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ABSTRACT 

Creating disturbance in a company’s equilibrium, commonly known as 

change process, is not only inevitable but also vital for its survival. Amending 

a successful change heavily depends on the recipient’s mindset, which 

paradoxically has a deep-seated need for stability and an almost instinctive 

resistance to change. While leaders are entitled to assess roadmaps and 

achieve operational goals for technology implementation, the human barrier 

to adoption and diffusion of innovative solutions remains largely 

unaddressed, which leads to missed cues to proper mindset for championing 

change. Employees’ sustainable change in behavior represents every 

company’s chance to succeed its change and transformation.  This piece is a 

theoretical and personal point of view of how I would approach change in 

behavior. I attempted to explain my point of view using the farming analogy, 

comparing between crops and innovation, roads and trust, weather changes 

and crisis, rain and resources. This piece also states how a farmer thinks and 

how an employee should think to face any crisis, making him or her become 

more resilient in order not to avoid change but seek it. This article is a detailed 

introduction to a future study to be conducted testing several hypotheses 

described below. 

Keywords: Human behaviour, leadership, motivation, organisational 

environment 
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INTRODUCTION 

Researching and understanding human behavior should be of interest to any 

company that wishes to implement change. Fortunately, the mechanisms of 

human behavior can be easily understood in terms of farming processes. 

What parallel can we establish between managing a farm and sustainable 

human behavior change in any firm? How does positive psychology, trust, 

crisis management, unplanned resources and life experiences relate to how a 

farm works? What part of the farming process symbolizes credibility, 

resilience, growth, acceptance, trust, innovation and sustainability? Within a 

firm, who represents the farmer, the seeds and plants, the fertilizer, the soil 

and roads, the weather, natural disasters, time and farm machinery?  How 

will this explanatory process shed a light on ways to change sustainably 

employees’ day-to-day behavior? Drawing upon how a farm works will set 

an unprecedented explanatory image of how and why employees behave the 

way they do within an organization; an image extendable to not only our 

professional life, but also personal one.   The paper explores answers to these 

questions.  

According to Oxford English Dictionary, which is an accepted 

authority on the English language, the root of “behavior” come from the 

word “be-have”. An etymology formed by the words “be” and “have” since 

the 15th century and expresses: “qualified sense of have, particularly in the 

reflexive ‘to have or bear oneself (in a specified way)’. Since then, the 

evolution of the meaning to the word “behavior” is leading us to 

“behaviorism” or “a method of psychological investigation based on the 

study and analysis of behavior”.  

The word behavior is composed of the words  “to be” which refers to 

self-existence, “to have” which refers to “possessing” and the word 

“demeanor” which refers to “conduct, or behavior toward someone”. Several 

authors attempted to define the word “to be” whose can be classified into 

three categories as shown in Figure 1: “to think”, “to exist” and “to live”.  
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Figure 1: “to think”, “to exist” and “to live”.definition from Oxford English 

Dictionary 

 

 

 

Are we really defined by our behavior? Does the sum of all our actions 

equate  to who we are today? If one tends to follow the existentialism 

philosophy, then most of our identity or existence is the result of our own 

It is suffice to say that terminology of “behavior” could lead to 

the following conclusion: Every bit of actions self-conducted 

toward another entity could define our existence.  
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experiences rather than what labels, roles, or other traditional categories the 

individual fits into, which in turn refers to essence. Sartre among other 

philosophers stated, “Existence precedes essence”, which makes a change in 

behavior a very personal and inner to our own life experiences.  

Therefore, a change in behavior cannot be a one-way street, but 

instead a feed backed loop effect we generate by our actions. Often in 

business, a change in behavior occurs more effectively and sustainably when 

the seller reflects a change of his or her own behavior in the bidder. For 

example, a student (here the bidder of the change) will be more likely to 

behave properly when the teacher (the seller of the change) consistently 

practices proper behavior.  

More often than not, the need for change takes the form of a request, 

an order, a proposition, or even a  no-choice situation. Therefore many      

companies generate communication plans to try to convince an optimal 

number of employees to integrate a new tool, or idea, or anything else that 

might lead to even a subtle change of how they do their day-to-day tasks.  

Some call it raising awareness; others refer to those plans as increasing 

coverage. Although those are important means, they are generating activities 

out of change rather than providing results from change; somehow referring 

to the phrase “all show and no go”. 

To provide results out of change of behavior, one needs to establish 

why the change is needed. For a teacher, it might be because of a sense of 

humanism; wanting to nurture knowledge. For a company it can be a 

question of survival, facing the new ways of doing business. For parents it 

can be to see their children grow and be prepared to face life. Overall, 

initiating change implies an improvement in the underlying state. Why else 

would you invest in a new machine to plant seeds if it will not increase crop 

yield?  

