Disturbances in sleep, and changes in appetite and
weight



An increase in physical ill health conditions



Increased use of alcohol, smoking or drugs as a
coping strategy

How to support an employee with
poor emotional wellbeing

Introduction
In this module, you will look at how you support
and signpost an employee with poor emotional
wellbeing. You will also learn how to initiate
and encourage open conversations.

How to support an employee with
poor emotional wellbeing

Reasons why employees do not ask for help
It vitally important that you actively look out for opportunities to initiate a conversation with a
team member, if you suspect that they may be struggling, so that you can start to offer support
sooner.
Which of the following statements do you think might indicate why someone may not ask for
help?
1. ...I am ashamed that I can’t handle this on my own.
2. ...I don’t want people to think I am weak and can’t cope.
3. …My manager isn’t interested.

All of the options displayed could demonstrate why an employee may not ask for help.
Some additional reasons might also include:


…I am worried it will affect my career prospects



…I’m too embarrassed to tell my manager how I am feeling



…There’s no point as there is nothing anyone can do about it
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How to start the conversation


Find somewhere comfortable to have
the conversation where you will not
be interrupted



Turn off your phone, or put it on silent
to avoid unwanted distraction



Try not to sit directly opposite the
employee as this can seem threatening,
try to keep sitting even if they stand



Maintain an open body position and
keep appropriate eye contact



Start by asking open questions - ‘How
are you feeling?’ ‘Tell me how I can
help you’ ‘How long have you felt like
this?’



Let them talk.
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What you can do to help
Here are three steps you can take to help support someone in your team.
Listen
 Allow the person to speak without interruption


Don’t worry about silences – resist the urge to jump in



Pay fully focussed attention to what they are telling you - try not to be affected by your own
opinions on whether they are right/wrong, to feel the way they do



Listen actively by repeating a part of what they have said ‘so you feel…’ ‘so it looks like to you’



When appropriate ask simple, open questions

Reassure
 Encourage them to open up and feel comfortable about talking about the way they feel


Reassure them that you can help them work through their issues



Reassure that you have understood how they are feeling and that workplace issues can be
discussed and addressed



Let them know you will be supportive



Emphasise that specialist help is also at hand, for example, through MOH, HR or even their
medical practitioner if their emotional wellbeing is particularly low. Also, that confidential help
can be accessed via the employee assistance programme (if appropriate to the location)



If the employee finds it too hard to talk, let them know they can talk another time



Reassure them know that you will treat anything they tell you in confidence, except where
there are issues that pose a health and safety risk to them or others

signpost
 Advise that Unilever has a wide range of resources and support available for everyone. Check
with your MOH and/or HR team to see what is available in your area and make sure that you
know how to access them. Look at the Global Wellbeing Portal and local Wellbeing portals


Assure the employee of confidentiality in any interaction with yourself, MOH and/or HR



Discuss the referral process if appropriate (self or manager to MOH or HR) and how
information and reports will be handled, as well as how adjustments can be made in the
workplace to support them if appropriate



Encourage self-help e.g. exercise, eating well, getting enough sleep, protecting time for
friends and family
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Make sure they know about learning resources which may help them at work on Degreed (My
Learning) e.g. Wellbeing Pathway or other training resources



Mention that there is also help available from mental health and wellbeing support organisations,
helplines, family and friends



Encourage them to see their family practitioner if they have poor emotional wellbeing, for ongoing
medical support and possible treatment

How to support an employee with
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Dealing with an employee in Crisis:
In the rare situation that you are concerned that the
employee is a risk to themselves or the public, then
you need to get urgent help. In this situation you are
able to break confidentiality to get that support:


Stay calm and don’t be afraid



Do not leave the employee alone



Call for assistance from a local work colleague,
security or MOH as appropriate and ask them to
call emergency services because of the potential
risk of suicide or harm



Stay in a safe environment and do not put
yourself in danger



Stay with the employee until the emergency
services arrive to take over their care



Seek support yourself following the event from
your employee assistance programme, local
MOH, HR or any other external support services



Follow site incident reporting procedures to local
MOH and HR

Understanding your role in
preventing stress

Introduction
In this module, you will look at:


your roles and responsibilities



at what point stress becomes a medical as
opposed to a managerial issue



what competencies you should develop as a
manager to help keep pressure a positive force
for your team



how both the team and the individual team
members will benefit by building resilience

Understanding your role in
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Managing emotional wellbeing
Your role as a Manager
As a manager you have a direct impact on the
people who work within your team.
Your skills in helping your team cope with
demands and pressures, directly influences their
ability to perform at their best.
But the way that you behave towards them is also
potentially a source of stress in its own right.
Your team members’ mental health will
continuously move along the central section of
this mental health scale.

