
 

 

Far from being a distrac-
tion, organisations that 
encourage reflection 
about outside interests 
(the very purpose of 
coming to work) can 
attract and retain highly 
self-directed people.  
They may even be able to 
save costs where indi-
viduals who discover 
they do not fit manage 
themselves out.   

3.  Increase Influence 

The Kent research shows 
that diminishing influ-
ence impairs enjoyment 
at work.    However, it is 
possible for individuals 
to enlarge their sense of 
control.  For example, we 
may find we are working 
within outdated and self-
imposed limitations that 
can be challenged and 
transformed.  We can 
learn to increase our 
flexibility of response to 
our situation, range of 
available behaviours, and 
powers of negotiation.  
Influence also increases 
when we grow our confi-
dence through develop-
ing new competencies 
and skills.    

A wealth of literature is 
now available to help 
executives in implement-
ing these principles.  
Coaching has also be-
come an increasingly 
popular trend.  It is ap-
parent, however, that 
many organisations are 
failing to support indi-
viduals in managing to-
day’s work pressures, 
and it is probably no 
coincidence that falling 
job satisfaction has coin-
cided with a decline in 
corporate training budg-
ets in recent years. 

A report this week con-
firmed what many of us 
have known for a while.  
Over the past decade, 
people have never been 
so dissatisfied with 
their work.  Professor 
Francis Green of Kent 
University has demon-
strated this phenome-
non right across the 
board1, especially 
among professional 
workers who exercise 
the most discretion 
over what they do.  We 
appear to be working 
harder than ever before, 
in environments that 
are increasingly con-
trolled. 

Motivation matters.  It 
affects not only the 
quality of results, but 
can make the difference 
between success and 
failure.  It is contagious, 
spreading swiftly to 
customers as well as 
colleagues.   It is elu-
sive, shifting easily with 
changes in responsibil-
ity, location or relation-
ships – frequent occur-
rences today.  And a 
lack of motivation is 
costly, resulting in high 
staff turnover and ab-
senteeism.   

However, motivation is 
notoriously difficult to 
manage, even in our-
selves.  This research 
infers that current job 
dissatisfaction cannot 
be attributed to extrin-
sic factors such as pay 
levels, working hours, 
job security or career 
expectations.  What, 
then, is the solution for 
creating the type of job 
we need for the life we 
want?   

Here are three princi-
ples for building resil-
ience and satisfaction in 
ourselves and others.       

1.  Attend to Values 

Human beings share 
similar needs such as 
safety, integrity and the 
desire to make a worth-
while contribution.  
These fundamental 
needs drive our behav-
iours even when they 
are unconscious.  We 
become enthusiasts 
when we find ways of 
expressing what is im-
portant to us.  We be-
come demotivated 
when our values are 
transgressed – for ex-
ample, a generous com-
pensation policy may 
not succeed in raising 
motivation if it appears 
to be implemented un-
fairly.   

As workload pressures 
grow, it becomes essen-
tial to identify the ways 
in which our job or cur-
rent project can pro-
mote our underlying 
values.  We also have to 
respect the needs of 
others.  For example, 
resistance to change 
may occur when indi-
viduals perceive some-
thing valuable is under 
threat.   

2.  Find Purpose 

Setting and managing 
goals can be a power-
fully motivating process 
when it provides oppor-
tunities for challenge 
and personal growth.  
Further engagement 
can be generated when 
we are able to link work 
goals to long-term per-
sonal aspirations.   
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Reducing investment in 
human capital may be a 
false economy.  Other 
research studies2 show 
that individuals who ex-
hibit optimism and confi-
dence in their abilities 
deliver a 28% perform-
ance improvement over 
others.  Development 
initiatives can therefore 
deliver a good rate of 
return even if only a small 
proportion of employees 
respond well.  The suc-
cess of many market 
leaders, including Micro-
soft UK, has been attrib-
uted3 to paying attention 
to human growth and 
development, and using 
values as a bedrock.   
 
For it is only in an envi-
ronment where individu-
als are able to express 
their values, purpose and 
influence that they are 
living not simply to work, 
but are truly creating a 
job for life.   
 
1 Economic & Social Research Council  
2 Prof. Fred Luthans, Univ. Nebraska 
3”The Spirited Business” G Lamont 
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