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The challenge for people leaders 

• 1 in 5 Canadians will 
experience a mental 
illness in their lifetime 

• One of the root 
problems of mental 
illness is the fact that 
those with an illness 
are not disclosing 
their issue 

• 1/3 get treatment 

 



Stress is not all bad 
It is when it moves from eustress to distress 
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The link between total health, coping 
skills and maturing resiliency 
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Resiliency is dynamic and requires constant charging to keep the 
energy reserves needed to take on life’s daily challenges  
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How coping skills can help in  
predicting outcomes  
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Exploring how to curb the slippery 
slope from health to mental illness  
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The Case of Sam 

Sam is struggling to cope with 
job stress in his current role 
and work demands. He thinks 
he is trapped with no options. 

This unhealthy 
coping between age 
34 and 39 put 60 
pounds on his 5’8” 
body frame over a 
period of 30 months. 

He drastically increased 
his body fat. At age 39 he 
was put on hypertension 
medication. 

At 42 he became 
a Type 1 diabetic  
(late onset). 

At age 43 he was 
put on 
medication for 
clinical 
depression.  

He developed the habit of  
over-eating at night to feel better (e.g., 
chips, ice cream, pop, and fast foods). 

His lifestyle choice after work was 
dominated by watching TV at night  
and snacking. He has no structured 
pro-health habit (e.g., exercise, 
hobbies or outlets). 

34 A G E 39 42 
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Recommended steps to  
coping skills 

• The Coping Crisis and  
psychosocial factors    

• How many Sam’s are out there today who  
are not aware of how their micro decisions  
and choices are shaping their health? 

 



Sustainability Coping Micro  
Skills for Employees 

Such as: 
• How to clean out your negative thoughts 
• Learn to calm your stressed mind with visualization 
• How to boost your confidence at work with good 

thoughts 
www.theglobeandmail.com/report-on-business/careers/workplace-award/  
  

http://www.theglobeandmail.com/report-on-business/careers/workplace-award/
http://www.theglobeandmail.com/report-on-business/careers/workplace-award/


Coping skills are a trainable skill  
Pathway to Coping Evidence based online course 

Benefits of the course to employers: 
• Provides a supportive social environment  

encouraging employees to seek help 
• Creates an engaged workforce that is  

motivated to succeed 
• Reduces absenteeism and turnover rates 
• Builds positive employee/employer  relationships 

where employees want to come  to work 
• Enhances both the psychological and physical  

health of your employees, which will lead to   
higher employee job satisfaction and  
increased  productivity 

Benefits of the course to individuals: 
• Develop new, more adaptive ways of coping 
• Find peace 
• Get ahead personally and professionally 
• Improve relationships 



What impacts how a person copes ? 
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Generations – 2017 benchmark 

Traditionalists/Silent Generation/Matures 
1925 – 1945   - 65+   

 

Baby Boomers  - 50+  
1946 – 1964   

 

GenX/Baby Busters/13th Generation  - 35 to 50 
1965 – 1981   

 

Millennials/Generation Y/Nexus  - folks born in 1982 are now 35 
1982 – 2000 (Howe and Strauss authors of Generations – definition suggests period starts around 1982)  

 
Nexters/Z 
2000 – present – generally accepted as the post millennial generation –      
many have today feelings of unsettlement and insecurity growing up in  
the Great Recession    

2% 

29% 

33% 

35% 

1% 

http://whatis.techtarget.com/definition/millennials-millennial-generation


Veteran/Traditionalist Work Values 

• Loyalty    
• Persistence   
• Hard Working   
• Wisdom and experience over technical knowledge 
• Authoritarian 

Tips for supporting coping: 
 
• Taught to deal with things alone 
• Important to normalize and educate it is OK to ask for help 
• Disciplined learners once under the understand   



Veteran/Traditionalist Work Values 

• Barriers 
– Veterans of the workplace  
– Provide a wealth of knowledge, but do not usually share this unless 

they are asked to  
– Struggle with digitalization  

• Coping Tips  
– Encourage cross-generational mentorship 
– Provide Flexible Options  
– Provide avenues for education around new technology and 

communication platforms 

 

Presenter
Presentation Notes
What their world looked like…
As a generation, Elders have witnessed and been influenced by a variety of different factors and events; most especially the Great Depression and World War II.  Elders grew up in a world where phone calls were rare and expensive, and the radio was the main source of news and entertainment; they have witnessed the largest expansion and innovation of technology in modern history.  They are conservative and disciplined, focusing on security and preferring hierarchical organizational structures; typically making choices based on what has been done in the past.  Elders grew up facing economic hardships, making them self-sacrificing and fiscally conservative – with the ultimate reward being the ‘American Dream.’  While many elders have now retired, many are working longer than the generation before them or are rejoining the workforce in some capacity.

