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A Framework for How Any 
Company Can Design Amazing 
Employee Experiences 
Jacob Morgan 

Over the past few months I’ve been working on a 
series of articles all around the employee experience 
which I define as being a combination of three 
distinct environments (physical, cultural, and 
technological). I’ve been interviewing and speaking 
with  many of the world’s top talent executives to 
learn how they think about and design experiences 
for their employees (some of these people include 
Pat Wadors the CHRO of Linkedin, Francine 
Katsoudas the Chief People Officer at Cisco, Kristen 
Robinson the Chief HR Officer at Pandora, Ellyn 
Shook the Chief HR Officer at Accenture, David 
Rodriguez the Chief HR Officer at Marriott 
International, Mark Levy the Global Head of 
Employee Experience at Airbnb, Regis Mulot the 
EVP of HR at Staple, and many others, you can 
listen to some of the conversations on my podcast 
here. 

I shared several examples, explored how these three 
environments create experiences, and defined four 
types of organizations that emerged as a result of 
focusing on the employee experience. Today I 
wanted to share a framework for how the employee 
experience design process can actually work inside 
of an organization based on what I’m seeing many 
of the above organizations doing, but first, here are 
the previous articles for you to check out. 

I want to conclude this series by looking at what I 
call, “The Employee Experience Design Loop” which 
you can see below. It is comprised of a few parts 
which in no particular order are: Respond, Analyze, 
Design, Launch, and Participate. I cover these 
below. 

The employee experience is not a static thing, it’s a 
moving target and in fact there is no single 
experience for every employee, there are many 
experiences. So how can organizations create this 
continuous cycle? The best way to think about 
designing employee experiences is as a never-
ending infinity loop or a type of continuum that has 

four parts FIDE (but keep in mind they don’t have 
to follow this order). On the right side of the loop 
you will see the organization that is responsible for 
the three environments and on the left side of the 
loop you will see the four types of organizations that 
are created as a result of what happens on the right. 
The whole process looks something like this. 

Respond 
Employees provide ongoing (and preferable real-
time) feedback around the three environments. Do 
they have the right tools needed to effectively do 
their jobs? Do they want to work in the physical 
space that the organization has created? Do 
employees feel a sense of purpose at work? These 
are some of the things that employees should 
provide feedback around. Now the accountability 
here falls on both parties. Employees must be 
willing to speak up and share their feedback and 
experiences. Organizations must give employees the 
opportunity to share their feedback at scale and 
commit to doing something with it. Feedback by 
itself is useless. This can be collected via employee 
interviews, collaboration tools, or apps that 
companies are starting to deploy to get a sense of 
employee engagement. 

Analyze 
The organization takes the feedback from 
employees and analyzes it to gain any insight. 
This takes all of the structured and unstructured 
data that employees provide and turns it into 
something actionable. For example, you might learn 
that employees want more collaborative spaces to 
work with colleagues, that they get along well with 
managers but would love more autonomy and 
accountability, or that they don’t find the tools and 
technologies that the organization provides to be 
that useful. Of course the insights here can be big or 
small. The idea here is to answer the question of 
“what have you learned from the feedback that 
employees provided and wha are you going to do 
next?” 

Design 
Once the insights have been extrapolated the next 
step is to focus on design. That is, take action and 
make change based on the insights you have 
learned. Employees get along well with managers? 
Great, how can you scale and strengthen that. 
Employees don’t enjoy showing up to work because 
the office space looks like a hospital? Ok, what can 
you do to fix that? Employees want more autonomy 
and accountability? Wonderful, what are the 
mechanisms you need to enable to make that 
happen? Do employees feel that a strict hierarchy is 
slowing down decision making? How can you 
flatten? This is where your organization decides on 
things it’s going to do (or not do) and how it’s going 
to do them. A key step here is a level of 
transparency. The Daily Telegraph recently decided 
they would place monitors and sensors around the 



office to examine how and where employees work, 
this received negative feedback quickly and caused 
the company to quickly stop the project. Other 
companies such as Atlassian and Mars Drinks have 
also done this but they were much more transparent 
in their efforts and employees accepted it because 
they knew why it was happening and what the 
benefit would be. Don’t design something for 
employees, design something with employees. You 
don’t need to create Pinocchio’s Island here but be 
open and transparent about what the organization 
will do, what it won’t do, and why. Want a great 
example of this? Check out My Starbucks Idea to see 
how open and transparent Starbucks is with 
customer ideas and suggestions. You can see what 
the top ideas are, which ones have been 
implemented, which ones the company is working 
on, and even which ones they have tried but failed 
to make work. This same concept can be applied to 
the workplace. 

Launch 
Simply put, this is the part of the process where you 
“put it out there.” Once the program has been 
designed the next step is to actually launch it to the 
organization. Sometimes this can be done with a 
beta or pilot group and other times this can be ready 
to scale across the organization. Typically in this 
phase internal communications and marketing 
teams get involved to help promote the new 
initiative. 

Participate 
This is the process whereby employees actually 
“experience” whatever the new changes are. 
Perhaps it’s a work from home program, a new 
employee perk, cool office design, modern 
technology deployment, the removal of annual 
reviews, or something else. Whatever “it” is, 
employees have to use it, experience it, and go 
through it in order to provide that feedback. 

The goal of this process is to speed up designing and 
creating employee experiences. There is no good 
reason for why changes need to take multiple years 
to roll out across an organization. If an organization 
like Accenture is able to role out new performance 
management approaches to hundreds of thousands 
of employees in under a year then there’s no reason 
why a new leadership training program or a 
workplace flexibility initiative needs to take your 
organization four years. 

I believe that if organizations and employees follow 
this framework and understand all of the 
components above, then we can truly start to move 
away from creating environments where we assume 
people need to show up, to creating environments 
where people actually want to show up. 

_____________ 
Source: 
http://www.forbes.com/sites/jacobmorgan/2016/01/13/a-
framework-for-how-any-company-can-design-amazing-employee-
experiences/ 





Companies of The People, By The 
People, For The People  
Brook Manville 
 
 
“The mass of men lead lives of quiet desperation, 
and go to the grave with the song still in them.” 
 
Thoreau’s lyric observation (adjusted for gender 
balance) might describe the modern workplace. Too 
many professionals not engaged in their jobs, 
plodding in fruitless search for “greater-than-me” 
fulfillment. In the Creative Economy, talent 
maladies destroy business value. 
 
Two Harvard learning researchers, Robert Kegan 
and Lisa Lahey, propose an unusual remedy in their 
new book, An Everyone Culture. They begin by 
reframing the problem: white-collar malaise is 
simply a symptom. The real issue, they argue, is us 
working stiffs are doing two jobs: one we’re paid for, 
and a second, silent and corrosive—here’s the 
desperation—politicking to hide weakness from 
colleagues and bosses. Job #2 is you constantly 
jamming the company radar to avoid revealing your 
limitations. And everybody does it, unconsciously or 
not, because everyone’s afraid of not being perfect. 
Small wonder, the authors imply, that productivity 
is staggering. 
 
It’s Not About Freedom Or Perks 
Kegan and Lahey’s solution bypasses the usual 
suspects. Everyone Culture is no cry for better 
corporate training, more freedom on the job, or 
bosses doubling down on farm-to-table cafeterias. 
Instead, the book offers a hard-headed discussion 
about how to turn the “second job problem” into an 
opportunity, to increase any company’s 
effectiveness. Like others, Kegan and Lahey believe 
today’s “VUCA” environment—the volatile, 
uncertain, complex and ambiguous global 
economy—requires organizations with ever more 
agility and innovation. Which in turn depends on 
better, and continuously growing talent. 
OK, how to do that? 
 
Of The People, By The People… 
The way forward, these researchers propose, is 
building company cultures which fundamentally put 
everyone on the hook for developing themselves 
and everyone else around them. All the time, 
merged seamlessly with the business itself. Job #2 
disappears when Job #1 is not just making the 
widgets but also improving your colleagues. Call it 
strategy of the people, by the people, for the people. 
 
Meet The DDO 
Kegan and Lahey sketch this aspiration via an 
analytical tour of three current, so-called 
“Deliberately Developmental Organizations” 
(DDOs): high performing, visionary companies, 
delivering exemplary results by obliterating their 
employees’ “second job.” These DDOs are 
transforming the lost  
 
 
 

 
 
 
 
 
 
time and energy of people hiding weaknesses by 
creating more transparent and developmentally- 
accountable ways of working. Goodbye to quiet 
desperation, hello to open and collaboratively-
pursued professional growth. 
 
DDO logic is simple: as assets lost to human 
dissimulation are improved and redeployed, you 
and your cubicle mates flourish–by the efforts of 
each other. The organization overall becomes more 
engaged and adaptive to change. Over time, 
collective performance soars. 
 
Getting To Better 
Kegan and Lahey aren’t promoting warm and fuzzy. 
Consider their account of  Bridgewater Associates, 
the world’s biggest and most successful hedge 
fund—and a prime DDO. Founder Ray Dalio 
demands gut-wrenching candor of his people: the 
ruthlessly transparent culture is tuned to making 
every employee a better performer (per the 
Bridgewater’s “Principles”). 
 
Every workplace conversation is recorded, open to 
all; associates also use tablets to record “dots”—
ratings and comments on everyone else’s mistakes 
and successes—constantly aggregated and then 
publicly discussed.  ”Issues” arising in daily 
interactions are tracked, and employees must use 
those to continuously improve “the machine” of 
their business. People are fired if they don’t get 
better: “We’re not in the business of rehabilitation.” 
 
Work On Your Weak Backhand 
Next Jump, another profiled DDO, promotes a 
similar ethos with a simple formula: “Better Me + 
Better You = Better Us.” 
 
This e-commerce marketplace company attributes 
multi-year growth to systematic practice of its 
people exposing—and then working on– skill 
weaknesses (“your tennis backhand”). In monthly 
“10-x” meetings, employees take turns presenting to 
the whole company how they have individually 
contributed to revenue or organizational culture. 
Tough love about “how to do better” pours forth 
from the audience, for all to hear; in the future 
you’ll detail your progress, or explain what held you 
back. Teams regularly convene to provide cross-
member coaching to strengthen each individual’s 
performance. 
 
Not Just Fun And Games 
Decurion, the third researched DDO, is a high-
growth holding company, with businesses in movie 
exhibition (e.g. ArcLight Cinemas), real estate, and 
senior living. Its hierarchical structure is leavened 
by semi-formal (but regular) groupings of its people 
into problem-solving “learning communities.” 
 
These communities tackle specific business issues 
through “fishbowl conversations” where chief actors 



openly work through assumptions and root causes, 
while other employees observe and comment. 
Hierarchy goes out the window; radical 
transparency and anyone-anywhere criticism for the 
greater good are expected. 

Members of Decurion are told to “feast on their 
imperfections,” and follow axioms linking company 
profitability and individual professional growth. 
Nora Dashwood, Chief Operating Officer, is 
unambiguous about the interdependence: “We’ve 
seen a big difference in our revenues, [with] 
breakthrough results in every category. This is not 
just fun and games.” 

Peering Into The Researchers’ Lab Notebook 
These and other colorfully detailed examples make 
astonishing reading. For conceptual substance, 
Kegan and Lahey analyze the cases with a three-part 
framework (“Edge-Home-Groove”) which heroically 
assembles several organizational and behavioral 
theories into an overall psycho-dynamic model. 
Here, predictably, the pace slows, and the tone 
becomes more academic. But things perk up 
towards the end of the book, when the authors 
become more assertive about the business specifics 
of DDOs. 

No one would accuse The Everyone Culture of over-
simplification–but readers making the 292 page 
journey will find plenty of thought-provoking value. 
In fact, some of the challenge of the book is also its 
appeal: the array of charts and frameworks, coupled 
with vividly-told human accounts, of people 
grappling with business-driven mutual 
improvement, sometimes reads like the lab 
notebook of two excited researchers. Their jottings 
and anecdotes draw you in, to join them in peering 
over the edge of what might just be a management 
revolution. 

I spoke recently with Kegan and Lahey to learn 
more. 

Plenty of Companies Thrive Without A DDO 
Approach: Why? 
Lisa: “There are some businesses today whose 
strategic challenges are more ‘technical’ than 
‘adaptive’ (i.e. more clearly known, not requiring 
continuous learning). Some companies—Amazon, 
perhaps—can also attract great people, chew them 
up, but keep finding more to keep going.” 

Kegan countered that such organizational models 
are not long-term sustainable. “Though the forms 
may vary, the basic DDO approach is a harbinger of 
the future. More companies will to have to build this 
kind of capability to deal with the growing 
uncertainty of VUCA.” 

“Most leaders today haven’t caught up with what 
neuroscience has discovered about humans working 
together and improving. Current DDOs are further 
along. Management science will increasingly 
leverage all the new cognitive and behavioral 
research.” 

So If This Is A Revolution, Why Isn’t It 
Happening Faster? 
“Doesn’t every hedge want to make as much money 
as Bridgewater? Why isn’t there a flood of new 
DDOs in every industry now?” 

Kegan answered my challenge bluntly. 

