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WELCOME 

Welcome 

 

Stress is part of life—it’s how we respond 

to it that matters. 

 

In today’s fast-paced world, pressure is 

everywhere: demanding deadlines, shift-

ing expectations, and constant change. 

A manageable level of stress can drive 

performance. But when stress becomes 

persistent and overwhelming, it can have 

serious consequences for our health, fo-

cus, and productivity. 

 

According to the CIPD Health and Well-

being at Work 2023 report, stress is the 

leading cause of long-term absence in 

the workplace. Meanwhile, the ONS re-

ports that 1 in 6 working-age adults expe-

rience symptoms of anxiety or depression 

at any given time. The total cost of poor 

mental health to UK employers is now esti-

mated at £56 billion per year—a sharp 

increase from pre-pandemic levels. 

 

   

 

 

 

 

 

 

We know now that stress is not just a feel-

ing—it affects the entire body. It’s linked 

to high blood pressure, heart disease, di-

gestive issues, insomnia, anxiety, burnout, 

and even weakened immunity. If left un-

managed, the toll is both personal and 

professional. 

 

This programme—Excelling Under  

Pressure—is designed to help you build 

resilience, boost your self-awareness, and 

take back control. You’ll learn to spot the 

signs of unhelpful stress, manage pressure 

more effectively, and respond in ways 

that protect your wellbeing and perfor-

mance. 

 

Whether you’re leading a team, manag-

ing multiple priorities, or just trying to stay 

on top of daily demands, the tools in this 

programme will help you find your bal-

ance—so you can not just cope, but 

thrive. 

 

Welcome aboard.  
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UNDERSTANDING STRESS 

Stress is a physical response. Under stress, the body thinks it is under attack and switches 

to    

‘FIGHT,  FLIGHT OR FREEZE’ MODE  

releasing substances such as adrenaline, cortisol and norepinephrine to prepare the 

body for physical action. This causes a number of reactions, from blood being diverted to 

muscles, to shutting down unnecessary bodily functions such as digestion.   

The common physical symptoms when we are faced with a highly stressful situation are:  

  

HEART RATE INCREASES   

BREATHING BECOMES SHALLOW AND FAST  MUSCULAR TENSION INCREASES   

FEELING OF ANGER AND HOSTILITY INCREASE   

TEETH GRITTED  BLADDER RELAXES   

BLOOD PRESSURE INCREASES  BLOOD SUGAR INCREASES   

  

Our bodies have evolved to produce this stressed state in order to survive life-threatening  

situations like attacks from sabre-tooth tigers, however, in modern times we’re no longer 

living in caves and running away from sabre-toothed tigers so becoming stressed is more 

of a hindrance than a useful tool.  

 

There are still situations where it is beneficial to work yourself into a stressful state, such as        

participating in competitive sports; so the challenge is being able to control the effects of 

stress when it isn’t beneficial to the situation.  

 

What is fight, flight or freeze mode? 

Fight or flight means building up the    

energy to be able to respond to a        

life-threatening situation.  

For many people however this life-

threatening experience sets the stage for 

‘dysregulation’. The energy mobilised by 

the perceived threat gets "locked" into 

the nervous system when we go into 

freeze. This freeze response sometimes 

reveals itself when you breathe. Holding 

your breath and shallow breathing are 

both forms of freeze. The occasional 

deep sigh after a period of stress is the 

nervous system catching up on it's       

oxygen intake.  
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IS ‘STRESS’ GOOD OR BAD? THE PERFORMANCE ZONE 

Manageable levels of stress are not a problem, a stress-free environment is not the 

ultimate goal - we need pressure in our lives in order to perform.  The issue is long stages 

of inactivity causing distress from stagnation or prolonged exposure to high levels 

without a rest or reset period. 

 

The Performance Zone is the area that drives optimal performance, whether applied to 

sports, work or even driving.  Burnout and Rustout present in different ways but are both 

as traumatic to experience.   

When our stress levels move beyond the Performance Zone and edge towards Burnout 

we will struggle; problem solving,  lateral thinking and creative thinking diminish. We are 

unable to think clearly and make good decisions, and can become reactive, angry 

and sometimes even aggressive.  

Below the Performance Zone is Rustout where we may find ourselves unable to motivate  

ourselves; energy and enthusiasm will be low and we will be bored sluggish and 

lethargic.   