Cross-Generational Mentorship – There is much to be learned from this wise generation, and they enjoy passing on knowledge and engaging in cross-generational mentorship.  With their wealth of knowledge and experience there is much to be learned from their wisdom and their past-mistakes.  However, giving them opportunities to share and pass on this knowledge is the key to engaging them and providing them platforms to communicate with different generations, encouraging cross-generational learning and understanding.  As veterans of the workplace, at times they can be stuck in their ways and resistant to change, but encouraging them to engage with other generations can allow them to understand why certain changes and innovations are taking place. 

Flexibility – While many Elders are still working, they are typically on the path to retiring or at the least reducing their hours.  Providing flexible options for this to take place can be the key to reducing their stress and enabling them to cope with their current workloads.  For this generation, as they age, part-time positions and pre-retirement options are strong avenues to maintaining or increasing their workplace happiness.  

Technological Literacy – Technology and the digitalization of the workplace can be a potential source of stress and anxiety for this generation.  Having grown up in a time where writing and sending letters was the norm, adapting to new and ever changing technology can be difficult and stressful for Elders.  However, once given the tools and educated on the new platforms, Elders are disciplined learners. Providing educational pathways and avenues of understanding around new and ever-changing technological advances can curb their stress and anxiety, allowing for their knowledge and wisdom to be used and passed on in the most efficient and effective way possible.  

Sources: 

       



Baby Boomer Work Values 

Tips for supporting coping: 
 
• Motivated do a good job and to be viewed as being effective in assigned role.  
• Have a hard time admitting to self when having a hard time coping  (e.g., fearful of 

stigma). As a result under stress may rationalize until it is too late.  
• Senior leaderships opinion matters. As a result this can result in becoming overly task 

–orientated or distraction –orientated.   

• Politically sensitive 
• Workaholic 
• Acceptance of stress 
• Team-oriented 
• Importance of title/status symbols 
• Demanding of respect and sacrifice from subordinates Follow protocol 
• Uncomfortable with conflict 



Baby Boomer Work Values  

• Barriers 
– Struggle to admit when stress and potential burnout become issues 
– Workaholic, believe hard work and sacrifice are the price to pay for 

success 
– Demand respect, struggle to understand younger generations  

• Coping Tips  
– Create workplace environments, which address mental health stigmas 
– Be flexible and willing to compromise, push Boomers to adjust their 

expectations  
– Encourage healthy responses to stress, such as reading, meditation or 

counselling  

Presenter
Presentation Notes
What their world looked like…
Referred to as the baby boom generation, because of the extra seventeen million babies born during this period, compared to previous generations (O’Bannon, 2001).  Baby Boomer have had the largest impact on society due to the size of the generation and the period when they came of age (Tolbize, 2008).  Boomers witnessed and partook in the political and social turmoil of their time, including the Vietnam War, Civil Rights Riots, Watergate and the sexual revolution.  

They were raised to respect their authority figures, and expect this behaviour from younger generations; Boomers also grew up in an era of prosperity, pushing them to believe they are the special generation capable of changing the world – equating work with self-worth, contribution and personal fulfillment. The Boomer generation created the workaholic, anticipating this behaviour from future generations; which has left Boomers with potentially negative perceptions of the younger generations who are currently entering the workforce. 

Addressing Stigma – In an attempt to address mental illness within the workplace, there is a need to create environments where mental health can be openly addressed and discussed. Combatting stigma is a huge task, and one that would significantly benefit the Boomer generation, which is typically less forthcoming about their issues with stress and anxiety.  There is a need to promote communication among employees and managers, as well as to reduce the stigmatization of reaching out for help when dealing with a mental health issue, such as depression.  

Promote Flexibility and Compromise – As workaholics, in order to cope with stress and perceived disappointment in younger generations, there is a need for Boomers to adjust their expectations, allowing them to become more flexible – resulting in a willingness to compromise and understand where others are coming from.  Additionally, creating a more flexible environment can result in Boomers creating a more balanced lifestyle, and engaging in healthy activities outside of work, which aid in coping with stress and anxiety. 

Healthy Coping Mechanisms – As a generation defined by workaholics and significant issues with work/life balance, there is a necessity to promote and educate on healthy coping mechanisms and responses to stress.  For the Boomer generation, this includes outlets such as reading and mild activity, including gardening and walking.  As a generation, Boomers are less likely to acknowledge or discuss their mental health issues and creating outlets to promote healthy coping mechanisms and an environment that promotes discussing these issues can allow Boomers to become more open and to seek help when they need it. 




