
7 Ways Neuroscience Could Be 
Used In Your Organization



"The next stage of success depends on organizations directing 
energy and focus to developing people's internal environments."

Essentially we suggest that results are the product of behaviours. Nothing 
groundbreaking in that. However, we also know that people’s internal and 
external environments cause behaviours. This is where things get interesting 
because most organizations are grossly under utilizing the tools and 
approaches that will improve their results. 

This article introduces 7 ways people’s brains (one part of their internal 
environment) are shaping their behaviours. We suggest how organizations can 
take a revolutionary stance and focus on approaches that deal with the organ 
that delivers all the results. 

Our work draws on the research from neuroscientists, psychologists and 
behaviour change experts from around the world and from our previous 
partnership with the Wales Centre for Behaviour Change. This article also 
includes several quotes from great HR directors. 



As you reflect it will become obvious that our brains have always been there. 
Organizations are pilled with people with brains. These people have been 
using their brains, granted at times with varying degrees of success. 
Neuroscience, being the scientific study of the nervous system, is relatively 
new. However, it exists now not because we ’ve only just found people with 
brains but because we’ve only just created the technology to look at those 
brains. 

So what has neuroscience enabled us to see that is occurring in people in 
organizations all over the world? 

1. Neuroplasticity
Neuroplasticity is a classic area of neuroscience. You will see a lot of people 
mention it as a new discovery. In fact for many years scientists and 
philosophers have toyed with linked ideas. In case the technical term has so 
far not crossed your path it simply means the property of the brain to change. 
We see neuroplasticity occurring every day in organizations. A stark example is 
when companies offer people training, by doing so they are acknowledging 
that people can change. They can learn new things. The opportunity is to 
understand how best to go about that to achieve lasting change and we dip 
into that in point 2.



Interestingly one of the biggest examples across organizations of this concept 
not being paid attention to actually carries a hefty warning. The wide 
prevalence of ‘proflling tools’ can be very old school. Profiles at best offer a 
snapshot. The reality is that people can and do change and a profile today 
may not be the same profile tomorrow. 

It is also worth mentioning that the reality of doing the job we do, in the 
environment we do it in, with the people we work with has the potential to 
change our brain. The culture of an organization can be hugely powerful. For 
example, the people who work at ASDA (the British supermarket chain, 
subsidiary of Walmart) are said to be, on the whole, fun people. They are 
caring towards one another and have fun at work, and as you may have seen 
in a video on our website, the brain loves fun. In an interview with Matt 
Milbrodt, senior director of talent, he acknowledges that by people coming to 
work they were shaping their colleagues brains. Neuroscience would 
completely agree. 

2. Hebbian learning & Neural Darwinism
In your organization, as we have just recounted, people’s brains are changing 
every day. One of the ways this is happening is through Hebbian learning, 
which roughly translated means that ‘neurons that fire together, wire together’. 
If a leader has frequently responded abruptly to suggestions of different ways 
to do things then he wiring in pathways of these responses making it more 
likely he will behave in this way again in the future. Conversely, if a team 
member sits down at their desk and gets straight on with work, being super 
productive they find this easier to continuing doing over time. 

Neural Darwinsim proposes that the neurons that we use most survive and get 
strengthened, the others wither away. We can see this principle occurring at 
many levels within companies. Cultures are shaped by the critical masses that 
exert their influence. Being clear on whom you are to start with is something 
companies like Innocent have got right. They have evolved fairly consistently 
and the values that were there at the start with just 3 people are still cited 
now. 

The opportunity we have is to link within a company to what the company is 
about. This will be moving towards a place that takes full advantage of Hebbs
Law. Most companies are just scratching the surface, Innocent has astro-turf 
flooring and their environment is pretty ‘on brand’. External environment is 
definitely a great place to start.



They may have known all the science 
behind it and that we would have 
predicted the results, but either way, 
they were certainly happy when only 4 
people enquired about opting out.

We like to think that we have free will 
and are consciously evaluating, in a 
rational way, all our decisions. This is 
rarely the case. 

3. Volition, intention & free will
At this point you might start to recognise we are building a case for developing 
the brain in order to get better organizational results. The reality is that the 
brain likes to run as much as possible under your conscious radar. If it doesn’t 
have to think about something then it doesn’t want to. So although this hasn’t 
been articulated by many organizations, what has been happening is that 
companies have been automating things, defaulting certain options, nudging 
and guiding people to do the things that they believe are best for them and 
the business. 

When Superdry launched their new pension scheme to their young workforce, 
they utilised a well-researched nudge that involves opting out of auto-
enrolment. 