Make yourself familiar with the signs when your stress levels move above or below the  

Performance Zone so that you can reign them back in or raise them up accordingly. 
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STRESS EVALUATION EXERCISE 

It may be helpful for you to think about how stress affects your life and to 

share this with a partner. www.stress.org.uk/see 

 

1. What does stress mean to you? 

 

 

                  

 

2. What is the cause? 

 

 

                  

 

3. How does it affect you: 

  

A. Physically? 

 

 

                  

 

B. Mentally? (How you think) 

 

 

                  

 

C. Emotionally? (How you feel) 

 

 

                  

 

4. How often does it affect you? 

 

 

                  

 

5. How have you been dealing with it until now? 

 

                  

 

6. How could you deal with it instead? What could you do differently? 

 

 

                  

http://www.stress.org.uk/see
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The Health & Safety Executive defines stress as ‘the adverse reaction people 

have to excessive pressures or other types of demand placed on them’. 

 

This links very closely to one of our definitions of stress; a condition or feeling 

experienced when a person perceives that: 
 

“DEMANDS EXCEED THE PERSONAL AND SOCIAL RESOURCES  

THE INDIVIDUAL IS ABLE TO MOBILISE.” 
 

The International Wellbeing Insights uses ‘The Bridge’ analogy to approach 

the topic of mental health, wellbeing and stress. When a Bridge is carrying 

too much weight, it will eventually collapse. It is possible to see the warning 

signs before this happens, ‘The Bridge’ would bow, buckle and creak. 

 

The same principle can be applied to human beings, with excessive  

demands and challenges placed on our bridges. There may be early  

warning signs. However stress can creep up on some of us, resulting in an 

unexpected breakdown.  

 

‘The Bridge’ analogy can also be applied to a team or organisation as a 

whole by looking for more general signs such as team deadlines not being 

met or a decrease in team morale.  

THE BRIDGE ANALOGY 
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WHAT’S ON YOUR BRIDGE? 

1. WE DON’T HAVE A WORK BRIDGE AND PERSONAL BRIDGE, IT ALL GOES 

TO THE SAME PLACE AND WE TEND TO CARRY IT AROUND WITH US.   

TAKE A MOMENT TO THINK ABOUT WHAT IS ON YOUR BRIDGE.   

 

 

 

 

 

 

 

                   

 

2.  WHAT ARE THE SIGNS AND SYMPTOMS THAT YOU DISPLAY WHEN YOUR 

BRIDGE IS BOWING AND BUCKLING.  
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RECOGNISING STRESS 

Early identification of stress and stress-related problems 

Certain factors at work may indicate a potential problem 

One of the difficulties with stress is that 

people   experience stress in different 

ways. This contributes to stress manifesting 

in non-uniform presentations, so it would 

be wrong to overgeneralise when  giving 

advice on how to identify stress in others.  

However, what we can say is that 

b e c a u s e  s t r e s s  c a n  h a v e  

negative effects, it will usually manifest 

itself in unusual behaviour for that person. 

 

It isn’t always possible to prevent stress, so 

a key action in order to minimise risk is to  

identify stress-related problems as early 

as possible, so that action can be taken 

before serious stress-related illness occurs 

(thus preventing a costly outcome for all 

concerned).  

There will be changes in the stressed 

person. These changes may be 

emotional, physical or behavioural, or a 

combination of all three. So, the key thing 

is to look out for negative changes of any 

kind. Bear in mind that the negative 

changes are also likely to have knock-on 

effects  

e.g.  reduced performance at work,  

damaged interpersonal relationships 

 

Of course, we all experience ‘bad days’, 

so we are really talking about situations 

where people display these negative 

changes for a period of time (e.g. 5 days 

in a row). 

• More accident prone 

• Forgetting things 

• Showing a negative change in mood or     

fluctuations in mood 

• Avoiding certain situations or people 

• Using more very negative or cynical            

language 

• Becoming withdrawn 

• Showing a prolonged loss of sense of  

humour 

• Becoming increasingly irritable or short-

tempered 

• Arguments and disputes between  

people  

• A tendency to suffer from headaches,       

nausea, aches and pains, tiredness and 

poor sleeping patterns  

• Indecisiveness and poor judgement  

• Self-harming 

• A problem with drinking or drug taking  

• Looking haggard or exhausted all the 

time 

• Unable to think creatively 
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CAUSES OF STRESS AT WORK 

These are some traditional causes of stress at work 

A feeling of being under-appreciated 

Unreasonable demands in 

the job 

Overwork  

Office politics  

Feeling out of control of your destiny  

Uncertainty about job security  

Bullying or  

harassment 

Difficulty with communication 

Difficulty with resolving 

problems 
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THE 7 Es FRAMEWORK TO CREATE A 

CULTURE OF WELLBEING 

1  ENGAGE PEOPLE IN A CULTURE OF WELLBEING 

 

2  EXEMPLIFY THE VALUES YOU WISH TO EMBED INCLUDING A WORK 

LIFE/BALANCE YOURSELF 

 

3  EMPATHISE WITH YOUR TEAM AND PROVIDE EMOTIONAL SUPPORT 

 

4  EMPOWER YOUR TEAM TO BE LESS RELIANT ON YOU AS A      

MANAGER 

 

5  ENCOURAGE TEAM BY CELEBRATING ACCOMPLISHMENTS 

 

6  EMBED THE VALUE IN EVERYTHING YOU DO 



©International Wellbeing Insights 2025 

Tel 020 3142 8659; Web www.wellbeing.work Email support@stress.org.uk; 

Reproduction in any form without the written consent of International Wellbeing Insights is prohibited.  All rights reserved. 

