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CALM IN CHAOS
How to Thrive in the New World of Work
Bob Rosen, Ph.D, Founder & CEO, Healthy Companies

It was February 21, 1991. My first book, The Healthy Company, was just published. There I was flying across the USA reading 
the first copy off the presses.  A curious man in the seat next to me saw the title and asked, “what are you reading? Is it a novel?” 
At that point I knew this might be a bumpy ride. Today, thirty-two years later, the book would be a timely non-fiction business 
book, deeply relevant to our times. A lot has changed since 1991, yet as we enter 2023, the health of our people, teams, and 
organizations are more critical than ever.  

Since 1991, we at Healthy Companies have interviewed over 600 CEOs and CHROs in fifty-five countries, conducted global 
research and surveys, advised blue-chip corporations, and educated over one million people. We also published eight pioneering 
books on business, leadership, wellbeing, and culture. 

Building on our past research and work inside companies around the world, this report focuses on leading in the post pandemic 
workplace. It incorporates insights from recent interviews with Chief Executive Officers, Chief People Officers, and Chief Talent 
Officers in some of the world’s leading companies and presents a fresh compelling case for action for leaders everywhere. This 
report outlines the state of our current reality, a picture of our preferred future, and practical recommendations on ‘How Leaders 
Thrive’ in this modern era. The major finding:

In Our World of Uncertainty, Successful Leaders Are Staying Calm in Chaos. By Leading Agile Businesses, Developing 
Healthy Leaders, and Building Human-centric Cultures, They Are Building Sought After Teams and Organizations.
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• Geopolitical Instability – Global conflicts, Russian/Ukraine war; rising inflation
and weakened economies; disruptive supply chains; pressure on earnings; and
rapid climate change.

• Stress and Burnout – Fatigue and exhaustion; post-Covid blues and blurring
work/personal conflicts; leadership pressures and declining engagement; and
“work until you drop” culture.

• Diminishing Trust – Reduced loyalties, quiet quitting, and less caring; rising
turnover and polarized workforce; pirating IP and ethical lapses, and
organizational fragmentation

• Slow Transformation – Uncertain, unpredictable future; layoffs; rigid thinking
and slowed adaptation and innovation; changing customer demands; and
aggressive competitors.

• Talent Shortages – Leadership gaps and talent scarcity; major need for
re-skilling and up-skilling; racial and social injustice; horizontal careers; and
changing attitudes toward work.

Our Shared
Destiny

If we were flying today at 33,000 feet looking down on the world, we would be both 
alarmed and excited about the two paradoxical forces - the challenges AND 
opportunities - leaders face today. How we manage these will dictate whether, or 
not, we achieve our ambitious aspirations. Let’s look at them. 

Here are the challenges that impede our progress. 

Here are the opportunities that can accelerate our progress.

• Humanistic Capitalism – Purposeful age of humanity and
prosperity; fifth industrial revolution with healthy ecosystems; the
growth of ESG and disciplined growth; healthier society.

• Digital Transformation – Agile and adaptive work; blending of
people and machines; AI and robotics; tech fluency; experimentation
and innovation; and problem-solving organizations.

• People-centricity – Humane leaders with caring connections;
healthy work, teams, and cultures; greater diversity and inclusion;
and personalized customer and employee experiences.

• Democratization – Democratized power, information, and authority;
shared purpose and empowerment; voice of young people;
openness and transparency; and decisive collaboration.

• Flexible workplaces – New ways of working; full spectrum thinking;
collective flexibility; hybrid workforce and workplace; constant
learning; and mutual accountability
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“Many leaders are unprepared. They 

have unlimited capacity to deny, 

deflect and dismiss reality; it’s the agile 

and resilient among us that thrive.”

—Ian Ziskin
CoFounder, Consortium for Change 
Former CHRO, Northrop Grumman

 "Executive burnout will get worse 

before it gets better. That’s why 

courage, care and collaboration are 

deeply ingrained in our people 

strategy."

—Gerard Penning
Chief Human Resource Officer, 

ABM Amro
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Our Shared
Destiny

Fortunately, we have choices. How we manage these challenges 
and leverage these opportunities will make a huge difference. We can 
choose to live and lead with too little anxiety. This is the face of 
complacency, where we blindfold ourselves, push problems under the 
rug, miss opportunities, and ignore the consequences of being too 
slow to the game. Or we can live and lead with too much anxiety. 
Here we are hijacked by the challenges. Rising stress levels, 
exhaustion, frenetic working, and seeing the cup half empty worsens 
the problems and sabotages the opportunities. There is a third way: 
an approach that confronts and manages the challenges head on and 
captures and creates the opportunities in front of us. The choices we 
make are more important than ever. 

"VUCA requires an entirely new 

leadership operating system with a 

humanistic skill that exponentially 

adapts."

—Vince Roche
CEO and Chairman, 

Analog Devices 

"Most companies are workforce 

management companies. We need 

to turn them into high performance 

companies."

—Gerry Lodge
Vice Chairman, 

Credit Suisse 

Don’t let a good crisis go to waste; 

we cant overreact or under-react 

to the changes around us."

—Alessandro Valenti
President, EMEA, 

Louis Vuitton



To make this happen, leaders must optimize their human organizations 
and unleash the untapped human talent inside. Everything about work 
will change – from the definition of jobs, the types of human/machine 
interactions, the capabilities of leaders, the deep cultural shifts, and the 
metrics for success. This new human ecosystem will be agile, flexible, 
caring and connected. The future will lie inside people, where fulfillment 
and performance are intimately connected. 

and skills. The game 
has changed, and 
without grounded and 
conscious leaders at 
all levels, businesses 
will not change fast 
enough. 

I have great hope for 
the future. This could 
be a time of infinite 
possibilities for 
humanity and our 
organizations where 
our teammates and 
families, leaders and 
businesses, and 
society truly flourish. 

"We are restricted by rigid 

categorical thinking that freezes 

people and organizations in neatly 

defined boxes that often are 

inaccurate or obsolete."

—Bob Johansen, 
Distinguished Fellow, Institute for 

the Future
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The New Humanity Revolution
We have the potential to move into a new age of health and prosperity where all organizations are people and relationship 
businesses. What’s new is that people are coming out of the pandemic with different beliefs and feelings about themselves, their 
leaders, and their organizations. This is having a huge impact on business and the bottom line. These deep psychological shifts are 
creating a much greater appreciation for our wholistic selves, the search for quality of life, and a growing recognition of the tensions 
and tradeoffs among our personal, family and work lives. Collectively, we are reexamining what a successful life looks like.  