Emotional wellbeing in your team
Employees at the right-hand end of the scale are more productive, engaged and satisfied. If you
spot signs of distress or changes in behaviour early, you can influence how employees feel and
help keep them away from the ill health issues on the left side.

Understanding your role in
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Supporting your team
What is expected of you in relation to supporting emotional wellbeing in your team? Select all
those that apply.
1. Communicate regularly - give and receive feedback via regular team meetings
and one-to-ones.
2. Notice when team members have done a good job and give recognition where it
is due.
3. Empower and encourage your team members to take responsibility for the way
they manage their time and energy and the impact that these choices may have
on their wellbeing.
4. Ensure your team attends relevant information, awareness or training
sessions that are available as part of Unilever’s commitment to health and
wellbeing.



All of the options apply. Other support you should expect to give include:



Clearly specify task and job requirements and know what your team’s workload already is
and how they are managing it.



Respond empathetically, rationally and swiftly to any workload or team dynamic issues,
seeking advice from HR as appropriate.



Signpost anyone that you feel concerned about or whom you suspect may have an emotional
health issue to MOH or HR and allow the team access to any appropriate support services
they need, both inside and outside Unilever.



Support employees following any absence with temporary or permanent workplace
adjustments to help facilitate their return to work e.g. flexible hours (to start and finish
times), additional training/support, changes to the workspace/workplace as appropriate.

In summary, as a Unilever manager you have a responsibility to promote a culture for
sustainable high performance where each team member feels understood, trusted and
supported, thus increasing the likelihood that they experience workplace pressure as a
stimulus for growth and satisfaction, rather than stress.
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What do I need to do to manage pressure
and stress well in my team?
Managing stress is about effective leadership
and people management, particularly during
periods of major change and uncertainty.
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What are the key behaviours?
The key behaviours necessary for good pressure
and emotional health management reflect those
within the Inner Game of the Unilever Standards of
Leadership, especially ‘Personal Mastery’ -always
bringing your best self to work, encouraging others
to do the same. These behaviours include:

Each of these has a series of sub-competencies
and these are detailed on the following screen
Competency
Showing Respect
Which requires you to
 Have Integrity


Practice Emotional Regulation

Which you can demonstrate by:
 Being a good role-model Recognising and respecting individual differences Being open and
honest


Staying in control of your emotions and adapting your behaviour to suit different situations

Competency
Being Fully Present
Which requires you to
Be Fully engaged
Be prepared for conversations

Which you can demonstrate by:
Being here Now, fully present in the moment

Understanding your role in
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Competency
Observation
Which requires you to
 Be watchful


Stay independent

Which you can demonstrate by:
 Being curious and noticing Asking the right questions


Being aware

Understanding your role in
preventing stress

Why are these behaviours so important?
Showing respect

Having Integrity
Being a good role-model
The only way to create a culture for trust, integrity and
healthy performance is to behave in a way that supports
this. It is no good stating that you want people to achieve
a good balance between work and home life, if you never
leave the office or send e-mails over the weekend.
Be a living advocate for the behaviour you want to see in
others.

Recognising and respecting individual
difference
Teams are made up of individuals and every team
member sees the world slightly differently. Celebrate
and welcome individual differences in outlook and
approach - diversity within the team is key to creativity
and the ability to experiment with new ideas.

Being open and honest
Communicating openly and authentically helps team
members open up to you. Choosing to be kind over right,
or admitting to vulnerabilities and uncertainties, can
really benefit team trust.
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Practice Emotional Regulation
Staying in control of your emotions and adapt your behaviour to suit
different situations
As a manager your own pressures can produce a range of emotions, sometimes positive,
sometimes not. The combination of emotions can heavily influence your behaviour and
potentially impact your team both positively and negatively.
Check regularly to see which emotional energy quadrant you are in, who, or what, has moved
you to there and what impact staying there may be having on the people in your team. When
you become more aware of how you are feeling, you are more able to choose a positive and
conscious choice of reaction.

