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Attributes of the Whole-person Paradigm Approach in the Workplace
The whole person paradigm recognizes the workplace essence that people are not objects that must be subject to motivation and controlling. This paradigm establishes that human beings are four-dimensional, namely; mind, heart, body and spirit. Performance in the workplace then involves all the four dimensions of the person in the whole job (Macgregor & Semler, 2012). The Whole-person paradigm is the best technique to harness employee performance in the modern world.
The four parts of the whole person paradigm then have additional four capacities related to each of them. They include; Physical intelligence, Spiritual intelligence, Mental intelligence and Emotional intelligence. In addition to this, human beings have related needs numbering four. Humans have the need to live or survive, to love and form meaningful relationships, to grow and develop through learning, and the final need to establish and leave a legacy that gives them meaning and contribution (Macgregor & Semler, 2012).
The whole person also includes the highest manifestations of conscience, passion, discipline and vision. These manifestations represent voice which is split into four dimensions. A person’s voice is a product of their talent (their inherent strengths and gifts), need, passion (phenomena that naturally excites, inspires and energizes the person) and their conscience also known as the voice of reason.
A person’s voice is met when they engage in work that taps efficiently from their talents, quenches their passion, and is a result of a need that the person feels naturally drawn to by their conscience. As these four dimensions of talent, need, conscience and passion are applied by the individual, they find their voice in that specific role they are involved in.
In workplace management, being a leader and a model involves harnessing the whole person to find your voice and in effect choosing to take initiative by expanding your leadership influence to every single opportunity around. When a leader finds their voice, they model character and competence in the employees that goes on to lay a foundation of trust in the organization. This paradigm also involves the development of good relational skills that generate trust and establish alterative resolution measures to any differences that come about (Macgregor & Semler, 2012).
A workplace is a makeup of people who share a related purpose. The whole person paradigm enables organizations to enable each individual to reach their innate worth and tap into their greatness potential, and subsequently rake in a contribution to their unique passions and talents.
When the part of conscience faces neglect in the workplace, this results in low trust leading to infighting, defensiveness, hoarding of information and protective communication. Neglect of the mind, also known as the vision in the workplace, impacts in a deficit of shared vision and this leads people to act with hidden agendas and use differing criteria in the making of decisions.
When the body is neglected, and this shows in the systems and processes of the workplace, it results in the lack of alignment and discipline in the organization’s systems leading up to interdepartmental rivalry and complete misalignment to the organization’s mission. Neglect of the part of spirit profoundly disempowers the workers and leads up to escapism, malicious obedience and apathy.
The whole person model measures attitudes and skills through a three-part assessment. An intake assessment is used during the intake process to ascertain the individual’s standing on the whole person leadership model. Onwards, a periodic assessment is done to track changes over time. The last part is a 360 assessment that collects colleague feedback on prevalent leadership behaviors in order to provide insights informing the process of coaching.
An example is the Betterup Whole Person leadership model which not only measures the leadership behaviors that have been depicted to drive employee engagement, innovation and business results but also the people’s psychological resources. These resources include beliefs, attitudes and skills that have been connected with optimal performance. They include factors such as mindfulness, resilience and growth mindset. (Betterup, 2010)
In the knowledge era, performance is a product of unleashing employee talent in the organization to reach their optimal creative potential. As their work assets become even more mobile, the knowledge worker gains more power. They also acquire more responsibility for individual actions and are charged with the organization’s future. Leadership function in this model is skewed towards increasing job satisfaction, motivation as well as steering both organization and employee futures. (Covey, 2006)
Previous management models especially in the industrial age impressed upon a top-down approach to leadership where the leader had the most experience and knowledge but the knowledge era involves more knowledgeable employees, and therefore it involves a type of management that harnesses the optimal talents of the employee by providing favorable environment, not passed down solutions. The whole person model has this salient attribute hence useful in the knowledge era (Covey, 2006).
Management of personnel in the knowledge era is important for organizational behavior and management of knowledge. Proper employee selection and development, employee turnover and the personal character of the person in the workplace and a fit to the expectations of the employee impacts heavily in their behavior and performance in the workplace (Covey, 2006). The whole-person model is an efficient technique for implementing proper workplace management especially in the Knowledge era.
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