These changing attitudes are not only affecting people’s desires for a healthier workplace, but pressuring organizations to change 
how they lead people and create environments that bring out the best in them. For a long time, we ignored or minimized people’s 
emotional lives and how they feel. I believe this is no longer possible.

Caring is quickly becoming the new competitive advantage. Employee and customer experiences matter more, and caring 
organizations must rethink their compact between teammates and their workplaces. In return, these organizations will need more 
maturity and accountability from everyone, yet they will only get it if their leaders take the first step toward building a trusting and 
empowering workplace.   

Organizations are also undergoing extraordinary change. Consider this statistic from PwC’s 2023 Global CEO survey of 4410 
CEOs in 105 countries: 40% of CEOs think their organizations will no longer be economically viable in ten years if they continue 
their current course. Business reinvention is a top priority. Companies must evolve and adapt quickly, requiring bold continuous 
transformation, charting a course for the next decade. As some experts say, “the next five years will bring 50 years of innovation.” 

Some businesses are slimming down too. Pressures for efficiency and reducing costs have become a high priority after a period of 
economic growth. This is causing more stress among the rank and file, shifting emphasis from people to performance.

Unfortunately, some leaders have seen the needs of employers and employees in opposition to one another. To me, this is faulty 
logic, and not an either/or proposition. Both are essential to business success. This must be a people-centered transformation, 
where the business and people agendas are aligned. 

Leaders must optimize their human organizations and unleash the untapped 
human talent inside. Everything about work will change – from the definition of 
jobs, the types of human/machine interactions, the capabilities of leaders, the deep 
cultural shifts, and the metrics for success. This new human ecosystem will be 
agile, flexible, caring and connected. The future will lie inside people, where 
fulfillment and performance are intimately connected. 

Many of our leaders are unprepared. This more personalized human experience 
will require more evolved people and a new leadership operating system. Leaders 
must unlearn old ways and behaviors and develop new mindsets and skills. The 
game has changed, and without grounded and conscious leaders at all levels, 
businesses will not change fast enough. 

I have great hope for the future. This could be a time of infinite possibilities for 
humanity and our organizations where our teammates and families, leaders and 
businesses, and society truly flourish. 
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The Virtuous and Vicious Circles
In our thirty years of work at Healthy Companies, we have found the best leaders and 
organizations are masters at leading their people agendas. They intuitively understand it, 
prioritize and champion it, and make significant investments that produce great returns. This 
is an important finding of our long-standing research and more critical today than ever. Let’s 
look under the hood to see why this people agenda is so crucial to running a great business. 

Great organizations make profound choices in three interconnected people strategies – 
business (where is the business going); leadership (what kind of leaders do you need), and 
culture (what kind of culture  best supports your business). 

As seen in the diagram below, these three strategies come together to form either a virtuous 
circle of success or a vicious circle of failure. When these strategies work well together, they 
are synergistic and accelerating, and help to develop healthy and engaged people, delight 
customers, and produce profitable growth.  When they don’t work well, they are antagonistic 
and sabotaging, alienating teammates and slowing growth and performance.  Again and 
again, I have seen this ubiquitous organizing framework help leaders build healthy and high 
performing organizations. 

Our decisions in each of these areas have huge consequences. The rest of the report drills 
down on these three strategies -- Agile Business, Healthy Leaders, and Human-centric 
Cultures – and shows how leaders execute these strategies while staying calm in the midst 
of chaos. 
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"Being a CEO taught me two 

things that matter most – Having 

a clear sense of purpose and a 

culture that allows you to go after 

your mission."

—Satya Nadella, Chief Executive 
Officer, Microsoft

"We need human leadership more 

than ever because today’s 

employees want a different kind 

of work experience."

—Nazzic Keene, Chief Executive 

Officer, SAIC



FROM SLUGGISH TO 
AGILE BUSINESS

To thrive in this dynamic workplace, agility and adaptation are our highest priorities. 
Today’s organizations must be built for speed. Businesses need to thrive in 
uncertainty and support innovation and change. We need leaders who can adapt 
fast, learn well, and continuously transform. This requires a ‘change readiness’ 
capability that enables us to be resilient and energize others. Unfortunately, many of 
us lack the capacity to thrive in uncertainty. Fearful of change, we move too slowly, 
or get hijacked by it.  We all need to get comfortable with the unknown and exhibit 
confidence and courage to excel in this world of impermanence.

McKinsey & Company has done some fine work studying the recipe for agile 
businesses. The best companies create agility at scale that capture true enterprise 
value. They reimagine the entire organization as a flatter, fluid structure with a 
network of high performing teams, supported by a stable backbone of strategy, 
structure, processes, people, and technology. When this happens, the highly 
successful agile transformations have a three times higher chance of becoming a 
top quartile performer among peers with gains in efficiency, customer satisfaction, 
employee engagement, innovation, and operational performance. 

There are three essential ingredients to building an agile business: start with 
purposeful missions, lead with people-driven transformations, and mobilize humans 
and machines.

8© 2023 Healthy Companies International. All Rights Reserved

"Core tenets of leadership are 

timeless – paint a compelling 

purpose, develop a high-

performance team; execute the 

strategy, and set the cultural 

tone."

—Jack Stahl, Former CEO of 
Revlon and COO of Coca Cola

"People want to be treated as 

unique human beings. This causes 

managers and leaders to really 

think differently about them. "

—Tim Ryan
Chair and Senior Partner, 

PwC US 

"Apple is in the human business. 

It’s our job to humanize 

technology. "

—Angela Ahrendts
Former Senior Vice President, 

Retail Strategy, 
Apple 



Purposeful Missions
In the hybrid workplace, purposeful missions glue the enterprise together. Fortunately, people are hungry to work for a higher, 
compelling purpose. Yet none of this happens without purposeful leaders at all levels who champion and model the purpose and 
values of the organization. To achieve this, leaders must be self-aware, trustworthy, and values-driven. Authentic, ethical, and 
positive in demeanor, they are committed to something bigger than themselves. The problem today is we minimize the power of 
purpose, have trouble walking our talk on these principles, or find it difficult to scale them across the business. By personalizing 
the purpose inside the hearts and minds of people, organizations can achieve their economic and social goals. 

It all starts with shared consciousness – getting everyone on the same page. From our experience, three actions must take place: 
people need to understand the whole business and how everything is connected. This helps people develop an enterprise 
mindset. People need to understand the needs of all their stakeholders. Without this appreciation, teammates will ignore or 
alienate colleagues, customers, suppliers, leadership, or investors. And people need to understand how value is created by putting 
the strategy on one page. By linking the company’s purpose, values, strategy, goals, and metrics, associates can see how their 
work affects enterprise value. 