High

Survival zone
Impatient
Irritable
Frustrated
Angry

Performance zone

Calm
Optimistic
Challenged
Confident
Engaged

Defensive
Fearful
Anxious
Worried

Negative

Positive
Exhausted
Empty
Depressed
Sad
Hopeless

Carefree
Peaceful
Relaxed
Relieved

Burnout zone

Recovery zone

Low
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Why are these behaviours so important?
Being fully present
Being fully engaged
Be here NOW, fully present in the moment
In the modern world we often pay surface attention to many things at once. Good leaders are fully
present in the moment – not doing something else at the same time or talking to a team member,
whilst thinking about something else.
Full engagement demonstrates appreciation and respect for the team member.
Being prepared for conversations
By being prepared for 1:1 meetings, you not only increase the chances that your exchange will be
productive, you are showing that you value the time/energy/effort that the person has put into
their work.
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Why are these behaviours so important?
Observation

Be watchful
Be curious and notice things about your team members
Try to actively notice things about your team members and how they are behaving. Be curious
about who they are and how the world looks to them.
If you like what you see, tell them! If you are worried about them – initiate a conversation to find
out more.
Ask the right question
Getting to know what’s really going on for a person is difficult if you don’t ask questions. Here are
some suggestions:


How’s it going?



What is the biggest frustration at the moment?



What can I do to help?



If everything were perfect – what would need to change?



What support do you think might help?

Staying independent
Be aware of your own biases and put them to one side so you can really see and
hear
Sometimes our own filters can delete, distort or generalise what we see so that we can make
sense of it. Good managers know to stay aware of these so that they can really ‘see’ what is in
front of them. What support do you think might help?
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The importance of early intervention on stress
These specific leadership skills will help you create an open culture in your team and encourage
team members to be honest about how they are feeling.
You are not expected to be a counsellor, but you can provide initial assistance and guide a team
member to appropriate professional help.
How can early intervention with emotional health issues help?
Read through the following statements and select all those you think are true.
1. Provides help to prevent a mental health issue becoming more serious
2. Speeds up the process of problem solving and recovery
3. Promotes recovery of good mental health
4. Provides reassurance and support
5. Raises awareness
6. Increases stigma and discrimination

Early intervention with emotional health issues is important and can:


Provides help to prevent a mental health issue becoming more serious



Speeds up the process of problem solving and recovery



Promotes recovery of good mental health



Provides reassurance and support



Raises awareness



Reduces stigma and discrimination
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Reflection
Consider the following questions to reflect on your own
thoughts and experience. You may wish to use the text
box to record your thoughts for review at a later date.


What has been most helpful from reading about the
responsibilities and qualities expected of a line
manager?



What will you start doing differently?

Manage your own pressure
more effectively

Introduction
In this module, you will look at:


Why building your own resilience as a manager is
essential



What resilience means to Unilever



What resilient behaviour looks like



Some tips for increasing your personal resilience



How you can help individual employees to stay
personally resilient
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Building up your resilience
Why Build Your Resilience as a Manager?
Leadership behaviour has a big effect on your team
members and being a good role model supports healthy
high performance.
It is therefore important to act calmly under pressure,
keep your emotions under control, recover quickly and
positively from setbacks and be adaptable.
Building your own resilience starts with becoming more
self-aware about how you are thinking feeling and
behaving.

Becoming More Self Aware
Self-awareness can be described as the ability to identify
your emotions; knowing how you feel and why and
performing an accurate self-assessment.
Emotional Awareness is the ability to recognise your own
emotions, and their effects. To develop better emotional
awareness:


Practice asking yourself what emotions you are feeling and
why



Consider how your emotional state influences your thoughts
and actions



Identify how they may be affecting your performance as a
manager

An accurate Self-assessment is an honest appraisal of
your strengths, weaknesses and limitations.


Try and take time to reflect regularly on what makes you,
you



‘Catch yourself doing something right’ – notice your
successes and intentionally remind yourself regularly of
what you do well



Be open to feedback from others and learn from your
experiences

Manage your own pressure
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‘Checking In’ with Yourself as a Manager
Being a manager doesn’t make you immune to poor emotional wellbeing.
Which of the following might suggest that a manager would benefit from support and
guidance?
1. They feel less able to consult with the team.
2. Their management style has changed.
3. They feel less able to define goals and expectations.
4. They regularly make last minute changes to meetings, plans.
5. They often feel generally unprepared.
6. Their mood changes; becoming more withdrawn.

