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3Us: The human response to COVID-19

Unpredictable

Individuals see crisis situations as 

being highly unpredictable. 

They will be reading information 

from a variety of sources, and these 

sources will be changing every day. 

In their minds, there is a high degree 

of unpredictability. There are many 

different outcomes, and many 

scenarios that could take place. 

Uncontrollable 

Unpredictability can often lead to a 

sense of not being in control. 

During COVID-19, people will feel 

that they can take small steps to 

protect themselves. 

However, there are many wider 

implications such as effect on the 

organisation, society, and their 

families, which they will perceive to 

be overwhelmingly out of their 

control.

Uncertain

Unpredictability and lack of control 
can lead to a general feeling of 
uncertainty.

There is uncertainty about what the 
future will mean for me personally, 
for my organisation, my team mates, 
my family, and my community.

This uncertainty, both in the short 
term and in the long term, can be 
very disruptive and cause many of us 
to feel anxious about what is to 
come. 

Crisis research has revealed a wealth of insight into how humans respond when faced with situations much like the 

one we are facing today. Before we start thinking about how our organisations can best navigate COVID-19, we must 

understand the psychological reactions that individuals will be experiencing. 



Different reactions will mean different behaviours

Immediate self-isolation Estimation of risk Continues with business as usual

High anxiety, which leads to 

over-prepping and panic buying
Emotional response Ridicules those who are preparing

Continuously refreshes news articles 

and updates for advice
Attention to threat No attention given to the crisis

Decides that nowhere is safe apart 

from inside own house
Perception of safety

Assumes protection 

and invulnerability

Over cautious Under cautious
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Uncertainty about future threat has been found to be highly disruptive and often times cause a response of anxiety. 

Research by neuroscientists Dan Grupe and Jack Nitschke (2013) identifies 4 processes essential for adaptive 

anticipatory responses to future threat uncertainty. However, many of us will undergo those 4 processes differently. 

This can lead to different behaviours, with some of us being under cautious, and others over cautious. 



Acute uncertainty
▪ Ever-changing situation: health, 

social, economic

▪ Organisational energy consumed by 

the emergency

▪ Most people working entirely from 

home for first time

▪ Suspension of normality/novelty

▪ Wellbeing under pressure from 

family/personal circumstances

Prolonged disruption
▪ Performance declines as a result of 

extended remote working

▪ New economic reality requires 

significant new measures to be 

implemented remotely

▪ Pace drops with mental fatigue and 

corporate social distance

▪ New political order with greater 

exclusion and few new relationships

A new normal
▪ Tensions over what the ‘new normal’ 

should be

▪ Social fabric threadbare and damaged 

relationships need repairing

▪ Sense of loss (e.g., no commuting, 

seeing my children) outweighs 

gain for many

▪ Nostalgia vs looking forward

▪ Risk of severe anti-climax
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Phases of response to the Coronavirus



uncertainty
Acute

Phase 1



Managers: change the way you think about distance

Physical distance is the 
geographical distance between 
us and our team members. 

Operational distance builds 
when issues such as 
miscommunications or technical 
problems begin to irritate 
people. 

Affinity distance occurs when 
there is a lack of alignment in 
expectations which stop deep 
relationships from taking root. 

6© 2020 Mind Gym plc

Sobel-Lojeski, K. (2015).

Virtual 

distance

Physical distance

Operational 

distance

Affinity 

distance

Managers



disruption
Prolonged

Phase 2



Mental fatigue starts to kick in 

Learned helplessness

‘I’ve already tried that and 

it didn’t work. So I’m done’

Projecting blame

‘It’s not my fault – it’s 

everyone else, and the 

situation I’m in’

Ambiguity intolerance

‘I’m uncomfortable 

with not knowing’

Loss aversion

‘I’d rather stick with 

the way things are than 

risk losing something’
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Over prolonged periods 

of disruption, there are 

certain psychological 

traps that humans are 

prone to fall into.

The problem is that 

most often these will 

arise in an unconscious 

way.

Falling trap of these will 

mean that we develop a 

distorted view of 

ourselves, and our 

relationship with the 

context in which we’re 

in.  



Give Hope

9

Willpower

Snyder, R. (2000)
© 2020 Mind Gym plc

Leaders
Leaders hold the influence to increase an 

individual’s Willpower. Willpower is someone 

actively wanting to shape their context and 

their future. 

Similarly, leaders can do much to generate a 

strong sense of Waypower. Waypower is an 

individual’s perception that they are able, and 

have the right tools, to shape their context 

and their future. 



Provide… While monitoring for… Address this by…

Balance personal with practical
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Emotional support
(empathy, trust, and caring)

Compassion fatigue Asking people how they are and 

listening empathetically. Ask 

questions to help reframe.