How Leaders Thrive

• Be the Purpose of the Firm - Today’s leaders must look inside themselves at the
personal purpose that drives their work. This must be aligned to the purpose of the firm
or leaders will feel out of integrity with themselves and their environment. Creating a
North Star guides people’s behavior and holds the organization to its highest aspirations.
Painting a compelling future and enlisting people’s commitment awakens their passion
and sense of meaning. Being a champion of the purpose gives the leader much needed
credibility. For some this is a nice thing to do. Today it is a requirement.

• Develop a Trustworthy Brand – Trust is the essential glue in the new world of work.
Since boundaries of hybrid work are more permeable, trust is the bedrock of healthy
leadership. In my experience, trust can take a long time to earn and be lost in a
moment’s thoughtlessness. Trustworthy leaders are credible, dependable, and
predictable, and emotionally safe to be around. It’s a kind of maturity: a trademark of
leaders who have grown beyond the childish immaturity of constantly protecting
themselves, and confidently knowing that other people’s interests often complement, not
conflict, with their own. We cannot be an island of self-interest; we must be champions of
the conscience of the business – promoting socially responsible and green business
practices that help to build a healthier society.

• Lead with Constructive Impatience – Leaders of the future must promote a culture of
excellence and accountability. Being constructive AND impatient drives excellence in
others. Being constructive involves building a physically and psychologically safe
environment. Being impatient is challenging people to reach higher levels of
performance. Leading with constructive impatience is a lot like pulling a rubber band. If
you pull too hard, you break people’s spirits. If you don’t pull hard enough, you can
alienate the high achievers and fail to maximize their potential. If you find the right
tension, amazing things can happen.

© 2023 Healthy Companies International. All Rights Reserved

"Our passionate mission helps us 

unleash our untapped potential 

and adapt into the future"

—Kari Wilkerson, 
HII President, 

Ingalls Shipbuilding

"We need an army of leaders to 

address the complex human 

challenges we face – Leaders must 

show trust and be trustworthy but 

you’re going to get burned once in 

a while, and it’s better for you and 

the organization."

—Linda Rabbitt
Chairwoman & CEO, 

Rand Corporation
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People-driven Transformation
Many large transformations fail to meet their goals. It’s generally because they put too 
much emphasis on process solutions at the expense of people driving the change:  for 
example, they lack leadership direction from the top, put the wrong people on the 
wrong teams, lack clear decision-making, or engage in faulty empowerment. The best 
leaders instinctively know that every change must be a people-driven transformation. 
Consider this:

• Organizations reporting a toxic post pandemic environment were 16X more likely
to indicate a lack of trust in senior leaders as a critical issue;

• In 2016, 74% of employees were willing to change work behaviors to support
organizational changes, but that number dropped to 38% in 2022;

• In companies that involved all employees, change success was 14X more likely
and people increased their desire to stay with the company by 19%.

People-driven leaders put people at the center of everything they do. Everyone 
understands and owns the company’s purpose, values, and strategy. Human 
empowerment is the rocket fuel that propels the organization forward. Often, people 
must learn new ways of working, and the culture must support them. Individual, team 
and organizational accelerators and hijackers foster and impede progress. Ultimately, 
it’s people who drive the success of the business.

How Leaders Thrive

• Transform yourself on a regular basis – Leaders must be transforming all the time – living and leading in the gap between
their current reality and desired future. We must look reality in the face yet stay hopeful about the future. This is called realistic
optimism. During these micro-transitions, leaders learn to be comfortable being uncomfortable and experiment with new ways of
seeing, thinking, feeling, and acting. They also learn to be vulnerable, by making mistakes and managing through adversity.
Having an inner reserve of energy and emotional equilibrium helps them remain calm and steady during continual upheaval.

• Teach Change Readiness Skills to Others - In today’s churning world everyone must be a change leader. Tough, nimble, and
mentally agile, we must develop an adaptive mindset that learns faster, stays relevant, and prioritizes growth and change. It’s
the leader’s job to be a strong champion of change and teach change readiness skills to others. By helping people thrive in
complex and uncertain conditions, people learn skills like agility, both/and thinking, and acting like an entrepreneur. By
energizing and mobilizing others, leaders drive change with their teams and organizations. The problem is many of today’s
leaders are reticent to overstress or alienate their people for fear of burnout or backlash.

• Build an Agile Work Environment – Building agile teams and businesses are the leader’s responsibility. This creates the right
conditions and environment for change. Whether executing bold ideas, using lean processes, reshaping organizations, or
growing existing ones, leaders must take charge in an agile culture. They must get comfortable with their own personal power
and influence. So, start by getting up on the balcony, scan the environment, make sense of the situation, and set bold goals for
everyone. Tomorrow’s leaders will unleash positive human energy by enlisting, liberating, and mobilizing people. Resilient
energizers with a bias for action are the experts at building these agile cultures.

© 2023 Healthy Companies International. All Rights Reserved 10

"Success is not defined by larger 

amounts of money, but by enjoying 

helping people be bigger and 

better. People don’t care unless 

you care about them."

—Powell Brown, 
Chief Executive Officer, 

Brown & Brown 

"People are rethinking who they 

are and re-evaluating when, where, 

and even why they work. "

—Nickle La Moreaux, 
Senior Vice President and 

Chief Human Resource Officer, 
IBM



Human/Machine Workforce
I’ve been fascinated by the human-machine workforce and how it will guide the new world of work. Companies want to improve 
flexibility, speed, scale, decision making, and personalization. Their associates want better work processes, reduction of 
redundant work, and improved quality of life. Organizations that harness the power of humans and machines will be the ultimate 
winners. People are central to powering and empowering this new partnership. Machines are not human minds yet, but they are 
taking on more of the attributes we used to think of as uniquely human – reason, action, reaction, language, logic, and learning. 
Technology’s larger impact will be in complementing and augmenting these human capabilities, not replacing them.

There will be tensions along the way. Take Zoom or Teams, for example. Each one accelerates our connectedness in the hybrid 
workplace. They provide greater meeting efficiency, enhanced communication capability, and virtual connectedness. We get to 
know each other better as whole human beings with families, dogs, and daily disruptions. However, we also discovered new forms 
of stress and fatigue, the loss of physical presence, and intrusions into our private lives. 

Artificial intelligence, digital assistants, and big data are central to innovation and enhanced service. New digital processes, 
platforms and businesses foster greater speed, agility, and acceleration, forcing humans and machines to work in harmony like 
never before. 