“These are hard places to work. It may be 
exhilarating for some people. But they’ll all tell you, 
‘It’s not for the faint of heart.’  It’s very tough to face 
your own ego, deal with a brain inheritance 
guarding against psychological threat. I remember a 
cartoon: two guys selling different products, side by 
side in little booths. One guy’s offering ‘Comforting 
Lies,’ the other ‘Disturbing Truths.’ Guess who has 
all the customers?” 

Does DDO Also Apply To the Emerging 
World Of Networks And Cross-Boundary 
Ecosystems? 
The question at first surprised the authors—but 
after a pause, both reflected how the studied DDOs 
are all making conscious efforts to share— even 
extend—their special cultures to other stakeholders. 

Lisa noted that Bridgewater employees actually 
“develop relationships with their clients quite 
consistent with what they do in their own 
organization: bold discussions, feedback given, no 
‘second jobs’, etc.” Bob remembered that “Next 
Jump has an explicit goal of not just bringing 
services to their customers, but also intriguing them 
with a culture of ‘Better Us.’  And Decurion talks 
about acting out their beliefs in the ecology in which 
they operate. When they were developing a new 
assisted living business, they used their philosophy 
of managing conflict to overcome difficult 
permitting challenges with California regulators—in 
record time.” 

If A Leader Wants To Build A DDO Culture, 
How To Get Started? 
Lahey answered quickly. “The leader first needs to 
ask, ‘Why do I want to do this? What’s the problem 
that can’t be solved by some other means? Next:  
‘Can I work in this very different way—be 
intentional in growing my performance edge? Be 
open to feedback—from anywhere?’” 

Kegan added more. “The leader has to be an 
exemplar, a player, not just watch with hands 
folded. And he or she can’t just do this to feel good. 
They need fire in the belly, and commit to making 
the company better by making the people better. It 
calls for advancing a vision, and giving up some 
power– and also expecting the same of other senior 
people.  They also have to be willing to be criticized 
by associates half their age.” 

He widened the aperture further. “It also entails 
reconstructing all your metrics and assumptions. 
What it means to do a job, time you spend on other 
people, whether you see a fire burning as a problem 
or an opportunity to learn. It requires an open 
mindset: ‘I’m undertaking an experiment to work in 
a new way that’s could make a big performance 



difference. Can I bear the cost and risk of making 
the change?’” 
 
Looking Ahead 
Lisa and Bob explained that the book is just a first 
phase of research: “We had to begin by identifying a 
few pioneering beast in the wild, and understand 
their unique ways of using this DDO culture as 
strategy.” 
 
“OK,” I said. “What questions would a Phase 2 
pursue?” 
 
The authors finished with a flourish: 
 
“How best to build the practices of the core 
framework? Can organizations develop a DDO 
without first experiencing failure? What’s the 
psychological safety needed to support the personal 
transformations?” 
 
“Can this model be scaled, for larger and more 
impersonal corporations?” 
 
“Other sectors: can DDO improve public schools? 
Health care, non-profit and government 
organizations?” 
 
“How can we expand the practice everywhere–so 
everybody can stop doing their ‘second job’?” 
 
_________ 
Source: 
http://www.forbes.com/sites/brookmanville/2016/05/08/compa
nies-of-the-people-by-the-people-for-the-people/#4e14f4b02d73 
 
  





Culture in Two Words 
Dan Rockwell 
 
 
Question 
Can you address the key indicators of a culture of 
excellence and steps to establishing culture? 
 
Answer 
 I’ll begin by simplifying culture down to two words, 
beliefs and behaviors. 
 
Culture begins with beliefs and finds expression in 
behaviors. 
 
When it comes to a culture of excellence two 
questions apply. What do you believe about 
excellence? What behaviors reflect your beliefs 
about excellence? 
 
Beliefs 
Excellence is: 

1. Curiosity about better. Excellence is the 
pursuit of better. Any organization that 
isn’t getting better is getting worse. 

2. Intolerance for “good enough”. When it 
comes to culture, you may aim high, but, in 
the end, you get what you tolerate. 

3. Passion for exemplary leadership. Lousy 
leaders spend too much time imposing 
demands on others and making 
exemptions for themselves. Expect much 
more from your leaders than anyone else. 

4. Commitment to build strong relationships. 
Isolation is the enemy of excellence. 

5. Devotion to feedback, honor, and 
celebration. 

6. Dedication to transparency and candor. 
Secrets distract and weaken organizations. 

7. Faithfulness to forgive. Excellence is 
reaching high. People who reach high fall 
short. How you respond to failure in the 
pursuit of excellence determines the extent 
of your reach. If you always succeed, you 
aren’t reaching high enough. 
 

The first aspect of culture is belief. The second is 
behavior. 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
Behaviors 

1. Everyone champions “better” by asking, 
“How could we be better?” 

2. Mediocre performance is identified and 
discussed. Leaders ask, “What are your 
aspirations?” 

3. Leaders have: 
• Development plans. 
• Transparency with their 

development journey. 
• Open conversations concerning 

their weaknesses and failures. 
Excellence is never petty. 

• Respect and honor for each 
other’s strengths. Jealousy ends 
excellence. 

4. Progress is celebrated. Meetings include 
time to discuss wins. Leaders ask, “What’s 
working?” 

5. Teammates can explain the aspirations of 
their colleagues. 

6. Leaders invite – they don’t wait – feedback 
concerning their performance. When they 
receive feedback they say, “Thank you.” 
Excellence requires responsibility. Excuses 
and blame validate mediocrity. 

7. Responsible failure is met with: 
• What did you learn? 
• How can you make things right? 

(If anything.) 
• What will you do differently next 

time? 
• How can I/we help? 
• Thank you for reaching high. 

 
I suggest you clarify your beliefs and identify 
specific behaviors that express your beliefs. A few 
simple, memorable behaviors are better than a long 
list that no one remembers or practices. 
 
Public pursuit 
Leadership’s public pursuit of personal excellence is 
the first step toward organizational excellence. 
Leaders block excellence when they allow 
mediocrity in themselves. 
 
 
_________ 
Source: 
https://leadershipfreak.wordpress.com/2016/04/16/solution-
saturday-culture-in-two-words/ 
 
 
 

 





Five Dangerous Myths About 
Corporate Culture  
Liz Ryan 
 

 
 
 
 

It is a great thing that corporate and institutional 
leaders are starting to talk about culture. The next 
step is to stop thinking about culture as an object or 
a quantity, something they can manipulate and 
influence with an email message or an employee 
lunch! 
 
Organizational culture is the fuel that drives any 
team’s success. It doesn’t matter whether the team 
is trying to summit a mountain in the Himalayas, 
put on a Broadway show or build a better 
mousetrap. The team energy is the whole enchilada. 
It’s the only fuel available. If people don’t care about 
you or their work, you can’t make them care. You 
can’t flog them to care or even reward them enough 
to care. 
 
The good news is that people naturally care about 
their work, if the work is interesting and if they feel 
that they are part of the mission. If they are 
respected and listened and given the latitude to do 
their jobs their own way, they will care. Your job as 
a leader is to get out of their way, and take away the 
obstacles that keep people from feeling connected to 
their own power sources. 
 
If you want a great culture, your team members 
have to trust you. You have to win their trust. You 
can’t “policy” your way to a healthy culture. You 
can’t measure your way there, either. Policies and 
yardsticks hurt your culture! 
 
Here are five dangerous myths about corporate 
culture. These myths get in the way of the naturally-
occurring Team Mojo that powers everything you 
want your organization to do. You can push a 
button and change the price on an SKU or shift the 
load on your server. You can’t press a button and 
change your culture. That’s the whole point! 
Growing a warm and human culture requires 
completely different muscles than our data-driven, 
analytical spreadsheet-management practices do. 
 
You have to soften and be human and honest to get 
your employees to trust you. You have to trust them. 
That is a hard thing for a lot of leaders to do. We get 
lazy when we don’t have to live in the gritty, human 
world – when we can stay locked away in the halls 
of made-up management theory. We think that our 
policies and forecasts will protect us from having to 
deal with sticky human topics, but sticky human 
topics are the very things that make or break a 
culture. 
 
Dangerous Myth Number One: It Doesn’t 
Matter 
The first dangerous myth about corporate culture is 
the myth that culture is a nice thing to have, but 
incidental to your success in the marketplace. Until 
your culture is front and center for your leaders at 
every level and something you talk about in every 
meeting, you can expect the exact same result you’re 
getting now. 

Dangerous Myth Number Two: It’s All About 
Pay And Benefits 
When you delude yourself that you can control your 
culture through pay and benefits policies, you 
misapprehend the nature of culture. The carrot-
and-stick mindset comes from the Machine Age 
idea that employers can get employees to do 
whatever they want them to do and feel however 
they want them to feel through rewards and 
punishments. The mindset itself is insulting and 
anti-human. 
 
People are not donkeys. You can push and prod 
them and give them cupcakes when they do a good 
job but doing so demeans them, and you. If you 
believe in yourself enough to believe in your people, 
take away whatever is impeding your team from 
charging down the field as fast as they want to go. It 
might be stupid rules or a moribund decision-
making process that is in their way. Ask them! 
 
It might be the undercurrent of fear that keeps 
people from sharing their good ideas. Figure out 
which energy blocker is in your team’s way and 
remove it. Pay people fairly and then forget about 
pay and focus on the energy in your shop. 
 
Dangerous Myth Number Three: You Can 
Manage It From Above  
We think we can manage our company’s culture 
from on high. We send out insulting Employee 
Engagement Surveys when we should be interacting 
with team members personally every chance we get, 
and many times every day. If you believe in the 
power of corporate culture, you start by  living your 
own values. 
 
You ease up on the yardsticks and punishments for 
insignificant infractions. You back off on fear-based 
policies that treat your employees like children or 
criminals. You don’t manage corporate culture — 
you allow it to flourish by removing the artificial 
barriers that keep your teammates from bringing 
themselves to work. 
 
Dangerous Myth Number Four: It’s About 
Formal Programs 
HR programs don’t make your culture great. HR 
programs are nifty, but they sit on top of a healthy, 
trusting culture. They can’t create it. You have to 
start by telling the truth about what’s not working in 
your organization right now. You have to get the 
elephants out on the table and talk about them, no 
matter how sticky or uncomfortable they are. You 
have to give up the idea that the company is in 
charge and the employees are interchangeable parts 
in the machine. That is an outdated idea that will 
keep your organization locked down and stuck and 
unhappy as long as you cling to it. 
 
 
 



Dangerous Myth Number Five: The Point Of 
It Is To Drive Employee Performance 
The point of your culture-building activities, words 
and actions is not to please your investors next 
quarter. The point of creating a great culture is to 
build a healthy organization that will bend and flex 
with the market and keep responding faster than 
your competitors can do. That is not a short-term 
goal and is also not something you can measure, 
certainly not within a few months. 

You will feel the great culture in your company 
when you walk in the door and your customers will 
talk about it. You will see it in your financial 
reports, but your cultural awakening won’t be a 
project about “improving productivity” unless we 
expand our definition of “productivity” to mean 
“creating healthy and sustainable growth for our 

company, our leaders and our employees, on and off 
the balance sheet.” The notion of “employee 
performance” is itself a dangerous myth. Passion on 
your team resembles an energy field made of sub-
atomic particles of goodwill and creativity. The 
energy field is all around us but if you try to 
measure the individual particles, the reading makes 
no sense. Culture is an energy field.  If you want to 
create a great culture, you have to focus on the 
waves swelling and crashing around you and ignore 
the particles. Can your leadership team evolve that 
far? 

__________ 
Source: 
http://www.forbes.com/sites/lizryan/2016/02/18/five-dangerous-
myths-about-corporate-culture/#3e6dbd801592 



 





How Corporate Culture Can Be a 
Competitive Edge  
Bonnie Mcgeer 

 
 
 
 

 
Dennis Budinich describes himself as a personal 
trainer of sorts. 
 
As the chief culture officer at Investors Bancorp in 
Short Hills, N.J., he runs 12-week courses meant to 
foster personal and professional growth for 
employees. On any given week, he might have five 
different classes going on, sometimes with one in 
the morning and another in the afternoon. 
 
Budinich used to be a consultant and motivational 
speaker, and the $21 billion-asset Investors had 
been using his services before bringing him on full 
time four years ago. The consulting work he did for 
Investors had to do with its transformation from a 
savings bankto a commercial bank. He coached 
employees on how to make that transition, aiming 
to keep up morale and avoid attrition in the process. 
 
"Somewhere along the way, it was decided, 'Hey, 
you know what, it would make sense for you to just 
work here with us to help us solidify this,'" Budinich 
said. "'When you leave, there's not a champion 
whose job is to continue to move this.'" 
 
Banking has been getting a bunch of new 
champions like Budinich in recent years, a trend 
we explore in this story. 
 
With the emergence of new priorities like culture, 
data, customer experience, innovation and more, 
banks are creating new jobs to oversee work on all 
these fronts, often at the C-suite level. 
 
Budinich said he thinks the "chief" title matters. 
 
"What it does is it puts credibility and importance 
on that strategy," he said. "So if you want culture to 
be recognized as one of the key strategies to grow 
the bank and drive the bank, then you have to 
identify it. You have to say, 'It's so important to us 
that we're putting someone in charge of it and we're 
giving them a level of authority and prestige and 
support.'" 
 