Practical support
(agency, responsibility and 

accountability)

Social loafing Agree what can be done and following 

up on whether it has been. 

Social support
(where to go for aid, advice 

and decisions)

Exclusion Encouraging honest conversations, 

calling out gossip, looking to include 

those who are more often out of 

sight/sound.

Heaney & Israel, 2008
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A new normal

Phase 3



Returning to the cauldron

Resurface 

expectations

Give time to 

adjust

Establish 

new rituals

Mark the 

return

Recognise

what is lost

Rebuild 

relationships
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And after 

everything 

blows over, 

we will need 

to consider 

how we all 

return to a 

new 

normal…
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Approach

14

Phase 01: 

Acute uncertainty

Phase 02: 

Prolonged disruption

Phase 03: 

A new normal

Leaders Confident uncertainty Give hope Mark the return

Managers & 

Supervisors

Remote control Coach for agency Establish new rituals

Everyone Stay present Build my community Rebuild relationships



can help
How Mind Gym



Pre-empt fear, loneliness, drift and other 
psychological symptoms that are likely to occur 
after prolonged periods of working in isolation: 
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Help is at hand

Over 100 hundred topics available

17

Digital, 

on demand

Live virtual

x
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Instant response
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Virtual, instructor-led

Go Large

60 mins

Up to 1,000 ppl

Workout

90 mins

Up to 16 ppl

Workout Pro

180 mins

Up to 16 ppl

Digital, e-learning

eWorkout

10 mins

Just-in-time

Phase 01: 

Acute uncertainty

Phase 02: 

Prolonged disruption

Phase 03: 

A new normal

Leaders Direct

Relate

Trust me

Challenging messages

Execute

Coach

Leading inclusively

Storytelling

Energize

Thrive 

Inspire

Building belief

Managers & 

Supervisors

Remote control

Remote teaming

@virtualmeeting

True grit

Performance coaching

Great feedback 

Courageous conversations

Ever Ready

Collaborative solutions

@virtualcollaboraton

Goal setting

Held to account

Everyone @virtualwork

@virtualpresence

Stressbusters

Sorted for stress

Alone, not lonely

Change agility

Create your own luck

Getting things done

One of us

Time to thrive

Bounce back

Your impact on others
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https://uk.themindgym.com/livin

g-in-lockdown-webinar/

https://uk.themindgym.com/living-in-lockdown-webinar/


Get in touch

/company/mind-gym @themindgym/themindgym
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e: Andrew.collings@themindgym.com

UK

160 Kensington High St,

London, W8 7RG,

UK

e: uk@themindgym.com

t: +44 (0)207 376 0626

Singapore

PWC Building, 28–63,

8 Cross Street, 048424, 

Singapore 

e: sg@themindgym.com

t: +65 6850 7600

New York

9 East 37th St,

New York, NY, 10016,

USA

e: usa@themindgym.com

t: +1 646 649 4333

Houston

708 Main St, Houston, TX 

77002, USA

e: usa@themindgym.com

t: +1 646 649 4333
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The challenges of remote working

Remote workers are deprived of 

non-verbal cues that indicate 

whether a colleague is bored or 

annoyed. Worse still, they miss out 

on valuable coffee run 

conversations.

Lack of everyday nonverbal, 

face to face communication 

Office workers fall for ‘shirking from 

home’ stereotypes; whilst those at 

home feel hard done by for missing 

out on birthday treats. It’s easy to 

see how remote working breeds 

distrust on both sides.

Lack of trust

Remote workers miss out on the 

office banter and working 

friendships that get us through 

tough days. It’s harder for them 

to see how they fit into the big 

picture, too.

Lack of social interaction

It’s difficult to build team spirit via 

disjointed emails. While 

cohesiveness builds gradually when 

face to face, remote teams often 

feel like dispersed individuals 

working on the same project.

Loss of team spirit

Miscommunication in remote teams 

is even more challenging when the 

team spans cultures. The same 

message can be interpreted as 

succinct, rude or insipid depending 

on who’s reading it.

Cultural clashes

If organisations underestimate the changes required when remote working, the challenges can threaten to outweigh the benefits.

Source: Casico (2000)© 2020 Mind Gym plc
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Protecting wellbeing

You’ll have heard about… But research also suggests…

Stop scrolling
Limit screen time, whether social 

media or news, and remove 

unwanted notifications.

Healthy habits
Find ways to exercise, eat healthily 

and take part in calming practices 

such as meditation and mindfulness

Connect
Replace drinks with friends and pub 

quizzes with virtual meet ups with 

friends and family.

Focus on what you can 

control
The sense of uncertainty about 

the future leads to a huge 

perceived loss of autonomy, 

which in turn triggers anxiety. By 

focusing on what’s in our 

control, we can feel more level.

