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HOW ARE OUR WORKPLACES DOING?

The Broken Branch



The Broken Branch

• A branch is natural division and consequence of development of a 
tree. A broken branch is a separated part of a tree that is dead. 
Originally, it was a living limb, attached to a tree. But something 
happened to cause it to separate from the tree.

• • That’s the meaning of a branch in nature but we can symbolically 
apply the term “broken branches” to other areas: relationships, 
families, churches, governments, nations and businesses.

• • A circumstance happened that caused a breakage that no longer 
left the original structure the same.

• • But great things can come from broken branches.



Building a nest starts with preparation

• Preparation includes both the ability to respond in the moment, and access to the 
necessary coping strategies and social support after the incident.

• An event is more likely to be experienced as trauma when a person perceives the 
incident to be:

• Unexpected
• Something they were unprepared for

• Unpreventable

• Uncontrollable

• The result of intentional cruelty
• Leadership and communication consultants can make a significant economic and 

humanitarian impact on the workplace by articulating to decision-makers how 
their organizations are affected by trauma; and help organizations both prevent 
and respond to trauma, thereby improving productivity. 



THE 

NEST 
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THE NEST BUILDER

Businesses represent nest builders for employees. They provide a safe place for 

workers to supply a service in exchange for money.

 • The types of nest builders are as diverse as the nests in nature, but the 

core functions remain the same:

 • Shelter

 • Safety and protection

 • Incubation

 • Training and socialization

 • Expected Release



 It’s relational not just transactional.
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NESTS 
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NESTS

 • A structure made or chosen by a bird or mammal for sheltering its young; 

a dwelling place that’s prepared for bird eggs or for the young of 

mammals. Bird’s nests are typically made from broken twigs and 

branches. Other animals burrow into the ground, and humans build their 

nests from wood or stone.

 What all nests have in common is that they are created for more than 

practical use: they are valuable for incubation, habitation, training and 

protection so that the animal or human thrives and grows until it is time to 

leave the nest.

 • Nests are as unique and diverse as the animals and birds that build 

them.
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INTRODUCTION– THE NURTURING PHASE

• . To get an immediate check of what’s happening with workers across the 
Barbadian landscape, you only need to check your newspaper headlines 
and listen to talk radio and follow social media to get a sense of what the 
sensitive issues are concerning employees. Top on the list is lay-offs as part 
of a government and business retrenchment strategy to remain financially 
stable, to help turn around the nation’s economic standing.

• As people get “let go” “chopped” “relieved of their duties” “cut”; are told 
that they’re “no longer needed” whatever term you use, there is trauma 
that comes with these strategic measures. Different businesses have 
chosen to implement the strategy of, last in - first out; for others it has 
been random selection, while some have chosen to release a combination 
of their best and lowest producers - whatever the approach, the break 
causes exposure to shock, pain and anxiety that requires attention.



• That brokenness extends to the co-workers who are impacted by the news, 
and the fear it causes as to whether they might be next. And the negative 
fall-out continues when the person has a family to take care of, and other 
expenses including rent or mortgage. The home-nest just experienced an 
earth-quake; and the business-nest will also feel the sobering impact of its 
decision.

• In these difficult times when government and business sectors believe 
there is no other immediate recourse, their efforts should also include the 
safest, healthiest most productive ways of letting go of their employees. It 
makes for good business practice and an overall better approach and 
respect for significant, consistent wellness policies in organizational 
structures as we build better nests from broken branches. It also makes 
good business sense as business owners will often look to rehire these 
same employees when the economy improves.



 Workplace bullying a problem

 Job cuts

 How can companies effectively deal with psychosocial risk 

factors in the   workplace

 Workplace harassment on the increase

 Employees working in unhealthy, unsanitary conditions

 Violence at work

 Cyber-bullying in the office

 Social media predators at work

RIPPED FROM THE HEADLINES
11



 Workers experiencing more stress at work

 Sexual assault in the workplace

 Manager exposed for inappropriate behavior with co-worker

 School coach found guilty of bullying assistant coach

 Management by fear is the culture in the office

 Greater attention needed for mental health issues in the 

workplace

 Discrimination and unfair treatment in the workplace

RIPPED FROM THE HEADLINES
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Cyber Bullying



Cyber-bullying
 Also, worth noting, is a very real, clear and present fear that lurks in many cubicles, desks 

and work spaces across the island, and that is cyber-bullying. It is very prevalent, and it isn’t 
just the younger generation that uses Instagram, Facebook, twitter and WhatsApp – it is a 
growing phenomenon for all generations. The use of social media and online platforms in the 
workplace is a great way to build up a business, but it can also tear it down very quickly. 
Inappropriate, hateful and/or threatening posts online can:

 · Get the Company, and the employee, in legal trouble, other companies or agents, 
customers and even the general public. 

