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Anchors Away
by Garry Sanderson

Abstract Values
By David Lees

The anchoring effect is a well know trap that all
good negotiators will be aware of, describing
the common human tendency to rely too
heavily on the first piece of information offered
(the anchor) when making decisions. However,
the strength and impact of this powerful bias
on all our judgements and subsequent actions
is widely unknown or ignored... and our kids
know it!

Two words regularly featuring in company values statements
are trust, and passion.

My son: “Dad, I want to stay up to watch to the
end of this film please!”
Me: “No, son, it’s a school night. You can only
watch another half an hour tonight.”
My wife: “What are you doing letting him watch
any more of it now?”
The first piece of information, in this case
the time of the end of the film, becomes the
anchor. Our common failing is not that we
follow it blindly, but that we insufficiently adjust
from the anchor towards the optimum position.
All of us, not just negotiators, need to be
aware of, and alert to, the powerful impact of
anchoring. If you accept that any information
presented is influencing you (even when
you are convinced that it isn’t), then do your
homework before you make any judgement.
You will then have a chance to avoid this
common trap.

It makes sense to be talking about trust and passion; they
both sound like good things to have in a business, right?
So, what are we talking about when we talk about trust and
passion - if they are present in your business, how could you
tell? What action would someone be doing if they were being
passionate at work, and is it really what we want?
In contrast, if trust or passion are not there in your business,
what does that look like? If there is no trust, does it mean we
have to fire one half of our staff because they don’t trust the
other half?
So how on earth do we get people to trust each other? If
behaviour is driven by environment, and our people don’t trust
each other, then we’ve set up an environment where that is
the result. Consider if teams and succession plans have been
set up to support trust, or if they have been set up to support
mercenary behaviour between the people we’re expecting to
trust each other.
A consequence of having abstract values is that it’s difficult
to identify when the people in your office aren’t exhibiting
behaviour in alignment with those values. So, unless a
business makes an effort to translate what it all means and
what staff should be doing, is there any value in it at all?

Behavioural Management Techniques (BMT) is a blend of
applied behavioural science tools and project management skills.
BMT is used to improve business and safety performance.

The Street Light Effect
By Bruce Faulkner
For most organisations, trying to get good end results is the whole
game. The leaders generally understand that people’s behaviours
produce end results. In recent years it has become fashionable
to try to change behaviours in order to improve results. Relatively
few of those leaders, however, take into account what causes
behaviours. This means that most leaders are focused on the end
of a chain of circumstances that eventually leads to results.

Environment and Social
Consequences
By Dr Denis O’Hora
There are three situational types of
environment:
• The performer in a place on their own in a room, office, car, lift, toilet etc.
• The performer and one other person in
a room, lift, office, car, etc.
• The performer and multiple people in
a room, conference, bus, office, train,
arena, stadium
If behaviour is contingent on environment,
then these three distinct scenarios matter.

Only looking at ‘behaviours’ and ‘results’, is the equivalent of looking
for your lost keys under a street light. We look there because the
light is better; it makes the search easier. Once we begin looking
at behaviours, there is a lot to find. People’s behaviour is all over
the place. It is often messy, disorganised, and frequently doesn’t
look anything like how we would do it. Sometimes people follow
processes, other times they don’t. The temptation is clearly then
to get people to behave in such a way that does conform with our
expectations of them. However, this view fails to take into account
the unlit beginning of the results chain: The environment.
The environment contains the most valuable information: the
context of the situation. It includes the local knowledge that often
remains hidden from our sight. People’s environment is always in
a state of flux and their behaviour has to vary just to keep up with
‘what’s going on right now’. To try to change behaviour without
understanding and trying to change the environment is a flawed
strategy. By only focusing on what is in the light, leaders miss the
real opportunity - to change the environment.

Shades of BMT
• A small number of basic leader behaviours set the tone for
whole culture.

• The boss and the work itself are the major contributors that
impact the local environment.

• Professional behavioural coaching gets to places that in-house
coaching can never discover.

The features of the local workplace
environment correlate with the
consequences of behaving in a
particular way. Those consequences
change behaviour. So, the current
environment doesn’t really cause
behaviour on its own. Instead, people
use the environmental features to
predict the likely consequences of
behaviour. These features remind us of
the consequences we have experienced
for particular behaviours in the past (our
own history of reinforcers/punishers)
when those features were around. If
Dave looks like he’s in a bad mood, then
I might not try my new joke on him this
morning, since when Dave looks like
that, positive reinforcement for telling
new jokes is less likely!
Some consequences are social
– the types of environment neatly
identify three levels of exposure to
social consequences and degrees of
control. Alone, there are no immediate
social consequences. In a two-way
conversation, there are immediate
consequences that you can adjust to
quickly. In a group, there are delayed
consequences that you are less likely to
be aware of. This is a simplification, of
course, but worth being aware of when
deciding how best to communicate.
Click here to join the BMT group
on LinkedIn for original content
and debate.
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