Remedy the isolation 

blues 
Humans are social animals, and 

isolation is known to be 

psychologically damaging. There 

are techniques you can use to 

minimise the negative impact of 

isolation over the long term.

Positively prime 

conversations
While it’s true that conversations 

are needed to help us process 

what’s going on in the world, an 

endless stream of doom and gloom 

doesn’t help anyone. Instead, ask 

questions that elicit joy, laughter 

and fond memories.

Be kind to yourself
There’s a lot of pressure to use 

this time ‘productively’ –

whether that be the perfect 

home-school parent, learning a 

language, or setting up that 

blog. But it’s also completely OK 

to not do any of that. 



The virtuous cycle of wellness

Demands are high.

People respond to demands with 
quality coping strategies.

People support each other to 
manage demand, increasing 

capacity and capability.

Organisational climate supports 
healthy working because of 

individual mindset, peer support 
and leadership role modelling.

A virtuous cycle is created when 

individuals have the appropriate 

response to demands and feel they 

have the right coping strategies.

These coping strategies are reinforced 

by those around them – peers, 

managers and leaders.

This then affects the climate of the 

organisation.  High demands are 

normal, but individual mindset is 

healthy and coping strategies are 

supported.
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Go Large explained

25

What our clients have to say

“Very useful and motivating session. 

Amazing how interactive a session 

can be!”

87% 91%

% of workouts rated 

“Very Good” or Excellent” in FY2020

Virtual Face-to-face

“Excellent – worked much better 

than expected. Very creative.”

• A 60-minute session

• Available to 50-1500 participants

• Delivered virtually

• An energetic overview of a topic made relevant to what we do 

• A personal experience that demands a level of participation not usually 

associated with large group presentations

• Practical tips and techniques to use straightaway

A rabble rousing TEDx style delivery, with participation 
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Virtual workouts: at a glance

What our clients have to say

“Very useful and motivating session. 

Amazing how interactive a session 

can be!”

87% 91%

% of workouts rated 

“Very Good” or Excellent” in FY2020

Virtual Face-to-face

“Excellent – worked much better 

than expected. Very creative.”

• The coach interacts with participants once every three minutes.

• Separate certification for ‘virtual’ facilitation. Only coaches that achieve 

90% or more can deliver virtually.

• Smaller “breakout” groups offer participants time for focused discussion, be 

it a peer-coaching conversation or working through a scenario.

• Mind Gym delivers over 250 virtual workouts per week.

Every bit as engaging as face-to-face:
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Virtual workouts: the experience

27

Coach visibility 
Coaches are visible 

throughout the entire 

experience.

Chat functionality
Participants can chat 

throughout the session to 

answer or ask questions, 

or to add a comment.

Breakout rooms
Every virtual session gives participants the 

opportunity to break out into smaller groups to 

have a focused discussion, a peer-coaching 

conversation, to work through a challenge or 

scenario or generate ideas or tactics. The coach 

sets it all up seamlessly, and dips in and out of 

each group to check they’re comfortable and on 

task. They then come back together and share 

their reflections in plenary.

The 3 minute rule
The coach interacts with 

participants once every three 

minutes. This could be anything 

from putting their virtual ‘hands 

up’ to agree, to participating in 

live polls.

Certification
Delivering virtually is more 

challenging, so we conduct a 

separate certification for

‘virtual’ facilitation. Only 

coaches that achieve 90% or 

more can deliver virtually.

Checking emails?
Our coaches can see when 

participants click off the 

platform and are trained in 

techniques to bring them back 

into the discussion without 

disrupting the session.

Virtual training has a reputation as an easy option, ideal for ‘having on in the background’ while participants catch up on 

emails or scroll on their phones. Think again, with Mind Gym a virtual workout is every bit as taxing as a face-to-face session…

3
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1 2 3 Group 2

Group 1
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What is an 

eWorkout?

An animated video 

(‘Mind burst’) introduces 

the topic through 

personalised concepts, 

models and examples.

Learners can access a simulation 

(‘Try out’) to practice new skills in 

a safe space.

Close

To close the session, 

learners get a real-life 

challenge (Mission) to 

take learning into the 

workplace and apply it 

on the job. 
The content is 

interwoven with 

exercises such as 

quizzes, 

brainteasers, etc.

Begin

Users sign in 

from any device

A self-directed learning experience to 

help solve “just in time” problems 

through powerful psychological models 

and tools.

eWorkouts are short eLearning 

experiences, on user-friendly software, 

compatible with tablets and smartphones, 

that use a variety of learning tools to 

engage and provoke.  

These short, sharp, self-paced sessions: 

• allow for independent, micro-learning

• reinforce behaviour change

• give just-in-time guidance 

• support planning and reflection

• remind learners of key tools

• provide multiple modes of learning

eWorkouts can be hosted on your LMS.
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Leading well

We’re facing unprecedented times, making leadership more 

crucial than ever before. 