I’ve seen many digital transformations underperform because people lacked the skills or resisted the change. This new way of 
doing business requires new mindsets and behaviors. What we need are leaders who excel at digital innovation and digital 
collaboration. The digitally savvy people think differently, are creative risk takers, willing to experiment with new ideas, make faster 
decisions, and engage in disruptive behavior. Tech fluency provides their competitive edge. 

How Leaders Thrive

• Promote Collaborative Intelligence – We need to develop a stronger relationship between humans and machines. Accenture
conducted research on this topic involving 1500 companies. Firms who achieved the most significant performance
improvements were those where humans and machines work well together. “Through collaborative intelligence, humans and
artificial intelligence (AI) actively enhance each other’s complementary strengths: the leadership, teamwork, creativity and
social skills of the former, and the speed, scalability and quantitative capabilities of the latter.

• Activate Fresh Business Platforms and Processes – Big data, sensors and customer analytics are the new cognitive
technologies altering the way people and companies do business. All leaders need to transform their business processes, and
accelerate new ways of thinking and working. Those who promote human-led, technology enabling work will build incubators
that foster experimentation and fresh prototyping that will help us accelerate this transformation.

• Develop Digital Bench Strength Across the Business – Digital brainpower is the core capability required across the
business. Everyone must be a student of digital business, automated work, and digital collaboration. Leaders need to teach
their teammates how to effectively work at the human-machine nexus – learning how to delegate work to the new technology,
combining their human skills with those of smart machines to get better outcomes, and to teach intelligent agents how to work
more effectively. This helps to solve problems faster, discover new opportunities, and rejuvenate the culture.

Taken together, purposeful missions, people-driven transformations, and human/machine partnerships accelerate change and 
reduce employee stress. This helps leaders stay calm under pressure and accelerate our transformations. 

This is what is going on inside our businesses. Now let’s turn our attention to the second strategy – developing healthy 
leaders – and why this is so important to create and sustain healthy organizations.   
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FROM ANXIOUS TO 
HEALTHY LEADERS

The pandemic has taken an unprecedented toll on leaders and their wellbeing. The 
rapid pace of change, the on call/on demand 24/7 workplace, and the exponential 
growth of uncertainty has exacerbated the problem. Consider these statistics:

• One out of three employees and executives are constantly struggling with fatigue
and poor mental health;

• Nearly 70% of C-suite executives are seriously considering quitting their current
job for a position that better supports their well-being;

• 68% of employees and 81% of C-suite executives say that improving their
wellbeing is more important than advancing their career;

• Employees with high levels of wellbeing are 2.5 times more likely to say they do
their best work compared to their peers with low wellbeing.
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"Business success depends on 

human flourishing. Healthy leaders 

are better leaders. And as the best 

talent, they can go anywhere they 

want."

—Michael Dulworth
Founder & CEO, 

Executive Networks 

 "Leadership is a craft – our 

personal health leads to our 

people-first leadership."

—Mike Petters
Former CEO, 

Huntington Ingalls

 "We are dying for a paycheck. 

Stress is not the price of success. 

We must manage people, not 

pennies. 

—David Hoke, 
Chief Wellbeing Officer, 
Thrive Global Holdings

If there is a single organizing principle that will separate people and organizations 
who thrive, it’s healthy leadership. If the pandemic has taught us anything, it’s that 
we must be well to lead well. The leaders’ first job is to take care of themselves.

During the pandemic we made real progress with greater empathy, flexibility, and 
attention to health and wellbeing. Now there are fresh signs of increased stressors 
and fears in the workplace. In fact, today’s leadership burnout is just the tip of the 
iceberg and escalating at the very time we need leaders with more emotional and 
social skills.

Simply put, we need more evolved leaders. Unfortunately, we are still operating in 
an old paradigm where leaders are obsessed with how they perform in the short 
run, often at the expense of who they are as human beings. This has huge 
consequences for all of us. Clearly, what you do and how you perform are critical. 
But real success comes from who you are as a person – your purpose, values, 
character, wellbeing, and relationships – that influences your behavior and actions.

When people focus on the roots of who they are, the result is leadership that is 
highly personal, deeply grounded, and strong enough to handle the pressures of 
relentless change.

As more mature leaders, they are authentic, caring, and inclusive while remaining 
agile, adaptive, and high performing.  It is this combination of skills that brings a 
certain calmness and feeling of gratitude to the leader’s work.

© 2023 Healthy Companies International. All Rights Reserved



Grounded and Conscious
From my experience observing leaders from all walks of life, there are two capabilities that comprise healthy leadership. Grounded 
is the foundation which helps leaders stay centered and resilient in the face of disruptive change. Conscious results in leaders who 
are highly aware, agile, and adaptive. In a counterintuitive way, the more the world changes outside ourselves, the more we must 
embrace the changes inside. Leveraging these two core capabilities results in an accelerant that ensures purposeful performance. 
Being both grounded and conscious is the new leadership imperative. 

Grounded leaders prioritize Six Dimensions of Wellbeing:

• Physical Health -- Being agile in a fast-paced world

• Emotional Health -- Feeling tough and nimble in uncertain times

• Intellectual Health – Staying relevant in a complex environment

• Social Health - Being connected in a digital world

• Vocational Health - Staying competitive in a demanding age

• Spiritual Health - Being generous in cynical times

I remember when I showed these attributes to Alan Mulally, CEO of Ford Motor Company. He immediately jumped out of his chair, 
went to his computer, and pulled down a simple diagram that said, “One life/life’s work.” They were the exact same dimensions.  

Much like the human body, where a complex web of respiratory, cardiovascular, and other systems is working together, the roots 
of grounded leadership form an integrated whole. Each of the six dimensions predict job performance as rated by bosses, peers, 
and subordinates. 

Even if we are healthy, the world often changes faster than our ability to adapt. The primary culprit is our lack of awareness. 
Nothing is more important than understanding ourselves, our relationships, and our surroundings. Being conscious helps us think 
deeper, learn faster, and collaborate better. The more aware we are, the faster we adapt, and the higher performing we become. 

This realization stands in direct opposition to current assumptions that being smart is the only path to success. Being smart is 
necessary table stakes in the new world of work. Yet leaders who are obsessed with being smart are frequently driven by the need 
to be right. They tend to hoard knowledge, externalize blame, and mismanage relationships and risks. Their actions sabotage their 
ability to thrive. In today’s environment of accelerated disruption, smart is not enough. Conscious is the new smart.  

