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Be present, visible and available.  �Pay attention to what is happening with individuals in your workplace, and check �in frequently with employees who are having particular difficulties.  Implement a rapid feedback mechanism for transmitting�and/or correcting information, and identifying problems in a timely fashion.  





Be open, honest and straightforward.�People deal far better with uncertainty�and stress when they know what is going�on, even if the information is incomplete�and only temporarily correct. It is important�to communicate in verbal, non-verbal, formal and informal ways, in order to ensure that employees are receiving information in a way�in which they can absorb it. Creating forums�for communication can also stop the rumour�mill from taking over and encourages people�to seek information from the right sources.  





Communicate expectations, and address problems quickly. Be clear about your expectations, but anticipate, accept�and compensate for a temporary loss�of productivity. Fix what you can,�as quickly as you can.





Facilitate mourning. In the case of loss,�everyone needs to clearly define what�is being lost. It is a formal process in change management, and you need to use�it consciously in this context. Until people recognize what they have lost, they cannot begin to rebuild.  


Focus on the work that will continue. �When confusion sets in, people find stability�in the purpose of their workplace, not in its plans. A clear sense of the organization’s identity, and the work that will continue,�allows everyone to situate themselves�and respond intelligently to uncertainty.  �


Keep meaning at the forefront. Meaning �is one of the most powerful motivators�for human behaviour. It is therefore important�to foster an understanding of how the work that people are doing contributes to the organization and to the people it serves.  





Link people to the bigger picture. �It is important to develop processes that enable people to take in and make sense of what�is happening, and see it from various perspectives. These processes are more effective when people are encouraged�to enter into a dialogue with each other,�rather than responding to formal presentations. 





Adapted from: Natural Resources Canada Manager’s Guide, which is based on the work of David Noer, author of “Healing�the Wounds”, and on the work of William Bridges, author�of “Managing Transitions” and “Job Shift”; and “Leading through Change”, Canadian International Development Agency.

















HOW TO maintain a healthy workplace