GenX Work Values 

Tips for supporting coping: 
• Constantly worried about making mistakes and rejection – re-assurance and access to decision 

makers is helpful to lower unwarranted stress. 
• Coaching is excellent to teach and support this group to understand the link between their 

actions, goal and success  
• Motivated by job security before their health – motivated to work and can be somewhat 

structured. Promoting and facilitating total health is a positive to preserve this group. 

• Confident 
• Independent 
• Challenge the status quo 
• Sacrifice personal life for advancement 
• Dependent on close supervision 
• Dedicated to goal achievement 
• Desire for job security 
• Insecure 
• Desire to be recognized 



GenX Work Values  

• Barriers  
– Struggle with conflict resolution and office politics  
– Struggle with balancing work and family, sacrificing personal life for 

work 
–  Crave recognition and security, often struggling with career 

development  

• Coping Tips 
– Create a coaching environment, where supportive relationships can 

flourish and grow   
– Encourage continuous learning and skill development  
– Promote and discuss flexible options and working alternatives  

Presenter
Presentation Notes
What their world looked like…
Also referred to as the baby bust generation, because of their small size relative to the Baby Boomers, GenXers are often overlooked due to the loud and large generations on either side. This generation grew up in a period of financial, familial and societal insecurity, witnessing their parents being laid off and being influenced by MTV, AIDS and worldwide competition.  GenXers are the first generation projected to earn less than their parents, which has created insecurity and placed a significant value on skill development and continuous learning.  This generation grew up as ‘latchkey’ kids due to divorce and working mothers, leading to independence, resilience and adaptability.  Also contributing to their questioning of authority figures.  

Their need for recognition and success, has resulted in a constant struggle to maintain a positive work/life balance; causing this generation to sacrifice their personal life, physical and mental health for workplace success and achievements.  Additionally, their inability to navigate conflict and office politics can cause workplace stress and anxiety. 

Coaching Environment -	 There is much to be learned from the world of sport, a coaching environment within the corporate workplace allows for employees and their managers to flourish and create supportive relationships, allowing for personal and organizational growth and increased productivity.  This type of environment can be effective in positively addressing conflict, and workplace politics.  Resulting in open lines of communication and creating a comfortable environment to voice concerns, confusion and needs. Within this environment it is important, especially for GenXers, to discuss work related issues AND personal out-of-work issues to achieve optimal success.  It also gives GenXers the feedback and re-assurance they crave, while creating an avenue to discuss their need for a more balanced life.  Consistent feedback is central to this model, pushing for reciprocal lines of communication. 

Continuous Learning – GenXers fear they are making mistakes or missteps within the workplace, and are sensitive to their perceived performance, wanting feedback and job security.  Creating avenues for professional improvement, skill development and continuous learning allows GenXers to feel they are working toward their goals, enabling them to fulfill their career aspirations and continue in their career development path.  

Flexibility – GenXers are motivated by their job security, which results in their balance of work and life to suffer. Additionally, GenXers are not overly loyal to their employers, but have strong feelings of loyalty to their family and friends.  These to aspects, result in a generation that struggles with balancing work and family, resenting their workplace when personal sacrifices are made in order to maintain job security.  With that, there is a need to promote and discuss flexible options and working alternatives with this generation.  Creating options that allow GenXers to work from home more often or maintain flexible working hours allows them to create a more positive work life balance.  




Millennial Work Values 

• Expect feedback  
• Wants options and choices  
• Think digital  
• Independence and autonomy   
• Challenge seeking   
• Impatient  
• Entrepreneurial 
• Want to be led   
• Often distrust of hierarchy and authority   
• Continuous development of skills   
• Gaps in loyalty/unwillingness to commit   
• Work-life balance   

Tips for supporting coping: 
• Motivated to learn to develop their skills – put online & make interactive  
• Ensure instructions are clear and the steps are understood for any task. Keep in mind mobile is their 

primary internet medium.  
• Technology verse words in person. Feedback matters and actions mean a great deal. They are good at a lot 

of things but coping with stress.   



Millennial Work Values 

• Barriers  
– Raised in a child-centric time, shaped by parental excess, resulting in a 

need for immediate input, feedback and direction  
– Demanding and confident Generation, with a distrust of authority and 

a desire to be independent  
– Shaped by computers and dramatic technological advances 
– Higher levels of mental illness 

• Coping Tips  
– Go digital  
– Provide instructions and expectations to allow for clear pathways to 

success and achievement  
– Create time and space to address and cope with mental illness, 

including physical activity, yoga and meditation   

 

Presenter
Presentation Notes
What their world looked like…
Ten thousand millennials turn 21 each day, by 2025 Millennials will make up 75% of the labour force (Tyler, 2013).  Raised in a child-centric time in our history, millennials have been shaped by parental excess, technological advances and computers.  Due to the great deal of attention and high expectations placed on millennials by parents, they are confident and may appear cocky within a work place environment.  This can also be seen in their rejection of the concept of ‘paying dues’ and their desire for flexibility and a strong work/life balance.  Millennials crave structure and supervision, and are used to receiving immediate feedback and direction due to their experiences with technology and higher education.  As well, they are strong multi-taskers and value training, teamwork and collective action.  They are also a generation defined by adaptability and their embrace of diversity.  