The following are all common feelings that may indicate a manager would benefit from
some support and guidance:


They feel less able to consult with the team.



Their management style has changed.



They feel less able to define goals and expectations.



They regularly make last minute changes to meetings, plans.



They often feel generally unprepared.



Their mood changes; becoming more withdrawn.

If you can see signs and symptoms of distress in yourself please seek support from your
line manager, your local MOH, HR or EAP provider.
Remember to check in with yourself regularly, it is a really important step in becoming a
resilient and effective manager.

Manage your own pressure
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What is Unilever’s definition of Resilience?
Resilient employees and teams display patterns of
behaviour which help them experience pressure as a
driver for growth and development, rather than for
stress and anxiety.
Resilience is a series of clearly definable behaviours,
it can be learnt by anyone.

The ability to function
successfully, recover from
setbacks and grow to meet
future challenges.

Manage your own pressure
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Resilient Behaviour
Which of the following statements do you think demonstrate these characteristic
behaviours? They:
1. Are self-aware in relation to their emotions, strength and weaknesses in
order to always bring their best self.
2. Can regulate and control their emotions, managing their mood and
motivations.
3. Are agile and can adapt their approach and style to meet the changing
situations.
4. Use emotional intelligence to choose how to react to feedback and behave
in each situation to get the best outcome.
5. Actively build and renew their wellbeing and personal energy resources.

All these statements are correct.
Resilient people embrace their personal Mastery in the following characteristic ways, they:


Are self-aware in relation to their emotions, strength and weaknesses in order to always bring
their best self.



Can regulate and control their emotions, managing their mood and motivations.



Are agile and can adapt their approach and style to meet the changing situations.



Use emotional intelligence to choose how to react to feedback and behave in each situation to
get the best outcome.



Actively build and renew their wellbeing and personal energy resources.
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Resilient Behaviour
The model shows resilient people are connected to what is important to them (Authenticity)
which in turn helps them build and maintain effective relationships.
This provides the right platform to be the best they can be every day (High Performance)
and to do so consistently both inside and outside of the workplace, indefinitely
(Sustainability).
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Managing Your Emotions
Every day we experience thousands of
external stimuli that our brains process to
make sense of. These are effectively sifted
by your individual combination of filters and
belief systems, to arrive at a point where you
can ‘understand’ what is going on.
This interpretation is unique to every
individual and drives our emotional and
practical response to each situation.

To develop your ability to better manage your
emotions in challenging situations:
Listen to what are you telling yourself about
this situation and what it means for you?
Ask yourself if is really or completely true?
Ask yourself, what alternative interpretations
might exist and what are the implications for
what I say or do next?
The most resilient people recognise this and
are able to select a behavioural response
which may not have been the same as their
first instinctive response.
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Adaptability
As Darwin has often been quoted as saying; ‘It is
not the strongest of the species that survives, nor
the most intelligent... it is the one that is most
adaptable to change’.
In times of change and challenge, the most resilient
people adapt their approach and styles to meet the
changing situation to support the best outcome for
themselves or their team.
This is very often quite different to their automatic
response.

To develop more adaptability and agility:
Before you act, visualise a big red STOP button in
your mind and press it.
Take a moment to think through what you would
‘normally’ do.
Consider the likely outcome for you/colleagues and
ask; ‘Do I want this?’ Ask yourself what alternative
response would work the same or better?
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Managing External Behaviours
As a manager, a colleague, a friend or family member, we are often defined by what we
actually do, and how we make people feel.

Resilient people stay in control of their emotions, and actively choose a behavioural response
that best supports the outcome they want.
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Managing External Behaviours
This increases collaboration, reduces conflict and makes people feel comfortable and valued.
To develop more skill in selecting the right external behaviour:
Before you act ask yourself: What do I know of this person – what’s important to them?
How do they like to work?
Before you act ask yourself: If I respond in a way that matches how I feel, what will the
relationship/performance outcome be?
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Personal Energy
Our personal energy is in four key dimensions –
Physical, Emotional, Mental and Purposeful
energy.
Knowing how to use and recover energy in these
four key areas helps you to be resilient, bounce
back quickly from setbacks and have the energy
to meet your own goals.