A lot of brainstorming went into what his title 
would be at Investors, where he oversees all sorts of 
training, including compliance training, product 
training and sales training 
 
As Budinich recalls, the conversation went 
something like this: "We thought that out and said, 
'Well, should we call you the director of training?' 
Well then the emphasis is on training. 'Should we 
call you the director of development?' Well then it's 
the development that's important. Why are you 
hiring me? 'Well, we want you to build the culture.' 
Well then it's chief culture officer." 
 
 
 
 

 
He frequently gets asked at banking conferences 
what he actually does. He has many answers to that 
question. 
 
He talks about how he works on team-building — 
which he refers to as "relational coordination" — to 
break down silos at the bank. He talks about how he 
takes all new hires on a surprise field trip to work at 
a soup kitchen on their third day of on-boarding, to 
demonstrate that "community" is one of the bank's 
core values. And he talks about "The Morning 
Juice" email he sends out to employees at 8:01 a.m. 
every day, to share an uplifting story along the lines 
of "Chicken Soup for the Soul." (The "Juice" has 
grown so popular that 5,000 people outside the 
bank are now receiving it too.) 
 
"Technically, culture is the way people think," 
Budinich said. "So my job is to influence the way 
people think." 
 
In one of his sessions with employees, Budinich 
holds up a small red ball in one hand and a block in 
the other, to illustrate a point about how people 
need to be more flexible in their thinking. 
 
"My presentation is about how we're born like a 
round ball and we're very mobile. We can move in 
any direction with just a little bit of a nudge," he 
said. "But as we grow older, we start to reshape and 
we start to form these edges. And these edges are 
the things that limit how we move. These are the 
beliefs like, 'I thought I could do that and I can't.'" 
 
To help employees visualize the difference, "I'll lay 
the ball on the table and I'll just tap it with my 
finger and it moves," Budinich said. "And I'll put 
that square block on the table and that little tap 
doesn't move the square block." 
 
He aims to spur people to reshape themselves — to 
smooth the edges that have built up over time, so 
that they can create positive momentum, both in 
business and in life. By doing so, the employees, 
and ultimately the bank itself, gain a competitive 
edge, he said. 
 
Budinich admits that such change won't happen 
overnight. "It's one corner at a time," he said. 
"You're not going to go from square block to round 
ball in 12 months." 
 
Neither is the banking industry, but it is on its way. 
 
__________ 
Source: 
http://www.americanbanker.com/bankthink/how-corporate-
culture-can-be-a-competitive-edge-10806441.html 
 





How to Leverage Company 
Culture for Competitive 
Advantage 
Simon Ross 
 

 
 
                               
 

It’s easy to get captivated by the superficial allure of 
“company culture”. We should be spunky and 
unpredictable like the employees of Dunder Mifflin 
on NBC’s The Office . . . right? 
 
If you get down to nuts and bolts, you’ll realize 
there’s a lot more to company culture than fun. A 
meaningful conversation about culture will always 
revolve around value. What is the value of company 
culture, and how can you build culture to maximize 
that value? 
 
There are more than a few benefits to having a 
strong company culture, some clear and 
measurable, some intangible. From a sheer business 
standpoint, the biggest gain is a competitive 
advantage. By reinforcing a company culture that 
prizes ambition, integrity, and innovation, you 
make your business more likely to outperform 
competitors. 
 
How does that work, exactly? 
For starters, a strong culture increases performance 
and productivity. The more you reward hard work 
and function as a single unit, the more satisfaction 
your employees will find in their work. And research 
has shown that happier workers are 12 percent 
more productive than unhappy workers, on average. 
 
This kind of work environment also motivates 
employees to invest more of their time and talents 
to achieve success. When employees take initiative, 
innovation happens faster — which, again, gives you 
an edge over your competitors. 
 
Finally, a strong culture makes it easier to attract 
and retain high-quality talent. When people want to 
work for your business, you’ll lose less of them to 
outside companies and fewer resources to attrition. 
A Columbia University study found that employee 
turnover is 35 percent lower for companies with 
“rich” culture. 
 
How to Maximize Competitive Advantage 
If you want to leverage your culture for competitive 
advantage, it’s important to have a strategy in place. 
Sit down with your leadership team to define what 
beliefs and values are most important to your 
company and how those values can help you grow. 
 
Here are some key considerations: 
 
Mission statement (make one) 
Define core values (honesty, teamwork, ambition, 
etc.) 
How will you define success? 
How should employees interact and communicate? 
Document your points of consensus, then use them 
to construct a formal outline of your company 
culture. This outline should serve as a North Star 

for the way you manage operations, make decisions, 
and measure success. 
 
Additionally, the four best practices below will 
help maximize your competitive advantage. 
 
1. Screen Candidates Carefully 
Don’t just look at skills and qualifications when 
you’re hiring for an open position. Pay attention to 
how each candidate aligns (or doesn’t align) with 
your culture as well. To do that, of course, you’ll 
need to see them in context — perhaps testing out 
the role or working with others on a mock project. 
How do they communicate? How do they handle 
new challenges or setbacks? How do they evaluate 
their own success? 
 
If you consistently hire people who share the same 
work ethic and values, your team will have an easier 
time working toward common goals. 
 
2. Set Clear Goals and Manage Performance 
Speaking of which, you can’t work toward common 
goals if you don’t set them in the first place. Make 
sure each employee has a clear understanding of 
how they can grow, as well as the necessary 
resources to make that happen. 
 
Set up a regular review process (quarterly or bi-
annual) to track performance and keep employees 
accountable. The key here is to get feedback from 
multiple parties (co-workers, manager, a self-
evaluation) and be forward thinking. Some 49 
percent of HR professionals say their company’s 
performance review process needs overhauled. 
 
3. Keep Employees Engaged 
If anything, this might be where the “fun” part of 
culture comes into play. If you want your employees 
to give you their best, you need to do the same. Give 
them a job and a work environment that they look 
forward to each day. 
 
That could be as simple as providing rewards and 
incentives to motivate above average performance. 
Or it could be something more advanced, like an 
employee gamification program. A study from last 
fall found that 54 percent of employees are more 
likely to perform a task if it has game elements. That 
bodes well for productivity and compliance, which 
bodes well for competitive advantage. 
 
4. Foster a Collaborative Work Environment 
Last, but not least, build a culture that encourages 
collaboration between coworkers and teams, even 
across departments. That should start at the top, 
with department heads and executives backing each 
other on key initiatives, and trickle down to the 
employee level. 
 
A couple ways to make collaboration a focal point: 



Help your employees get to know each other (host 
regular company events, mixers, and meetings). 
Give them the tools to communicate and share 
information (team collaboration tools such as file  

sharing, internal messaging, and project 
management). 

When your employees learn to collaborate, they can 
drive success more efficiently and avoid the speed 
bumps of inter-office conflict. 

*** 

Company culture can be hard to understand since 
it’s a mixture of variables. Ultimately, it comes 
down to value. Your culture adds value by defining 
value. And the more you align your people and 
processes with those values, the faster you’ll move 
toward growth and success. That’s the competitive 
advantage. 

________ 
Source: 
http://www.herdwisdom.com/blog/how-to-leverage-company-
culture-for-competitive-advantage/



 





People Management: Data And 
Analytics Will Change It Forever 
Bernard Marr 
 
 
Companies are nothing without the right people. 
People with the right skills and talent make all the 
difference and will give companies the competitive 
edge they need to succeed today and in the future. It 
is therefore absolutely vital that companies find, 
recruit and retain the right people. 
 
With this in mind, I find it always shocking that so 
many people management practices are still firmly 
in the dark ages. People management (or Human 
Resources) teams often spend the majority of their 
time on administrative tasks or legal issues. Others 
waste their time on the annual staff satisfaction 
survey, the completion of staff appraisals using 
clunky processes and reporting of KPIs such as 
absenteeism, staff turnover rates and training hours 
per full time employee. What a lost opportunity! 
While all of this is going on, leading companies are 
completely transforming their people management 
teams into truly value-adding business functions. 
Here, people management is done very differently 
and the keys to this transformation are data and 
analytics. Wait, before you stop reading here 
because you find the words ‘data’ and ‘analytics’ 
downright boring, just hang in there. 
 
Companies can gain mouth-watering benefits when 
they use data well and apply analytics tools to turn 
the data into business critical insights. Let me share 
are some very real examples that show how 
collecting and analyzing data can deliver impressive 
(and sometimes unexpected) insights: 

• A bank was able to cut staff costs in one 
area by half, simply by analyzing the 
performance of staff that were recruited 
from different universities. In the past, the 
bank held the belief that the best 
performing people would be those who 
have excellent degrees from Ivy League 
universities. Instead, candidates from non-
prestige universities outperformed the top-
university candidates. This kind of insight 
allows the business to recruit the right 
talent for less money, as graduates from 
the Ivy League universities tend to demand 
a much higher starting salary. 

• A retail company uses social media 
network analysis combined with other 
analytics tools to find the right candidates 
for their job. Simply by analyzing social 
media profiles they can accurately predict 
the level of intelligence as well as the 
emotional stability of potential candidates. 

• One of my clients wanted to recruit self-
driven people that are able to take 
initiative. By analyzing different data sets 
from the type of people they wanted to 
recruit and those  

 
 
 

 
 
 
 
 
 
• they wanted to avoid, the company found 

that the type of browser used to complete 
the job applications was one of the strong 
predictors for the right candidate. Those 
candidates that used browsers that were 
not pre-installed on their computers and 
instead had to be installed separately (such 
as Firefox or Chrome) tended to be better 
for that particular job. 

• A retail company I work with is now able 
to predict how key elements of staff 
engagement influence operational 
performance, customer satisfaction and 
ultimately financial performance. What’s 
more, the company is now able to predict 
the extent to which a certain increase in 
specific elements of staff satisfaction drives 
a certain percentage increase in revenue by 
square foot in their shops. 

• Another company found that call center 
sales staff with a criminal record 
performed better than those without a 
criminal record and that sales people with 
more Facebook connections performed 
poorer than those with few connections. 

• One organization uses analytics tools to 
scan and analyze the content of emails sent 
by their staff as well as the social media 
posts they make on Facebook or Twitter. 
This allows them to accurately understand 
the levels of staff engagement and they no 
longer need the traditional staff surveys. 

 
More data than ever before 
HR teams already have lots of data. They have 
recruitment data, career progression data, training 
data, absenteeism figures, productivity data, 
personal development reviews, competency profiles 
and staff satisfaction data. In addition to these 
traditional data sets, companies can now collect so 
much more data, data that wasn’t available before, 
like: capturing employees on CCTV, taking 
screenshots when staff are using company 
computers, scanning social media data, analysing 
the content of emails, and even monitor where they 
are using the data from geo-positioning sensors in 
corporate smart phones. The challenge is to 
establish what data is really going to make an 
impact on your company performance. What is 
really useful? Despite all this data, recent research 
has shown that only 23% of companies have HR 
systems that can always provide sufficient data to 
measure the execution of their business strategy. 
 
New analytics capabilities 
We have seen mind-boggling improvements in our 
ability to store and analyse data. What's more, we 
now have big data analytics tools that allow us to 
compute huge amounts (peta bytes) of data. This 
enables us to combine the analysis of traditional 



data with the analysis of unstructured data, such as 
written text, images or voice recordings. 

Different people management 
This data and analytics revolution has some serious 
implication for how people management is done in 
companies. In order to stay on track companies 
must make sure that they have the right skills, 
capabilities and technology in place to leverage 
people data and analytics. There already is a global 
shortage of people with business analytics and data 
science skills, and this shortage is especially 
noticeable among HR teams. 

________ 
Source: 
https://www.linkedin.com/pulse/20131111071432-64875646-2-
keys-to-a-very-different-people-management 



 





Seven Secrets of Successful 
Change Management  

 

Rick Lepsinger 
 
 
How would you grade your organization’s 
effectiveness at managing change? 
 
Chances are, there is room for improvement. Of the 
655 leaders OnPoint surveed, just 46 percent said 
their organization was successful at change 
management. About a third also noted their 
companies had a poor track record of managing 
change. 
 
We wanted to find out what it takes to succeed in 
this area and what differentiates companies that do 
this well. Here are seven best practices we 
uncovered. 
 
1. Having Clarity of Purpose and Objectives 
Before leaders can get employees to buy into the 
change, the leaders themselves must have a clear 
understanding of what they need to achieve, why it’s 
necessary and how they will measure success. 
 
2. Having Leaders at All Levels Who Are 
Effective Change Managers 
The effectiveness of top leadership was a defining 
characteristic among the highest-performing 
organizations we surveyed, but it’s not enough for a 
few senior leaders to have the ability to manage 
change well. 
 
Leaders at all levels, especially those responsible for 
carrying out most of the specific tasks related to 
change, must be able to prepare their teams for 
what’s ahead and be able to steer them in the right 
direction when they encounter obstacles. 
 
