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This contemplative exercise is based on research done by Kim Cameron and his colleagues, which is summarized here. They investigated two questions: 
(1) Do positive practices in organizations affect organizational performance? 
(2) If so, which positive practices are most strongly associated with elevated performance? 
They found that positive practices do, in fact, predict organizational effectiveness. Moreover, they claim that positivity in organizations tends to be amplified and spiral upwards. 
Research indicates a verified link between positive practices at work (workers being treated respectfully, being offered opportunities to develop their skills, leaders acting with integrity) and positive affect (workers feeling satisfied and experiencing subjective well-being). There is also a verified link between positive affect and positive individual behavior (workers stay and are engaged and committed to their work), as shown in Figure 1. But they note that the link between positive individual behavior and organizational effectiveness is less established. This link is what they set out to explore.
The existing evidence suggests that when positive practices are implemented, they cultivate positive emotions in employees. These positive emotions then translate into positive individual behaviors, such as increased engagement and higher employee retention rates. The theory is that these positive individual behaviors ultimately contribute to overall organizational effectiveness, leading to better productivity and profitability. Some evidence exists of the final link in this sequence—the direct relationship between positive individual behavior and tangible organizational outcomes—but it needs further exploration. More empirical evidence was needed to confirm the link between positive workplace practices and measurable organizational effectiveness.
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Figure: The assumed connections between positive practices and organizational effectiveness
Cameron and his fellow researchers investigated which workplace practices—specific behaviors, techniques, and routines—were life-affirming and led to subjective well-being.  They identified six positive practices. These are given in Table 1.
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Table 1: Positive Practices Dimensions with definitions (Cameron et al., 2011, p. 271)
	Caring
	People care for, are interested in, and maintain responsibility for one another as friends

	Compassionate support
	People provide support for one another, including kindness and compassion when others are struggling

	Forgiveness
	People avoid blame and forgive mistakes

	Inspiration
	People inspire one another at work

	Meaning
	The meaningfulness of the work is emphasized, and people are elevated and renewed by the work

	Respect, integrity, and gratitude
	People treat one another with respect and express appreciation for one another. They trust one another and maintain integrity



Cameron et al. researched two markedly different industries: financial services and health care. They found empirical evidence that positive practices do, in fact, predict organizational performance. In Study 1 (financial services), positive practices were significantly associated with better financial outcomes, a more positive organizational climate, lower employee turnover, and higher effectiveness rankings from senior executives.
Study 2 (health care nursing units) focused on change over time and found that improvements in positive practices predicted improvements in subsequent years for indicators such as patient satisfaction, organizational climate, and managerial support. The most predictive practices were those related to supporting human capital, such as compassion, forgiveness, inspiration, and respect.
Amplifying effects. When people witness compassion, feel gratitude, or observe forgiveness at work, it often triggers a chain reaction. Seeing others do good encourages us to act similarly. This can lead to a positive cycle where good behavior grows and spreads, making the entire workplace more caring and cooperative. Studies show that positive emotions help with clearer thinking, better decisions, and healthier relationships among coworkers.
Buffering effects. Positive practices also help protect an organization during times of stress or hardship. They strengthen resilience, build unity, and boost people’s confidence in their ability to handle challenges. Traits such as compassion, courage, forgiveness, integrity, and optimism reduce the risk of emotional strain, harmful habits, and unhealthy behaviors for both individuals and groups.
Heliotropic effects. Positive actions attract people toward what energizes them and away from what drains them—like plants growing toward sunlight. When a workplace is filled with positive energy, people feel more motivated and perform at a higher level.
Overall insight. Research shows that organizations perform best when positive interactions far outweigh negative ones. Humans naturally respond more strongly to negative events than positive ones: losing something affects us more than gaining the same thing. Negative emotions tend to linger longer and we require less evidence to believe something bad about someone than something good. Because negativity has such a strong influence, positive experiences can only counterbalance it if they occur in much greater numbers. This highlights the importance of fostering positive practices.  

Positive Practices at Work


e.g., respectful treatment, integrity, development


Positive  Affect


e.g., satisfaction, well-being


Positive Individual Behavior


e.g., retention, engagement


Organizational Effectiveness


e.g., profitability, productivity


