
Prioritising 
Wellbeing as a 
Core Leadership 
Value



https://www.aihw.gov.au/mental-health/topic-areas/mental-illness 

● > 2 in 5, or 44% of Australians aged 16–85 
     … have experienced a mental health disorder at some time in their life

● > 1 in 5, or 21% of Australians 
    … have experienced a mental health disorder in the last 12 months

https://www.aihw.gov.au/mental-health/topic-areas/mental-illness


https://behaviouraleconomics.pmc.gov.au/projects/national-survey-mental-health-related-stigma-and-discrimination 

https://behaviouraleconomics.pmc.gov.au/projects/national-survey-mental-health-related-stigma-and-discrimination


Areas of influence on 
Mental Health









Leadership influence on 
MH & Wellbeing



Environment

● Diversity
● Flexibility
● Psychological Safety
● Behavioural Norms, 

Feedback and 
Performance



https://www.dca.org.au/news/media-releases/workplace-inclusion-flexibility-can-improve-mental-health 

Inclusion@Work Index 2023-2024 Early Findings

Diverse, inclusive teams are six times 
more likely to report work had a positive 
impact on mental health 
   (57% in inclusive teams, 
        compared to 9% in non-inclusive teams).

https://www.dca.org.au/news/media-releases/workplace-inclusion-flexibility-can-improve-mental-health


https://hbr.org/2017/01/the-neuroscience-of-trust 

https://hbr.org/2017/01/the-neuroscience-of-trust


1. Evaluate and set explicit norms and expectations
○ Drop the baggage, address the elephants.
○ Align on norms to set the foundation for inclusivity.

2. Model vulnerability
○ Normalise “I don’t know.”
○ Acknowledge missteps and learn from them.

3. Remember everyone has a unique perspective
○ Only ask when you really want to know.
○ Don’t put people on the spot.
○ Be welcoming of perspective, not defensive.
○ Thank people for sharing their opinion. 

4. Be a transparent communicator
○ … and be clear that you want feedback.

5. Create a culture of appreciation

6. Get to know your team

Setting the Stage for Psychological Safety: 6 Steps for Leaders 

Building Trust & Safety

https://accelerate.uofuhealth.utah.edu/resilience/setting-the-stage-for-psychological-safety-6-steps-for-leaders


What would Ted do?

What Ted Lasso can teach us about 
creating psychological safety 

1. Evaluate and set explicit norms and expectations
○ Drop the baggage, address the elephants.
○ Align on norms to set the foundation for inclusivity.

2. Model vulnerability
○ Normalise “I don’t know.”
○ Acknowledge missteps and learn from them.

3. Remember everyone has a unique perspective
○ Only ask when you really want to know.
○ Don’t put people on the spot.
○ Be welcoming of perspective, not defensive.
○ Thank people for sharing their opinion. 

4. Be a transparent communicator
○ … and be clear that you want feedback.

5. Create a culture of appreciation

6. Get to know your team

Setting the Stage for Psychological Safety: 6 Steps for Leaders 

Building Trust & Safety

https://www.peoplemattersglobal.com/article/talent-management/what-ted-lasso-can-teach-us-about-creating-psychological-safety-33950
https://www.peoplemattersglobal.com/article/talent-management/what-ted-lasso-can-teach-us-about-creating-psychological-safety-33950
https://accelerate.uofuhealth.utah.edu/resilience/setting-the-stage-for-psychological-safety-6-steps-for-leaders


Workload

● Volume of Hours
● Capacity Planning
● Level of Challenge
● Reactive vs. Proactive
● Risk Distribution



https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort 

Summary.   An outdated way of thinking about peak performance is: “maximum 

effort = maximum results.” But research shows that it doesn’t actually work that 

way in reality. Here’s what actually works: The 85% rule, which counterintuitively 

suggests that to reach maximum output, you need to refrain from giving maximum 

effort. Operating at 100% effort all of the time will result in burnout and ultimately 

less-optimal results. While the precise number 85% may just be a rule of 

thumb, it’s a helpful one for managers who want to create high-performance 

teams without burning people out.

https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort


https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort 

Let people know when an 
85%-right decision is acceptable.

https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort


https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort 

“If you can be any kind of 
person, be the kind who ends the 
meeting early.”

https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort


https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort 

To be a top performing Leader, 
demonstrate 85% effort.

https://hbr.org/2023/06/to-build-a-top-performing-team-ask-for-85-effort


Communication

● Norms
○ Timing
○ Reactiveness

● Intention & Impact
● Being Present



Communication

● Norms
○ Timing
○ Reactiveness

● Intention & Impact
● Being Present



Intention



Realize deeply that the present moment is 
all you ever have. Make the Now the 
primary focus of your life.
  - Eckhart Tolle

https://www.linkedin.com/pulse/emotional-availability-leadership-zarmina-penner/ 

Being Present & Open

https://www.linkedin.com/pulse/emotional-availability-leadership-zarmina-penner/


Support

● Obligations
○ Awareness
○ Preparedness

● Organisational 
Supports

● Personal Knowledge 
& Capability



● There is no legal obligation for a worker to 
disclose information about their [mental illness].

● As a manager, you have a responsibility to 
assist workers with mental illness by providing 
changes which will enable them to perform their 
duties more effectively in the workplace (these are 
known as ‘reasonable adjustments’).

3. Managing mental illness in the workplace | Australian Human Rights Commission 
Working with poor mental health - Beyond Blue 

https://humanrights.gov.au/our-work/3-managing-mental-illness-workplace
https://www.beyondblue.org.au/mental-health/working-with-poor-mental-health#make-reasonable-adjustments


EAPs

What R U OK? is about 

https://www.ruok.org.au/what-were-about


Kindness Reminder: 
You aren’t personally responsible to resolve the mental health 
challenges others might be experiencing. You can guide people to 
available supports - each person must willing and ready to access 
the help they need.



Other Links & Resources To Support: 

How Supportive Leaders Approach Emotional Conversations 
How to Help Someone with Anxiety | Johns Hopkins Medicine  
I'm worried about someone - Lifeline Australia   
How to help someone with anxiety or depression|Beyond Blue   
The Subtle Signs That Someone Might Be Struggling With Anxiety - Hey Sigmund  

Download the slides & links at
https://richardnichols.net/ 

https://hbr.org/2022/03/how-supportive-leaders-approach-emotional-conversations
https://www.hopkinsmedicine.org/health/treatment-tests-and-therapies/how-to-help-someone-with-anxiety
https://www.lifeline.org.au/get-help/i-m-worried-about-someone/
https://www.beyondblue.org.au/get-support/support-someone/how-to-help-someone-with-anxiety-or-depression
https://www.heysigmund.com/subtle-signs-of-anxiety/
https://richardnichols.net/