Farm practices are a very useful conceptual model for exploring the 

human behavioral change processes. The following section will be a 
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contextualized example provided to exemplify the comparative process of 

change in any employee’s behavior within a firm.  

 

Figure 2: Simplified farming process 
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Farming Field vs. Recruitment Process     

A middle-aged man decided to alter the course of his life, along with that of 

his family and decides to start a farm. After agreeing to this radical change, 

he started to look for the perfect land. Although the man does not know much 

about farming, he knew that he needed fertile and accessible land from a 

region with good weather. Indeed, to attempt successfully the farming 

process, one needs to have a land that will yield crops, where it often rains 

and that has access to utilities farmers’ market.  

Now suppose that in term of change in behavior, the farming land is 

the employee’s mind. Similar to a farmer looking to yield crops, a company 

is investing on human resources to generate results, innovation and value.  

When hiring a new recruit, several companies base their decisions 

mostly on schools attended, number of years of experience, and the person’s 

attitude during the rehearsed and planned interview. Choosing a mind above 

skills and competencies is therefore undervalued in the recruiting process.  

For example, many confuse ten years of experience with one year of 

experience repeated ten times. Others are expecting skilled people to deliver 

results, whereas, as Stephen M.R. Covey stated, results are not only a 

question of strategy and execution, but also dependent upon trust. A hire can 

have the skill for execution, can master the company’s strategy, but when 

trust is lacking, results are torpedoed.  

To understand why trust is crucial, I will refer to the Thomas Friedman’s 

quote from his book The World is Flat: a brief history of the twenty-first 

century. Without trust, there is no open society, because there is not enough 

police to patrol every opening in an open society. Without trust, there can 

also be no flat world, because it is trust that allows us to take walls, remove 

barriers, and eliminate friction at borders.  

Today, several companies are encouraging flat hierarchies, talking 

about taking down silos, liberating energies which in term of change it is 
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definitely requisite. From the Friedman’s quote, if you replace flat world by 

flat organization, taking down walls by taking down silos and removing 

barriers by resistance to change, you will see how much trust is key to an 

optimal result from change. Given that, does the company generate dividend 

from high-trust or pay taxes because of low-trust. Therefore, instead of 

generating activities from change, let us reach result out of change by creating 

an environment of trust.   

In order to create an environment conducive to a trusting 

environment, and just like the      location of a land, accessibility is key. 

Because, just like a two-ways street, when you are expecting trust, you should 

be willing to give trust back.    

Roads Infrastructure vs. Trusting Process 

Accessing someone’s deep-seated beliefs, especially at work is both 

difficult and time inefficient. Indeed, our honest thoughts, our true 

capabilities, our inner intent are just a closely guarded secret needing 

protection from the outside world.  

Coming back to the farming example, this situation is similar to a 

farmer destroying every single route to his land to protect what is his. By 

doing so, our farmer is actually missing out on opportunities, such as 

accessing the farmer’s market, suppliers’ resources, enjoyment from the city 

etc. Again, just like a two ways-street, if no one can come to you, you 

definitely make it harder for you to reach them      

The question is why are we so closely guarding our deep intent from 

the outside world. Why would a farmer want to protect his land from 

strangers? Why would an employee protect his or her idea, his or her 

thoughts, his or her intent from his or her peers? 

For one, it could be because there is a fear of judgement, and that is 

where humility comes handy. Others could say because they would be afraid 

a competitor would perform an act of sabotage, here comes intent. Finally, 
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some might fear there would not be reciprocity in being honest; therefore 

losing what seems to be a disadvantage by being transparent. 

All of these reasons are nothing but costs we pay by burning bridges; 

bridges of trust within any given structure, a cost that are exacerbated when 

crisis happens and change becomes vital.  

Natural Phenomena vs. Abundance in Budget        

In a farm, natural phenomenon drive growth and change. When rain has 

been abundant for years, lands have yielded plentiful food, markets have 

grown tremendously; the farmer’s prospers and can become complacent; 

assuming therefore that conditions will stay constant and favorable. Then 

droughts hit the region, water becomes scarce, hardship reigns the land.  

From an early age, we learn that failure is bad and has to be avoided. 

Repeating a school year, losing a job, getting a divorce, going bankrupt, or 

anything else representing failure is considered to be wrong instead of being 

seen as an opportunity for growth.  