12 

THE 7 Es FRAMEWORK TO CREATE A CULTURE OF WELLBEING– 

ENGAGE 

ENGAGE 

Engaging staff means interacting with them so they have the opportunity to raise any challenges 

and  concerns. It also means reaching out to encourage positive or constructive feedback and 

positive communication. 

A study by researchers at Kingston University found evidence that engaged employees perform 

better than non-engaged staff, that they take less sick days and are less likely to leave their  

employer. The author of said study also distinguishes between three types of staff engagement: 

 

INTELLECTUAL ENGAGEMENT (IQ: INTELLECTUAL INTELLIGENCE) 

The extent to which individuals are absorbed in their work and think about ways performance 

can be improved. 

EMOTIONAL ENGAGEMENT (EQ: EMOTIONAL INTELLIGENCE) 

The extent to which people feel positive, emotional connections to their work experience and 

therefore with the company. 

SOCIAL ENGAGEMENT (SQ: SOCIAL INTELLIGENCE) 

The extent to which employees talk to colleagues about work related improvements and 

change, but also non-work related  topics to create connections. 

Examples on how to engage your staff 

• Keep staff informed regarding large        

company decisions and changes 

• Let yourself be seen, take time out 

whenever possible to walk around the office 

to catch up with individuals. 

• Annual appraisals: where are their strengths 

working? When are they overplayed? 

• Regular non-work based activities to give 

staff the opportunity to interact with yourself 

and each other in an informal environment 

 

• Short team huddle (informal meeting) where 

each team member can discuss their   

weekends and what they need to do that 

week 

• Regular team meetings (monthly catch-up if 

possible). Giving staff the opportunity to 

have their say (WARNING: do not take over 

your staffs calendars with constant 

meetings. A ‘meetings culture’ will take staff 

away from the main objectives of their role) 
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THE 7 Es FRAMEWORK TO CREATE A CULTURE OF 

WELLBEING- ENGAGE 

WHAT CAN YOU DO TO MORE EFFECTIVELY AND MORE REGULARLY ENGAGE 

YOUR TEAM? 

 

INTELLECTUALLY 

How to engage individuals so they become excited by their work and think about 

ways experience and performance can be improved 

 

                   

                   

                   

                   

                   

 

 

EMOTIONALLY 

How to engage individuals so they feel positive emotional connections to their work 

experience and therefore with the company  

 

                   

                   

                   

                   

                   

 

SOCIALLY 

How to engage individuals in both work AND non-work related  topics to create  

connections., a sense of team spirit and group accomplishment 
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EXEMPLIFY 

Setting the standard among team to prevent a “do as I say, not as I do” culture. This idea can 

take team back to their childhoods of having double standards among them and their parents; 

running the risk of  creating a Parent/Child dynamic. 

 

BE THE FIRST 

SHARING EXPERIENCES  

BEING MINDFUL TO NOT MAKE IT ABOUT YOU 

Examples: 

• Taking at least 20 minutes away from 

your desk for lunch, and not eating 

lunch at your desk 

• Don’t contact team members after 

office hours, or set a time limit e.g. no 

emails after 8.00pm if your working 

hours finish at 6.00pm 

• Be the one to initiate a small social 

event such as drinks on a Friday after 

your team finishes work 

• Don’t contact team members when 

you’re on annual leave, and don’t try to 

contact other team members when they 

are also on annual leave  

• Speaking to team with the respect and 

tone that you would expect others to 

speak to you in 

THE 7 Es FRAMEWORK TO CREATE A CULTURE 

OF WELLBEING– EXEMPLIFY 

WHAT ARE THE VALUES AND STANDARDS THAT WE WANT TO SEE IN OUR TEAMS AND THE  

ORGANISATION AS A WHOLE? 

                  

                  

                  

                  

                   

 

HOW CAN YOU EXEMPLIFY THE STANDARDS THAT YOU WISH TO SET: IN WORK/LIFE BALANCE AND 

WELLBEING IN GENERAL? 
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IMPROVING COMMUNICATION 

The Transactional Analysis (TA) is a theory of     

popular psychology based on the idea that one's 

behaviour and social relationships reflect an      

interchange between parental (critical and       

nurturing), adult (rational), and childlike (intuitive 

and dependent) aspects of personality established 

early in life.  

