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Prioritising mental health in the workplace: beyond talk, towards action

In the past few years, mental health
has become a buzzword in many
workplaces. Statements like “our people
are our greatest asset” have adorned
annual reports and staff meetings.
Yet, for many employees, these words
remain just that—words. The real
test of a workplaces commitment to
mental health lies not in slogans but in
systems, support, and sincere leadership.

Despite increased awareness, mental
health challenges remain pervasive.
Behind the polished professional
facades are women silently battling
depression, men  grappling with
financial stress, and young graduates
overwhelmed by unrealistic expectations.
Often, employees suffer in silence
for fear of stigma or job insecurity.

Tokenism Is Not WellnessIt is no
longer enough to host annual wellness
days or circulate motivational quotes in
group chats. While those efforts can be
supportive, they are insufficient if the
core culture remains toxic, exploitative,
or dismissive of mental well-being.

Does your organisation:
: Have a formal
mental health policy?
; Train managers
to spot early signs of distress?
Offer anonymous access
to mental health professionals?

Allow flexible hours
during high-stress periods?
Have clear processes
for reporting workplace
bullying or harassment?

If the answer to most of these is no,
then it's time to rethink your strategy.

The Cost of Ignoring Mental Health

Unaddressed mental health issues lead
to increased absenteeism, presenteeism
(where employees are physically present
but mentally disengaged), high staff
turnover, and reduced productivity.
For employers, this translates to
real financial losses—but even more
devastating are the human costs.

We've all heard tragic stories: an
employee who suffered in silence until
they resigned abruptly; a promising team
leader who turned to substance abuse due
to work-related stress; a junior staffer who
took their own life after months of silent
suffering. These are not statistics—they
are people. Colleagues. Friends. Family.

What Can Be Done?

Let us move from awareness to action.
As a workplace mental health consultant,
I have worked with companies that have
turned things around with practical steps:

1. Policy ©—and  Leadership
Commitment: Draft and
implement a comprehensive

Mental Health Policy. Leadership
must champion it—not just HR.
2. Train Line Managers:
Managers must be trained in
basic mental health first aid and
how to handle distress sensitively.
3. Confidential Support
Services: Partner with psychologists
or wellness organisations to
provide  anonymous  counselling.

4. Normalise — Conversations:
Create safe spaces—online or in-

person—where employees can talk
openly without fear of reprisal.
5. Flexible Work
Models: Trust your teams. Mental
wellbeing  improves when people
are given autonomy and flexibility.
6. Address Workplace Bullying:

Zero tolerance must be the rule, not the
exception. Bulliesin powerdestroymorale.

Ubuntu and Wellness

Incorporating Unhu/Ubuntu values
into workplace wellness can be a game-
changer. Ubuntu teaches us that “T am
because we are”. When we care for each
other, we thrive together. Companies
rooted in compassion and community
outperform those driven solely by profit.

Final Thoughts

Mental health is not a luxury. It
is the foundation of productivity,
creativity, and innovation. This week,
I challenge all organisations to stop
ticking boxes and start changing lives.
Let us create work environments where
people don't just survive—but thrive.

Ntombizanele Mangumba is a Wellness
Specialist and Life Coach | +263772861541
| info@ganadorainternational.com

Key Implementation Principles to rebuild leadership architecture

By Eng. Delight Makotose

Last week, we explored the Gridlocks
of the “Old School” that needed to
be replaced through transitioning
from static, siloed analysis to dynamic
PESTELICC environments (Political,
Economic, Social, Technological,
Environmental, Legal, Institutional,
Competitive®, Cultural). We unpacked
how the process required the
dismantling of fundamental gridlocks
to necessitate rebuilding leadership
architecture for perpetual adaptation.