© 2023 Healthy Companies International. All Rights Reserved 13

"We must spend more time on 

the activation strategies that 

accelerate our wellbeing 

investments"

—Chuck Gillespie, 
CEO and Executive Director, 
National Wellness Institute 

"People have real choices. We 

must help them physically, 

mentally, and morally to do 

well.. "

—John Richardson 
Former Chief of Naval Operations, 

US Navy 



Grounded and Conscious
How Leaders Thrive

• Live a Grounded Lifestyle – Make a commitment to practice the Six Dimensions of
Wellbeing. Understand the case for taking care of yourself. Think about the
consequences if you don’t. Examine your habits of the past and be honest about your
resistances and the obstacles that stand in your way. Design a personal development
plan that sets reasonable goals that you can raise over time. Don’t be afraid to ask for
help from friends, colleagues, or professionals. Learn new attitudes and actions to
accelerate your efforts. Measure your results over time. And don’t be afraid to celebrate
your successes.

• Learn to be More Conscious – Why do we have trouble adapting to change?Because
we are often too shallow in our perspective; too narrow in our thinking; too safe in our
actions; and too small in our impact. Conscious leaders recommend:

o Go Deep to become more aware and introspective, and get rid of old baggage;
o Think Big to expand your mind, look outside yourself, speed up your learning;
o Get Real to face facts, and see change happening “for” you rather than “to” you;
o Step up to be bold and responsible, lead people into the unknown, and help

others grow.

• Embrace Mid-Career Angst – According to Arthur Brooks, Professor at Harvard
Business School, many leaders experience anguish in the middle to late part of their
careers. Decline sets in between our 30’s and early 50’s, when our prefrontal cortex
starts to degrade. Victories come less frequently, and we feel more isolated from friends
and family. Research shows that we are most creative in the earlier parts of our careers.
This is called fluid intelligence when we are more innovative, think flexibly, and solve
abstract problems. Those raw smarts begin to decline in mid-career. In the latter parts of
our career, we develop crystallized intelligence, which is more focused on wisdom, and a
desire for service, teaching, and advising others.

Here’s the problem: as we move through our careers, we suffer three addictions in mid-
career: obsession with work and success, attachment to worldly rewards, and a fear of 
decline. Some of us are bored and lonely, others self-medicate, have sleep problems, or 
feel burned out. Still others experience workaholism and are hooked to the successes from 
their past. We desire being special over being happy, and kill ourselves working for more 
money, approval, power, and prestige. We are simply not very calm in chaos. I certainly 
noticed this inside myself at times. Not until we acknowledge this and allow ourselves to be 
vulnerable can we move successfully from fluid to crystallized intelligence. Healthy leaders 
make this transition and have a fulfilling second half of their careers.
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"When I am healthiest, I feel good. I 

have more clarity of thought, 

better sleep, positive relationships, 

and greater fulfillment. My positive 

energy raises the level of play for 

everyone."

—Marshall Doney
CEO, AAA 

"f you walk into an unhealthy 

environment, stay healthy and feed 

yourself, follow your inner 

compass, and find your source of 

faith and gratitude."

—Jackie Parker
Senior Vice President & Chief 

Diversity Officer, Global Payments 

"Obsessing about success and 

being too attached to the future is 

wasting moments in your life."

—Arthur C. Brooks
Professor, Harvard Business School 
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Caring Connections
Over the past eighty years, the Harvard Study of Adult Development has followed people from all walks of life. They differentiated 
the happy-well and the sad-sick through biomedical, lifestyle risk factors, education, adaptive coping, and stable long-term 
relationships. The most important trait of the healthy and well were caring relationships. They keep us healthier and happier 
throughout life, and the people most satisfied in their relationships at age fifty were the healthiest at age eighty. 

The same is true for our teammates. Without caring relationships, people feel disengaged, exhausted and they often leave the 
company.

• Prior to Covid, 25% of employees agreed that their companies cared about their overall wellbeing. During Covid, that number
shot up to 49%. Now it has dropped all the way back to 24% and declining;

• Half of employees feel exhausted on a typical day with significant declines in employee satisfaction across the board.
Employees are more focused on securing their financial, physical, and emotional wellbeing than by achievement or climbing
the ladder;

• One in three employees are considering leaving their employer, up from one in four in 2022.

These desires for caring don’t stop at the company door. In a 2022 Edelman Trust Barometer measuring 6,000 people in 28 
countries, people are expecting businesses to tackle societal and ESG issues, such as climate change, worker reskilling and 
income inequality. 

For their part, organizations need people to be mature adults. No sense of entitlement, taking advantage of the system, or 
unrealistic expectations. Full commitment and accountability are needed.

We need a new human compact with our people, where teammates can find healthy, caring relationships at work and companies 
can thrive with mature adults. Collectively, we did a good job during Covid. Now we are falling behind and the problem will only get 
worse. 

How Leaders Thrive

• Create Psychological Safety – Caring relationships are built on a foundation of psychological safety. Based on deep trust and
respect, people feel supported, affirmed, and nurtured without fear of blame, retribution, and ridicule. Diversity and wellbeing
are celebrated, and teams empower members to take on more authority and responsibility. Ultimately, love conquers fear, and
people are more engaged and energized. Many leaders feel they lack the time and energy to build these relationships. Yet this
personal time really matters and will return exponentially.

• Inspire Positive Emotions – Emotions are hardwired into everyone. Psychologists and
neuroscientists are delving into how these emotions are generated and have an impact
on our lives and performance. Among the successful leaders we have worked with, their
most ubiquitous positive emotions are hope, confidence, empathy, courage, compassion,
forgiveness, joy, generosity, and love. Of course, few people possess all of them at any
one time, yet healthy leaders know how important they are for building caring
connections.

• Create a Sense of Belonging – Diversity and inclusion are making significant progress
in the past several years. I hope this will continue to improve. Healthy leaders see DEI as
essential for a just and sustainable world. It’s a moral, organizational, and economic
imperative. And it must be a leadership strategy, not just a HR program. Ultimately, it
comes down to building a culture of belonging where everyone can thrive and flourish.
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"We are laying the groundwork for 

the new world of work. DEI will 

lead to a culture where everyone 

can thrive."

—Cheryl Stokes, Chief Executive 
Officer, CNext Partners 



Elastic Teamwork
Teams are the new strategic assets inside organizations. At Healthy Companies. we recently did a deep dive on how teams must 
change in the post-pandemic world. Speed requires greater agility. Uncertainty needs greater resilience. Complexity requires more 
adaptation. Technology drives more hybrid teams. Competition pressures for greater performance. And globalization requires 
more diversity and global mindsets. These teams don’t stand alone; they are dynamic and part of interconnected networks. The 
secret to success is their elasticity – their ability to change direction, structure, and talent to serve changing business needs.

