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Five (5) tips to support positive
change in your Workplace

 

Tip #1: View change as a challenge, 
and not a threat
Even the word change elicits a threat response in our brain. The
human brain likes certainty and predictability, to know what's
going to happen next. With the inherent uncertainty in change,
many people resist it in their life, often because they have a
memory of a time when change didn't work out well for them.
Dr Brené Brown's research identified our inherent fear of being
irrelevant as one if the main reasons we resist change.  The
problem is that Change Resistance is really not an option
anymore. The pace of change in today's world is extraordinary,
and the way we think about it matters. We need to be able to
view it as a challenge that presents opportunities, and not as a
threat.

Tip #2: Grow the Emotional Intelligence
(EQ) of your people
People feel their way through change  ̀ it's not a rational or
logical experience. History is littered with cases of failed
organisational change, primarily because leaders  did not pay
enough attention to growing Emotional Literacy, Empathy,
Optimism, Intrinsic Motivation, Change Readiness and Change
Resilience of their people (organisation wide). 
Teams who are Emotionally Intelligent are better placed to
make sense of change, to navigate the emotional complexity
with greater calm, make better decisions, and connect with the
'why', the reason for the change. 
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Tip #3: Foster a Growth Mindset
Organisations that worked to develop a Growth Mindset culture
prior to the pandemic fared better than those that didn't. People
were able to adapt more quickly, step into roles they hadn't been
prepared for, design products and services they had no
experience of, and navigate staffing complexities they'd never
imagined.  A Growth Mindset brings a belief that with effort,
anything is possible; and there is a focus on conversations that
include the word 'YET' ie. we haven't mastered that task YET. What
else is possible? Leaders role model asking for feedback (which
infiltrates the whole organisation) and failures are seen as central
to adaptive learning. Cultural rituals offer an opportunity to openly
talk about what's not working, and what can be done to do better
/get things right. These cultures also favour an 'Ask for Feedback'
approach rather than annual Performance Reviews.   

Tip #4: Communicate more than you
thought possible!
Leaders who have led restructures/mergers and acquisitions /
large scale change will tell you that they grossly underestimated
how exhausting the communication process was. People need
constant reassurance;, and in the absence of you passing on as
much information as you're able to, they will start making up
stories. usually disastrous stories (which need a lot of reality
checking!). The communication is one to one, and one to many,
and across as many touch points as possible.  You'll need to do
more listening than you imagined ~ to attend to people's fears
and feelings. You'll find yourself hearing stories of past
experiences, and constantly repainting the 'why' of this current
change. Even when you have no new information to share, let
people know that and tell them they'll be kept in the loop as soon
as new information comes to light!

Tip $#:  Make time for more social
connection
Humans are neuro-biologically wired to connect. We were always
meant to belong to a 'tribe' and to feel that we are valued and that
our lives outside of work also matter. Together, we feel the
connection and collaborative effort that sparks the motivation to
keep showing up for each other, even more so when times are
tough. Cultures that know how to have fun, and prioritise getting
together in a social setting often, will get to know each other at a
personal level, and be better prepared for the turbulence of
relentless change. 