They must have the qualities that are critical to 
strategy execution, including: 
• Action Orientation - The ability to take quick, 

practical actions to correct something. 
• Problem Solving - The ability to find the cause of 

and solution to a complex issue. 
• Decision Making - The ability to weigh the pros 

and cons of situations and take the best action 
possible. 

• Results Orientation - An understanding of what 
results are most important to the strategy and the 
ability to focus on achieving them 

• Leading Cross-Functional Teams - The ability to 
influence others when they don’t have established 
authority. 

 
3. Allocating Adequate Resources 
All too often, we see new initiatives fail because no 
one bothered to ensure they had proper funding and 
staff dedicated to ensuring they could flourish. 
Leaders are reluctant to shift resources away from 
existing programs so they simply add new ones. 
With so many other programs competing for 
employees’ time and attention, something has to 
give-and usually, it’s the new initiative. 
 

 
 
 
4. Communicating a Clear and Appealing 
Vision 
Imagine you and your leaders are on the campaign 
trail, and your employees are candidates who are 
still undecided about their support. What is the big, 
inspiring story that will motivate them to back your 
position? What’s in it for them? The best leaders 
can explain this simply in a way that evokes 
emotion. 
 
5. Maintaining Momentum and Enthusiasm 
Employees may agree with your vision initially, but 
they’re likely to become frustrated or disillusioned 
along the way, especially if they don’t see immediate 
progress. Find ways to keep the conversation going 
through short town hall information sessions, 
surveys and casual conversation. Ask them for their 
honest feedback often, and be willing to listen. Be 
honest about what you don’t know, and commit to 
updating employees when those details are 
finalized. 
 
6. Anticipating and Addressing Obstacles to 
Implementation 
Problems are inevitable, but the best leaders have 
the ability to foresee potential issues and take 
proactive steps to prevent them. In the planning 
stages, set aside time for your team to discuss 
concerns and identify as many issues as possible. 
Then, outline preventive measures and contingency 
plans. 
 
7. Aligning the Performance Management 
System 
Once you’ve implemented a new initiative, make 
sure you have method in place to clarify 
expectations, reinforce new behaviors, and evaluate 
employees based on the new objectives. Otherwise 
they will have no incentive to work toward those 
goals. Periodic and annual performance reviews and 
quarterly goals need to reflect the changes your 
organization has made. 
 
Managing change well is an ongoing effort that 
requires a commitment from leaders at all levels, 
buy-in from employees and attention to detail to 
make sure all elements work well together. 
Sometimes it’s difficult for leaders to see the big 
picture when they are immersed in all the details. 
When change initiatives are consistently failing or 
falling short, it can be helpful to get an objective 
perspective from a third party to identify areas that 
need improvement within the organization. 
OnPoint Consulting is an organizational consulting 
firm that helps companies manage change 
initiatives and improve strategy execution through a 
combination of assessments and leadership 
development. 
 
We offer customized solutions based on data to help 
our clients take practical steps to address their 
greatest business challenges. If your organization is 



preparing for a new initiative or in the middle of 
implementing one, we invite you to learn more 
about the solutions we offer to enhance strategy 
execution. 

_________ 
Source: 
http://www.business2community.com/leadership/7-secrets-of-
successful-change-management-
01361110#48V7q0WWTLRQmV2U.97 



 





Six Secrets of Organizations That 
Successfully Adapt to Change  
Jeff Boss 
 
In today’s business environment, the gap between 
relevance and obsolescence has the potential to 
grow wider every day. If companies are to stay 
relevant then they must adapt to change, but they 
must do so before change beckons the call. 
 
To stay relevant means to be connected–internally 
with employees, externally with customers and 
investors, and globally with emerging trends and 
markets; to anticipate new direction and foresee the 
writing on the wall that demands innovation. 
 
Organizations that failed to adapt emerging threats 
did so because they lacked the skill and will to do so. 
Yes, change can be uncomfortable, but, in the words 
of General (Ret.) Eric Shinseki, “ If you don’t like 
change, you’re going to like irrelevance even less.” 
 
Conversely, companies that successfully adapt 
become less dense and have fewer overlooked 
decision factors. Here are six more ways companies 
successfully adapt to change: 
 
1. They welcome failure. 
There’s a difference between accepting failure and 
welcoming it. To accept failure is to forego progress, 
to give up, to quit. To welcome failure, however, is 
to acknowledge the temporary state that exists and 
see the interim as a stepping-stone toward greater 
learning. Many organizations claim to welcome 
failure as a part of their culture but the incentives in 
place indicate otherwise. Here’s a quick checklist to 
see if failure is welcomed in your culture. Are new 
ideas accepted? Does the concept of growth or 
change energize people? Are there incentives for 
testing new products or services? 
 
2. They add feedback loops.  
Without consistent communication to ensure you’re 
on the right trajectory, the (mis)perception of time 
and space can create the illusion of security. Take, 
for instance, the pharmaceutical industry. Since it 
takes an average of 12 years to move a drug from 
discovery and testing to market and distribution, a 
drug company’s performance today has little to do 
with its successes from yesterday. However, it’s 
easier for employees and investors to attribute the 
company’s high performance to their strategies and 
leadership. It’s not that lead times are too long, in 
this case, but rather there aren’t enough touch 
points along the way to ensure directional 
correctness. 
 
3. They ingrain learning.  
As an executive coach, I’ve heard from many clients 
the challenges posed by the speed of change and 
globalization. They want to get ahead of the 
competition and believe that working harder and 
faster is the way to go. I disagree. Don’t get me 
wrong, working effectively and efficiently are 
important, but if you’re selling apples in a market 
geared towards oranges, it doesn’t matter how 
effective or how fast you’re selling because nobody  

 
 
 
 
 
wants to buy. This is why working smarter is so 
important. The only way organizations get smarter 
is by reflecting on both failures and successes and 
sharing the insights with employees. This way, front 
line employees have the context of senior leaders, 
thus enabling their ability to make decisions. 
 
4. They’re process focused. 
It’s easy to get overwhelmed by the pressure of 
winning and the consequences of losing. 
Organizations that focus on the process of achieving 
their goal don’t let the goal define them; they define 
their goal by the process they employ. 
 
5. They promote accountability.  
It’s easy to attribute success to hard work and 
failure to bad luck, but adaptable organizations 
foster a culture of accountability. They know that 
when employees don’t trust each other to fulfill 
their work tasks, then morale takes a nose dive and 
the blame game to begin. Additionally, 
accountability is built with a systems perspective 
because employees understand how the decisions 
they make impact not only their business unit but 
others, as well. 
 
6. They downplay power.  
Ego abounds in the business environment. The 
worst part is, ego is a completely valueless source of 
decision-making. To know that results could be 
made and progress could be achieved but they’re 
not simply because of one individual’s need to feel 
important is a personal (and organizational) 
handicap. Adaptable organizations curtail this by 
outlining decision-making space—the boundaries 
that define one’s role, and responsibilities for that 
role—and ensuring that leaders make decisions that 
only they can affect. Hint: If you made a decision 
that somebody else one or two levels down from you 
could’ve made, ask yourself, is that optimal? 
 
How does your company stay relevant? 
 
_____________ 
Source: 
http://www.forbes.com/sites/jeffboss/2015/11/14/6-secrets-of-
organizations-that-successfully-adapt-to-change/#219b2303b309 





The Surprisingly Simple Rule 
That Helped Me Scale My 
Company's Culture 
Matt Barba 
 
 
It's no secret that growing a company can pose a 
serious threat to its culture. Inevitably, getting it 
right is a learning exercise, filled with trial and 
error. But in my own experience of scaling up my 
startup from 44 employees to over 120 in the last 
eight months, it can be done if you remember one 
deceptively simple rule: The processes it takes to 
grow your business quickly—those that many 
entrepreneurs rightly fear can strangulate their 
work cultures—are already in place and can be built 
upon. You just need to know where to look. 
 
Growing pains 
In most early-stage startups, processes take shape 
organically—so much so that few founders would 
even think to call them "processes." New team 
members aren’t trained in a structured workshop; 
they sit next to someone, get to work, and ask 
questions along the way. There are no formal 
performance reviews or promotion cycles at first, 
either: Employees are either rewarded for good 
work or told to rise to the occasion. 
 
But as the company grows, procedures that once 
developed organically are formalized to 
accommodate a mounting influx of people who 
aren’t familiar with those unspoken rules. That 
means hiring a dedicated HR team, developing 
training programs for new hires, and setting up 
some form of performance management, whether 
through annual reviews or some other method. 
 
Changes like these can cause employees to worry 
that the company is . . . becoming too stuffy and 
corporate. 
Changes like these can cause employees to worry 
that the company is losing sight of its "startup" 
mentality, becoming too stuffy and corporate. But 
this is a natural—and necessary—growing pain for 
any successful startup. And getting through it 
successfully means recognizing that there were 
"processes" from day one, and growing simply 
requires articulating them so larger numbers of 
people can repeat them. 
 
Structure isn't a bad thing 
The truth is that formalizing those processes doesn't 
need to force an upset. Don't impose management 
rules just because companies of a certain size are 
"supposed" to do that. By the same token, don't 
cherry-pick any procedures from outside your 
organization that you don't need to. Instead, look at 
the organic patterns that have emerged among your 
own teams and build on those. Do lunch meetings 
with senior leaders take place naturally? Great—try 
setting up a a "lunch-and-learn" mentorship 
program. Do managers already give feedback in real 
time, and is it working? If so, why would you ever 
want to replace that with a monthly review? 
 
 

 
 
 
 
 
 
 
Early on, startups tend to have a more collaborative 
power dynamic. People share resources and 
knowledge, and a pecking order falls into place 
organically as a result of their relative expertise. As 
you hire more people, though, this dynamic 
changes. Roles become more specialized, and 
smaller teams develop around particular functions. 
When this happens, it’s time to develop a clearer 
structure. 
 
But structure isn't always the death of a work 
culture that's grown up enough to need it. It simply 
means clarifying things like compensation 
packages, titles, and who’s responsible for making 
which decisions. All of these can be sensitive topics, 
but that doesn’t mean you can avoid them. On the 
contrary, by creating a thoughtful structure that 
reflects how your company already operates, you’re 
giving your teams the power they need to continue 
executing in ways that have already proved 
effective. 
 
Structure isn't always the death of a work culture 
that's grown up enough to need it. 
 
Hire for culture 
Not long ago, organizations used to value 
candidates from elite schools and specialized 
majors, but many companies today care more about 
experience and mind-set. At plenty of startups, 
mine included, the specifics of your degree matter a 
lot less. Most engineering candidates, for instance, 
have studied computer science, but in today’s 
environment, a computer science degree has an 
increasingly short shelf life. It's sometimes better to 
look at a candidate’s attitude and their body of 
work, which can be the better metric for whether an 
applicant is a good fit for your culture at time of 
growth. 
 
At early-stage startups, founders and team leaders 
drive the hiring process, conducting interviews and 
recruiting interns on top of their regular duties. 
Once a company reaches a certain size, though, that 
falls to an HR team. Processes once based on a 
handful of leaders' intuition become a matter of 
tribal knowledge. This transition can be tricky. But 
here, too, the process is already there. All it really 
takes is communication. Have HR folks talk with 
individual team leads to find out what qualifications 
they need, or invite them to sit in on team meetings 
to get a feel for the personalities that thrive there 
already. 
 
Just because a dedicated hiring team is taking over 
the mechanics of that process doesn't mean looping 
others out. Leaders in particular should remain 
active, making appropriate introductions and 
injecting a personal touch in order to attract top 
candidates—all while conveying and preserving 
your work culture. 



Values that let you adapt 
Early on, it’s essential that you decide the values 
and rules you and your team are going to abide by. 
Do you embrace the "work hard, play hard" 
mentality? Are late nights encouraged? Is social 
media allowed at work? Is transparency 
championed in leadership? Is competition friendly 
or fierce? Unless there's something deeply worrying 
about your work culture that needs correcting, just 
articulate the values that are already present in your 
teams' behaviors. After all, that's what your work 
culture will emerge from and rest upon as you grow. 

As you add new people to the mix . . . in a changing 
market, your culture will evolve. 

Yet for much the same reasons, it's important to 
remember that your values aren't static. As you add 
new people to the mix and develop a better 
understanding of your company’s niche in a 
changing market, your culture will evolve. So don't 
try to hire people who represent the perfect fit right 
now. Instead, think about where your company is 
headed, then look for people who will draw your 
culture in that direction. 

Growing a company is messy. But if you build off 
the processes and values that already exist in your 
company's early days—and give them a structure 
that lets you adapt—you'll find yourself on a strong 
footing for years to come. 

________ 
Source: 
http://www.fastcompany.com/3056393/lessons-learned/the-
surprisingly-simple-rule-that-helped-me-scale-my-companys-
culture 



 





Why Change Management is 
Important 
Carlos Casanova 
 
 
Change management is a vital aspect of how 
successful organizations operate because it is a form 
of a control valve for modifications to the 
environment that, in some way, impact business. 
 
As technology has become ubiquitous in the daily 
operation of any business, it is ever more important 
not to underestimate the value that a formal change 
management process brings to an organization. 
 