How Leaders Thrive
Our work on teams shows there are six abilities of elastic teams:
• Purposeful – The team speaks and acts on the same page. Members commit to a shared purpose; the goals and priorities are

aligned with the mission and strategy; and there are clear outcomes for success. Without this, teams will atrophy quickly.

• Agile – The right amount of productive energy drives agile execution. With this sense of urgency, the team reduces silos,
clarifies decision rights, and excels at mastering digital mindsets. Together the team stretches toward higher fulfillment and
performance.

• Resilient – In today’s hybrid world, teams must strengthen their emotional and social skills to foster an atmosphere of personal
and social flexibility. Members are resilient, and the team is flexible in its approach to work. Teams can then take risks, learn
from mistakes, and bounce back from setbacks.

• Adaptive – Based on the principle of creative abundance, team members practice the spirit of imagination with unlimited
possibilities. Sharing trumps hoarding, cooperation trumps heroics, and generosity trumps self-interest. Humility is a strength
and asking questions is not a weakness. Shared learning makes the team stronger, more creative, and higher performing.

• Collaborative – In the new world of work, decisive collaboration is the name of the game. Concerns have surfaced about
collaborative overload for the best players and analysis paralysis among the worst. We must speed up our collaborative efforts
with new decision rights, timelines, and value-added connections.

• High Performing –As confident teammates with a brave, can-do spirit, each member makes commitments to the team and
holds others accountable. With discipline and rigor, people feel pride in themselves and their performance. This only happens
with deliberate empowerment.

Post Covid, people are asking for something different from their leaders. By staying grounded and conscious, developing caring 
connections, and building elastic teams, we can show up as healthier adults, get support from more appreciative colleagues, and 
perform at higher levels. Much of the stress we feel comes directly from teams above, across, and below us. By practicing these 
actions, we can stay calmer in the chaos.

Now let’s turn to the environment leaders must create to build high performance teams and organizations. 
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"Healthy teams are a high priority – with shared purpose, trust, empowerment, agility and resilience."

—Brian Cornell, Chairman and CEO, Target



FROM FRAGMENTED TO 
HUMAN-CENTRIC 
CULTURES

In the post-pandemic world, human-centric cultures are the heart of the business. 
These healthy cultures adapt to change remarkably well because they improve 
workforce readiness, inspire positive employee experiences, and protect teammates 
from burnout. Human-centric cultures are inoculated against many of the worst side-
effects of change and able to focus on pivoting and exploiting new opportunities in a 
way that the average company cannot. 

Consider these statistics:

• According to McKinsey researchers, healthy organizations deliver roughly three
times the shareholder returns as those with low organizational health.

• In a 2022 study, i4cp found that high performance companies (better revenue,
profitability, and market share) were nearly 6X more likely to report having very
healthy cultures (collaborative, employee-centered, innovative, and inclusive).

• The Boston Consulting Group found that companies undergoing digital
transformations and focused on culture were 5X more likely to achieve
breakthrough performance than companies that neglected culture.

What makes all this possible are healthy leaders building human-centric cultures. They take responsibility for leading the culture. 
They set the tone and give people faith the company can change. And they adapt continuously as the company evolves. This 
happens when everyone in the company is a leader. Now imagine a future where change isn’t always some looming threat to 
prosperity, but a grand adventure of growth and innovation.

Here's our dilemma: Cultures are fractionating in the post-Covid hybrid world. People are having fewer in-person interactions; they 
are spending less time in offices; strategies are less convincing, and company ecosystems are shrinking with weaker ties. To 
make matters worse, in 2020 90% of people trusted their employers. Now that the pandemic is over, people feel their employers 
don’t trust them anymore when their bosses ask them to come back in the office.

The consequences of this are many: slow execution, risk aversion, unclear decision making, less innovation, and disengagement. 
And more headaches for leaders.  That is why we need to prioritize reenergizing our work environments into more humane, 
productive, and caring cultures.

In the new hybrid world of work, culture still matters. It can be a gold mine of untapped productivity and a great source of business 
value and fulfillment. Yet, I find leaders must build human-centric cultures differently. They must bring out the best in people and 
facilitate deeper cultural connections. There are three ways to make this happen through: developing humane work, promoting 
collective flexibility, and learning everywhere.
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"We put the whole person at the 

center of our employee value 

proposition. We try to humanize 

and personalize our human 

approach to work."

—Roseann Lynch
Chief People Officer, Ralph Lauren 



Humane Work
The average person spends 115,704 hours of their life at work. That’s equivalent to more than thirteen years. Since work has a 
huge impact on our wellbeing and performance, it would be smart now to take a deeper look at the health of our workplaces. Good 
companies have been doing this for years, and the pandemic accelerated these efforts. If we do this correctly, we can restore our 
faith in humanity and change the nature of work for modern times.  

What differentiates humans from other animals are our cognitive and emotional abilities, and capability to discern right from 
wrong. These unique sensibilities give us the capacity to plan the future and tap into our intrinsic and extrinsic motivation. Extrinsic 
motivation comes from outside of us, like salaries, promotions, perks, and bonuses. Intrinsic rewards come from inside us, such 
as our higher purpose, sense of accomplishment, need for independence, and love of work. Both types of motivation are 
important; however, intrinsically motivated people achieve much higher performance. 

That suggests we should spend far more time understanding the intrinsic motivators of people and design workplaces that tap into 
them. People want: healthy bosses, fair pay, freedom to be themselves, flexible work, opportunities to learn, and a sense of 
wellbeing. Companies want: commitment, innovation, performance, engagement, and responsible adults. Our challenge is to 
combine these efforts so both groups get what they need and want. Let’s look at three ways leaders develop humane work: 
Engage and inspire your people, reconstruct work and jobs, and build cultures of health. 

Clearly, we must address this. From my experience, it’s going to take building a multi-year, wholistic and strategic approach to 

organizational health. Healthy individuals, healthy teams, and healthy organizations working together for the health of the 

business. This is a co-creation process because people support what they create. It must be top-down (engineered) middle out 

(dispersed) and bottom up (emergent). Ultimately, it requires a shift in mindsets, habits, emotions, and behavior. It’s the leader’s 

job to model and champion health and embed this holistic approach into the culture, unlocking healthy leadership potential 

everywhere. 