The organizations that are directing energy and focus to developing people's 
internal environments will have a huge competitive advantage. This is easier 
and quicker to do than you may think

4. Connection 
We use the term connection from the Synaptic Circle model described the my 
book ‘Make Your Brain Work’ by Amy Brann. Any concepts that make it into 
this model are thoroughly underpinned by neuroscience research, which we 
cover in depth in white papers and trainings. In essence though, as a social 
species we have evolved so isolation heightens our sensitivity to social threats. 
This helps to motivate us to renew social connection. Perceived social 
disconnection activates areas in the brain similar to the experience of physical 
pain. 

Louise Fryer, L&D Director from Cath Kidston told me about their ‘Stanley 
Standards’ magazine that goes out to the whole organization every couple of 
months. It is affectionately named after Cath’s last dog and contains lots of 
personal stories and insights from team members. Many organizations do this 
type of thing and it is great from a neuroscience perspective because it has 
the potential to bring people together and facilitate connection. 



5. Neurotransmitters 
You have almost certainly heard of neurotransmitters such as serotonin and 
noradrenaline. Whether you know the details of how to increase the release of 
these chemicals or decrease them they will be circulating in the systems of you 
and your colleagues on a daily basis. What neuroscience offers is insights into 
what is going on chemically for people at times like these and how to make the 
most out of these opportunities. A fascinating neurotransmitter is called 
dopamine. One of the dopamine systems in the brain plays an important role in 
reward-motivated behaviour. These path-ways may or may not be activated on 
a regular basis in people at work and the consequences could be low 
engagement, poor productivity and high staff turnover. 

Several organizations I have spoken to recognise that prior to a new employee 
starting to work with them they have a big opportunity. The individuals are 
excited and have high expectations about their future. Dopamine is likely to be 
one of the key neurotransmitters that is present in higher than normal levels 
during this time. Subsequently it makes sense to capitalise on this time period. 
Andrea Cartwright from Superdry shared that when a new employee joins they 
go through a meaningful induction process. Their enthusiasm is cultivated and 
they are welcomed. This can pay dividends to a company down the line. 

Many organizations really consider their employee’s external environments 
when trying to create opportunities to connect. They have nice, well-
maintained cafes or staff rooms or games rooms. They arrange parties, 
informal drinks, themed events and other ways to draw people together to get 
to know each other. 



6. Meditation 
You are unlikely to have missed the 
flurry of excitement around 
mindfulness meditation. Google are 
proudly extolling the virtues of 
mindfulness and drawing employees in 
with promises of increased emotional 
intelligence, resilience and focus. 
Benefits can occur quickly, and with 
long-term practice mediators can 
enjoy shrunken amygdale and an 
enlarged prefrontal cortex, which 
correlate with the experienced 
benefits.

In this case many people are attracted to these classes and ongoing personal 
practice initially because they hear that it literally changes your brain (pure 
neuroscience). They quickly feel the good it does them and choose to continue. 
With Google leading the way with provisions such as a labyrinth for walking 
meditations and silent mindful lunches the bar is being set for others to work 
towards. 

Bucket loads of research support the practice from a neuroscience perspective and it 
is great to see such a clear example of the science enabling people to engage with 
something that previously they shied away from. 

7. Resting state 
The state our brain enters into when we are resting has gained a lot of attention 
recently. In most organizations value is placed on doing things. These may be tasks 
or thinking. Rarely do organizations applaud people for sitting quietly and simply 
daydreaming. Whether recognition is yet given or not to this brain state many 
people will experience it on a daily basis, perhaps themselves without 
acknowledging the good it is doing them. We do know that the network within the 
brain activated during this time, the default mode network, has been linked to both 
higher insight and creativity. So there could be a business case for giving people 
space and time. In fact Google offers a 20% programme, 3M has a 15% programme
and Gore & Associates have ‘dabble time’. They say that these times have been at 
the centre of their most successful products. Thinking for many organizations is one 
of our most valuable capacities. The companies of the future will honour this skill 
and respect what strengthens it. 



…to positively and productively impact your 
culture, environment and organizational 
results. 
1. Get clear on how you are shaping your 

people’s internal environments; their 
brains. 

2. Find out what your culture really is and 
what affect that is having on people’s 
performance. 

3. Ask people how many close friends they 
have at work. 

3 valuable actions you can take now… 

What to do now

Do get in touch to discuss we can help you accelerate 
performance using our Synaptic Potential Approach.

info@synapticpotential.com 

0845 544 2746


