Big band dancing has the irrepressible feature of gentle personal restraint imposed for the purpose of grace and elegance, rather than to encumber, confine, forbid, shackle, hinder, or subjugate. Big band dancing requires individual discipline with the consummate feelings of self-confidence and self-reliance. Dancing, especially big band dancing, is always associated with vitality, vigor, enthusiasm, and dynamism.  

There are two ways to find something that is lost: 

by accident, or by swearing, grunting and tearing the house apart.

Although far more time-consuming, the second method is much more satisfying. 

Searching long and hard for something creates a restless suspense, 

a tension that is wonderfully relieved when the lost item is finally found. 

Finding a lost object in this manner strengthens the belief that 

we are in control of our lives.

Gil Lahav,  Ability                  

Dynamism, or vitality at work, consists, at its core, of the release of personal energy by people in organizations.  Bob Greene of the Tribune Media Services explained that “work is a mysterious thing; many of us claim to hate it, but it takes a grip on us that is so fierce that it captures emotions and loyalties we never knew were there.”  Dynamism is the expression of some very special emotions that occur when the workplace captivates or at least intrigues us.  The search has always been to locate those factors that release those very special emotions and produce focused energy in the workplace. 

The process of releasing dynamism in a workplace is a complex thing, or everyone would have already discovered the secrets.  It takes an interesting and simple model to portray a process like the release of dynamism so as to see vitality expressed by people in organizations. The model we’re using in this book depicts six elements that lead to vitalized workers and a dynamic, competitive organization: (1) the work system, (2) work perceptions, (3) natural growth goals, (4) vitality, (5) outputs, and (6) feedback.

In summary form, organization members express vitality when they see the work system providing support for four perceptions they have of their work roles by allowing them to achieve one or more natural work goals.  Those perceptions of work roles must be sustained through feedback or information that says that they have successfully achieved those natural work goals. 

Energy accumulates with the anticipation of reaching natural work goals, and energy is released during the process of achieving natural work goals, but, best of all, like big band dancing and the act of gliding across the floor to the music of a big band, the achievement of natural work goals heightens the emotions and elevates the senses so that you have additional energy to be more productive and contribute to increased profits. That’s what the model says, and, if you want to know a secret, that is exactly how workers and organizations revitalize themselves.

If the revitalization of workers and the creation of dynamic organizations can be

accomplished in that relatively simple manner, why doesn’t every organization and every worker feel the thrill of big band dancing, as it were, and emerge each day feeling vitalized? The answer is that there are floods of influences that drain vitality from people and organizations every day. 

Close attention must be paid to the factors that deter vitality and enthusiasm, that undermine dynamism and commitment, that accentuate the negative, that depress and discourage people who work in organizations.  Pep talks are not the answer. Just thinking that you’ll feel better tomorrow is not the answer. It takes more than having a vision. It takes making an attack on the attitudes, features, traits, characteristics, parts, and pieces of each element of the work system that prevents, obstructs, disheartens, thwarts, hinders, impedes, blocks, frustrates, and holds back the efforts of both individual workers and organizations to feel the big band dance effect in the workplace.


The literature on work systems and how they affect individuals in negative ways is legendary. Metaphorically speaking, work systems seldom rage at their members, they just blow ill winds that bend and twist and turn and shake the willowy limbs and vulnerable branches. Some times the insecure roots give way and the once steady trunk lies throbbing on the path, eyeing the end of work and the climb up the daunting pyramid.  The solitary figure gets downsized or reinvented or reengineered.  The big band dance has ended and the system goes on its way. 

Working is just a troublesome mess with little to recommend it and less to appreciate it. Too often the system wins in this battle of winds and branches and limbs. Hopelessness, depression, despair, sorrow, melancholy, and misery inhabit the space and an unspeakable dread overcomes the errant knight. Organizations, bureaucracies, and work systems have mechanisms that stifle, muzzle, and deter the release of the natural energy possessed by their members.

Stage One in the process of releasing dynamism, therefore, is to affect changes in the work system, which includes everything in the work environment, such as the work itself, managerial or leadership practices, organizational structure, and organizational guidelines that smother, strangle,

[image: image1.png]oig

UOIIBAOUU]

Ayrend)

Kyandonpoig

sawooINO 4

SHoM

A

wswysydwodny

1E0H);
03

palosaq

ADYANA

]

}oeqpas |
v

2IMIN UOISIAUY "9

pnoid “¢T
onsrumdQ p1
10 0 "¢
uonendsy ‘71
[eU0SIg "T1
anbrup) 07
WeTIS 6
mySuruesy ‘g
2InqIIUoY) */
22UaN[JuT °9 |

SATIBIIUT "¢

sanunazoddQ 'y
ske\ MIN "¢
|ERE L
[enuai0g ‘1

wisiweuAq
SIOM

s[eon
SIoM

saupmo
wGOMuduuvnmunm ﬂ&GOMUNNMGN%HO 3
FERERIAE § w
wswaSeuey @
< usuyng <
BENELYN
Ayunazoddo _.m__._
mpsrpom | .
o
=
2INIdNINH
Oucdsucwuv& S w
[evonezivesio | 3
suondadiag sw9IsAg
| jIom 7 SIOM




restrain, curb, repress, silence, mute, and generally extinguish most signs of available energy. 

Elements of the work system have an impact on workers so as to result in either positive or negative work perceptions. The effect of positive work perceptions is con anima, to act in a spirited manner or with spirit. We normally associate positive work perceptions with enthusiasm, animation, and energy. Positive work perceptions energize workers. 

Recent research indicates that a worker’s feelings of psychological empowerment, enthusiasm, and vitality are a function of four work perceptions. The evidence is contained in the research reports of Thomas and Velthouse, Pace and Jaw, Spreitzer, and Pace and McGregor. People’s perceptions represent the mental process of searching for, getting, and processing information to make sense of things around them. Work perceptions consist of the information people get about where they work and the sense they make out of their work places. The evidence is very strong that workers with positive work perceptions feel vitalized and empowered in organizations   

Stage Two in the vitalization process, therefore, consists of creating positive work perceptions.  Workers’ perceptions evolve over time as they experience the workplace and attempt to make sense of it in terms of their own particular personality and attitudes.  Workers, therefore, can experience the same work conditions, yet create quite different work perceptions.   We’ve created an acronym (a word made out of the first letters of the name of each perception) for referring to the four critical work perceptions. The acronym is POFE, pronounced “pofay.” A brief definition of each set of perceptions may begin to focus your thinking on these ideas.