Transactional Analysis allows us to better             

understand how we communicate with others and 

how other people respond to us. 

PARENT 

("exteropsyche") 

A state of the ego, in which people behave, feel and think in   

response to an unconscious mimicking of how their parents (or 

other parental figures) acted, or how they interpreted their      

parents’ actions. For example, a person may shout at someone 

out of frustration because they learned from an influential figure 

in their childhood that this was an effective way of relating with 

others.  

ADULT 

("neopsyche") 

A state of the ego, which is like a computer processing infor-

mation and making predictions absent of major emotions that 

could affect its operation. Learning to strengthen the Adult is a 

goal of TA. While a person is in the Adult ego state, he/she is 

directed towards an objective appraisal of  reality. 

CHILD 

("archaeopsyche") 

A state of the ego, in which people behave, feel and think    

similarly to how they did in childhood. For example, a person 

who receives a poor evaluation at work may respond by   

looking at the floor and pout as they used to when scolded as 

a child.  Conversely, a person who receives a good evaluation 

may respond with overexcitement. The Child is a source of 

emotions, creation, recreation, spontaneity and intimacy. 
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IT’S FRIDAY, YOU’RE DUE TO BE OFF ON ANNUAL LEAVE - THIS HAS BEEN BOOKED FOR 

MONTHS. 

 

THERE IS A REALLY IMPORTANT, TIME SENSITIVE, CLIENT DEADLINE AND ALL HANDS ARE 

NEEDED ON DECK. SUDDENLY, YOUR MANAGER SAYS THAT YOU CAN NO LONGER HAVE 

T R A N S A C T I O N A L  A N A L Y S I S  E X E R C I S E  

HOW WOULD A ‘PARENT’ EGO TYPE RESPOND TO THIS SITUATION? 

WHAT WOULD A LIKELY OUTCOME BE? 

 

                 

                  

                 

                  

                 

                  

HOW WOULD A ‘CHILD’ EGO TYPE RESPOND TO THIS SITUATION? 

WHAT WOULD A LIKELY OUTCOME BE? 

 

                 

                  

                 

                  

HOW WOULD AN ‘ADULT’ EGO TYPE RESPOND TO THIS SITUATION? 

WHAT WOULD A LIKELY OUTCOME BE? 
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TRANSACTIONAL ANALYSIS 

COMMUNICATION CAN BECOME MORE EFFECTIVE, ESPECIALLY WHEN UNDER  

PRESSURE OR AT TIMES OF HIGH STRESS,  WHEN YOU MAINTAIN AN ADULT EGO STATE, 

NO MATTER WHICH EGO STATE YOUR COUNTERPART FALLS INTO.  

IMPROVING COMMUNICATION 

WE CAN APPLY TRANSACTIONAL ANALYSIS TO THE WORK ENVIRONMENT BY  

OBSERVING HOW TEAM MEMBERS RESPOND TO EACH OTHER. A PERSON WITH ‘PARENT 

EGO-TYPE’ BEHAVIOUR OFTEN PROMPTS OTHERS TO REACT FROM A ‘CHILD EGO’ STATE 

AND VICE-VERSA.  
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YOU WALK IN TO THE KITCHEN AND TWO PEOPLE ARE FIGHTING OVER 

THE LAST ORANGE IN THE FRUIT BOWL.  THIS IS IMPORTANT TO THEM; 

THEY BOTH REALLY, REALLY WANT IT! 

T R A N S A C T I O N A L  A N A L Y S I S  E X E R C I S E  

HOW DO YOU RESPOND TO THIS SITUATION? 

WHAT WOULD A LIKELY OUTCOME BE? 
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THE 7 Es FRAMEWORK TO CREATE A CULTURE 

OF WELLBEING– EMPATHISE 

EMPATHISE 

As a manager it is important to put yourself in your team’s shoes and provide emotional  

support.  It allows team to feel safe with their failures and not feel they are blamed for them and 

encourages management to understand the cause of poor performance. 

 

When engaging with your team, consider Professor Albert Mehrabian's communication model, 

which states the following percentages when communicating feelings or attitudes: 

 

• TONE OF VOICE ACCOUNTS FOR 38% OF MEANING 

• BODY LANGUAGE ACCOUNTS FOR 55% 

• WORDS ACCOUNT FOR JUST 7% 

 

Understanding someone’s body language is vital when communicating and empathising with an            

individual. 

• Recognise differences between the individuals in your team and appreciate them.  