Coronavirus has significantly impacted employee wellbeing. As the pandemic draws on, it will 

continue to decline. Acute stress is becoming chronic, the intensification of work has 

continued, nothing seems to be progressing and our compassion is starting to fatigue. 

Leaders need to focus on preserving the energy of employees by creating a climate that 

encourages and supports wellbeing. By leading with hope, compassion and care, we create a 

climate of wellbeing that will sustain employees through the current crisis. 

This Go large will equip leaders with the key skills that they need to support the sustained 

performance of their organisation and its people.

In 60 minutes you will have:

▪ Understood the current situation that we’re facing and the impact that this has on 

employee wellbeing 

▪ Explored the needs of the future and how to ensure the wellbeing of the organisation

▪ Understood how to create a climate of wellbeing through hope, compassion and care

© 2020 Mind Gym plc

Three key points:

▪ Organisations face a dilemma unlike ever before: their employees are their biggest 

resource to get through this crisis, but the wellbeing of employees is being impacted

like never before.

▪ By creating a wellbeing climate, leaders ensure that they are preserving the wellbeing of 

employees.

▪ By leading with hope, compassion and care, leaders shape the climate of wellbeing that 

will protect the wellbeing of employees.

The science behind it:

Research into the impact of crises on mental health have indicated that wellbeing is headed 

for collapse (Math et al, 2015; Spinhoven & Verschuur, 2006; Young et al, 1998). 

Rath and Conchie (2008) found that having hopeful leaders was important for organisational 

success. Of employees who reported their leaders made them feel enthusiastic about their 

future, 69% of the employees reported being engaged in their jobs.

Research on compassion shows that it’s a more effective approach than empathy for leaders. 

Empathy arises when we experience the pain of someone else, but this can lead to increased 

emotional strain. On the flip side, compassion starts with empathy, but then helps leaders to 

focus on how they can help (Dowling, 2018). 

Organisational care has been shown to impact wellbeing. Gallup (2020) found that when 

employees believe that their organisation is looking out for their best interest, it protected 

employee wellbeing and increased confidence in the organisation. How leaders communicate 

care is an essential element of influencing employee belief (HBR, 2020). 

Available as: 

Virtual Go Large
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Well balanced

Navigating the tension between prioritising employee wellbeing 

while also driving productivity can be difficult, but one doesn’t 

have to come at the expense of the other. 

Managers have the sometimes-difficult task of driving productivity while also managing the 

wellbeing of their teams. But managers can foster an environment where team members are 

empowered to take care of their wellbeing. 

By understanding why wellbeing is important for performance, and how to assess the wellbeing 

of team members, managers can provide the right kind of support. Through effective coaching, 

managers can support the wellbeing needs of team members by providing practical, social or 

emotional support. And by utilising these levers, managers can ultimately enhance the 

performance of their team members by prioritising wellbeing. 

In 60 minutes you will have:

▪ Understood why wellbeing is important to monitor

▪ Explored how to assess the wellbeing of teams

▪ Identified the signs that wellbeing is at risk

▪ Discovered how to provide practical, emotional and social support to reduce burnout

▪ Learned the tips and tricks of coaching effectively for wellbeing 

© 2020 Mind Gym plc

Three key points:

▪ Managers play a significant role in the wellbeing climate of their teams. Through the 

support managers provide, team members are empowered to take ownership of their 

wellbeing. 

▪ By knowing how to assess for and spot the signs of decreased wellbeing, managers can 

utilise the levers of practical, emotional and social support to protect the wellbeing of 

their team members. 

▪ The support managers provide through coaching enhances the team’s ability to remain 

productive despite heightened stressors or challenges. 

The science behind it:

Employees with positive psychological wellbeing are on average 31% more productive, 37% 

more likely to achieve sales, and demonstrate creativity three times more than someone with 

poor wellbeing (Lyubomirsky, King, & Diener, 2012). 

Poor wellbeing rarely appears instantly, but rather there are stages (Maslach, 2016). 

Importantly, intervening and providing support earlier on leads to decreased impairment in 

functioning. 

Heaney and Israel (2008) identified different levels of support that are needed to maintain 

wellbeing: including emotional, instrumental, informational and appraisal support. 

Available as: 

Virtual
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Take control

We can all struggle to manage our wellbeing at times, but it’s 

feeling harder than ever before.  

Feeling stressed, overwhelmed, disconnected? 

Everyone is currently feeling like they can’t manage as well as they usually do. This is made 

worse by the feeling that our wellbeing is currently out of our control. 

Having a sense of control over our wellbeing is a significant factor that determines how 

resourceful we are when it comes to managing our wellbeing. Not only this, but it increases 

the sense of agency that we create for ourselves. 