The concept of change management existed many 
decades before the development of information 
technology. Just look at early production lines and 
how they operated, consider how ‘modifications’ to 
the products on those lines were introduced. Do you 
think that Henry Ford allowed a mechanic to enter 
the Model-T production plant and change the size of 
screw on the engine-mounting block because he felt 
like it, or thought it would be better? No, of course 
he didn’t. Nor should we allow the Server 
Administrator to log into a production server and 
modify settings without proper assessment of risk, 
approval by business owners, planning for failed 
implementation and full documentation of the 
details of the modification. 
 
Change is about business outcomes 
IT has, at times, lost sight of the fact that it does not 
implement technology for itself. It implements 
technology for some ‘business outcome’ that the 
organization needs in order to be viable and 
competitive. If IT takes the approach that it ‘knows 
better’ and it ‘isn’t a big change’ without taking into 
account what the business needs and how a failed 
implementation might negatively impact the 
organization, then it may be eliminated or 
outsourced. 
 
If the organization permits this cavalier attitude, 
then it may find itself losing market share, or worse, 
it may have to close its doors because it could not 
deliver products to consumers in a reliable and 
affordable manner. Regardless of industry or 
product, everyone wants to acquire and consume 
products or services with the least amount of hassle 
possible. If your organization can’t do that, then 
someone else will. 
 
Looking deeper 
Let’s look a little deeper into why change 
management is so important and how it benefits the 
business. 
 
With a growing dependency on data, nearly every 
business has become a slave to its ability to access 
information whenever and however it needs. 
Without access to data, a business could become 
frozen and unable to operate. Depending on the 
business’ industry, this could lead to regulatory and 
compliance violations, lawsuits and even loss of life. 
 
 

 
 
 
 
 
 
Imagine, for instance, that you are the IT Director 
for a national grocery store retailer and it is 
November 1. For months, your server 
administrators have wanted to migrate some 
servers from the old operating system to a newer 
version. They have been unable to do so because the 
workload throughout the summer months was too 
great, and they could never add these migrations to 
the schedule. 
 
After a series of meetings to discuss the migration, 
your business partners have given you the approval 
to plan the server migration; however, before 
executing the migration, your business partners 
have asked you to perform some tasks. 
 
Risk Impact Assessment  
Your business partners want to understand exactly 
what servers are affected by the migration. They 
have asked you to detail for them all the systems 
that run on these servers and which ones are 
directly impacted by the changes in the operating 
system. In addition, they want to know what 
systems in the enterprise leverage and/or 
communicate with those servers so they can 
understand what kind of secondary or tertiary 
impacts there might be. 
 
These downstream and upstream impacts are the 
most difficult to assess, because you need to 
understand fully how these various systems work, 
the data they might share and the business process 
cycles to which they are tied. Understanding the full 
upstream business impact is where configuration 
management plays a major role. Change 
management is limited in its ability to perform a 
comprehensive impact assessment without 
configuration management. If you want to learn 
more about configuration management, then I 
suggest you read the book The CMDB Imperative by 
Carlos Casanova and Glenn O’Donnell. It does an 
excellent of job describing the full capability. 
 
________ 
Source: 
http://allthingsitsm.com/why-change-management-is-important-
part-one/ 
 





Why Employees And 
Management Have Such 
Different Ideas About Company 
Culture 
Lydia Dishman 
 
 
Culture. Although the word is as battered as a 
corporate buzzword can be, at its core, workplace 
culture can actually make or break a business. Case 
in point: An expose of the Volkswagen emissions 
scandal suggested that the company's culture, which 
was influenced by its history and challenging 
leadership styles, may have encouraged employees 
to cheat. Sales plummeted as a result. 
 
On the flip side, Netflix’s culture, which is based on 
trust and autonomy, is propelling the video service’s 
revenues to new heights, even as it shifts into a new 
business model. 
 
Yet while most agree that culture is integral to 
success, a new survey reveals that there’s a big 
difference of opinions in what drives it. The latest 
installment of the Employee Engagement Lifecycle 
Series titled "Who's the Boss of Workplace 
Culture?" from the Workforce Institute at Kronos 
and WorkplaceTrends, shows that human resources 
professionals, managers, and employees aren’t in 
agreement over who drives culture, what's 
important to creating a great one, and what can 
destroy it. 
 
This isn't too surprising, given that a previous study 
from Workplace Trends revealed a startling 
disparity between what managers and workers 
think about work-life balance. (Hint: Management 
thinks everyone has work-life balance, but 
employees want more flexibility.) 
 
To get these latest results, more than 1,800 U.S. 
adults were given an online questionnaire on 
various aspects of workplace culture and employee 
engagement. Among them, one-third were HR 
professionals, another third were people managers, 
and the final third were full-time, non-managing 
employees. 
 
Who is defining culture? 
The first area the three groups disagreed on was 
who was in charge of defining a company’s culture. 
HR considered themselves at the helm, with about 
one-third of HR professionals weighing in favor of 
their department setting the culture. Only 10% of 
managers and 3% of employees agreed with HR. 
 
Instead, 26% of managers tended to believe that 
culture was defined by the executive team, while 
29% of employees said they were in charge of 
defining culture. The latter opinion was most 
prevalent among millennial workers, 40% of whom 
felt that employees define the culture. Another 28% 
of employees (of all ages) believe that no one 
defines workplace culture. 
 
 

 
 
 
 
 
 
 
 
 
This is an indication of an evolving view of 
workplace culture where employees feel they have 
more power, the analysts say. Dan Schawbel, 
founder of WorkplaceTrends, says, "Each 
generation changes the workplace as they rise up 
the ranks, and millennials are making it clear that 
they believe the power to impact workplace culture 
lies predominantly with the people who do the 
work." 
 
What's most important? 
The disparity may be due to the fact that employees 
are at odds with managers and HR about the most 
important attributes of culture. Fifty percent of staff 
said that compensation was a key ingredient to 
company culture. Forty-two percent replied that 
"coworkers who respect and support one another" 
were crucial to culture, and 40% cited work-life 
balance. 
 
Staff were most likely to cite pay at the top of the 
list, but only 29% of managers thought pay would 
be a top concern for how employees view workplace 
culture. 
HR professionals didn’t share these views at all, 
guessing instead that the top three culture 
attributes that matter most to employees were 
"managers and executives leading by example," 
"employee benefits," and "a shared mission and 
values." Managers cited "managers and executives 
leading by example," "a shared mission and values," 
and "emphasis on taking care of our customers" as 
top factors for employees. Only a quarter of HR 
professionals and 29% of managers thought pay 
would be a top concern for how employees view 
workplace culture. 
 
Joyce Maroney, director of the Workforce Institute 
at Kronos, tells Fast Company it’s "frankly 
alarming" to see such a wide gap between how 
employees view and experience workplace culture 
versus their managers and HR professionals. But 
she’s hard-pressed to explain why HR and 
managers can be so far off base regarding what 
matters most to employees. 
 
"Nearly every survey about why people quit 
identifies pay and the manager-employee 
relationship as top reasons for leaving a company," 
she explains. "Competitive pay and solid benefits 
are table stakes to win in today’s battle for talent." 
Maroney says HR and senior leaders should know 
this. Indeed, a recent report from Glassdoor found 
that 68% of workers said salary and compensation 
were top of mind when considering a new job. Still, 
she contends that’s why they are more focused on 
cultivating employee-manager relationships and 
rallying workers around a common mission to drive 
engagement.  



"Throw in coworkers who respect and support each 
other as another top great culture ingredient, and it 
boils down to one simple question for employees: 
Am I being treated fairly at work?" says Maroney. 

Fair, supportive, and less stressful 
As Maroney notes, employees rank being treated 
fairly in a supportive environment as a culture 
booster—but a lack of that is a killer. Staff 
respondents reported that "not having enough staff 
to support goals," "unhappy/disengaged workers 
who poison the well," and "poor employee/manager 
relationships" were major stumbling blocks to 
maintaining a positive workplace culture. 

For HR and managers, stress and company growth 
had the most negative impact on culture. Although 
they aren’t in agreement with staff needs, the 
survey's analysts recommend that the two can work 
together. "These findings indicate that HR and 
managers might be able to reduce the perceived 
stress their work environment causes by focusing on 
hiring the right people, appropriately staffing, and 
ensuring managers have the proper management 
training to help their teams thrive," they write. 
______ 
Source: 
http://www.fastcompany.com/3057882/lessons-learned/why-
employees-and-management-have-such-different-ideas-about-
company-culture 
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Nine Methods For Embracing 
Uncertainty 
Ariane De Bonvoisin 
 
 
Change is the word of the year and of the decade—
and never before has it been more certain than for 
the entrepreneur. It is not uncommon for 
everything in your business to be modified: the logo, 
the website, the revenue model, the brand, the 
team…. Getting good at change is the most 
important skill to develop, yet, we’ve never really 
been taught how to manage it. So, are there ways to 
make it any easier? 
 
I became fascinated with this question about 10 
years ago after working with several startups from a 
vice-chair and advisory-board perspective, and 
realized that everybody one meets is either facing or 
thinking about change. I have interviewed more 
than a thousand people and heard very common 
phrases from entrepreneurs: "Change is hard," "I 
hate change," "I’m not good at change," "I feel 
alone, I don’t know what to do now." Typical 
excuses included: being too old or too young; not 
having the skills or the time; not having the money; 
not knowing where to start. 
 
And yet, we all know those who seem to do just fine 
when change comes along. So how are these people 
able to navigate change successfully while others 
simply get stuck? 
 
I developed the following nine principles from my 
research that formed the basis of my book, The First 
30 Days: Your Guide to Making Any Change Easier. 
They apply to you as a future or existing business 
owner, but also in other areas of your life: your 
relationships, your finances, your health, and your 
family—all of which have a huge influence on how 
you show up as an entrepreneur. 
 
1. Stay positive and choose your beliefs 
Your beliefs shape your reality and your world: 
beliefs about yourself, what you’re good at, your 
inner dialogue about being a founder, speaking in 
public, taking a risk, creating a product and 
launching it, etc. Next, there are beliefs about life: Is 
it on your side, conspiring for good, or are you 
unsafe with no net below to catch you? Beliefs about 
raising money, hiring people, or being successful 
are the foundation of how you will navigate change 
in your business. Cleaning up some of these beliefs 
will rewire what you believe about running your 
own business. People who are good at change are 
optimists at their core. 
 
2. The change guarantee 
This states that, "From this situation, something 
good will come." Write this down somewhere you 
will see it often. Write it in your office for others to 
see. We are all obsessed with what to do with our 
startup. Instead, be obsessed with your attitude, 
how you show up—especially in the midst of change. 
Characteristics of people who are good at change 
include being open-minded and willing to try 
anything; being in a state of  
 
 

 
 
 
 
abundance, not scarcity (there are more clients, 
more investors, more money to be made etc.); they 
are not focused on the past (the deal they did not 
get or the bad decision they made); they do not 
compare themselves to others; they do not play the 
"poor me" game (how unlucky they have been); and 
they keep a sense of newness and momentum. We 
all know of entrepreneurs who failed with their first 
or second company and then boom! Something 
better came out of this and they were ultimately 
successful. 
 
3. The change muscle 
You have a part of yourself that is much more 
resilient and better at change than you have ever 
thought. Every business has a change muscle. On a 
scale of 1 to 10, how strong is your business’s ability 
to go through change? You personally have been 
through dozens of changes already and need to 
acknowledge those: You left a safe job, raised some 
money, built a website, hired or fired people... Look 
at how you have typically dealt with change in the 
past. Even though the change you are facing now in 
your business may be different, you are not coming 
naked to the change party. You already have a 
toolbox of go-to strategies that work for you. 
 
4. Meet the change demons! 
People who are good at change are very human; 
they make mistakes, they feel their emotions, but 
know how to move past them. The top three 
"change emotions" that are guaranteed to make an 
appearance are Fear, Blame and Doubt. Others are 
Impatience, Guilt, Shame, Anger, etc. Which is your 
dominant one right now? Bring it out of your blind 
spot so that it does not have as much control over 
you. Find the emotion that is stronger—for example, 
instead of blaming someone for the major mess-up 
that happened, how can you take responsibility for 
fixing it? 
 
5. Accept change 
Change itself is not the hard part; resistance to the 
change is. As well-known self-enquiry author Byron 
Katie says, "When I argue with reality, I lose—but 
only 100% of the time!" Go in the direction of the 
river. As entrepreneurs, we are constantly trying to 
have things go our way. Become very mindful of 
what the market and the people around you are 
pointing toward, even if it is really difficult for you 
to accept. 
 
Ask yourself these three questions for successful 
business change: 
What do you need to stop resisting? (e.g. changing 
the business model) 
What do you need to get honest about? (e.g. your 
overspending) 
What are you avoiding? (e.g. firing someone you 
know is not working out) 
 
 
 
6. You can’t control everything 
Do not try and control other people. Instead, 
control your language and the words you use; 



"difficult", "nightmare", "this is killing me", "worst 
day ever" are not going to help your situation. 
Control and change the stories you have: about your 
team, South Africa, your competitors, what you are 
weaker at. Control the questions you keep asking 
yourself—go from "Why is this happening?" to 
"How can this be a good thing? Who can help me?" 
Your inner state is the only thing you really can 
control. 