• Embrace the traits that the individuals have e.g. approach an introvert differently to 

an extrovert to gain the best response from them. 

• Listen to your team. Create opportunities for team to tell you their opinions and feel-

ings without judging or interrupting them. 

• Ask questions to better understand the individuals in your team e.g. “do you prefer 

structure or flexibility”? 

HOW CAN EMPATHISING WITH TEAM HELP US TO BECOME A BETTER MANAGER? 

                  

                  

                  

                   

 

WHAT ARE WAYS IN WHICH YOU CAN SHOW EMPATHY TOWARDS YOUR TEAM? 
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PROVIDING EMOTIONAL SUPPORT 

Providing emotional support doesn’t mean acting as a counsellor or therapist, but as a 

manager you have an interest in maintaining a positive workplace, so there are many   

practical ways you can  support your team. 

 

INFORM YOURSELF ABOUT MENTAL ILL HEALTH such as depression and anxiety in order to  

expect any misunderstandings should employees approach you about this. 

 

MAKE YOURSELF FAMILIAR with the support  resources in your organisation and how to 

access them 

 

PROMOTE AND EXEMPLIFY personal resilience including work/life balance. 

 

USE A BUDDY SYSTEM to support younger, less experienced employees who may be 

less able to cope with emotional demands. Pair them up with an experienced ‘buddy’ 

within the company; someone they can turn to during the early stage of their career 

and ask for advice when needed. 

 

ESTABLISH REGULAR MEETINGS where employees can share and ‘offload’ their emotion-

al issues and support each other. Peer support is a great mechanism to alleviate emo-

tional stress. 

 

ENCOURAGE AN OPEN, HONEST DISCUSSION ABOUT STRESS that acknowledges that 

stress is not a weakness. 

 

ACKNOWLEDGE that each employee has different levels of resilience / different     

bridges. 

 

YOU CAN SHOW EMPATHY WITH THE WORDS THAT YOU USE, BUT MOSTLY THROUGH BODY 

LANGUAGE AND TONE OF VOICE. LISTENING AND SHOWING THAT YOU ARE HEARING IS 

KEY - YOU DON’T HAVE TO HAVE ALL OF THE ANSWERS! 
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THE FEELINGS WHEEL 

All of us can probably become more precise in identifying what we feel. There is no one 

way to “map” emotions and how they relate to each other, but the Feelings Wheel,  

developed by Dr. Gloria Willcox, illustrates the wealth of emotions available to us. 

 

As you can see, the middle wheel contains more specific versions of the feelings in the 

central wheel. The outer wheel contains common responses to those feelings. So for  

instance when you’re excited you might be more daring, and when you feel hurt you 

might become more distant. 

 

As Managers; how could we use this? As a guide to identify our own emotions?  Identify 

someone else’s or help them to determine how they are feeling? 

Source: Onesimusix 
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THE 7 Es FRAMEWORK TO CREATE A CULTURE 

OF WELLBEING– EMPOWER 
EMPOWER 

Empower your team by providing the necessary knowledge and skills to enable team to 

solve their problems themselves. Empowering team can also mean decentralizing      

management by devolving power to lower management and giving more authority and 

decision-making power to team. 

 

CLARIFYING AND ADAPTING RESPONSIBILITIES 

DELEGATING EFFECTIVELY  

PROVIDING ADEQUATE TRAINING 

ENCOURAGING CONTINUOUS FEEDBACK 

 

Examples: 

• ANNUAL APPRAISAL (THIS ALSO FALLS UNDER ENGAGEMENT) 

• RESPONSIBILITY FOR PROBLEM SOLVING 

• EXTERNAL TEAM TRAINING GIVES TEAM TIME OUT OF WORK TO ATTEND RELEVANT 

TRAINING THAT WILL HELP THEM WORK MORE EFFECTIVELY AND EFFICIENTLY 

• INTERNAL TEAM TRAINING GIVES TEAM TIME OUT OF WORK TO UNDERSTAND THE  

ORGANISATION’S PROCESSES AND TO REDUCE A MANAGER’S INVOLVEMENT IN THEIR 

TEAM’S DUTIES 

WHAT TOOLS DO YOU NEED TO GIVE YOUR TEAM MEMBERS TO BE LESS RELIANT ON YOU AS A 

MANAGER AND EMPOWER THEM INSTEAD? 

 

                  

                  

                  

                  

                  

                  

                  

                   



©International Wellbeing Insights 2025 

Tel 020 3142 8659; Web www.wellbeing.work Email support@stress.org.uk; 

Reproduction in any form without the written consent of International Wellbeing Insights is prohibited.  All rights reserved. 