The good news is that our wellbeing is more in our control than what we think. By changing 

how we think about the demands that we have, as well as what's around to support you, we 

can shift our wellbeing from unwell to well. 

By identifying the type of thinking that’s impacting our wellbeing and what we can do about 

it, this Go large helps us to shift our mindset, and retake control of our wellbeing. 

In 60 minutes you will have:

▪ Understood why our wellbeing feels out of control

▪ Discovered the common mindset traps that we fall into that make our wellbeing feel out of 

our control

▪ Understood how to shift our response to these traps

▪ Explored the ways in which we’re able to increase our sense of agency and ultimately our 

wellbeing 

© 2020 Mind Gym plc

Three key points:

▪ Our wellbeing is significantly impacted when we feel like it’s out of our control. 

▪ Despite not always being able to change some of the challenges that impact our wellbeing, 

we can always change how we think about them.

▪ By shifting our perspective and connecting with our sense of agency, we can improve our 

wellbeing.

The science behind it:

This Go large is informed by foundational research into how humans think. It is informed by 

cognitive psychology (Neisser, 1967; Ellis, 1950s; Beck, 1960s), as well as the work by Albert 

Bandura (1986) on agency and self-efficacy. 

In addition to this, it uses research by Martin Seligman (1991) into learned helplessness and 

optimism, as well as principles from compassion focus therapy (Gilbert, 2010). 

Available as: 

Virtual Go Large
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@virtualwork

By improving our virtual communication, community and 

presence, we can reduce the virtual distance in our team and 

work better together.

In a digital age, technology has become a vital part of everyday life. We manage 

our social lives online, we shop online. Now in the current climate of COVID-19, we 

are all working online. 

Whether we previously worked virtually every day or only part of the time, our 

current context feels different. Now we are all virtual. This can mean that the 

challenges are magnified, but it can also be an opportunity to start new processes 

and ways of working that increase our productivity and effectiveness.

Drawing insights from psychology and the world of business, this virtual Go large 

explores how we can take control of our virtual environment, and avoid the pitfalls 

and feel more connected and effective at virtual work.

In 60 minutes you will have:

▪ Explored the challenges and opportunities you face working in 100% virtual teams

▪ Examined how to reduce the operational gap in our teams through improved 

communication

▪ Practised building a virtual community to reduce our affinity distance

▪ Analysed our online brand and considered how effective it is in maintaining our 

presence

▪ Started writing an action plan with tangible steps you can take to work more 

effectively

© 2020 Mind Gym plc

Three key points:

▪ It’s not all about physical distance. Highly effective online teams can feel 

‘virtually closer’ than some fractious co-located teams.

▪ We can reduce the virtual distance between ourselves and our team members 

through improved communication and community. 

▪ Building a virtual community has a great impact on positive team outcomes, 

such as increased trust, innovation and collaboration.

The science behind it:

Karen Sobel-Lojeski (2004) introduced the concept of ‘virtual distance’ as a useful 

way of understanding how teams operate. 

Virtual distance is made up of physical distance (the physical space between team 

members), operational distance (the quantity and quality of communication 

between team members) and affinity distance (the sense of community and 

shared goals among team members). 

This Go large focuses on how we can reduce virtual distance to help people feel 

more connected and effective.

Available as: 

Virtual Go Large
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Time to thrive
In an ‘always-on’ culture it can be easy to let our and others’ well-being slip down the priority 

list. But it only takes a little action to keep it firmly on top. 

Although we live in the computer age, we’re very different to these technological machines. 

We just can’t run on full power and constant output all of the time – in order to meet the 

demands placed on us, we have to find small ways to recharge and care for ourselves. 

Ultimately ‘Thriving’ means being at your best more of the time. And when we’re at our best, 

we’re best placed to help others to be at their best too. Taking time to thrive doesn’t mean 

changing the world (or even just our world). In fact, by just taking small actions we can 

significantly shift our mindset and create habits that protect our well-being and boost our 

thriving. 

In 60 minutes you will have:

• Thought about what thriving means for you and others

• Learnt the warning signs that suggest whether we’re thriving or not

• Identified common negative thinking traps and ways to counter them 

• Collected actions you can take in areas that are most likely to improve your well-being 

© 2020 Mind Gym plc

Three key points:

• We need to look out for our own well-being in order to support others’ well-being too. It 

starts with awareness of where we currently are – recognising our own indicators that 

we’re not thriving and looking for warning signs in others.

• We all have a natural tendency to focus on the negative, but we’re not powerless to this. 

Catching negative thoughts and choosing to focus more on the positive will help us thrive. 

• While we might not be in complete control over the external factors that can stress us, 

there are four areas where we can focus on taking positive action to improve how we feel. 