 · Diminish the Company’s brand name by creating negative publicity and public humiliation 
for The Company, owners, and partners, as well as for the employees affected (including 
perpetrator and target) and team members.

 · Cause irreparable damage to the targets of cyber bullying and harassment.

 · Escalate to other drastic forms of workplace violence.

 Bullying prevention efforts in organisations typically treat bullying behavior as an 
interpersonal problem. Yet the evidence suggests that job characteristics, such as role 
ambiguity and organizational constraints, are contributing factors. One reason for this 
discrepancy is a lack of studies that bridge the knowledge gap between existing research 
findings and evidence-based tools that can be applied in practice.



WORKPLACE 

TRAUMA
Healing Brokenness 

within the Workplace 



WHAT IS TRAUMA

• Trauma is the experience of being psychologically overwhelmed. When 
traumatized, a person is rendered impotent. At that moment, they are 
incapable of effectively coping either intellectually or emotionally.

• Trauma can come from a single catastrophic event, such as violence in the 
workplace, or a series of less dramatic stressors which, through their 
cumulative effect, create debilitating psychological and physical changes.

• Cumulative Emotional Trauma (CET) is created by the combined effects of 
stressors such as demeaning work conditions, worker/job mismatch, 
prejudice, unclear job expectations, impossible workloads, lay-offs, abusive 
treatment by peers or superiors, emotionally draining interactions with 
difficult people, and job insecurity. Although not as serious as a major 
violent episode in the workplace or a natural disaster, these multiple 
stressors chisel away at a worker’s sense of security, value and well-being.
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TRAUMA cont’d

• More and more organizations I have consulted with, are faced with these issues as well as mental illness, 
levels of terror threats, bullying, harassment, betrayal, maliciousness, extreme isolation, workplace 
relationships gone wrong, stalking, chronic pressure, unresolved conflict, toxic work environment, 
uncertainty, fear for the future, downsizing or fear of unemployment.

• Within this category, there is another group of employees who face chronic trauma that is directly related to 
their position.

• Underemployment – workers on extended part-time hours – workers who are barely getting viable working 
hours - leaving workers uncertain about their standing in the organization.

• Work contracts that roll-over from year to year – workers who have worked for the company for many years 
without benefits.

• Unmotivated workers (low to no refresher or advanced training offered) – employees receive little training in 
their department and have not been exposed to new and improved techniques

• Plateaued employees (mundane tasks with no outlook of advancement)

• Negative job duties - employees that are not exposed to the full scope of their job duties, and they become 
frustrated and lack commitment due to unfulfilled position.

•



What determines whether a person is
traumatized?
• Not all stressful events are traumatic and not all people respond to the same 

stressful event the same way. Both individual and situational factors influence 
how a stressor affects a person.

• The following factors play a significant role in whether a person is traumatized.

• Control – The less control a person feels they have over a stressful situation, the 
more traumatic it will be

• Thus, it isn’t the direct effect of the stressor which is so psychologically damaging, 
but the sense of having no control, which results in serious trauma.

• The ability to comprehend and make sense out of a situation is important – the 
more incomprehensible, the more “mind blowing” a situation, the more 
traumatic it will be.

• For example: When an employer sends someone home without notice for a 
matter unrelated to poor performance. It is important how we handle such 
difficult assignments.