23 

MONKEY MANAGEMENT 

IN 1974, WILLIAM ONCKEN, JR. AND DONALD L. WASS PUBLISHED AN ARTICLE IN HARVARD  

BUSINESS REVIEW THAT   REFERRED TO UNSOLVED PROBLEMS AS ‘MONKEYS’ AND THE PROBLEM 

OF MANAGERS UNWITTINGLY REDUCING THEIR EFFECTIVENESS BY TAKING OWNERSHIP OF MON-

KEYS THAT RIGHTFULLY NEED TO STAY WITH THE EMPLOYEE. 

 

MONKEY MANAGEMENT HAS 5 STAGES: 

 

1 DON’T BREED MONKEYS  

WHEN AN EMPLOYEE PRESENTS YOU WITH A PROBLEM, CLARIFY WHAT YOUR EMPLOYEE EXPECTS. 

IN A HIGHLY FUNCTIONAL MANAGER/EMPLOYEE RELATIONSHIP, THE EMPLOYEE MAY JUST WANT 

TO BE HEARD AND FEEL UNDERSTOOD. AFTER SOME EMPATHETIC LISTENING, SIMPLY ASKING THE 

EMPLOYEE “WHAT DO YOU NEED FROM ME?” CAN OFTEN RESULT IN “NOTHING, I JUST NEEDED 

SOMEONE TO TALK TO. THANKS FOR LISTENING.”  

 

2 IDENTIFY THE MONKEY 

IF SOMEONE COMES TO YOU WITH A SOLUTION, MAKE SURE YOU KNOW WHAT THE PROBLEM IS. 

IF THE DISCUSSION BEGINS WITH A SOLUTION, ASK “WHAT PROBLEM ARE WE TRYING TO SOLVE?”  

 

3 FEED OR SHOOT THE MONKEY 

DECIDE IF THE PROBLEM SHOULD BE SOLVED OR DISMISSED. TOGETHER THE MANAGER AND THE  

EMPLOYEE DECIDE TO WORK ON A SOLUTION OR DECIDE NOT ADDRESS IT AT ALL. CLEARLY  

STATING “I AGREE THAT IS AN ISSUE, BUT BECAUSE OF (…..), IT IS NOT A PRIORITY AT THIS TIME,” IS  

BETTER THAN AN AMBIGUOUS ACKNOWLEDGEMENT.  

 

4 DON’T TAKE THE MONKEY 

CLEARLY COMMUNICATE THAT THE PROBLEM AND ITS SOLUTION BELONG WITH THE  EMPLOYEE. A 

GOOD STARTING POSITION IS “I COULD TAKE THIS PROBLEM, BUT IT WOULD BE BETTER FOR YOU 

TO HANDLE THIS. LET’S LOOK AT HOW.”  

 

5 SCHEDULE THE NEXT MONKEY FEEDING TIME  
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MONKEY MANAGEMENT 

WHAT FACTORS ARE CRITICAL FOR ITS SUCCESS? 

 

• RECOGNITION THAT A PROBLEM IS BEING DELEGATED UPWARD 

• AN UNDERSTANDING BY THE MANAGER THAT HIS OR HER JOB IS TO GET PROBLEMS SOLVED, 

NOT SOLVE PROBLEMS 

• EMPLOYEES WHO ARE BOTH WILLING AND ABLE TO SOLVE PROBLEMS 

 

BENEFITS OF PROPER MONKEY MANAGEMENT INCLUDE: 

 

• EFFECTIVE USE OF A MANAGER’S TIME 

• INCREASED EMPLOYEE PROBLEM-SOLVING SKILLS 

• INCREASED ORGANISATIONAL PROBLEM-SOLVING 

CAPACITY  

• GREATER EMPLOYEE JOB SATISFACTION  

 

(SOURCE: LIFE CYCLE INSTITUTE) 

 

OPENABLE DOOR POLICY 

OPEN DOOR AND CLOSED DOOR POLICIES BOTH HAVE 

THEIR BENEFITS, HOWEVER, MAKING YOURSELF  

AVAILABLE 24/7 CAN BE DETRIMENTAL TO COMPLETING 

YOUR OWN DUTIES, AND COMPLETELY REMOVING 

STAFF’S ABILITY TO APPROACH YOU CAN LEAD TO  

ERRORS AND A BREAKDOWN OF INTERPERSONAL  

RELATIONSHIPS. AN OPENABLE DOOR MEANS BEING  

HOW CAN YOU USE MONKEY MANAGEMENT TO MINIMISE MICRO-MANAGEMENT AND EMPOWER 

YOUR PEOPLE? 
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MONKEY MANAGEMENT EXERCISE  

ROLE PLAY EXERCISE 

 

GROUPS OF TWO (OR THREE) TO TAKE TURNS: 

A: TEAM LEADER - HAS A HABIT OF TAKING MONKEYS...BUT NOT THIS TIME! 