The science behind it:

Research over the last decade has emphasised the importance of thriving at work (Alkema, 

Linton, & Davies, 2008, and Schwartz, 2012), the power of ‘taking in the good’ (Hanson, 2008) 

and positive emotions (Frederickson, 2013) to overcome the negativity bias (Kahneman, 2013) 

and start thriving. This session draws on the best of this work to provide well-being tips that 

are simple and motivating to put into action. 

Available as: 

Go large and Virtual Go large
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Remote control

By understanding how the geographical barrier affects how 

team members connect both personally and professionally, the 

remote manager can find ways to ensure their team are 

working and collaborating successfully. 

Leading a team is often compared to conducting an orchestra. But if your musicians are spread 

all over the world and in a variety of time zones, it can be all but impossible to keep everyone 

in tune. Virtual teams require a new kind of leadership. In particular, they demand:

▪ Clever use of what little time we have together

▪ Clarity on purpose, roles, process – far, far more than when you can walk over and tap me 

on the shoulder

▪ New ways of building relationships and a sense of community

▪ Smart ways of using technology to overcome the barrier of invisibility

▪ Early warning signals for when things start to go awry

▪ A different set of expectations about how to behave and what to expect

This workout draws together lessons from dispersed teams across the world and provides 

practical tools for you to overcome the distance and manage your team successfully by remote 

control.

In 90 minutes you will have:

▪ Looked at the things you can do to build a stronger remote team identity

▪ Explored how to keep a dispersed team on a single track by building a shared context

▪ Found ways to ensure team members benefit from their remote experiences

▪ Discovered how to make a positive impact right away by focusing on the area which will 

make the greatest difference to your remote team

© 2020 Mind Gym plc

Three key points:

▪ Leading remotely isn’t fundamentally different to leading a co-located team, though the 

physical barrier brings unique challenges 

▪ By focusing on the things managers can do to build shared identity and context, we reduce 

the potential for conflict and help our team on the way to remote success 

▪ Remote team members can miss out on things they would get in a co-located team, but 

there are actions managers can take to ensure this doesn’t happen

The science behind it:

Malhotra, Majchrzak, & Rosen (2007) looked at data from a comprehensive series of 

observations, interviews and surveys, and identified the key remote leadership practices on 

which much of this workout is based. The importance of having a shared identity comes from 

research into remote teams by Hinds and Mortensen (2005) who found it significantly 

moderated conflicts that arise when people who work together can’t see each other.

Available as: 

Workout and Virtual
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Performance coaching

Great management is reflected by your team’s success. Learn 

how to coach each person to reach a level of performance 

you’d be proud of.

As a manager, the chances are you rate yourself as a pretty attentive listener. Perhaps 

someone who actively guides others, or maybe even someone who inspires great change 

in their team. 

So why is it that so little of our working life is spent coaching? 

With some frontline managers spending as little as 10% of their time nurturing and developing 

their biggest asset, it’s time to re-evaluate priorities, cut down on paperwork and refocus on 

our team. 

Make no mistake though; this is no beginner’s guide. Most managers know what coaching is and 

how to do it. This workout focuses on how to make the most of your time and increase 

performance through light-touch yet effective coaching, day in day out.

In 90 minutes you will have:

▪ Discovered that coaching is about more than just following a model or framework

▪ Discovered the key ingredients that make a performance coaching conversation have impact 

in any situation or context

▪ Learned some ways to put these ingredients into practice informally and naturally

▪ Explored how to apply what you’ve learned with your team
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Three key points:

▪ Coaching is about more than just following a model or framework. It’s about having a good 

conversation whether it’s five minutes or an hour

▪ When coaching for performance, there are different elements to focus on for 

maximum return

▪ In order to have impact, we need to create the right environment for the coaching 

conversation. During the conversation we need to pay attention, focus on solutions and be 

clear, and then create practical outcomes for the future

The science behind it:

The controlling idea that the quality of the working alliance (the relationship and the 

conversation) is more important than the model used is drawn from various academic 

literature: in particular, Professor Richard Ladyshewsky’s research that found the 

manager/coach role to be one where behaviours and actions outside of coaching frameworks 

made the difference for coaching success (Ladyshewsky, 2010) and Hamlin, Ellinger, & 

Beattie’s (2006) meta-analysis on a range of studies into coaching behaviour. Our solution-

focused approach draws from work by Iveson et al (2002) and Gingerich & Eisengart (2000).

Available as: 

Workout, Live action, Virtual workout, Virtual live action
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Goal setting

Set goals that will stretch your team members and motivate 

them to perform at their best.

It’s nothing new to hear that we should be setting ourselves goals. Whether it involves running 

machines or work promotions, we know that to get something done we need to have an aim 

and know what we’re working towards. 