INCUBATION PERIOD – HANDLING UNSTABLE
NESTS



HOW WE’RE HARD WIRED AFFECTS 

HOW WE THINK, SPEAK AND BEHAVE 

DURING TRAUMATIC SITUATIONS 

A little brain science
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A Little Brain Science

• The Primitive Brain is most relevant to our discussion because it is believed to be the 
repository of primitive “hard wired” survival responses related to executing daily 
routines, protecting one’s territory, and establishing dominance and control. We have all 
experienced Primitive Brain responses. Two common examples are feeling uneasy when 
our routine has been interrupted (like your 9:30 morning break suddenly gets moved to 
10:30 - completely throwing you off); and feeling angry when someone sits in our 
favorite chair or at our desk without asking. Despite telling ourselves we shouldn’t be 
upset as we are; the survival programs of the Primitive Brain have been activated, 
sending us signals that something is wrong.

• This does not negate the fact that people are more intellectually and socially advanced to 
process but the evidence of road rage, school and office terror, and closer to home our 
headlines of increased tensions in the workplace, are examples that this condition is to 
be considered, as we move towards providing more creative and supportive work 
environments.



Diversity perception can influence the type of 
workplace nest
• A person is likely to develop prejudices and stereotypes over time and incorrectly 

apply them to a situation as a result.

• We don’t take the time to understand a person. With minimal information about 
them as an individual; we fit them into a simplistic caricature of their gender, 
ethnic, religious, or socioeconomic group; and then conclude who they are. We 
don’t bother to take in any more information because we already “know” what 
they are like. Our caricature has “informed” us all about them.

• The categorization of people into “Us” verses “Them” is the most simplistic level 
of caricatures we engage in. When the Primitive Brain’s defensive, survival 
programs engage; people who are one of “Them” are viewed as a threat. 
Empathy, understanding, and open communication are replaced by territoriality, 
prejudice, power games, and protectionist gambits.

• We can all overcome degrees of divisive behavior and thinking through cultural 
learning, and develop healthy values, tolerance and goodwill but the stressor can 
cause negative dispositions to come up if left unchecked.



Premature Release from the Nest

24

A bird that has been left to fend for itself is more 

vulnerable and requires assistance to survive.



PREMATURE RELEASE

 • If a bird is released from its nest before the right stage, the odds of its 

survival decrease substantially. It becomes exposed to predators, it does not 

have optimal strength and understanding of its environment and how to take 

care of itself.

 • The nest provides stability, consistency, skills needed to be a viable 

contributor to its surroundings; through adequate socialization to gain 

awareness to carry on the cycle of productivity. A premature release is 

evidence of a weak nest – a structure that has not provided the optimal 

environment for its occupant.
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A WEAK NEST

 According to David Rock, author of Your Brain at Work, “Although a job is 

often regarded as a purely economic transaction […] the brain experiences 

the workplace first and foremost as a social system. When people feel 

betrayed or unrecognized […] they experience it as a neural impulse, as 

powerful or painful as a blow to the head. Most people who work in 

companies rationalize or temper their reactions; they “suck it up,” as the 

common parlance puts it. But they also limit their commitment and 

engagement. They become purely transactional employees”.
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A weak nest cont’d

• The ensuing trauma to the affected individuals of lay-offs is real; as well as the secondary 
negative impact on the staff that remain in the office, so it is in our interest as 
professionals, business owners and government entities to move beyond administering 
triage tactics to economic crises and build organizational structures that are more 
proactive in their approach to managing people. I referenced ‘triage’ because the 
traditional business model continues to provide employee wellness services based on 
the level of urgent care required as opposed to focusing on preventative measures. It 
creates nests that are needed for the wounded as opposed to nests that are needed for 
equipping individuals who are engaged at an advanced level, that is healthier for the 
worker and business even after being unexpectedly released.

•

• The role of professionals is to ensure that businesses improve their weak nest approach 
and build better organizational structures that recognize and prepare for the sudden 
earth-quakes as much as the on-going and long-term needs of their teams; by providing 
a more robust, respectable and resource-filled employee engagement structure that 
promotes a healthy, well balanced work attachment from beginning to end.



The trauma from a weak nest

 Culturally, we have grown accustomed to the irresponsible actions of workers 
engaging in behavior that you would expect to see on the play-ground –
carrying on in the same childish, immature, disrespectful way at work, only 
difference is they’re now wearing ties, and heels and carrying briefcases and 
hand-bags.