How is failing an opportunity? Life is de facto unpredictable, which 

makes success and failure inevitable. Choosing to see the best and worst in 

both is not only advisable but also sane.  

Failing, can teach resilience and be a powerful learning opportunity, 

in vanquishing complacency, it encourages us to push our comfort zones. 

Hardship teaches us to bounce back, to test ourselves in the unknown 

territories, to shake our comfort, which in terms of consequences is riskier 

than discomfort.   

If rain for a farm represents budget in a company, a systematic and 

programmed cut in abundance of resource will help employees feel on edge 

and experience a state of instability. It is somehow counterintuitive indeed, 

but 2020 has taught us that nothing in life is to be taken for granted, and we 

ought to become more resilient in the face of unpredictable and invisible 

adversity. We have to push ourselves to do better with less, and train 
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ourselves to live constantly in a changing environment and should consider 

change not only as a necessity, but also as a physiological need leveling with 

food, drinks and other primary needs.  

Intentional budget scarcity, systematic backup mentality, work 

process flexibility are few examples of intentionally limiting resources to 

activate growth and innovation. Few might believe that this could constitute 

a hostile work environment as constant change can generate a state of stress 

and instability. We draw from Csikszentmihalyi’s flow theory to understand 

the relationship between experiential well-being and declarative well-being 

following two axes logic:  

 

Figure 3: State of Flow according to Csikszentmihalyi. 
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Balancing between competencies and challenges will help employees 

manage their level of discomfort either it is stress or boredom. The state of 

flow also suggests a development in some kind of behavior, a movement 

toward growth and improvement, which can only be reached through 

change.  Because our minds are set to adapt quickly to new situations, also 

referred to hedonic adaptation, Csikszentmihalyi’s state of flow should look 

more like follows:  

Considering the yellow stars in Figure 4, as being triggers for change, 

deciding to behave differently will prevent us from being complacent and 

help us face any crisis with greater resilience. That way change has a 

rotational pivot toward our needs for growth.  

 

Figure 4: State of Flow revisited with hedonic adaptation concept 

In view of Maslow pyramids of needs, one can suppose that there is a 

hierarchical order suggesting that one level cannot be reached if the previous 

one is not completed, making it feel a little fatalistic.  



Qualitative and Quantitative Research Review, Vol 5, Issue 1.  
ISSN No: 2462-1978  

eISSNNo: 2462-2117 
 
 

 

77 
 
 

 

 

Figure 4: Maslow, motives, and managers: The hierarchy of needs in 

American business, 1960–1985. 

 

Figure 5: Positive emotions and positive environment 



Qualitative and Quantitative Research Review, Vol 5, Issue 1.  
ISSN No: 2462-1978  

eISSNNo: 2462-2117 
 
 

 

78 
 
 

 

In my point of view, this pyramid of needs should look more like follow: 

According to this diagram, you have two different change of behavior 

battlefields. One that is directly linked to our psychic, the other more related 

to our physiological need. Both battlefields have two different particularities. 

The Mindful battlefield is an inner dependent growth closely linked to our 

history and moments lived. It refers to the logic we use to interpret, see, feel 

and understand events surrounding us. Whereas the frontline battlefield is 

largely relative to our environment representing that look-backed effect we 

generate from our behavior. The hypothesis here is that, to enhance both the 

Mindful and Frontline Battlefields, respectively positive emotions and 

Positive environment play a crucial role in generating Positive Mindset 

toward perpetual change.  All of Positive Emotions, Positive Traits and 

Positive Environment constitute Positive Psychology, or the study of 

enhanced psychology. 

CONCLUSION 

In this article, I have provided an explanatory image to employees’ change in 

behavior compared to the farming system. I started by defining the word 

“behavior” representing our inner and personal actions defining us.  Then I 

moved on by stating that change in behavior is nothing more than a look-

backed effect emphasizing the importance of its two-ways street recalling 

that: a desired change in behavior from a given person start with a personal 

change of our own behavior. After providing a premise on behavior, I moved 

on to develop further the first analogy between the farm and the recruiting 

process using the employees mind as the fertile land generating innovation 

and value. Then I introduced the trust system represented by roads and farm 

infrastructures, underlining the importance of trust as a key trait needed from 

behavior change. I then introduced a corporate strategy to planned triggers 

of change; keeping therefore employees on edge and innovation oriented. To 

do that, I compared the farm water resources to the company’s budget, 

stressing of the importance of scarcity. I ended this article with the hypothesis 

needing testing and suggesting a revisited version of the Maslow pyramid of 
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needs: positive emotions and Positive environment play a crucial role in 

generating Positive Mindset toward perpetual change. 
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