Sticking to the goals we’ve set ourselves can be hard enough, and putting your feet up can 

feel so much more tempting than heading out for a jog. Getting our team members to stick to 

goals they’ve been set can be even trickier, which is why it’s important to involve them in the 

process. 

It’s also a matter of fine-tuning the level of challenge: set goals too low, and our team won’t 

achieve its potential; set them too high, and they’ll lose motivation at a rate of knots. 

This workout explores how we can set stretching goals that our team members feel confident 

they can achieve, and how we can ensure goals stay alive and motivating throughout the 

performance cycle. 

In 90 minutes you will have:

▪ Learned how to set individual goals that are stretching and aligned with those of your 

organisation

▪ Discovered tips and tactics to help you get greater buy-in from your team members

▪ Considered the dilemmas involved in keeping goals alive throughout the year and practised 

refreshing and renewing goals effectively
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Three key points:

▪ There is an inherent tension between business and individual needs, but if you can get the 

balance right, you can increase the performance of both

▪ Setting stretch goals and building an individual’s confidence will enable them to succeed in 

pursuit of their goals

▪ If we see setting goals as a tick-box, once-a-year exercise, it won’t deliver sustained 

performance; goals need to be renewed and refreshed regularly to have the best effect

The science behind it:

The workout is largely based on Edwin Locke’s (1984) work on motivation. He found that 

difficult, specific goals are more likely to lead to higher performance than moderately 

difficult, general ones.

Research by Gruman & Saks (2011) into how to engage employees in the performance 

management process has influenced the ways in which individuals can be put at the heart of 

goal setting. 

Available as: 

Workout, Virtual and Live action
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Great feedback

Feedback isn’t just a performance review

Feedback shouldn’t be a word that instils fear or happens so irregularly we’re cautious when it 

comes. It’s time to make feedback something that is part of our regular routine. 

And giving feedback doesn’t mean being nice all the time. On the contrary, it means being 

direct, objective and descriptive in what we communicate. The better we are at doing this, 

the more successful we’ll be in changing the behaviours and transforming the performance of 

others. 

Once we understand the fundamentals of providing feedback ourselves, we’re able to begin 

creating a climate where feedback isn’t just welcomed but is sought. This workout provides 

you with the techniques and structure you can use to start giving great feedback. 

In 90 minutes you will have:

▪ Understood the feedback fundamentals – solutions focused, descriptive, frequent – and how 

to incorporate them with your teams

▪ Explored how to start, participate and finish a feedback conversation – there’s no hard and 

fast rule but there are some guidelines to bear in mind

▪ Practised providing and receiving feedback in the moment by working through interactive 

scenarios 

▪ Discussed practical things you can do to create a positive feedback climate through role-

modelling, showing humility and normalising reviews as part of your teams’ everyday
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Three key points:

▪ For feedback to be effective, it should be solutions focused, descriptive and frequent. 

▪ There is no formalised ‘model’ for feedback but there are ways – from how we start and end 

the conversation – that help give structure to our feedback. 

▪ Creating a positive feedback climate makes it easier to give and encourages others to ask 

for it.

The science behind it:

We draw on various research within this workout. Gingerich & Peterson’s (2014) systematic 

review of behavioural therapy informed the solutions-focused approach. From cognitive 

developmental psychology, Cimpian’s (2007) work shaped our understanding of the effect of 

generic versus descriptive feedback on an individual’s motivation. Research done by Woo 

(2015) shows how feedback can trigger fear reactions from our brain. We also draw from work 

in the educational field by Hattie (2018) and from negotiation theory and practice at Harvard 

Law school through Heen (2014).

The audience:

This workout is designed for managers. 

Available as: 

Workout, Virtual, Live action and eWorkout
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Ever ready

Humans are hard-wired to be suspicious of change. It’s no 

surprise – handled badly, change can threaten some of our most 

fundamental human needs. But change leaders can sidestep 

this evolutionary aversion. With a little consideration and the 

right tools, they can help their employees not only trust, but 

leap head first, into change and be ‘ever ready’.

Ever ready helps managers help their teams to embrace rather than resist change by paying 

attention to the six social needs that are most threatened through change. Think of these 

needs as ARC: Assurance (‘whatever happens, you’ll get through’), Relationships (‘we’ll get 

through this together’), and Control (‘I have power over what happens next’). 

While each individual will have differing pressure points and priorities, it only takes the 

endangering of one of these needs to send an employee into ‘threat state’. If you’re a 

manager leading a team through change, minimising this response should be at the top of your 

list. This workout shows you how.

In 90 minutes you will have:

▪ Identified the three fundamental needs to create and sustain an environment of trust during 

the change, and ensure these are met on their team

▪ Learned about the needs in the ARC model and how you can protect each one in order to 

minimise threat responses in your people and, instead, enable them to be ‘ever ready’

▪ Created a strategy for each of the ARC needs, to put into action once back at work
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Three key points

▪ People resist change because they feel threatened in some way. It’s the manager’s key 

challenge to create an ever-ready response in others by minimising the threat to their social 

needs.