Here's the dilemma: Many organizations have successful wellbeing programs in place. Yet many of these programs are 

undermined by less than effective leaders who are unwilling or unable to model and champion a culture of wellbeing. But that’s 

half the battle. If the environment is not healthy, we undermine all the investments we make in developing healthy people. The 

evidence shows that broader investments in organizational health foster superior talent and greater financial outcomes: for 

example, better retention and resilience, to lower absenteeism and health care costs, to stronger teamwork, better customer 

relations, and faster execution.  Better yet, it reduces the stress and strain on the leaders and their teammates. CHUCK 

GILLESPIE QUOTE
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How Leaders Thrive

• Engage and Inspire Your People – Gallup’s world-wide research tells us
that workers generally fall into three categories:  the thriving (20%--
engaged), the indifferent (62%--not engaged) and the miserable (18%--
actively disengaged). That’s a real problem. People are exhausted and
work is more intense these days with too many meetings, chronic cognitive
overload, and packing too much work in finite amounts of time. Some
leaders have trouble distinguishing quantity from quality work, and mistrust
people who they can’t see. They can also engage in Faustian bargains:
they make major sacrifices for work at the expense of their personal and
family lives and resent remote and/or younger workers with their flexible
schedules, rest breaks, and more time with families. Unfortunately, you
can’t lead people well if you resent them. The only way out is to rebuild our
relationships with them. More authenticity. More engagement. More
inspiration. And more love.

"Your attitude toward your people 

matters. Assume positive intent, see 

the cup as half full. "

—Tony Buzzelli 
Former Vice Chair, 

Deloitte 

"I ask myself, “how can I help someone today, shine a light, stay centered and thrive on 

positive authenticity?”

—Jay Moore, Global Learning Leader, General Electric 
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Humane Work

• Reconstruct Work and Jobs – Ravin Jesuthasan, Global leader of Transformation at Mercer, and John Boudreau, Professor of
Management and Organizations at the University of Southern California, have written extensively on the changing nature of
work.  Their premise: the future of work requires the deconstruction of jobs and the reconstruction of work.“Deconstructing jobs
into tasks/projects and distributing such work to the best option - automation, gig workers, and/or internal talent marketplaces –
creates agile, humanistic, and cost-effective workplaces that can perpetually reinvent.” The reasons for doing this are many:
accelerating automation, obsolete skills, shorter-term employment, and dispersed organizations. As work becomes more
impermanent and individualized, the smart organizations will optimize work, and produce higher returns on improved
performance.

• Build a Culture of Health – In 2022, Deloitte and Workplace Intelligence surveyed 2,100 employees and executives around the
world and found workforce wellbeing in a poor state of health. Consider these sobering data:

Both executives and employees are finding it difficult to prioritize their health; one out of three employees and executives
are constantly struggling with fatigue and poor mental health;

Employees and executives put a high premium on having a job that supports their wellbeing; only 56% of employees think
their company’s executives care about their wellbeing, while 91% of C-suite think their employees believe they care about
it.

The C-suite significantly underestimates how much employees are struggling with their wellbeing. Yet workers have high
expectations, and 68% percent of the C-suite admit they aren’t taking enough action to safeguard employee health.

"The success of organizations 

depends on the holistic 

wellbeing of our people and 

culture."

—Kevin Oakes, 
CEO, Institute for Corporate 

Productivity (i4cp) 

"We must create places and 

spaces that matter and 

determine the true ROI on 

humans."

—Holly Tyson, 
Chief People Officer, 

Cushman & Wakefield



Collective Flexibility
In the new world of work, two forces are colliding with each other. One is the growing disconnect between employees and their 
organizations. The other is the growth of hybrid and remote work. This duality is creating angst for leaders. Our challenge: how to 
build a cohesive, human-centric organization in an increasingly fragmented, hybrid world. Collective flexibility is the preferred 
strategy; it’s not a concession nor a disruption. It’s an approach where everyone is responsible for the success.  

Hybrid work is one big social experiment that will play out over the next several years. Some leaders are all in with remote 
working; others are pulling people back into the office in fear of diminishing innovation and productivity, while most employers are 
somewhere in the middle. One thing is clear: employees love hybrid work. They report more satisfaction with their employer, a 
greater sense of belonging to their team, more satisfaction with benefits and compensation, and greater confidence that their 
career goals will be met at their organization. 

Why is hybrid or remote work so attractive to the masses? People report improved work/life balance, more efficient use of time, 
control over work and hours, reduced stress and burnout, and higher productivity. But there are downsides. It can exacerbate 
isolation and loneliness, inhibit team development, and provide fewer career development opportunities. 
Here are some tips for leaders:

How Leaders Thrive
• Create an Enterprise Listening Strategy – Deep listening is one of the great gifts you can give to your colleagues. If you want

to take the pulse of your people, you should ask them repeatedly ‘what’s on their mind,” in safe, non-judgmental ways. Build a
collaborative technology and listening platform that makes it easy for you and them.

• Build an Energizing Social Environment – Given people’s desires to work outside the office, leaders must get smart
practicing the laws of attraction. How can we make the office or factory much more exciting for people to come to work?
Experiment with some creative ideas: classes on how to cook, put on musical productions, or show a movie at the end of the
day.

• Experiment with New Flexible Options – Choice and control matter when offering flexibility. People want to feel like they are
making decisions for themselves. Cushman &  Wakefield, a global real estate firm, looking at ten million people in one hundred
countries, found that 94% of employees want flexible schedules and 79% want location flexibility. So, let people take vacations
when they want, take time away from work for personal events, and allow them flex hours during the day. But these decisions
need to be coordinated by clear agreements with mutual accountability.

• Teach Leaders How to Thrive in Flexibility – For flexibility to work, leaders must be empathic by putting themselves in other
people’s shoes. To understand their deeper needs and concerns. This starts with greater personal and social awareness. In
fact, a 2023 Gartner report found 82% of employees say it’s more important that their organization sees them as a person, not
an employee. Feeling heard and seen is what leadership intimacy is all about.

• Focus People on Productive Work – In today’s workplace, many leaders are using technology in old ways and not leveraging
it for what it can do. We are also just learning how to use our physical office and factory spaces in creative ways that maximize
fulfillment, collaboration, and productivity.  Be smart about tailoring work to critical team activities and be intentional about your
team’s social interactions and where they should take place.
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"Inclusion is moving into a greater sense of belonging; how fast we move Is still open to question."

—Michael Begland Thorne, Chief Diversity, Inclusion & Equity Officer, Altria -



Learning Everywhere
One common leadership anxiety is when we must do work ourselves because we lack confidence in the people around us. 
Increasingly, these skills gaps are slowing down many transformation efforts. Fortunately, corporate learning is reinventing itself. 
Organizations need more self-sufficient learners with relevant skills, and people want more growth, autonomy, and human-
based development. 

This democratization of learning is accelerating: more employee-led development; skill-based cultures; whole person 
development; peer and social learning; and fast-paced microlearning. Ultimately, the goal is to have the right talent with the right 
skills, in the right place at the right time, focused on the right work. 
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"Everyone is responsible for their own careers. And every person is different. Yet leaders must create the right kind 

of environment for them to thrive."

