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EVIDENCE-BASED ORGANIZATIONAL CHANGE

From a Fragmented
Organization to Coherence

Say meets Do.

Some organizations people work at. Others, people fight for.
An evidence-based diagnostic that maps the gap between word and deed, and builds a plan from it.
Not another values workshop.

"Every organization begins to serve someone, and gradually learns to serve itself.”

Hebrew edition precedes publicwise.online




PublicWise. — WHY NOW

ORGANIZATIONAL DEVELOPMENT

—— THE SILENT GAP

You feel it,
long before you can name
why.

72% of executives rank instability a top risk. But fewer
than a fifth have actually updated their strategy.

MCKINSEY GLOBAL SURVEY - 2026

You know this.

The meetings flow, the dashboards are green, and still something doesn't
connect.

Your best person still shows up in the morning, but no longer fights.

Every department talks about "purpose”, and means something different.
This is the quiet lie: everyone plays along with the dashboards, and no one

says out loud that the light is starting to go out.

You have no instrument to tell you when the light went out, and in
whom itis about to.

I'm not here to add another values workshop. | give you an
instrument to see what you already feel.

The PublicWise Method

This isn't a failure of vision. It is a silent tax. Every day the gap stays open, the

organization bleeds trust, energy, and the people who are hardest to replace.



PublicWise —— THE PICTURE AFTER

ORGANIZATIONAL DEVELOPMENT

—— FRAGMENTED TO COHERENT

Some organizations people work at.
Others, people fight for.

The difference isn't another incentive or another workshop.
It is one feeling: that action matches the word, and that this place serves something bigger than
itself.

When that happens, the employee doesn't just show up, they give beyond the role.
The legitimacy built quietly protects the organization in a crisis.

This is the competitive advantage that can't be copied.

A Fragmented Organization Coherent Execution

Cynicalemployees who see values as no more than PR. Ambassadors who live the integrity, because they seeitin
theirwork.

Social goals treated as an afterthought orside project. Values-driven goals managed with the precision of the
revenue line.

Constant PR firefighting around the gaps. Authenticity that naturally attracts top talent.

Leadership that guesses atits organizational impact. Data-backed decisions, with a clear case for the investment.

You no longer have to choose between values and performance. The gap is what made it feel like you did.



PublicWise —— HOW IT WORKS

ORGANIZATIONAL DEVELOPMENT

—— FROM DIAGNOSTIC TO EXECUTION

Not another workshop.
An instrument to see, a path to act.

A skills workshop buys short-lived compliance, behavior that holds only while someone is watching. Real
change requires internalization, when action matches the value and behavior becomes "how we do things
here." At the heart of the process is a diagnostic validated in research,' measuring the value gaps people

actually care about.

PN/
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An organizational beat map: seeing where sa)ing 01 114 ipart. s & .
- i

01 Advisory for senior leadership
Alignment with leadership, shaping a diagnostic process foryour reality before it begins.

02 Diagnostic
An anonymous survey. Not a satisfaction poll, but a measurement of the gap between word and deed, in decisions and
processes. The output: an organizational heat map.

03 Findings & development workshop
We read the map togetherand distillitinto a question: how to move forward. We identify the levers that leak value, and
converttheminto a concrete action plan: which metrics change, which procedures are rewritten, and which management
decision will now look different.

04 Embedding
Close support forleadership and middle managers as the changes are embedded into daily work, meetings and processes,
until they become how the organization operates, not a report left on the shelf.

05 180-day review

We measure again, show the movement, and rethink what comes next.

1 Dryzin-Amit, Y, Vashdi, D. R., & Vigoda-Gadot, E. (2024). Unveiling the spirit of publicness. Journal of General Management. doi.org/10.1177/03063070241258806
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Why it pays back. And then some.

When action matches the value, people stop defending and start contributing beyond what's asked. This
isn'taniceidea, itis a grounded mechanism: the sense that an organization lives its values and works

toward larger purposes raises engagement.

Less friction, more engagement. That is where the return comes from: performance
above expectation, stronger legitimacy to drive change, and improved operational
efficiency.

107.5% 6 20+

Performance sustained through peak crisis. Organizations in cross-sector Years advising senior leadership.
benchmarking: security, finance, health.

You championed a pioneering model that yielded significant accomplishments, and became a
beacon of excellence. An invaluable asset.

Former Director-General of a Ministry

You leave behind an organization that now thinks and speaks better.

Director of a Training Center

WHO WE ARE

For years | watched great visions die, not from weak vision, but from a disconnect between word and deed. | founded

PublicWise to give leaders the instrument to close the gap. Dr. Yinnon Dryzin-Amit has guided senior leadership for
over 20 years, founder and former head of the Systemic Organizational Development Division at the Israeli Judiciary
(Deputy Director-General rank), and a researcher and lecturer at the University of Haifa.

The gap between word and deed is measurable. And once you see it, you
can close it.

We'd be glad to talk about your organization. publicwise.online

The binding engagement is made through a work-order agreement.
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