▪ There are three social needs that each individual at work will have during any change, 

summarised as ARC: Assurance, Relationships and Control. 

▪ Each of us is different and will care more about certain things than others. Managers need 

to find out what matters to whom.

The science behind it:

▪ Our need to feel socially safe is processed in the same area of our brain as the need for 

survival (Lieberman & Eisenberger, 2008). Meaning, a perceived threat to our identity 

activates similar brain networks as a threat to our life. 

▪ Research has shown that one of the main reasons people are more or less change ready is 

the level of threat they perceive in the change taking place. The ARC model is based on 

work by Steve Peters (the Chimp Paradox); Dan Kahneman (Thinking Fast and Slow); Dan 

Ariely (Predictably Irrational); and Theresa Amabile (The Progress Principle). 

Available as: 

Workout and Virtual
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@virtual meeting

Build affinity and navigation to make virtual meetings better 

than real life.   

If you’ve ever seen ‘a conference call in real life’ (Google it), you’ll know that while virtual 

meetings can sometimes be a source of amusing anecdotes, they’re also ore often frustrating, 

time-consuming and unproductive. 

It doesn’t have to be this way. With a global shift toward remote working, and with meetings 

continuing to be the bloodstream of organisational life, we can convert virtual meetings so 

they ease understanding, build trust, generate solutions and inject energy. And all of this in 

half the time. 

Think of it like a conductor in an orchestra: the key to running virtual meetings lies in strong 

navigation (setting the pace, helping everyone stick to time, and reaching a strong conclusion) 

and affinity (bringing people in at the right time and allowing each contribution to shine).

In 90 minutes you will have:

▪ Experienced some of the pitfalls of virtual meetings if not done well 

▪ Uncovered your own blockers to running virtual meetings and how you can reframe them

▪ Learned step-by-step tricks for effortless navigation and put these to practice

▪ Identified moments where you can build affinity, whether you’re the chair or a participant

▪ Made a plan for how you will put this into practice 
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Three key points:

▪ Navigation can be seen as an ‘invisible’ skill: we get almost no praise when we do it really 

well but everyone knows when it’s done badly. 

▪ Affinity is as much about establishing a climate of psychological safety, whatever the 

setting, so meeting attendees feel comfortable sharing their views without fear of 

repercussions

▪ No matter what technology platform you use, if you can build these two ingredients into 

every meeting, they’ll be better than real life.

Available as:

Virtual Workout

New virtual session 
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@virtualcollaboration

Awareness can be an antidote to distance. When it comes to 

collaboration in virtual teams, however, is awareness enough?

The good news is that research shows that our degree of separation (or virtualness) 

can have positive benefits on team outcomes, from quality to productivity and 

satisfaction. 

So what’s the bad news? Distance also affects team processes and can destroy 

collaboration if it’s not handled well. It takes more effort to communicate. We miss 

out on social cues, everyday questions, and the idea sharing that happened on the 

way to the canteen or the water cooler. Perhaps most damaging of all is the 

confusion and miscommunications that become rife.

It’s not impossible for teams to find ways to connect, communicate and collaborate 

well together in this new world of work, but it has to be deliberate. 

In 90 minutes you will have:

▪ Explored the benefits and downsides of collaborating in the new, virtual world

▪ Understood our team’s grievances and challenges adapting to the new way 

of working

▪ Uncovered tools and tactics to unite the team and increase awareness 

of each other

▪ Practised collaborating virtually to see in real time what the difference can be

▪ Made a plan of action to keep collaboration strong in the future
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Three key points:

▪ Crowd-funding and crowd-sourcing innovation are great examples of 

virtual collaboration done well. But when a team are unexpectedly apart, 

collaboration can crumble.

▪ Teams can improve their sense of cohesion when collaborating virtually 

by increasing sociometric feedback and opening up effective channels 

of virtual communication.

▪ Building a shared team identity by collaborating on work 

that matters has a positive impact.

The science behind it:

De Guinea and Webster (2015) explored the relationships between virtual 

team inputs and processes on team outcomes (productivity, satisfaction, quality 

and trust). The authors identified four positive drivers of virtual team outcomes 

that mediate the potential risks of conflict and the degree of virtualness: 

Cohesion, Disposition to trust, Communication, and Shared identity.

Kim, Hinds and Pentland (2012) found that increasing sociometric feedback 

within virtual teams improved communication and led to greater cooperation 

and outcomes.

Available as: 

Virtual workout



42

eWorkouts

© 2020 Mind Gym plc

Alone, not lonely 
Learn how to change the feeling of 

loneliness to one of connection