Physical

Purposeful

Energy mapping

Finding our big rocks

The Key
ingredients

Mental
Focus and flow

Emotional
Reaction, eeflection
And recovery
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Physical Energy
Physical Energy supports and underpins the three other dimensions. It is extremely difficult to
manage your emotions when your body’s physical needs have not been met.
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Where do we get our physical energy from?
Our physical energy comes mostly from the foods
we eat. However, we also get energy from
hydrating ourselves (drinking), keeping oxygen
circulating around the blood stream (movement)
and recovering our energy (through rest and sleep).

Eating for Energy
The foods we consume contain locked up energy, some foods will convert into energy quickly,
whilst some foods release their energy slowly.
Avoid sugary snacks and drinks: these give an instant energy boost, but it does not last and
this can cause tiredness, negative emotions and effects of concentration.
Eat the five food groups in each meal as far as you can: Carbohydrates, Protein, Fats, Vitamins
& Minerals, and water. This gives a constant release of energy to your body throughout the
day, rather than a lot now and again.
Stay hydrated –Dehydration effects your physical performance as well as short-term memory
and attention. We should have an intake of 2.5l (men) or 2l (women) of water daily, 70-80% of
which should come from drinks, with the remaining coming from our food.
Eat little and often and stay hydrated to maintain energy at a steady level all day, and into the
evening too.
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Movement
Make small adjustments to the way you live, to gradually increase the level of physical exercise, in
each of the 3 exercise categories: cardiovascular, strength and flexibility:
For example:
take the stairs instead of the lift
get up and move about regularly
try parking as far away as possible, to make you walk for longer
If you walk your dog, go for a speedy walk and try going further
Take a few minutes to stretch your body in bed before you get up each morning
Take a 10-minute walk after lunch – this aids digestion and improves energy levels

Sleep
Sleep is vital to health, wellbeing and performance. It is during this time our bodies are able to
replenish energy stores and make repairs.
The amount of sleep you need depends on your age, sex, health and other elements. Generally,
you should aim to get a minimum of 7 hours sleep per night.
Insufficient sleep has a direct impact on your ability to focus, interact and collaborate with others
and stay fully engaged all day.
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Reflection


How can you encourage your team members to
maintain their physical energy?



What will you and the team gain?
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Purposeful Energy
We want everyone at Unilever to have a personal purpose to feel engaged, inspired and
energised by their work and make a personal connection to Unilever’s broader purpose.

To tap into your own Purposeful Energy, consider what is really important to you – who are you
and what sort of person/leader do you want to be?
Remind yourself what you value most. When we can see the connection between what we do and
how it is helping us develop, grow and learn then we are tapping into a potentially limitless
energy source!
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Make a vision board for your desk – pictures of all the things you value the most and aspire to.
Allow 5 minutes each day to intentionally focus on what’s good in your life and your successes
and strengths.
Look for the link between your day to day activities and your goals – how do they contribute?
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Reflection
How can you encourage your team members to stay focussed
on their personal and team purpose?
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Mental Energy
Mental energy – or thinking skills are optimal
when you give one thing your complete and
focussed attention at any one time e.g. resisting
the urge to multi-task.
Giving full attention is more effective and more
likely to get the job done well and reasonably
quickly.

Your daily tasks can be divided in to four categories.
1. High importance, high like tasks are critical to our role and we like doing them.
2. High importance, high dislike tasks need to be done but we don’t like doing them.
3. Low importance, high like tasks are those we like, but contribute less to our goals.
4. Low importance, high dislike tasks are those that don’t seem to add value and we don’t
like doing them.
To help you decide which task to work on, try thinking of your task list in the following terms:
We all have tasks that we know we need to do (High Importance) but we don’t like doing
them (High Dislike).
Similarly, we will have tasks on our list every day that we like (High Like) but they are not
very important or contribute less to our goals (Low Importance). Then there are the tasks
that are mission critical (High Importance) and we like them (High Like) and finally tasks
that don’t seem to add any value and we don’t like doing them (High dislike/Low
importance).
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Our energy levels are often at their highest in the
morning.
Do a task you dislike the most first, when mental
focus is best – as putting it off also acts an energy
drainer. Doing it can also give an emotional
energy boost.
Identify the low importance/high like tasks and
use them strategically as a Recovery Zone activity.
Stay intentionally focussed on one task at a time
and stick at it for a maximum of 90 minutes before
turning your attention to a different task.
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Reflection
How can you encourage your team members to make the
best use of their mental energy?
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Emotional Energy

Our feelings have a big impact on how we behave, and some emotions are more ‘expensive’
energy wise than others.

