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While the Brainomics team 
usually focuses on the economic 
benefts of brain health, people 
only realize brain gains when 
behavior actually changes. This 
raises an important question: 
how can organizations (where 
we spend ~90,000 hours of our 
lives) foster lasting change that 
leads to human and economic 
beneft?3 

The science of brain-healthy habits, 
and how individuals can build them, 
is well established. Extensive research 
by our cognitive neuroscience 
colleagues demonstrates that people 
who consistently engage in 
brain-healthy practices will likely see 
a measurable improvement in their 
brain’s ftness and performance in 
areas such as clarity, productivity and 
engagement.° 

But the real challenge is how to make 
it happen at scale. Anyone who’s 
made – and subsequently broken – a 
New Year’s Resolution knows how 
hard it can be to change your 
individual habits. Now, imagine how 
exponentially more challenging it is 
for an entire organization to build 
and sustain a culture that promotes 
brain health – but there are ways to 
do it. 

The Science of 
Team Dynamics 

We’re starting to understand that 
even if the whole organization 
does not immediately go 
brain-healthy, a critical mass of 
employees can be reached to 
drive the transformation. What 
begins as one person's habit 
becomes a new team norm, and 
as individual teams embrace 
brain health concepts and make 
meaningful progress within their 
own contexts, they can catalyze 
a shared experiential shift that 
ignites broader organizational 
change. 

For an organization to see 
real benefts, upwards of 
25% of employees must be 
engaged in a brain health 
journey to create a critical 
mass tipping point for 
social change.5 

So how do we reach and engage 
these crucial change agents? 

The workplace environment plays 
a major role in determining which 
behaviors are reinforced. Each 
team’s dynamic shapes which 

practices are rewarded or perceived 
as socially safe, and whether 
employees believe in their own 
cognitive capacity to sustain 
change. 

Adopting new behaviors requires 
higher cognitive e˛ort and 
deliberate thinking. Early in the 
process of behavior change, 
individuals must consciously 
redirect attention and set an 
intention to stop many compulsive 
or comfortable routines, often 
tolerating feelings of uncertainty 
and discomfort that come with 
building new habits. These 
processes tax the brain’s executive 
control systems, making behavior 
change cognitively expensive.˝ 

This is where team dynamics can 
play a transformational role. When 
new, brain-healthy behaviors are 
misaligned with preexisting norms, 
unsupported by managers or seem 
di˙cult to practice in the work 
environment, employees must 
continually expend an outsized 
amount of brain energy to maintain 
the old routine. Remember the 
lesson of Sisyphus pushing that 
boulder up a hill? When faced with 
competing demands, the brain 
often defaults to familiar routines. 
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Taking shortcuts reduces the 
cognitive load – even when an 
individual understands and 
wants to seek the benefts of 
healthy cognitive change. 

On the upside, when teams 
reinforce and normalize 

brain-healthy behavior, they can 
reduce the cognitive burden, 
making it much easier for 
brain-healthy habits to stick. 
Team adoption can also create a 
powerful social infuence: people 
have an innate desire for 
belonging and connectedness, 

making them more likely to 
embrace shared behaviors. 
Simply put, everyone wants to be 
part of the brain-healthy club. 

   

 

Corgan Kepner CPA Metrocare

How to Instigate Brain-Healthy Organizational Change 

Organizations that want to foster brain-healthy habits must create environments that encourage adoption and 
maintenance. In our experience working with organizations from the private sector to the military, we have 
identifed three key factors that support organizational change. 

Leadership 
Buy-In 

Case study: 

Leadership shapes culture, which 
in turn shapes the behaviors 
teams value and reinforce. At 
Kepner CPA, the CEO 
championed brain health 
strategies and actively drove 
implementation across his small 
frm, modeling the behaviors 
himself while fostering a culture 
of mutual support among team 
members. As a result, the frm 
experienced a 25% increase in 
revenues (without adding sta˛), 
doubled profts and saw 
measurable increases in mental 
energy, focus and productivity.ˇ 

Group 
Champions 

Case study: 

No one advocates more powerfully 
for a team than its own members. 
Early adopters on the Human 
Resources team at Corgan became 
“Champions” for brain-healthy 
strategies, internalizing and 
translating science-backed 
concepts into everyday practice 
and embedding them within 
workplace culture. Champions 
even created their own internal 
video encouraging colleagues to 
take advantage of February’s annual 
BrainHealth Week which promotes 
learning and brain breaks, two 
concepts aligned with their 
wellness program. Watch below. 

Gatekeepers 
as Culture-Builders 

Case study: 

We are beginning to hypothesize the 
idea of “gatekeeper” teams within 
organizations. These teams often 
have high visibility, strong social 
capital, or operate in high-pressure 
environments where new behaviors 
are hardest to sustain. As a result of 
this misalignment, they can face the 
greatest barriers to adopting new 
behaviors. Yet, they carry powerful 
infuence. 

For example, Metrocare’s clinical 
sta˛ operate in an environment 
where the demands of patient care 
and crisis response can make it more 
challenging to consistently practice 

PRIORITIZE YOUR HEALTH 
Join us for BrainHealth Week! 

Discover how Corgan's team became 
BrainHealth Champions by translating 
neuroscience into everyday 
workplace practices. 

Click to watch the video 
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brain-healthy strategies such as 
taking breaks or protecting time for 
high-cognitive-load tasks. Successful 
adaptation and adoption of 
brain-healthy strategies by 
gatekeepers signal to the broader 
organization that behavior change is 
not only possible, but desirable. 

Together, these three factors help 
build environments that minimize 
cognitive friction and make 
brain-healthy habits easier to sustain. 

Organizations are not so 
di˝erent. When the team in the 
most dynamic environment 
sticks with a brain-healthy 
habit, everyone else sees the 
appeal of new possibilities. 

else wants to try it too.  
actually likes the cereal, everyone 
When the famously picky eater 
70s and 80s or the 2024 reboot): 
(whether the original run in the 
the Life cereal commercials 
You may remember Mikey from 

Durable behavior change is a function of incentives and 
environment — not willpower. The most successful 
public health campaign in modern history, anti-smoking, 
didn't just lecture people on quitting. It made cigarettes 
expensive, made smoking spaces scarce, and stripped 
triggering images from popular media. Once a critical 
mass of non-smokers emerged, social norms fnished 
the job. 

Organizations serious about brain health need the same 
logic: stop asking people to try harder, and start 
structuring incentives and the environment so that the 
healthy choice becomes the easy choice. 

Andy Feltovich, Founder & CEO of Feltovich Fit 
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