7. Believe in something greater, and in
helping others 
Power moves through those who serve. Focus your 
business on ways that contribute and add value. 
People will pay you for things that help them. More 
and more entrepreneurs are taking care of their 
inner world, meditating, journaling, being in 
nature—in doing so, they are finding this intangible 
part of themselves they can always rely on. Only 
when you do this will you realize you are able to find 
creative solutions to what is needed. 

8. Create your Change Team
The worst thing we tell ourselves is that we are 
alone; we are the only one going through this; no 
one else has had such a hard time. So, who are the 
top five people with whom you spend the most 
time? They are the ones who have a huge influence 
on you and your business. Are they positive? Are 
they excited for you? Are they qualified to help? Get 
around other entrepreneurs. Be honest and specific 
about what is  

going on; only then can you get people to help. Who 
needs to be on your Change Team? A financial 
person? A tech geek? One new person can take your 
idea or business in a radical new direction. 

9. Take action
The most important action an entrepreneur needs 
to take at any stage of the business’s growth is to 
take care of themselves, their energy, and their 
health. This is your fuel. Have you made this a 
priority? Without energy, change will be 
overwhelming. With a calm, rested body and mind, 
solutions always appear. 
When it comes to action, it is the small changes that 
create the bigger results, over and over. Little things 
are not little for the entrepreneur—they are 
everything. If something does not work, continue 
changing your approach. Do not simply think about 
it—get on the court and try it. You will get feedback 
very soon. 

In short, focus on the change you are in the midst 
of, or which you know you need to make. Businesses 
that do not pay attention to change will not be 
around for very long. Next, scan the aforementioned 
principles and see which can most help you navigate 
this change. Change is not a bad thing, not 
something to wish away. It is merely life calling you 
to be more, to have your business be more, and to 
be more successful in the end. 

_______ 
Source: 
http://www.fastcompany.com/3056779/lessons-learned/9-
methods-for-embracing-uncertainty 



 





How To Deal With Irrational 
People In Business 
Chris Myers 
 
 
In business, you get to interact with a lot of unique 
personality types. Some people are characterized by 
ambition while others are motivated by a higher 
calling to make a difference in the world. I’ve found 
that more often than not if you can identify what 
drives an individual on a personal level, you can 
find a way to work with them to achieve your goals. 
However, we’ve all been in situations where this 
doesn’t hold true. Sometimes, people’s behavior 
doesn’t seem to be motivated by identifiable, logical 
thought. Sometimes, people are simply irrational. 
 
Learning to deal with irrational people is a 
particularly important skill for entrepreneurs and 
leaders as challenging behavior has a tendency to 
manifest itself along the entrepreneurial journey. 
While managing such behavior isn’t easy, it can be 
done and when it comes to dealing with difficult 
personalities and irrational behavior, three simple 
lessons stand out. 
 
Be empathetic 
First and foremost, it’s important to stop and 
recognize that everyone, including yourself, can act 
irrational and crazy at times. The reality is that 
there are many factors that influence our behavior 
in tense situations, and more often than not people 
on the other side of the table are only privy to the 
most obvious. Personal issues, private stresses, and 
unseen anxieties influence our behavior, for better 
or worse. The most important step to successfully 
manage someone acting irrationally is to start with 
empathy. 
 
An empathetic response can instantly diffuse a 
rapidly escalating situation. Begin by recognizing 
the other person’s feelings as valid, without 
condoning or commenting on them. The last thing 
that an irrational person wants to hear is that their 
beliefs or emotions are wrong. They may be 
misguided and factually incorrect, but they’re still 
very real to the person experiencing them. 
Interactions take a turn for the worse when you 
push back on an irrational person, causing them to 
double down on their position and fight back. 
 
Identify triggers 
It’s easy to use blanket statements and write 
someone off as “crazy” or “clueless,” but the truth is 
that irrational behavior ebbs and flows. Some 
people may be more susceptible to it than others, 
but ultimately everyone experiences it at different 
points. The behavior is often brought on by 
situational or emotional triggers in interactions. 
Learning to identify and manage these triggers is 
the second step to successfully dealing with tough 
situations. 
 
To identify triggers in others, you must first identify 
the situations that trigger negative responses in 
your life. Self-awareness is the key to connecting 
with others and earning their trust. If you know that  

 
 
 
 
 
 
a team member or partner responds particularly 
poorly to something like difficulties with investors, 
make sure that you carefully manage those 
interactions. This doesn’t mean that you should 
hide the truth from people; far from it. Instead, just 
recognize that the situation will trigger an irrational 
response and ease into it. Help the other person put 
things in context, and go into the interaction 
knowing that it’s going to be difficult. Knowing what 
triggers a negative response helps you to prepare 
ahead of time, keep your cool, and remain 
empathetic. 
 
Be vulnerable and try to make a connection 
One of the worst mistakes that you can make when 
dealing with an irrational person is to be combative. 
Fighting and trying to prove that you’re right in 
these situations is a losing battle and one that will 
likely result in a scorched earth outcome. Resist the 
temptation to fight, even when the other person is 
clearly in the wrong. Instead, do your best to be 
vulnerable and connect with the rational person on 
the inside. 
 
You’re not always going to win, but I’ve learned that 
you can remain strong and committed to an ideal 
while still being empathetic, vulnerable and open. 
The ability to talk someone down from the ledge, so 
to speak, is a skill that every leader needs to 
cultivate. It all stems from sincerity and the 
confident belief in the value of others. Only by 
appealing to their better nature can you make a 
meaningful connection with an irrational person 
and reach your mutual goals. 
_______ 
Source: 
http://www.forbes.com/sites/chrismyers/2016/03/05/how-to-
deal-with-irrational-people/2/#3a56b6915248 
 





If You Really Want Feedback 
Then Make It Comfortable For 
Others to Give It 
Amy Rees Anderson 
 
 
The only way any of us can know all of the areas we 
can improve on is if we are open to feedback from 
others. As Bill Gates said, “We all need people who 
will give us feedback. That is how we improve.” But 
the only way we will get the valuable feedback 
available from others is if we create the atmosphere 
that allows others to be comfortable giving it. 
 
Giving feedback to someone on areas they can 
improve is already uncomfortable for the person 
who is going to give it. It’s never fun for anyone to 
deliver news to someone that they know might 
cause the other person to be upset or feel badly. Too 
often people just hold back giving anything but the 
positive feedback to others because they don’t want 
to feel that level of discomfort that comes from 
offering suggestions on how to improve.  But sadly, 
if people don’t share those suggestions then the 
other person will miss out on the opportunity to 
improve and become the very best they can be. 
 
That’s why the onus lies on the shoulders of the 
person who is asking for feedback to create an 
atmosphere that lets people feel comfortable 
sharing it.  They can do that by showing they are 
truly open to suggestions by listening intently while 
the other person speaks and then really considering 
what the other person is saying without jumping to 
conclusions or shutting them down. The second the 
person seeking the feedback gets defensive or cuts 
the other person off they will shut them down from 
talking further and thus the valuable feedback 
doesn’t get heard and the ability to improve is 
hindered. 
 
Not only does it shut down the person who was 
trying to give feedback, it makes everyone else  
observing the situation also stop and think twice 
before opening their own mouths with feedback in 
fear they too will be rejected, or even worse, made 
to feel disrespected. The chances of any valuable 
feedback coming forth in those scenarios becomes 
nil…by that point it just ain’t gonna happen… 
 
On the flip side we can all appreciate that taking 
feedback from others is hard, especially if you are 
asking for feedback on something you have worked 
really hard on and have emotionally exhausted 
yourself with before you even begin asking for 
feedback. That’s why all of us, before we ever ask for 
the feedback to be given, have to take an emotional 
step back and really gear ourselves up to be open to 
hearing what others are going to tell us. It might 
even take a little coach pep talk with yourself in the 
bathroom mirror before you walk into the meeting 
– look yourself in that mirror and go all Vince 
Lombardi-ish on yourself saying,  “We want this 
feedback. We need this feedback. We are going to go 
in there and show them that we are listening to their 
feedback and that we appreciate it, even if it hurts a  

 
 
 
 
 
 
 
 
little to hear it, because that is how we are going to 
ultimately become the best we can be. We can do 
this!!!” It may sound silly, but sometimes that’s 
exactly the kind of thing we have to do to help 
ourselves get into the right frame of mind, and if 
doing it helps us to create that atmosphere that will 
generate feedback, then I say do it! 
 
Ken Blanchard said, “Feedback is the breakfast of 
champions.” So if you want to enjoy the pancakes 
and eggs, invite people to the table, create an 
atmosphere that allows them to share, and truly 
enjoy the meal. 
 
________ 
Source: 
http://www.forbes.com/sites/amyanderson/2016/02/23/if-you-
really-want-feedback-then-make-it-comfortable-for-others-to-
give-it/#41fd790175d5 





Overcome The Five Main 
Reasons People Resist Change 
Lisa Quast 
 
 
A career coaching client, newly promoted into a 
management position, called me to discuss a 
situation at work. “We had to reduce expenses 
within the company so I made some changes in the 
organizational structure of the department by 
consolidating a few positions, putting several 
projects on hold, cancelling one project, and letting 
a few people go,” she explained. “I didn’t think it 
would be any big deal, but some employees in the 
department are acting like I’m as ruthless as Attila 
the Hun. Several are avoiding me and a few have 
become downright hostile in their attitude towards 
me. I don’t understand why they’re acting this way.” 
 
Leadership is about leading, but it’s also about 
implementing change, as my client found out. While 
many people like to joke that the only constant in 
business is change, change has an interesting way of 
affecting people that can often result in resistance. 
This resistance can range from fairly subtle, such as 
avoidance or passive aggressive behavior, all the 
way to outright defiance, hostility, and sabotage. 
The best way to avoid resistance to change? Seek to 
uncover potential resistance prior to implementing 
change. 
 
What my client didn’t realize is that she wasn’t just 
a manager, she was also an implementer of change 
within the department. According to Rosabeth Moss 
Kanter, Professor of Business Administration at 
Harvard Business School, “The best tool for leaders 
of change is to understand the predictable, 
universal sources of resistance in each situation and 
then strategize around them.” 
 
Prior to making changes that will affect others, it’s 
important for managers to carefully think through: 
1) what the specific changes include, 2) who the 
changes will impact, 3) how it will impact them, and 
4) how they might react (understanding reasons 
why people might resist the changes). Knowing this 
information makes it easier to create a plan of 
action for a smooth implementation of the changes. 
 
Let’s look at my client’s situation using this 
process: 
What the specific changes include: In this 
case, the changes involved re-structuring the 
department, consolidating numerous positions, 
laying off several employees, cancelling one project, 
and putting several other projects on hold. No small 
changes, indeed! 
 
Who the changes will impact: Mainly all of the 
department employees, but the changes could also 
impact other stakeholder groups, such as if any of 
the projects cancelled or put on hold include cross-
functional team members from other departments. 
 
 
 
 

 
 
 
 
 
 
How the changes will impact them: The 
biggest impact is to the employees being laid off, as 
there will be both emotional and financial impact. 
Employees whose jobs will change could also have 
emotional and financial implications, although to a 
lesser extent. Employees’ job tasks will change for 
those whose projects were put on hold or cancelled. 
Finally, there will be an emotional impact to 
everyone in the department, whether or not they are 
directly affected by the changes. 
 
After analyzing this information, the next 
step is to look at what I’ve found are the 5 
main reasons why people resist change: 
 
Fear of the unknown/surprise: This type of 
resistance occurs mainly when change is 
implemented without warning the affected 
stakeholders before the change occurs. When 
change (especially what is perceived as negative 
change) is pushed onto people without giving them 
adequate warning and without helping them 
through the process of understanding what the 
change will include and how their jobs/work will be 
affected, it can cause people to push back against 
the change due to their fear of the unknown. 
 
Mistrust: If the individuals in a department highly 
respect their manager because the manager has 
built up trust over a period of time, the team will be 
more accepting of any changes. If the manager is 
new and has not yet earned the trust of their 
employees (like my client), then mistrust can 
manifest itself into resistance to change. 
 
Loss of job security/control: This type of 
resistance often occurs when companies announce 
they will be restructuring or downsizing. This 
causes fear among employees that they will lose 
their jobs or be moved into other positions without 
their input. 
 
Bad timing: As the old saying goes, “Timing is 
everything”. Heaping too much change on 
employees over a short period of time can cause 
resistance. If change is not implemented at the right 
time or with the right level of tact or empathy, it 
usually won’t work. 
 
An individual’s predisposition toward 
change: Differences exist in people’s overall 
tolerance for change. Some people enjoy change 
because it provides them with an opportunity to 
learn new things and grow personally and 
professionally. Others abhor change because they 
prefer a set routine – these are usually the people 
who become suspicious of change and are more 
likely to resist. 
 
Bottom Line: Take the time to understand 1) what 
the specific changes include, 2) who the changes 



will impact, 3) how it will impact them, and 4) why 
they might resist the changes. 