High

Survival zone
Impatient
Irritable
Frustrated
Angry

Performance zone

Calm
Optimistic
Challenged
Confident
Engaged

Defensive
Fearful
Anxious
Worried

Negative

Positive
Exhausted
Empty
Depressed
Sad
Hopeless

Carefree
Peaceful
Relaxed
Relieved

Burnout zone

Recovery zone

Low

Survival zone
High energy, negative emotions such as anger, frustration and blame are found here. These
feelings leave us feeling flat, exhausted and disengaged and heading for the Burnout Zone.
Performance Zone
Our best interactions and work are done here, we feel positive, high in energy and satisfied.
Recovery Zone
You need to spend time every day in this zone, Recovery can also come from taking breaks,
reflecting on what’s gone well, who you value, or moving around, listening to music- any activity
which re-charges your batteries.
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Taking steps to change your emotional energy quadrant will enable you stay in the Performance
Zone longer. It will also aid you in identifying which zones individual team members are in and
where necessary help them.
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Reflection
How can you encourage your team members to better
manage their emotional energy?
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Thrive Questionnaire
Work through the following questionnaire to
assess your energy levels and to understand what
areas you might need to work on.
Select all the options that you believe to be true in
the four areas of Physical, Emotional, Mental and
Purpose-working along the tabs.
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Thrive Questionnaire
Physical
1. I don’t regularly get at least seven to eight hours of sleep, and I often wake up feeling tired.
2. I frequently skip breakfast, or I settle for something that isn’t nutritious.
3. I don’t work out enough (meaning cardiovascular training at least three times a week and
strength training at least once a week).
4. I don’t take regular breaks during the day to truly renew and recharge, or I often eat lunch at
my desk, if I eat it at all.
Emotional
1. I frequently find myself feeling irritable, impatient, or anxious at work, especially when work
is demanding.
2. I don’t have enough time with my family and loved ones, and when I’m with them, I’m not
always really with them.
3. I have too little time for the activities that I most deeply enjoy.
4. I don’t stop frequently enough to express my appreciation to others or to savour my
accomplishments and blessings.
Mental
1. I have difficulty focusing on one thing at a time, and I am easily distracted during the day,
especially by e-mail.
2. I spend much of my day reacting to immediate crises and demands rather than focusing on
activities with longer-term value and high leverage.
3. I don’t take enough time for reflection, strategising, and creative thinking.
4. I work in the evenings or on weekends, and I almost never take an e-mail–free vacation.
Purpose
1. I don’t spend enough time at work doing what I do best and enjoy most.
2. There are significant gaps between what I say is most important to me in my life and how I
actually allocate my time and energy.
3. My decisions at work are more often influenced by external demands than by a strong, clear
sense of my own purpose.
4. I don’t invest enough time and energy in making a positive difference to others or to the world.
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Summary
Now that you have your own Energy Management Score. What Energy dimension(s) are you
going to work on?
What small adjustments can you make to the way you manage your team to encourage them to
manage their energy better?
Visit the Thrive workshop and purpose workshop for details of learning content/global
programmes available to help you facilitate conversations with your team about how to
maximise team energy.

Accessing Support, Tools
and Approaches

No Unilever employee should be more than one
conversation, one call, or one click away from
the support they need for their mental
wellbeing.
Unilever have many resources and programmes
to support you and help you build resilience and
become more able to optimise your personal
and team energy.
Access information on all Global Wellbeing
resources on the Global Wellbeing Portal and
local Wellbeing resources through the country
specific tab.
Use your national Employee assistance
programme for helpful resources and refer
employees there for further help.
Learn about Unilever Standards of Leadership.
Access the learning resources through Degreed
learning pathways e.g. Wellbeing.

Talk to your local MOH and/or HR team for
information on available tools and resources
such as confidential employee assistance
programmes, web based programmes, risk
assessment tools and support services for
employees and yourself
Consult your national and local wellbeing
teams to see what is planned for your area
Seek guidance, support and advice in
confidence from MOH and/or HR on
managing difficult situations

Accessing Support, Tools
and Approaches

Key messages
You should now be aware of the impact that mental health has on individual employees, teams
and the workplace in general.
You should be aware of the importance of spotting early changes in behaviour, which may
indicate signs of mental health issues and that acting pro-actively to the changes you notice is
a key role to be an effective line manager.
You will also understand that your actions at work and the way you lead the team can have a
direct effect on their mental health and their productivity.
You have now completed this eLearning module.

