Using Psychology to Achieve Transformational Change
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	Create meaning by enabling people to connect activities to things that matter to them
	
	
	
	
	
	
	 

	 
	
	
	
	 HYPERLINK  \l "Invigorating" 

Meaning through invigorating purpose
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Meaning though belonging


	
	
	
	
	
	Meaning through connecting with DNA, values & history
	 

	 
	
	
	
	
	
	
	
	 

	 
	 HYPERLINK  \l "Balance" 

Meaning through rewards and work-life balance
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Ways of creating meaning

	
	
	Meaning through living a positive brand
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	Meaning through clarity of impact
	 

	 
	
	
	
	
	
	
	
	 

	 
	
	
	
	
	
	
	
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 


Meaning Through Invigorating Purpose
· Understand the organisation’s real core purpose

· Frame a core purpose that is invigorating

· Build core purpose on solid foundations

· Demonstrate that core purpose is taken seriously

· Develop missions and goals to provide more immediate focus

· Map out the hierarchy of purpose, mission and short-term goals
Back to model
Meaning Through Connecting with DNA, Values and History
· Understand your history, values and DNA

· Involve people

· Be clear about your purpose

· Give change a context

· Treat identity as a resource

· Create alignment

· Recruit outsiders carefully
Back to model
Meaning Through Living a Positive Brand
· Build brand identities by putting as much emphasis on employees as consumers

· Constantly reinforce the external brand identity internally

· Don’t be afraid to be aspirational

· Take action when the brand is under fire
Back to model
Meaning Through Clarity of Impact
· People must feel that their activities achieve something concrete and tangible, even where there is a relentless pressure for results. In fact, a plethora of performance measures can lead to disenfranchisement.

· Organisations need to create this sense that their people are actually making a difference through clarity in collaborative teams and across boundaries. Use e-structuring only as a last resort

· Clarity must be created without sacrificing cost efficiency, cross-functional collaboration and consistency

· People should be accountable and focus on activities that add value without performance measurement getting out of hand
Back to model
Meaning Through Self Actualisation
· Recognise that helping people to grow is not a “nice-to-have” for a business but a fundamental component of what people want and expect from work

· Ensure development interventions are aimed at helping people find their own sense of meaning. This means adapting interventions to individual need rather than dropping programmes of activity on people

· Take risks and apply the “believe in everyone” principle as far as it can legitimately be applied in the organisation

· Instil a culture that focuses on people’s strengths by helping them to identify their latent capabilities and apply them in the context of the organisation. Teams should have spikes in the relevant areas, not an even match

· Give people the time to reflect and explore their underlying values and passions then connect those with what the organisation needs from them

· Recognise that the other side of creating room for people to contribute in their own way is the need to develop laser-sharp approach to evaluating people’s performance. This maintains a balance of a positive philosophy of growth in business reality with a perceived licence for indulgence

· Instil a high performance coaching culture that is connected to the underlying needs of the organisation

· Develop the capabilities of people in terms of setting expectations, giving feedback, observing performance and pulling the best out of others

· Put growth on the agenda of all managers and leaders
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Meaning Through Rewards and Work-life Balance
· Leaders can no longer pay lip service to work-life balance as people no longer accept long working hours: the jackpot is unattainable

· Balance means different things to different people, so be flexible by using an ongoing dialogue to enable employees to negotiate a deal that works for them; note that it must be ongoing as needs change!

· Reward & measure outputs rather than inputs so that effort is directed at what needs to be achieved

· It’s a mutual process – organisations should identify solutions that benefit both the individual and the organisation. People should have time for reflection and refreshment – sabbaticals, time and space for new experiences that drives recruitment, retention and loyalty to rejuvenate people, prevent burn-out and reduce absence through sickness

· Create distinctive stories around benefits on offer. Offer services to make the work-life balance easier, such as laundry, child care “holidays in the company castle”, all aimed to make people feel special and to be able to talk to each other

· People take their cues from leaders and their behaviour will reflect the culture in the leadership team and its values. Calibrate compensation levels against others, keep in check leaders’ working hours, their own sabbaticals and reflection periods

· Individuals cause problems for the own work-life balances. Enable them to focus on what is important for them as opposed to being driven by societal norms and behaviours/expectations.

· Individuals should engage in an open dialogue with the organisations to identify and agree solutions jointly. Once the boundaries are in place, its up to individuals to ensure that they stick to it.
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Meaning Through Belonging
· People have a profound need for belonging and social bonding. This is particularly necessary where restructuring and job insecurity erodes the trust between the organisation and its people

· Do not be afraid of creating a demanding family company culture as it provides people with mutual high levels of loyalty and commitment.

· People should be encouraged to genuinely relax and be themselves. Rather than just tolerate differences, actively encourage expressions of individuality and create enjoyable, invigorating environments

· “Belonging” is the responsibility of all members of the organisation, not just its leaders, and this requires a sense of team unity within the organisation, to use each others strengths and capabilities and to develop the depth of trust and fluid efficiency that is integral to team and organisational effectiveness

· People reinforce belonging through overt acts of cooperation and support. Use mentoring schemes to settle in new people and to circumvent the laborious process of learning unwritten rules and political dynamics. Provide space for people to connect and to share information fluidly through the informal social fabric
Back to model
Other main points

· How does it all go wrong?
· Meaning and Leadership