B: TEAM MEMBER - NEEDY AND LIKES TO PASS MONKEYS TO THEIR MANAGER 

 

 (IF NEEDED - C WILL OBSERVE AND PROVIDE FEEDBACK) 

 

B: THINK OF A CHALLENGE THAT YOUR TEAM MEMBERS PRESENT YOU WITH ON A REGULAR 

 BASIS,   APPROACH YOUR MANAGER AND TRY TO PASS YOUR MONKEY 

A: EMPOWER YOUR TEAM MEMBER BY USING MONKEY MANAGEMENT 

 

Notes on exercise: 

                 

                 

                 

                 

                 

 
YOU DON’T HAVE TO 

START WITH A PROBLEM, 

YOU COULD TRY  

APPROACHING YOUR 

MANAGER WITH A  

SOLUTION FIRST  
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THE 7 Es FRAMEWORK TO CREATE A CULTURE OF WELLBEING- 

ENCOURAGE 

ENCOURAGE 

Encouraging individuals means more than just praising them when they do well. It’s about knowing how to 

interact with staff on both an individual and a team level to help them create a happy and efficient  

environment for themselves. 

APPROPRIATE & SPECIFIC PRAISE 

RECOGNITION 

GRATITUDE 

Examples 

• A simple “well done” when a staff member has done something well (quite often forgotten 
during times of pressure) 

• Ask staff to individually rank a list of things that motivate them from most to least important  
e.g. challenging work, money, opportunity for advancement etc. Understanding what  

 motivates individuals gives you the ability to encourage them in a way that suits them best. 

• Reward both effort and success. Some employees will come up with great ideas that may 
not have worked out. Lack of success doesn’t mean any less effort was put into the idea. 

• Always do your best to keep the team equal in their voices e.g. actively involving quieter 
staff members in meetings and conversations, allowing them to see that their view counts. 

• Pointing out the positives to staff if they don’t do as well as expected. Don’t dwell on what 
went wrong, speak to them about what they can learn from the situation so prevent it from 
happening again 

• Team incentives if they hit/exceed targets such as an expenses paid meal or trip. 

• Employee of the month/quarter awards: an anonymous team vote avoids any  accusations 
of  favouritism 

• Financial rewards (directly involving monetary rewards) or non-financial rewards (still may 
cost the company money, but are targeted at providing psychological benefits).  
 

WILMOTT DIXON 

Loyalty is rewarded with a learning fund of £750 per head so workers can try something new, 

such as learning a language or taking singing lessons. These initiatives contribute to the firm  

winning the Sunday Times special award for Discovering Potential 75% of their people value the 

opportunities to learn and grow 

WHAT DOES ENCOURAGEMENT MEANT TO YOU? WHAT IS IMPORTANT TO YOU IN TERMS OF NON-FINANCIAL 

MOTIVATION AND INCENTIVE? 
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NOTES 
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THE 7 Es FRAMEWORK TO CREATE A CULTURE OF WELLBEING – 

EMBED 

EMBED 

INSTILLING WELLBEING VALUES IN EVERYTHING YOU DO. CREATE POLICIES AND INFRASTRUCTURES TO MAKE 

SUSTAINABLE CHANGE POSSIBLE. 

HAVING A PLAN 

CARRYING IT OUT EVERYDAY 

ENCOURAGING OTHERS 

MAKE IT THE CULTURE 

 

• WHAT ARE YOU GOING TO TAKEAWAY FROM THIS? 

• WHAT ARE THE QUICK WINS? 

• WHAT ARE THE LONGER TERM GOALS? 

 

EXAMPLES 

WHICH SKILLS, ACTIONS & PRACTICES ARE YOU GOING TO USE BOTH FOR YOURSELF AND FOR 

YOUR TEAMS? 

• FROM INTERNATIONAL WELLBEING INSIGHTS? 

• FROM ANY OF THE GOOD PRACTICE SHARED BY YOUR COLLEAGUES? 

• FROM ANYTHING THAT YOU USED TO DO (BUT STOPPED DOING) THAT WORKED? 

                  

                  

                  

                  

                  

                  

                  

                   

 

HOW CAN YOU (AND YOUR TEAM) EMBED THESE ACTIONS IN TO PRACTICE? 
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NOTES 
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EVALUATE 

Assessing the effects and benefits of the framework over time. 

 

Examples 

• Audits 

• Identification of stress-related problems can be best achieved by reflecting on three sources of data  

 

3 SOURCES OF DATA  

 

1. NEGATIVE CHANGES IN THE INDIVIDUAL—ANECDOTAL 

Your perceptions are important. This includes seeing or hearing negative changes and whether 

those changes persist over time. 
 