 The tremendous work that HR professionals, external counsellors, wellness 
community and paraprofessionals are doing to take on this challenge and 
innovate this area is to be highly commended. The depth and breadth of 
trauma’s effect on our workforce is far more serious than many people 
realize. Trauma impacts every aspect of a person’s effectiveness in the 
workplace. These professionals face tremendous challenges but manage to 
keep employee relations at the fore of the company’s mission.

 Employers cannot guarantee that employees will never be exposed to trauma 
in the workplace.



Team Approaches - Downshifting

• The interpersonal arena is often the most challenging aspect of work for people. 
Dealing effectively with another person who has a different communication style, 
unresolved personal issues, and their own agenda requires exceptional 
communication skills. Even more demanding than dealing with another person is 
dealing with several people simultaneously. This is an area that many HR 
supervisors and managers are all too familiar.

• Effective teamwork requires an individual to be at their interpersonal best. With 
the increased use of teams, more workers are finding themselves in demanding 
interpersonal situations requiring excellent communication skills.

• When we are stressed, we are far from our interpersonal best. When 
overwhelmed, we slip into the survival mentality characteristic of 
downshifting. Downshifting is the distress mode of function in the brain when 
you perceive something as a threat, real or imagined. Your brain activity literally 
shifts from the higher thinking parts of the brain into the regions associated with 
managing threats.



THE UNSUSPECTING 

BROKEN TREASURE
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THE LEARNING ORGANIZATION

• By now it’s probably evident that trauma wreaks havoc on an 
organization’s efforts to create life-long learning environments. An 
environment which results in downshifting can’t facilitate the 
development of integrative learning and the accumulation of 
wisdom. 

• Even if the workplace environment is a positive one, the 
cumulative effects of employees’ previous trauma need to be 
addressed. Without treating employee trauma, only a fraction of a 
workforce’s intellectual and creative abilities will be accessed.



WHAT CAN ORGANIZATIONS DO IN THE FACE 
OF TRAUMA
• Implement a comprehensive workplace health promotion scheme including categories like:

• Health Education - Use targeted risk interventions based on readiness to change; Provide 
workshops on medical consumerism

• Supportive social and physical environments - In-house health management centre in large 
locations; Allow for volunteer health teams, and budget discretionary programs in all company 
locations

• Program integration - Involve a diverse group of employees in a broad planning effort to create 
ownership of the program. Develop and use a health scorecard integrated with business goals

• Screen programs – there are the more common ones we have experienced – health fairs for 
diabetes, heart disease, prostate, high blood pressure etc.

• Follow-up interventions - Create incentive-based programs to encourage maintenance of positive 
health changes

• Evaluation and improvement Conduct periodic surveys of employee health promotion 
needs/interests; Measure employee participation rates; Use post-program surveys to measure 
satisfaction.



“Some birds get so comfortable that they stay in the 

same location and do not reach their full potential 

because they’ve lost their desire to soar.  

Don’t let the current conditions keep you stuck -

take flight again.”

Raquel Lloyd
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The Learning Organization Cont’d

• Prepare and empower leaders to provide clarity about recommended 
procedures and boundaries for decision-making in challenging situations. When 
employees know what they’re expected to do and when they need to ask for 
help, they’re less likely to be stressed in the moment a tough decision needs to 
be made.

• Leadership Crisis Response (LCR) is a valuable training tool during company crisis 
for approaches leaders can use to respond more effectively in times of workplace 
distress.

• A leader's response in time of distress can have an impact on the workplace and 
employees. Thoughtful action and preventive measures can help facilitate the 
best possible response while reducing stress for everyone involved.

• Increase social support advocacy through group activities and foster safe 
discussions with staff about current stressors and healthy coping mechanisms

https://www.workplacestrategiesformentalhealth.com/managing-workplace-issues/leadership-crisis-response


The Learning Organization Cont’d

• Help management learn how to deal with discussing difficult subjects – Most 
people do not like to be the “bearer of bad news”. Managers, feeling 
uncomfortable with telling workers about unpleasant workplace developments, 
are often reluctant to bring up such topics. When they don’t get discussed in a 
timely and effective manner, or employees are left in the dark, the sense of 
unpredictability and uncertainty only makes the situation worse.