Being aware of the reasons people resist change will 
help you implement change with fewer issues. 
Eliminate fear of the unknown by letting affected 
groups know there will be changes coming. Avoid 
mistrust and the feeling of loss of control by getting 
others involved in the changes before they occur 
and asking them to offer input and feedback. 
Prevent bad timing by providing a clear vision and 
reason for the changes along with a timetable or 
schedule of what to expect and when to expect it. 

Implementing change is never painless, but it can 
be a lot less painful for everyone when it is done 
with empathy and compassion after thorough 
analysis, planning, and strategizing. 

_______ 
Source: 
http://www.forbes.com/sites/lisaquast/2012/11/26/overcome-
the-5-main-reasons-people-resist-change/#1368607a3393 



 





The power of constructive 
disagreement 
Tim Lambert 
 
 
Let's be clear: disagreement and challenge are 
healthy activities. Without them, teams are denied 
innovation and progress. And while not all 
discussions end acrimoniously in disagreement, too 
many of them do. 
 
Where disagreement becomes unhealthy is when it's 
based on mix-ups and misunderstandings. In these 
situations, it becomes a poison that threatens to 
destabilise teams and relationships. 
 
When this happens, it seems that statements which 
sound perfectly reasonable, rational and right when 
voiced, get lost in translation by the time the 
receiver hears them. 
 
The resulting discussion is based on an ever-
widening gap of opinion, cross-purposes, and 
polarisation of views - usually about the other 
person! Both parties believe they are right which, by 
a process of elimination, must mean that the other 
party is wrong. 
 
Wouldn't it be great if people could just 'get it!' 
when we spoke to them? Why do they seem so 
incapable of understanding our point of view? 
Aren't we being clear enough? Do we have to spell it 
out? Why are they so stupid when I am so clever?! 
 
These questions of frustration are ones we have 
probably all asked ourselves from time-to-time, and 
we have searched for answers. 
 
Maybe they don't care. They don't respect what I 
have to say, so they wait for me to finish speaking (if 
I'm lucky) before putting me straight. 
 
Maybe they are stupid, or worse, they are being 
deliberately obtuse. Maybe it's a game they play 
with me, to wind me up, because they know it's an 
easy button to press. [This is my voice of paranoia.] 
And in my more creative moments I might imagine 
that some invisible force is taking my words and 
manipulating them before allowing them to filter 
through the consciousness of the person I am 
talking to. It's like some great ethereal conspiracy; 
something out there is deliberately toying with me, 
foxing me just because it can! [This is my voice of 
psychosis!] 
 
Of course, there is always another explanation, and 
one that gives us a fighting chance of bringing about 
a positive change. I suggest that maybe we have not 
created the right conditions for people to be 
receptive to what we have to say. 
 
It's not black and white 
Perhaps we have become so used to adversarial 
conversations through our political and legal 
systems that we have forgotten how to generate 
proper  
 

 
 
 
 
 
dialogue. Maybe our schooling has placed a 
disproportionate emphasis on winning and losing, 
instead of on teamwork, collaboration and creating 
win-wins. 
 
And this means that over time we have become lazy. 
We have developed bad habits that we have found 
hard to kick, so we haven't properly tried. And 
maybe it's easier to think "They're stupid, I'm 
clever!" and live with the frustration of friction. 
 
How often have you heard someone start their 
response to something you have said with the 
words: "I disagree" or "You're wrong"? Perhaps they 
have gone further: "You must be joking!", or "That's 
rubbish!" (Or substitute 'rubbish' for even more 
colourful and provocative language.) Maybe you 
have used these words or some like them yourself. 
It's the verbal equivalent of the pointed finger, and 
the effect is both powerful and destructive. "I 
disagree" can be as lethal as a bullet in the way it 
kills the other person's point of view, and as sharp 
as a knife in the way it slices through their right to 
have or express such an opinion. 
 
As such, it does not earn you the right to receive a 
fair hearing in return. It diminishes any chance you 
have of being understood because, quite frankly, 
they have stopped listening. If you want to force 
someone into an oppositional state, tell them you 
disagree with them, or that they are wrong. The 
effect can be to polarise their opinion still further 
and to seek more justification for having it. In 
effect, they have more of a vested interest to prove 
themselves right, and you wrong! And you return 
the favour by doing the same. 
 
Confusion, cross-purposes and conflict are created 
when we stop listening. In our rush to destroy the 
other person's argument, we often fail to take time 
to understand their position or explain ours. The 
result is that great ideas are lost, and the adage that 
'two minds are better than one' becomes more like 
'knocking two heads together'! 
 
But there is a better way. 
 
A better way to disagree 
 
What happens if we delayed the statement "I 
disagree" and preceded it with an explanation? 
What about trying to understand where our 
colleague is coming from rather than following our 
urge to tell them where they should be going? And 
what about using the alternative viewpoints as an 
opportunity to evaluate a situation in 3 rather than 
2 dimensions? 
 
The point is not necessarily to reach a consensus or 
to win the other person over to your position, but to 
have meaningful dialogue based on mutual 
appreciation of the facts and information that each 
position is based on. So, imagine what would 



happen if the next time you found yourself 
disagreeing with a colleague you tried something 
new. Instead of saying "I disagree with you" 
followed by an attempt to explain your reasons (to 
deaf ears), try explaining your position first, 
followed by the statement, "That's why I disagree 
with you on this point". 

You can play around with a form of words that 
seems right for you. Here are some examples: 

"I'd just like to explain how I currently see the 
situation and why I see it this way at the moment." 
[Provide your rationale and explanation]. "That's 
why I have difficulty accepting your position. " 

"I'm interested in exploring some of the facts and 
data that seem to have got us to this point." 
[Provide your rationale and explanation]. 
"Therefore, I see things a bit differently to you at the 
moment". 

"I'd like to explore your idea further. Before I do 
that I'd like to offer an alternative view." [Do so] 
"The data we currently have leads me to favour this 
alternative view. Can we discuss where our 
differences lie?" 

If you are feeling particularly collegiate, you can 
advance to the next level and minimise still further 
your emphasis on the disagreement, by focusing on 
working up a shared solution. 

So you have a choice. You can do what you've done 
in the past and begin with the bold statement, "I 
disagree". This will succeed in getting the other 
person's back up, and encourage them to be equally 
dismissive of you. 

Or you can try a different approach which might 
allow you to break the deadlock, establish the true 
picture, and at least receive a full hearing. Isn't that 
more worth having than friction burns? 

________ 
Source: 
http://www.management-issues.com/opinion/6097/the-power-
of-constructive-disagreement/ 



 





Three Unconventional Ways To 
Get Ahead At Your Company 
Jacob Morgan 
 
 
As much as we keep hearing about the gig and 
freelancer economy, the reality is that most of us 
still have full-time jobs and at least for the 
foreseeable future this won’t change. This means 
that for most of us we still want to know how to 
succeed and thrive in the jobs and roles that we are 
in. However, most of the pieces of advice we hear 
about recommend things like making your manager 
look good, taking on extra work, trying to become 
friends with others, and the like. Instead, I want to 
propose a few non-conventional yet powerful 
approaches that employees can use to get ahead at 
work. 
 
If your company has internal social media or 
collaboration tools, use them 
In the world of social media many people have been 
able to build businesses for themselves and gain 
recognition as being a thought leader. In fact, I took 
this very same approach myself years ago when 
social media first became popular. This led to all 
sorts of great opportunities such as book deals and 
speaking engagements. However, if it wouldn’t have 
been for these social tools and platforms then 
chances are that I wouldn’t be contributing to 
Forbes. These same social tools that we use in our 
personal lives now exist inside of our organizations. 
All sorts of collaboration tools and internal social 
networks enable employees to build this same type 
of thought leadership amongst their peers, 
managers, and co-workers. Start an internal blog, 
participate in internal group chats and discussions, 
and be all over that internal social network and 
collaboration tool if your company has one. You will 
get recognized for your contributions and become 
much more visible in your company which will lead 
to greater opportunities. 
 
Volunteer for any beta programs 
Oftentimes organizations have beta or pilot 
programs around various initiatives. For example 
when trying to eliminate annual employee reviews 
an organization might first test this idea among a 
small group of people. These pilots might be for new 
technology implementations or new organizational 
design principles. Whatever the beta program might 
be, sign up to get access to it and participate. Not 
only will you get the experience of understanding 
what might be coming down the road but you will 
also get the visibility of being a part of something 
new. Don’t just participate but share, collaborate, 
communicate, and add value where you can. 
 
Learn how to learn 
This is perhaps the most consistent theme that 
comes up during my conversations with chief HR, 
talent, and people officers. To be the smartest 
person in the room all you need is a smartphone. In  
 
 
 
 

 
 
 
 
 
 
that type of environment what separates you from 
everyone else is your ability to learn new things and 
to apply the new things you learn to various 
scenarios and situations. Whether you are in 
marketing or IT, HR or finance, it doesn’t matter. 
Regardless of the job you’re in, that job will change. 
New technologies will emerge and new approaches 
to doing your job will develop. Years ago if you 
studied marketing you weren’t taught social media, 
you had to learn it. To succeed in the future of work 
you have to be able to take your own personal and 
professional development into your own hands. 
Take courses online (that you might have to pay for 
yourself), attend events, reach out to peers, and do 
whatever you need to do to stay relevant. You can’t 
rely on your university or your organization to teach 
you everything you need to know to be successful. 
That part is up to you! 
 
_________ 
Source: 
http://www.forbes.com/sites/jacobmorgan/2016/0
2/18/three-unconventional-ways-to-get-ahead-at-
your-company/#2b5d70ec34d2 





Try Coaching Instead Of 
Managing When Employees 
Bring You Problems  
Mark Murphy 
 
 
We’ve all had the situation when an employee walks 
into our office with a problem they want us to solve 
(or dozens of problems they want solved). Maybe 
they walk into our office and say, “I need your help 
boss, that other division won’t respond to my emails 
about giving me the data I need to finish my report.” 
And then they stand there waiting for us to solve 
that problem. 
 
Why do employees bring us their problems? 
Occasionally it’s because they’ve tried everything 
else and they’re out of ideas. And that’s completely 
legitimate. But much of the time, it’s because we’ve 
trained employees that we solve their problems for 
them. And that’s because we’ve solved their 
problems so many times before. 
 
The irony here is that I regularly hear managers 
complain that their employees are “too passive” or 
“too reactive” or “they need to think for themselves” 
or “they don’t take enough initiative.” 
 
So I’m going to give you four phrases that will show 
you how coaching employees, instead of managing, 
can train your employees to start solving many 
problems for themselves. 
 
Whenever an employee brings us leaders a problem, 
especially one that we think we know how to solve, 
we have a decision to make: should we jump in and 
solve it ourselves (i.e. managing) or should we help 
the employee discover a solution that may be 
different than ours (i.e. coaching)? 
 
Many leaders choose the managing option; both 
because leaders often have a ready solution (even if 
it’s not perfect), and most leaders are type-A 
personalities that like to jump in and fix things. 
 
But when leaders choose the managing approach, 
they deprive their employees of the opportunity to 
grow (ironically guaranteeing that employees will 
keep pestering them for more ready-made 
solutions). And, leaders deprive themselves of the 
opportunity to see if  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
their employees can actually generate a solution 
that’s even better than the leader’s ready-made 
solution. 
Let’s imagine an employee comes into your office 
and says “I need your help boss, that other division 
won’t respond to my emails about giving me the 
data I need to finish my report.” Here are some 
possible responses… 
 
The manager might say: 
Darn it, well, let me call them directly and get them 
straightened out. 
 
The coach might instead say: 
 

• Well, tell me about what steps you’ve taken 
so far? 

• What are you thinking about doing next? 
• How is that the same or different from 

what you’ve tried before? 
• If Plan A doesn’t work, what might be a 

good Plan B? 
 

Notice how the coach uses lots of questions? That’s 
because the coach (like a great psychologist) is 
helping the employee analyze the situation and 
develop alternative strategies. 
 
This coaching approach has three benefits: 

 
1. The employee is developing and honing their 

critical thinking skills. 
2. The boss isn’t getting sucked into every little 

employee problem (what we often call ‘reverse 
delegation’). 

3. The employee is learning how to take 
initiative and be proactive. 
 

I’m not saying that a leader can never jump in and 
solve problems. But I am saying that there’s a lot to 
be gained by trying a little coaching vs. managing. 
The next time an employee brings you a problem, 
before you immediately jump right in and solve it, 
ask some questions. It’s ultimately less work for the 
leader (hooray!) and your employees may surprise 
you with some great and original ideas. 
 
______ 
Source: 
http://www.forbes.com/sites/markmurphy/2015/05/29/try-
coaching-instead-of-managing-when-employees-bring-you-
problems/#1d135c926098 





What Causes Uncomfortable 
Work Conversations And How To 
Avoid Them 
Mark Lukens 
 
 
In 2010, researchers at Harvard Medical School and 
the University of Boston found that the U.S. medical 
industry wastes over $12 billion per year thanks to 
inefficiencies caused by poor communication. 
 
You probably don't need a study to tell you why 
good communication is so important in the 
workplace, though. At best, it heads off conflicts and 
keeps everyone working together—productively and 
happily. Other studies (for good measure) have 
shown how communication plays a direct role in 
boosting employee satisfaction and avoiding 
burnout. 
 