—Christophe Vanden eede, Global Head of Talent Management, Bpost Group 

Yet the fast pace of work has made us vulnerable to company-wide attention deficit disorder. We are bombarded with millions of 
data while we must learn in real time on our feet in the flow of work. This requires newfound learning agility. Making learning 
stick in this environment will be a great challenge. 

Job obsolescence is a serious problem too. Organizations are finding it increasingly difficult to find in-demand skills. Gartner 
research finds 58% of the workforce will need new skill sets to do their jobs successfully. If we can address these problems, we 
can retain the best and brightest, expand the human capability of our organizations, and tap into the full value of our enterprises.   

How Leaders Thrive

• Nourish and Stretch Yourself -- Each of us has great capacity
to learn. Yet at a time when we must be learning and unlearning
as fast as possible, adults of working age (30-50) are some of
the most resistant to change. Priorities like getting ahead,
raising a family, and generating money often take precedence
over development. To stay relevant, we must step up and
become bigger and better every day. Develop your full self with
all its imperfections. Show up, be real, and share yourself with
others. Stabilize the tripod of life: your personal, family and work
life.  Everyone’s tripod is different. The key is to be aware of
yours, understand the consequences, and revise it, as
necessary.

"Our best selves lead to our best 

performance. So, amplify your 

leadership voice, be your best self, and 

become a champion of authenticity."

- Mark Lagastee 
Chief People Officer, 

Yum! Brands 
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Learning Everywhere
• Develop Whole People – The pandemic has taught us that associates want to be treated as whole people, with aspirations,

fears, feelings, and families. Professional development must include personal growth and professional growth. But human
growth takes time; we are developing people, not just professionals. This human-based development taps into people’s
cognitive, emotional, and behavioral skills. Leaders must personalize development, building a multiplied workforce of one.
When this happens, people are more likely to stay with the organization.

• Build a Skill-based Organization – People bring a unique myriad of skills to the workplace. Good leaders capture and
codify these skills and focus them on the work. Deloitte research says: Roughly 7 out of 10 workers say skill-based
development and hiring improves their work experience. Organizations with a skills-based approach are 63% more likely to
achieve results – more likely to place talent effectively, retain high performers, create positive experiences, and respond well
to change.

• Scale Learning Across the Enterprise – Winning organizations are learning cultures. This requires commitment and
investment. Here are some suggestions: Build a leadership factory with a focus on three types of leaders: transformational,
operational, and front-line leaders. Make sure everyone has a learning plan. Direct your best learning resources to your
highest potential people. Introduce blended learning experiences (experiential, and virtual) across the enterprise. Deploy
coaches wherever possible.

Simply put, cultures can make people sick, or they can promote better health and performance. Human-centric cultures 
make all the difference. By developing humane work, promoting collective flexibility, and building learning everywhere 

you can create an environment that taps into people’s full potential.  

"Organizations are more 

fragmented today and we must 

observe the relationship energy – 

the strong and weak ties – and be 

more intentional about cultural 

conversations together."

—Michael Arena 
Former VP Talent & Development, 

Amazon Web Services & Chief 
Talent Officer, General Motors 

"We must protect our high 

potentials in the new world 

of work."

—Pamela Lipp Hendricks
 Head of Talent, 

T. Rowe Price 



SUMMARY

As we look across the horizon, one thing is certain: dramatic change is here whether we like it or not. 
Clearly, we have difficult challenges and exciting opportunities in front of us. The humanity revolution is just 
around the corner. We have the potential to truly reinvent our businesses, transform our leaders, and 
refresh our cultures. And we have real choices to make. Will our businesses be sluggish or agile; will our 
leaders be anxious or healthy; and will our cultures be fragmented or human-centric.

In this report, I tried to provide a blueprint for refreshing our leaders and reinventing our workplaces. The 
virtuous circle is the centerpiece of this strategy.  I’ve seen it executed all around the world -- in large global 
corporations, entrepreneurial start-ups, government agencies, and the non-profit sector. People and 
organizations love it when they work and succeed together.   

You can choose to build an agile business. To develop healthy leaders. To foster human-centric cultures. I 
am now at the back end of my career. It’s been thirty-two years since I released The Healthy Company on 
the plane that day. Now is the time to bring this vision alive. 

Good luck on your journey.    
Bob Rosen, Ph.D. 
Founder and CEO of Healthy Companies
Bob.rosen@healthycompanies.com  
phone: 1-703-969-1091

Healthy Companies is pleased to announce several services as a follow-up to this report. 

• Virtual or face-to-face 1 -hour program on ‘Calm in Chaos’ and the implications for your team or
organization

• ‘Calm in Chaos’ assessment and feedback session that identifies strengths and areas for
improvement

• One-on-one advisory session on your specific challenges and opportunities
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Roseann Lynch
Jay Moore

Gene Nelson
Kevin Oakes
Jackie Parker

Gerard Penning
Mike Petters
Linda Rabbitt

John Richardson 
Vince Roche

Richard Safeer
Jack Stahl

Cheryl Stokes
Michael Begland Thorne 

Holly Tyson
Alessandro Valenti 

Christophe Vanden eede 
Jill Vaslow

Kari Wilkerson
Ian Ziskin

Special thanks to Jim Mathews, Vicky King, and Jay Fisette for your wise counsel.  
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BOB ROSEN

Bob Rosen is the founder and CEO of Healthy Companies, a global advisory and education company who has long been on a 
mission to transform the world of business. He is a trusted global CEO advisor, organizational psychologist, and bestselling 
author. A recipient of a multi-year MacArthur Foundation award to study healthy leaders and healthy organizations, he has studied 
and advised top leaders around the world. He is the author of eight books on business, leadership, culture, and wellbeing, 
including the New York Times bestseller Grounded and the Washington Post bestseller, Conscious. He is a global keynote 
speaker, media commentator and designer of award-winning leadership programs. 

HEALTHY COMPANIES

Healthy Companies has the singular goal of helping executives and managers achieve their leadership potential and build 
healthy, high performing, and sustainable teams and organizations. Practices include:

• CEO Advisory Services
• People Strategy
• Change & Transformation
• Culture Change
• Leadership Development
• Executive Team Development
• Enterprise Learning
• Healthy Leader Programs
• Wellbeing Strategy and Solutions
• Employee engagement and experience

www.healthycompanies.com and www.thehealthyleader.co 
bob.rosen@healthycompanies.com
Bob Rosen: 1-703-969-1091
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