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Introduction

The death of a colleague affects the Georgia Tech community deeply, not only within immediate
teams but across the Institute. Previously, practices for communicating such news varied widely,
sometimes leaving colleagues feeling uninformed or unsupported. This project sought to address
these challenges by developing consistent, respectful, and trauma-informed communication
resources.

This specific strategy (1D, Part A) is designed to mitigate the potential for employees to feel
traumatized due to the news of a fellow employee's passing. Through the creation of guidelines,
messaging templates, and a centralized online resource hub, the project establishes tools to help
supervisors, HR partners, and leaders notify colleagues of an employee’s passing in a way that
balances timeliness, sensitivity, and compassion. Ultimately, these resources reinforce Georgia
Tech’s commitment to cultivating an environment of care and well-being.

This projectis in support of the following Roadmap goal, strategy and objectives:

Goal: Cultural Change

Catalyze cultural, transformational change at Georgia Tech so that the places,
practices, policies, protocols, people, and philosophies that have a demonstrated
positive contribution to well-being are adopted, advanced, expanded and/or
strengthened, while those aspects of Institute culture that impede health and
wellness are minimized.

Strategy Develop a comprehensive communications and marketing strategy to a) reduce
1D: messaging strategies that unnecessarily retraumatize faculty and staff, and b)
actively promulgate faculty and staff data on health and wellness and propagate
more authentic narrative on faculty and staff wellness-related choices and
experiences across all eight dimensions-including an emphasis on an ethic of self-
care, spirituality, and meaningful social connections.

Objectives, Deliverables, and Milestones

Objectives Deliverables Milestones

1. Gainamore |Findings/feedback||Present drafted guidelines to a focus group of HRBPs, faculty,

thorough from discussions ||and staff. (April, 25, 2025)
understanding |[jwith select HR . L
Revise drafted guidelines based on HRBPs, (faculty and staff)

of how Partners and ;

. . feedback. (April, 25, 2025)
employee submit to advisory
deaths are board. Submit revised guidelines to Advisory Board for Faculty and
currently Staff Well-Being. (May 5, 2025)

communicated
to the campus
community and
identify what

Feedback on guidelines from Advisory Board. (May 23, 2025)




works well and
where there is
opportunity for

improvement.

2. Produce Employee Death ||https://hr.gatech.edu/employee-death/ . (June 30, 2025)
employee death||Notification

notification Guidelines -

guidelines targeted

(email template
and resources)
to assist
community
members
appropriately
and
consistently
inform their
constituents.

approach and
emailtemplate

4. Make the
information
accessible via
website,
promote
availability, and
cross-promote
through campus
communication
channels
including the
Institute’s The
Whistle, People
Leaders
Network News,
localized
newsletters,
Staff Council,
etc.

Website on GTHR
domain with
resources and
emailtemplate

Campus communication in The Whistle pointing to the
webpage with approved email template and online resources.
(Aug. 18, 2025)
https://news.gatech.edu/news/2025/08/12/support-

communicating-about-death-employee

5. Support
supervisors and
HR partnersin

applying

HR Partner info
session/training

HR Partner training — Summer and throughout the 2025-26
academic year



https://hr.gatech.edu/employee-death/
https://news.gatech.edu/news/2025/08/12/support-communicating-about-death-employee
https://news.gatech.edu/news/2025/08/12/support-communicating-about-death-employee

resources
through shared
learning
opportunities.

Status for all items: Complete

Trauma informed language fosters a more connected, psychologically-safe, and productive work
environment. By communicating more intentionally, trauma informed language will encourage open
dialogue and trust, making employees feel heard and valued. This leads to employees feeling
supported, increasing engagement and productivity. By demonstrating commitment to employee
well-being, the Institute addresses the occupational dimension of well-being will aid in attracting
top talent and retaining employees through reputable and supportive culture. The risks of not
implementing trauma-informed language could contribute to increased employee dissatisfaction
and disengagement, higher turnover and associated costs, reputational damage, and legal
implications.

Discovery

The team engaged in several avenues of discovery:

e Consultations with staff in human resources, communications, and other well-being
leaders.

¢ Feedback sessions with HR Partners and supervisors who had experience with
communicating employee deaths.

o Review of best practices from peer institutions and literature on trauma-informed and
workplace grief communication.

e Analysis of existing practices at Georgia Tech and other University System of Georgia
schools, noting gaps in consistency and clarity.

Key insights included:

e Timeliness and sensitivity must both be prioritized.

e Employees appreciated acknowledgment of a loss, even if limited details were shared.

e Peerinstitutions often had centralized, consistent resources that Georgia Tech could
adapt.

Limitations

¢ Inputwas limited to selected HR Partners and supervisors; broader campus engagement
was not feasible within the timeline.

o Review of peerinstitution guidelines and resources were anecdotal rather than based on
formal research of effectiveness among intended audiences.



Recommendations

Objective Learnings:

o Acentralized toolkit and guidelines are essential for consistent, compassionate
communication.

e Adesignated coordinating office (e.g., HR or Institute Communications) should oversee
updates and dissemination of resources.

e Training for supervisors and HR partners should continue in FY26 to reinforce adoption.

Subjective Learnings:

e Theteam found conversations about death to be emotionally challenging yet profoundly
meaningful.

e Future project teams should allow additional time to incorporate perspectives from more
diverse campus units.
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Sources

Peer websites and resources

https://www.purdue.edu/hr/mgrres/supportingDocs/GuidelinesEmployeeDeathNotification.pdf

https://uhs.berkeley.edu/campus-death-response

https://hr.charlotte.edu/reference-guide-response-to-death-of-university-employee/

https://hr.umich.edu/working-u-m/management-administration/resources-supervisors-
managers/workplace-emergencies/death-notification-procedures

https://www.augusta.edu/hr/university/university _benefits/death_of employee.php

Miller, R. (Host). (2022, November 8). How to communicate the death of an employee (Season 4,
Episode 9) [Audio podcast episode]. In Candid Comms. All Things IC.
https://www.allthingsic.com/podcast/



https://www.purdue.edu/hr/mgrres/supportingDocs/GuidelinesEmployeeDeathNotification.pdf
https://uhs.berkeley.edu/campus-death-response
https://hr.charlotte.edu/reference-guide-response-to-death-of-university-employee/
https://hr.umich.edu/working-u-m/management-administration/resources-supervisors-managers/workplace-emergencies/death-notification-procedures
https://hr.umich.edu/working-u-m/management-administration/resources-supervisors-managers/workplace-emergencies/death-notification-procedures
https://hr.umich.edu/working-u-m/management-administration/resources-supervisors-managers/workplace-emergencies/death-notification-procedures
https://www.augusta.edu/hr/university/university_benefits/death_of_employee.php
https://www.allthingsic.com/podcast/

	Supporting Our Community in Times of Loss: Creating Compassionate Notification Resources
	A summary report of FY25 outcomes for Strategy 1D Part A: Trauma-informed Marketing and Communications from the Cultivate Well-Being Action & Transformation Roadmap with a Focus on Faculty/Staff
	Oct. 8, 2025

	Introduction
	Objectives, Deliverables, and Milestones
	Discovery
	Limitations
	Recommendations
	Acknowledgements
	Sources