This week we focus on key
implementation principles
required to effect the transition:
1. Start with Sensing: Build
the distributed sensing network
and Nerve Center first. You

can't adapt to what you dont see.
2. Focus on Flow: Design processes for
therapidflowofinformation(PESTELICC

insights) and decisions/actions.
3. Empower Deliberately: Grant
autonomy with clear boundaries,
accountability, and support.
4. Tech as Enabler: Leverage Al
data analytics, and collaboration

platforms for sensing, synthesis, and
communication - but avoid tech
solutionism. Culture is paramount.
5. Lead by Example: Leaders must
visibly demonstrate the new mindsets
and behaviors - vulnerability, curiosity,
adaptability, systems thinking.
6. Tterate the Architecture: The
leadership structure itself must be
adaptable.  Regularly review and
adjust how sensing, decision-making,
and  resource  allocation  work
In essence: Replacing old gridlocks
requires shifting from “centralized
prediction & control” to “distributed
sensing & empowered adaptation”

The leadership architecture becomes
a dynamic, learning system designed
explicitly to navigate the relentless
complexity and interconnected volatility
of the PESTELICC world. It's not
just about analyzing more factors; its
about fundamentally rewiring how the
organization perceives, understands, and
responds to its environment in real-time.

So which leadership tools do leaders
need to use in order to achieve
success in the great in-between
transformation, I'm looking at strategic
leadership  strategies and  styles

To navigate “The Great In-Between”
successfully, leaders need a deliberate
blend of “strategic  frameworks,
adaptive styles, and practical tools”
that embrace ambiguity while driving

transformation. Heres a breakdown
of essential leadership tools and
approaches, categorized for clarity:
L Strategic Leadership
Tools for the “In-Between”
(Frameworks for Sense-
Making & Direction)
1.WardleyMapping

- Purpose: Visualize how capabilities
(e.g., people, tech, processes) evolve across
time from “genesis” to “commodity”.

- Use Case: Identify which
legacy systems are dying “past’, what

emerging capabilities are unstable “in-
between”, and future anchors “future”

- Action: Sunset obsolete
gridlocks (e.g., rigid hierarchies),
invest in transitional experiments.

2. Cynefin Framework

Diagnose problems
as “Simple, Complicated,
Complex, Chaotic, or Confused”

- Use Case: In the “In-Between,
most challenges are “Complex” (no
right answers, emergent patterns).

- Action: Shift from “command-
and-control”  (Simple) to “probe-
sense-respond” (Complex):
Run safe-to-fail experiments.

- Purpose:

3. Three Horizons Model (H1/H2/
H3)

- HI: Sustain current operations.
- H2: Scale emerging innovations.
- H3: Explore disruptive futures.
- Use Case: Allocate resources across

horizons “simultaneously”. Protect H2
experiments from H1 bureaucracy.
4. Scenario Planning
- Purpose: Develop 3-4 plausible
futures (e.g., “Al disruption,”

“climate crisis backlash™).
- Use Case: Stress-test strategies
against uncertainty. Identify early-
warning signals for each scenario.
- Action: Build adaptive portfolios
(eg., 60% HI1, 30% H2, 10% H3).

1I. Leadership Styles for the Transition

(How to Show Up)

1. Adaptive Leadership

- Core Tenet: Disturb

the system to enable growth.

- Behaviors:
- Surface conflicts (e.g., “Our old
strategyisdying—whatareweavoiding?”).
- Protect voices from the margins
(frontline innovators, dissenters).
- Let the system feel the pinch of
change without rescuing it prematurely.
2. Servant Leadership
- Core Tenet: Empower others
to unlock collective intelligence.
- Behaviors:
- Ask: “What do you need?”
instead of “Heres the plan”
Remove bureaucratic

friction  blocking  experimentation.
- Celebrate learning (not just success).

3. Foresight Leadership
- Core Tenet: Balance present
execution  with  future  creation.
- Behaviors:

- Dedicate 30%+ of meetings to
horizon-scanning (PESTELICC shifts).
- Reward weak signal detection

(e.g, “You spotted that regulatory
trend—how do we respond?”).
i To be continued
. Engineer Delight Makotose
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