2. OBJECTIVE DATA RELATED TO THE IMPACT OF STRESS ON THE TEAM/INDIVIDUAL—

QUANTITATIVE 

Looking at whether there are measurable effects such as changes in efficiency or absence 

 

3. QUALITATIVE DATA 

Others’ perceptions are also important so make sure to explore how other people  

describe their experience. Data like this can come from chance remarks, one-to-ones or per-

haps most importantly from team meetings.  

THE 7 Es FRAMEWORK                                                         

TO CREATE A CULTURE OF WELLBEING– EVALUATE 

HOW CAN WE EVALUATE PROGRESS IN THE AREAS YOU WISH TO IMPROVE? 

                  

                  

                  

                   

HOW DO YOU KNOW YOU HAVE ACHIEVED SUCCESS? 
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SUPPORT RESOURCES 

EAP  

http://intranet/home/human-resources/employee-wellbeing/employee-

helpline-service/ 

HUB OF HOPE  

Mental health database bringing your local and national mental health  services to-

gether in one place at www.hubofhope.co.uk 

 

SAMARITANS 

The Samaritans 24-hour service. 

Call:   116 123  

Email:   jo@samaritans.org 

 

C.A.L.M: CAMPAIGN AGAINST LIVING MISERABLY 

Free and confidential helpline and webchat – 5.00pm-midnight, 7 days a week 

Call:   0800 58 58 58 

Webchat: www.thecalmzone.net/help/get-help/  

http://www.hubofhope.co.uk/
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MY 30 DAY ACTION PLAN  

KNOWLEDGE IS POWER…ONLY IF YOU APPLY IT OR TAKE ACTION.  

THIS IS ABOUT LIFESTYLE BALANCE; 

 

HOW DID YOU DO? WHAT ARE YOU DOING WELL?  WHAT COULD NEED IMPROVEMENT? 

BUILD YOUR PERSONAL RESILIENCE.  

 

Finding meaningful ways to engage your brain and occupy your time can help  

alleviate the distress and irritability that poor wellbeing brings.  

The coping mechanisms that will work best for you will have a lot to do with your  

personal situation 

 

FOR EXAMPLE: 

 “IF I AM NOT FEELING OKAY, I WILL REACH OUT TO SOMEONE IN MY SUPPORT NETWORK”.  

“I WILL GET OUT EVERYDAY IN THE FRESH AIR, WHATEVER THE WEATHER” 

“I WILL GO TO BED 30 MINUTES EARLIER 

 

ACTION POINT 1: (WATER): I WILL... 

 

 

                   

 

ACTION POINT 2 : (OUTDOORS & EXERCISE) I WILL... 

 

 

                   

 

ACTION POINT 3 : (DIET) I WILL... 

 

 

                   

 

ACTION POINT 4: (PEOPLE): I WILL... 
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ABOUT INTERNATIONAL WELLBEING INSIGHTS 

Big ideas, inspiring stories, robust ethics and strong principles and a values driven 

approach have been at the heart of our organisation since our inception. 

 

We believe that wellbeing isn’t just a perk—it’s the foundation of a thriving, high-

performing, and sustainable workplace. Our mission is simple but powerful: to 

empower organisations and individuals to take control of their wellbeing, creating 

cultures where people don’t just survive but truly thrive. We’ve been at the forefront of 

workplace wellbeing since 2003, helping organisations worldwide build happier, 

healthier, and more resilient teams. But we’re not here to tick boxes or promote one-off 

initiatives—we’re here to drive meaningful, lasting change. 

 

Our mission is to maximise physical, mental, emotional and social health as well as 

improving relationships, performance, productivity, creativity, morale, recruitment & 

retention by creating a resilient workforce and equipping them to cope with change 

and adversity.  

 

 

For more information or to book a  

workshop or a free no-obligation consultation see www.wellbeing.work or 

call 0203 142 8659 or email info@stress.org.uk  

 

If you would like more information about stress and how to manage it, visit 

www.stress.org.uk.  

http://www.wellbeing.work
mailto:info@stress.org.uk
http://www.stressmoodcards.com
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We have supported many organisations, including: 

We provide a range of services across the UK and internationally. We are always happy to dis-

cuss how we can support you.  

 

We look forward to supporting your wellbeing journey. 

Find Us Here: 

The Lighthouse 

Suite S, Quay West 

Salamander Quay 

Harefield, Middlesex 

Call Us On: 

Switchboard: +44 (0) 203 142 8650 

Email Us On: 

info@stress.org.uk 

Visit  Us On: 

www.stress.org.uk 

www.wellbeing.work 