However, millennials, as a generation, are also defined by an increase in mental illness, most especially anxiety and stress. More than half of Canada’s millennials are at a high risk of developing a mental health issue (Chai, 2015). By age 18, a National Institute of Mental Health study of Millennials found, 35% will be diagnosed with an anxiety disorder, 25% will be diagnosed with a substance addiction, and 20% will have a behavioral disorder. Accounting for overlap, one of these disorders will affect 1 in 2 young people.  http://fortune.com/2016/04/28/young-workers-anxiety-depression/

There are a variety of avenues that may be used to aid in coping with the barriers millennials face. 

Go Digital – Millennials have grown up in the age of computers and technology, their chosen medium of communication is email or text.  Embrace technology and enable millennials to engage further by bringing methods of communication, information dissemination and instruction onto digital platforms, including digital applications, websites and intranet sites.  Create platforms for e-learning and professional development.  Integrating work into the digital world allows millennials to achieve the work/life balance they crave, as millennials are less inclined to abide by the strict working hours set by the generations older than them. 

Structure and Instruction – Millennials need clear instructions, feedback and direction.  At times they struggle with respectful communication and are in need of supervision to feel comfortable and engaged at work.  Their need for immediate feedback can be difficult at times, but it is a reaction to their technological upbringing.  Make sure to create laid out pathways to success, and communicate expectations and goals clearly, utilize technology in your explanations and create environments where millennials are not afraid to ask questions and show confusion. 

Mental Wellness – With the increase seen in mental illness among millennials, there is a need to create time and space to address and cope with stress, anxiety and depression.  Millennials are likely to engage in sedentary, unhealthy activities to cope with stress – playing video games or surfing the internet in response to their stress (APA, 2011).  Creating space and time to encourage and engage millennials in positive coping mechanisms can be instrumental in combatting mental health stigma and promoting healthy and mindful work environments.  Millennials are more likely to engage in yoga and meditation than other generations, additionally programs that encourage physical activity, wellness and movement can help to promote positive coping skills. 



Are generations really that different? 

 
Everyone wants respect , however, each generation do not clearly define 
the same way.   
 
Leaders must be trustworthy. Different generations do not have notably 
different expectations of their leaders. Trust matters across all 
generations. 
 
Nobody likes change. The stereotype is that older people resist change 
while younger people embrace it. All generation have people who 
struggle with change. 

www.amanet.org/training/articles/The-Myth-of-Generational-Differences-in-the-Workplace.aspx 
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Are generations that really different? 
(cont’d) 
 
Loyalty depends on context. It is said that younger generations are not 
as loyal to their organizations as older workers. The fact is the amount of 
time a worker puts in each day has more to do with his or her level in 
the organization than age. The higher the level, the more hours worked. 
 
Everyone wants to learn. Learning and development were among the 
issues brought up most frequently by people of all generations. All 
generations want to ensure they have the training to do their job well. 
 
Everyone likes feedback. All generations wants to know how they are 
doing and to learn how they can do better. 
 
www.amanet.org/training/articles/The-Myth-of-Generational-Differences-in-the-Workplace.aspx 
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Factors that support 
generations difference and coping 

  
Company culture  

• Focus on the entire workforce needs.  
 

Communications styles 
• Discuss openly communications preferences, use of meetings, text, email, 

phone and honor each others style.  
 

Generational stereotypes 
• Commit to stop hallucinating and judging people by the generation they 

were born in. There are some lessons but we need to stop generalizing.  
 

Cultural expectations 
• Move away from one rule fits all. The number of hours may not equal high 

quality and committed work, life balance is good for people, technology is 
evidence the world is changing. 



Who are the one out of five? 
Six part series available - Every Wed until May 8th 

• The motivation behind this award is to give employees and their 
organizations a unique perspective on the total  
health:  physical, mental, work and life. 
 

  www.employeerecommended.com  

http://www.employeerecommended.com/
http://www.theglobeandmail.com/report-on-business/careers/workplace-award/


Coping skills support tip for  
all generations 

Remember the Golden Rule? 
“Treat others as you would like to be treated.” 

 
Change it to the Platinum Rule 

“Treat others as they would like to be treated” 



Thank you! 
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