• There are companies which have taken on initiatives to conduct these difficult 
situations with greater attention to facilitate as smooth a transition as 
possible. However, there are many companies, of all sizes across the nation, 
where employees are being laid off in harsh ways; without fair consideration of 
the way to communicate the news; no attention to sharing the news with the 
immediate co-workers in a timely manner. Difficult economic times do not 
dismiss the role that company leaders have in ensuring that these decisions be 
under-taken with more care and attention.



STRONG NESTS

HABITATION

 INCUBATION

TRAINING

SOCIALIZATION

EXPECTED RELEASE TO SOAR
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• Develop a representative group or use an existing joint Wellness 
Committee to explore and discuss potential risks. Recognize that in some 
cases, the larger the organization, the more challenging it may be for senior 
leadership to be aware that serious stressors exist. These groups or 
committees can help monitor the workplace and address matters 
like “compassion fatigue” which is often used to describe the exhaustion 
and desensitization to violent and traumatic events, that are repeated via 
media and more, over the last decade through social 
media. And “secondary stress disorder” for workers who witness or know 
about an event that a significant other, in this case, a co-worker has 
experienced.

• Host information sessions with qualified external speakers to talk about 
their experience of trauma. Mediation and mentorship programs are 
critical for service industries and high-functioning businesses especially.

https://www.workplacestrategiesformentalhealth.com/psychological-health-and-safety/planning#rolehs


What can employee do?

• Employees bring such tremendous value to the organizations they work with and 
could use their time with the company to take care of themselves because a 
person’s self-efficacy plays such a significant role in whether a stressor is 
traumatic or merely a challenge; improving employee self-efficacy pays big 
dividends. They can pursue training and personal development programs which 
impact on a person’s self-image, self-esteem, and self-efficacy will help minimize 
the odds that employees will feel overwhelmed and impotent in the face of 
challenges.

• Show concern for employee well-being by asking questions such as “How are 
you doing today?” rather than “How are you?” or “How is work?” Keeping the 
focus on “today” is important as it helps the employee respond from where they 
are at, rather than how they felt the day before or how they may feel in the 
future. Be conscious of disability or absence processes that may be 
stressful. Where possible, communicate in person before sending a letter or 
other written communication that could be misunderstood by a distressed 
employee.



Ask for a seat at the table
1. MAKE SURE 

YOU’VE 
EARNED THE 
SEAT.

2. DO YOU 
BRING 
SOMETHING 
OF VALUE TO 
THE TABLE?



Ask to be represented at the table

• With employees being included in the solution process, they have clear 
information about the current status of their organization’s health and direct 
feedback about the effects of their decisions. Thus, uncertainty and 
unpredictability are minimized. The direct relationship between cause and effect 
is clear. Employees can see the effects of their choices and actions. Rather than 
wondering if the newest management initiative will bring better results, they can 
directly track their results.

• They can also see why specific changes are needed; if it is reflected in the 
numbers – data makes a strong impression.

• By having access to this information, and getting the training necessary to 
understand it, employees experience empowerment born of knowing about 
cause and effect,and having the power to act upon this knowledge. They aren’t 
just told they make a difference. They have the knowledge, tools, and processes 
in place to do so. This increases their ability to “rise to the occasion” when 
challenges occur, rather than be confused and overwhelmed.



Moving forward is possible
41

For better or for worse life can hit us with 

unexpected situations that give you pause for 

reflection.

Many times, people hit a moment in their 

career when they start to reevaluate where 

they are and where they want to be.



THE WEAK NEST
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HERE ARE EXAMPLES OF TRAUMA EXPERIENCED BY 

SOME EMPLOYEES WHO HAVE BEEN UNEXPECTEDLY 

LAID OFF
 "You thought you did a good job, but did you really?

 "The constant reminders of being laid-off include: your old drive to work, running 

into former coworkers in the super-market. Colleagues ask, 'What ARE you doing 

now?' Awkwardness ensues. Then over time former coworkers who were friends 

don't call anymore. You wonder what the rumor-mills are churning out about you at 

your former employer..."

 The dread of having to change your Facebook status – or not, that way you keep 

the haters, the malicious people and trolls away.

 You pass the time with a drink, that turns into consuming bottles of alcohol while 

lying on the sofa, watching TV. The reality shows are more bearable than your 

current reality.
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The 

cumulative 

effects of 

trauma



MORE EXAMPLES OF TRAUMA EXPERIENCED BY 

SOME EMPLOYEES WHO HAVE BEEN UNEXPECTEDLY 

LAID OFF

 Do you really need to shower today?

