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Improving the Quality of Working Life: positive steps for senior management teams

By Professor Les Worrall FCMI, Professor of Strategic Analysis in the Faculty of Business, Environment and Society at Coventry University, and 
Professor Cary Cooper CBE CCMI, Distinguished Professor of Organizational Psychology and Health at Lancaster University Management School.

This paper is to discuss some of the issues emerging from writers’ recent research and to outline steps that we feel senior management teams can take to mitigate the impact of the challenging times we are all facing. What is important is that we first develop an understanding of how this downward spiral works and, second, that we identify ways to disrupt the cycle. 
They said that in the last five years have seen unprecedented economic change. The banking crisis, the Euro crisis (in Europe), a double-dip recession, austerity and rising commodity and energy prices have made life very difficult for all. It has made life particularly difficult for those involved in crafting business strategy and making difficult decisions affecting all sizes of business and the people who work within them, for example the managers.
Some points that I got from this paper :
· Senior managers need to become far more adept at managing change. While cost reduction might be needed, it can have huge costs of its own.
In making their restructuring decisions, managers need to factor in the costs of lost productivity through employee ill-health or workforce alienation and the costs of losing or not being able to recruit top performers.
· Senior managers should be less optimistic about what they can realistically achieve without causing long-term, irreparable damage to their organisations.
[bookmark: _GoBack]They should certainly avoid serial waves of continuous change that only serve to disorientate and demotivate the workforce and ultimately undermine the organisation.
· Senior managers’ role here is to create a supportive organisation culture in which middle and line managers can operate effectively. 
Having an effective line manager probably does more to affect your motivation, loyalty, commitment and, ultimately, productivity than anything else in the organisation. Creating a supportive organisational culture and developing skilled line managers are critical if some people want to build an engaged and productive workforce.

The analysis reveals that many workers feel that the effect of organisational change has been to strengthen the role of performance management systems and to reduce workers’ control over the jobs they do. While there is a clear need for performance to be managed, there are concerned that in too many cases servicing the performance management system is seen to be more important than the actual work that people do.






Only a Click Away? What makes virtual meetings, emails and
outsourcing successful

Dr Karin S Moser, Department of Psychology at the University of Roehampton London and Associate Professor at the Centre for Career Development and Continuing Education at the University of Bern, Switzerland.

This paper gives an overview of the latest research results on the psychological aspects of electronic media use such as email use and collaboration across different locations and countries in dispersed teams and the most important implications for managers. 
Much of this development is technology driven by advancements such as the availability of smartphones and wireless internet access, but the financial crisis has further increased the pressure to outsource services, and to save on travel expenses by using electronic meetings instead. Electronic media facilitate these different types of cooperation regardless of location, time zones, organisational affiliation and social and cultural background.
Everyone is seemingly only a click away and huge amounts of data and documents can be exchanged effortlessly. But despite all this virtual flexibility, people are still physical beings, always located in a specific place and time, with a history and rooted in an organisational context with its specific culture and norms that govern life.
Because of these developments, managers today need to understand the psychology of virtual collaboration, how people cope with the new electronic challenges in the workplace and the loss of direct contact in many of their work relationships, and how virtual collaboration can be effectively managed. 

· This paper told us how to get a handle on managing virtual collaboration we first need to understand the most important differences between virtual and face-to-face interactions:
1. Virtual collaboration generally provides fewer social cues than are available if you work in the same location.
2. Remote team members tend to know less about the context in which distant colleagues work, as there is no or less opportunity to learn about others through observation of their behaviour and their work environment.
3. The increased anonymity in electronic communication can result in less awareness of the impact of one’s own behaviour as well as the reactions of others. This can have a disinhibiting effect and lead to reduced politeness.
4. Social norms that is, the rules and values that we share and agree on and which shape our behaviour and our expectations are always central to regulating all forms of human interaction, whether virtual or not.

· This paper also tell us how can the specific challenges of virtual collaboration be counteracted. The answer is these factors :
1. Setting rules for virtual communication from the start
2. Making implicit rules explicit through regular feedback and discussion
3. Formality and etiquette in online communication
4. Virtual collaboration across cultures
5. Trust is the ‘social glue’ in virtual collaboration
6. Degrees of virtuality: co-locators, remotes and switchers

· From this paper we can know that virtual work requires much more frequent and elaborate communication and thus much more effort compared to traditional work settings. 
Things that literally work ‘without saying’ in a face-to-face context need to be made explicit, discussed and agreed on in a virtual work context. This is only possible if there is an awareness of the central differences in working face-to-face vs. virtually and if the employees have both the motivation and the ability to engage in that extra effort. This can be achieved through training, professional communication management and the development of shared rules to build up the sense of trust and reliability needed for any successful collaboration.