 You can’t believe you just ate a whole container of ice-cream!

 "You wake up at 2 in the morning, unable to sleep because your 

reality has changed. You're now unemployed, a non-contributing 

member of society, a failure.

 The feeling of failure will fade somewhat, but everywhere you go 

you're reminded your world has changed. Every form asks for a 'Work 

Number.' And Work status: Unemployed! The very term strikes fear 

into your heart..."
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What a weak nest looks like

• Or you’ve signed on for a position you were told was one thing, and suddenly you realize 
you’re wearing many hats—and hardly any of them are the ones you thought you’d be 
wearing.

• It is common for many workers to spend five years or more in a role and find themselves 
on auto-pilot without taking time to reevaluate their value drivers to the position they’re 
in and assess how they’re progressing. A value-driver is that skill/capability/activity that 
motivates you to be more productive at work and promotes professional growth.

• You may feel stuck when these career roadblocks crop-up, and that can create increased 
anxiety that compounds over time and affects work commitment and motivation.

• While it is important to consider where you are in your career, you should not make any 
drastic changes during this assessment time.

• For others, they’re working unfulfilled, stagnant and unable to see beyond their current 
circumstance. These examples represent broken branches, that could be misperceived 
as unimportant, to be tossed aside or brushed over but there is an opportunity to make 
something productive from the broken pieces.



Building a strong nest doesn’t happen 

overnight
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Summary

• To summarize, trauma is more than just “psychological” matter. 
Trauma can best be understood using an interdisciplinary, 
multiprofessional, psychosocial approach. Therefore, we should aim 
at diversifying our professional dialogue by actively reaching out to 
related disciplines. To better understand trauma, we have to study its 
devastating effects, but learn more about resilience to stress as well. 

• While employers cannot guarantee that employees will never be 
exposed to trauma in the workplace; they can act to help prevent the 
most debilitating effects of exposure to trauma by adequately 
preparing employees.



Summary cont’d

• The goal is for a healthy environment where appropriate structures 
are in place that protect the worker as well as maintain the fiscal 
responsibility of the organization. Creating a culture that normalizes 
improvement and feedback not in a threatening way but as a 
progressive transformational tool that requires everyone’s 
involvement. Building a better nest starts with a vision of looking at 
broken branches as valuable, and transforming employee relations 
with business owners, and government entities to see the importance 
of promoting innovative and strategic communication and leadership 
initiatives that reach across all business sectors to foster, nurture, 
inspire and equip all employees for the lifespan of their work 
engagement.



So much self-worth is wrapped into a 

person’s job

“Work brings a measure of 

dignity but the individual brings 

value and worth to the job.” 
Raquel Lloyd

50



A Strong nests helps you to soar to 

great heights.
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Building Nests from Broken Branches

Thank You
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BREAK OUT SESSION

INITIATIVE TO BUILD A BETTER NEST 

Instructions:

 Creating an initiative for your company (each table 
represents a business)

 Come up with a company initiative for workplace trauma.  
Either preventative or supportive.

 Each table select a leader, scribe and presenter.

 Each scribe go to a facilitator to collect materials. 2 pieces 
of paper and a marker
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Initiative to Build a Better Nest 
1. What is the initiative? (You’re selecting a series of broken branches to 

build a better nest) also identify whether:
 Minimum Implementation and cost (green Dot)  
 Moderate (orange dot) 
 Comprehensive (red dot)
 On one piece of paper the scribe is to record:

1. What are the desired business benefits?
2. Who are the key stakeholders whose commitment needed?
3. Who is the target groups who will be essential to making the change 

work in the organization or the field? 
4. What is the best strategy for kick-off communications and initial 

stakeholder engagement to ensure understanding and buy-in?

30 mins
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Initiative to Build a Better Nest

On the second piece of paper

 Create a hashtag for the initiative 

 Take a selfie of the group holding up hashtag and send it to BAOP facebook

page and your personal facebook and insta pages with a caption that also 

mentions Initiative to Build a Better Nest (10 mins)

 Any questions feel free to ask me or one of the team members

 Regroup

 3 presentations 

 Wrap up
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