Even trying to lighten the mood can do damage 
when it’s done wrong. 
So it follows that, at worst, bad communication can 
be a major source of stress, discomfort, and even 
employee attrition. But not all uncomfortable work 
conversations are necessarily bad—they might just 
signal that it's time to make some improvements in 
how your team members communicate with one 
another. Here's how. 
 
Creating positivity in a bad environment 
Unfortunately, poor communication is the norm in 
many businesses. Typical workplace conversations 
have been found to contain four times as much 
rehashing of past problems and assigning of blame 
as they do present-day and forward-looking 
solutions. This leads to an atmosphere of fear and 
tension, and increases the number of uncomfortable 
conversations employees are likely to have. Before 
long, a combative mentality pervades your office, 
preventing basic cooperation from occurring. 
 
Under these conditions, even trying to lighten the 
mood can do damage when it’s done wrong. 
Deliberately injecting humor might feel like a smart 
move, and mere light banter, to the person doing it, 
but it might make others bristle. Worse yet, trying 
to be the optimistic joker in a tense work 
environment can even make others suspicious that 
you're being manipulative. 
 
This isn’t to say that you shouldn’t crack jokes—far 
from it—it's just about knowing when the 
circumstances are conducive to having a chuckle, 
and when they aren't. 
 
Generally speaking, positive communication is 
something that you can model and teach from a 
position of leadership. Here's a good rule of thumb: 
If you find yourself using negative or cynical humor, 
assigning blame, or focusing on the past, then stop 
and rethink. What you consider a casual 
conversation might not be received that way. 
 
Instead, look for a more positive thing to say—
something that asserts shared values and focuses on  

 
 
 
 
 
 
 
 
future achievements and solutions. If you hear 
others, especially those in positions of leadership, 
dwelling on negatives, take them aside and let them 
know the harm they’re doing. It’s only by offering 
some positive models that you can lighten the 
gloom and generate more authentic, optimistic 
forms of communication. 
 
Where discomfort comes from 
This isn’t to say that you can completely do away 
with uncomfortable conversations. Certain 
conversations in particular make people 
uncomfortable. A recent survey by Fractl showed 
that most people feel uncomfortable when 
discussing accountability or how to handle a 
difficult person. 
 
But that's no reason to avoid having those 
discussions altogether. If they aren’t addressed, 
then uncomfortable issues will fester. It may be 
unwise to take too bullish an approach, though—
trying to tackle the problem immediately and head-
on can upset more than a few apple carts. 
 
Understanding the source of discomfort will allow 
you to steer the conversation away from a head-on 
conflict over the surface issue. 
 
Instead, take a step back and consider what might 
be causing the tension around a difficult 
conversation—whether it's one that clearly needs to 
be had or one that's just occurred. If people are 
avoiding accountability, why is that? What don't 
they want to be held accountable for? If an 
employee is being difficult, what about their own 
experience in the office might be making them 
uncomfortable? And if you're a leader or manager, 
what about you? Do you feel uncomfortable because 
they’re being troublesome, or because they’re 
challenging your assumptions? 
 
Understanding the source of discomfort will allow 
you to steer the conversation away from a head-on 
conflict over the surface issue. Instead, try and 
tackle the underlying patterns. This will lead to 
better communication, more substantial solutions, 
and a calmer atmosphere. If emotional energy isn’t 
being spent on arguments, then it can be spent on 
positive interactions, humor, and fun, making the 
upsides of office life more emotionally fulfilling than 
the dramas. 
 
If negativity is everybody's most immediate 
emotional outlet, you can bet that they'll indulge in 
it. 
 
Managing your emotions 
This, ultimately, is the bedrock of good 
communication—not the words, but the feelings 
underlying them. Yes, the words are important in 



expressing and shaping those emotions. But 
emotions are what determine people’s satisfaction 
and productivity—they bring out both the best and 
the worst in us. 

Emotions are what determine people’s satisfaction 
and productivity—they bring out both the best and 
the worst in us. 

As a leader, your own emotions can have a huge 
impact on the people around you. You need to be 
aware of what you're feeling and how it's affecting 
you. Practice mindfulness techniques, like taking a 
10-minute break when things get difficult. Focus on 
your breathing, empty your mind, and see what 
thoughts or feelings emerge. Study them, see where 
they're coming from, and let go of as much negative 
energy as you can. When you can’t let go, look at 
what you can do to change the situation. 

This isn't always easy to do, but repressing your 
own discomfort and frustration almost never works. 
Your colleagues and team members will catch on 
fast—and it'll make them uncomfortable, too. 

_______ 
Source: 
http://www.fastcompany.com/3059318/what-causes-
uncomfortable-work-conversations-and-how-to-avoid-them 



 





What Makes A Great Place To 
Work 
Ian Altman 
 
 
I spent some time in a business last week. Some of 
their employees were amazing, and some were just 
going through the motions and performing their 
work at the minimum level. The interesting twist is 
that the business I experienced is a hospital. I 
quickly discovered how one person can make or 
break a customer experience. It makes you wonder 
if the issue is with the people or the environment. It 
also caused me to reflect on some brilliant minds I 
have spoken with about what makes a great place to 
work. 
 
In my annual Top 10 Business Trends article, trend 
No. 6 reads, “Leaders Will Invest in a Corporate 
Culture of Customer Service to Grow Revenue.” 
Several companies have embraced this philosophy 
and have established themselves as the best places 
for employees and customers alike. This means that 
their customers, employees, and bottom-line all 
thrive together. 
 
Best Place To Work 
Glassman Wealth Services has been recognized as a 
“Best Place To Work” By Washingtonian Magazine 
and the Washington Business Journal. I recently 
interviewed Barry Glassman, President of Glassman 
Wealth about how they create such a great work 
environment. In his business, exceptional service 
and care of his clients is the top priority. 
Glassman describes himself as a colorblind 
photographer. Their hiring criteria might surprise 
you: “We hire curious people who are passionate,” 
says Glassman. “We have a professional chef, a 
professional golfer, a pilot, etc.” You might be 
surprised by the questions he shares that they ask 
during the interview process. Barry explained that if 
employees don’t have passions in other areas, they 
are probably not going to be passionate about 
serving clients. He also seeks curiosity. You’ll have 
to listen to the episode to hear what he had to say 
about Curious George – just don’t have any 
beverages in your mouth when you get to that part 
of the interview. 
 
I spent some time in a business last week. Some of 
their employees were amazing, and some were just 
going through the motions and performing their 
work at the minimum level. The interesting twist is 
that the business I experienced is a hospital. I 
quickly discovered how one person can make or 
break a customer experience. It makes you wonder 
if the issue is with the people or the environment. It 
also caused me to reflect on some brilliant minds I 
have spoken with about what makes a great place to 
work. 
 
 
In my annual Top 10 Business Trends article, trend 
No. 6 reads, “Leaders Will Invest In A Corporate 
Culture Of Customer Service To Grow Revenue.”  
 
 

 
 
 
 
 
 
Several companies have embraced this philosophy 
and have established themselves as the best places 
for employees and customers alike. This means that 
their customers, employees, and bottom-line all 
thrive together. 
 
Best Place To Work 
Glassman Wealth Services has been recognized as a 
“Best Place To Work” By Washingtonian Magazine 
and the Washington Business Journal. I recently 
interviewed Barry Glassman, President of Glassman 
Wealth about how they create such a great work 
environment. In his business, exceptional service 
and care of his clients is the top priority. 
   
Glassman describes himself as a colorblind 
photographer. Their hiring criteria might surprise 
you: “We hire curious people who are passionate,” 
says Glassman. “We have a professional chef, a 
professional golfer, a pilot, etc.” You might be 
surprised by the questions he shares that they ask 
during the interview process. Barry explained that if 
employees don’t have passions in other areas, they 
are probably not going to be passionate about 
serving clients. He also seeks curiosity. You’ll have 
to listen to the episode to hear what he had to say 
about Curious George – just don’t have any 
beverages in your mouth when you get to that part 
of the interview. 
 
 
Glassman and his team seek people who share their 
values and passion. This allows each person to 
express their individuality and all work together 
toward a common goal. These top performers all 
support each other to create a dynamic 
environment. When you walk into their office, you 
get a sense that everyone there knows it is a special 
firm. 
 
The interesting observation I had during my time 
visiting a family member at the hospital was that 
the top performers caused everyone else to raise the 
level of their game. Unfortunately, when a lazy 
performer was on staff, they brought everyone else 
down to their level. One individual can make a 
difference. My mother used to say, “Everyone 
brightens a room – some when they enter, others 
when they leave.” Is it possible that one person in 
your company attracts customers, while another 
repels them? 
 
Have To Vs. Get To 
Joe Mechlinski, bestselling author of Grow 
Regardless and CEO of Entrequest said something 
valuable during my podcast interview with him. Joe 
noted “You can look at what you have to do, or what 
you get to do. Often people will say to me that they 
‘have to pick up their kids.’ I prefer to think that I 
‘get to pick them up.” Joe’s company, coincidentally, 
is recognized as the Best Place To Work in 
Baltimore, Maryland. Joe has an advantage in that 



his company is in the business of helping companies 
build great business cultures to achieve remarkable 
growth. 

According to Mechlinski, “There is no Ikea manual 
of instructions and pictures for building a best place 
to work … and if there is, don’t waste your time or 
money on it. Becoming an organization with an 
exceptional culture and environment is not just 
about the workplace tangibles like pay and benefits. 
What it’s all about is the strategic alignment of your 
employees behind your vision. When your whole 
team is inspired and unified by the work they do, 
when they’re passionate about making a difference 
and changing the lives of the people they help, then 
you’ve set off on the right track to creating a 
powerful culture.” 

In your work, do you think of the things that you get 
to do, or have to do. One of the nurse aides, 
Brianne, was exceptional. I complimented her on 
her amazing attitude and engagement. You could 
tell she loved her profession. Brianne’s response 
speaks volumes: “If I am going to come here and 
work, why would I not do everything I possibly can 
to give him the best care possible? If not, then 
what’s the point? I get to make a difference for 
people every day. I’m lucky!” What would your 
business be like if everyone took that perspective in 
your organization? 

Put These Ideas To Work 
If you want to work in an environment with an 
amazing culture, then take the steps to make a 
difference. You don’t have to wait for your CEO to 
define it. As Robert Richman, author of The Culture 
Blueprint says, “You cannot impose a culture on 
others. Cultures happen when people define their 
own culture and purpose.” 

Get To vs. Have To: Each day speak with your 
colleagues about what you get to do for clients and 
co-workers. Just that perspective makes a 
difference. 

Break The Weak Link: One bad apple can spoil the 
batch. If you have someone who can’t get on board 
with positive thinking, don’t let them hold back the 
rest of the bunch. Help them find a place that is a 
better fit for them. 

_______ 
Source: 
http://www.forbes.com/sites/ianaltman/2016/05/05/what-
makes-a-great-place-to-work/#5cda545f2351 
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Five Things You Can Do To Drive 
Corporate Culture 
Jacob Morgan 
 
 
Tech companies may get all the attention for 
creating engaging and collaborative workspaces and 
strong corporate cultures, but the truth is that 
employee engagement benefits businesses in any 
industry. Enerplus, a medium-sized oil and gas 
company based in Canada, has made corporate 
culture a major emphasis in the last few years, and 
the results have been phenomenal. Keep in mind 
that this is a very conservative industry that isn’t 
really known for progressive ideas about the 
workplace. However, not only is Enerplus driving 
innovation and inspiring other companies across 
the industry, it is also attracting top talent and can 
see revenue stability during a tough time in the 
industry. I sat down with Lisa Ower, vice president 
of Human Resources, to learn the secrets to 
Enerplus’ success and to see how the principles can 
be applied to any business. Lisa and Enerplus are 
members of the Future of Work Community, a 
global brand council devoted to exploring the future 
of work, they have allowed me to share this 
information publicly. 
 
Here are five things you can do (and that 
Enerplus has done) to drive corporate 
culture with great results: 
 
1. Get leadership on board. Just like changes to 
benefits packages, stock information, and training 
procedures need the support of upper-level 
management, so does an employee-driven corporate 
culture. Although much of a strong corporate 
culture should be organic and develop from 
grassroots efforts, having the support and 
encouragement of leadership is key in 
implementing lasting change. Although corporate 
culture is for more than just the big tech companies, 
showing the stock prices and employee satisfaction 
scores from companies like Google and Netflix can 
help persuade board members and senior 
management that developing employee engagement 
can have a major impact on the bottom line. Once 
you have management’s support, stay on their radar 
with consistent updates, feedback, and innovative 
ideas. While it may take some time to get all board 
members on the same page, having upper-level 
support makes the entire process much easier. 
 
2. Listen to employees. No one is living your 
company culture more than your employees, so 
getting their feedback is vital. Instead of reacting to 
existing issues in a brash and impulsive way, use 
survey data to understand your employees’ current 
perceptions of the culture. When it comes to making 
changes, employees are much more likely to listen 
and help innovate if they feel valued and engaged. 
Take advantage of a wide variety of data sources, 
such as employee surveys and focus groups, to truly 
understand the business mindset. Employees notice 
when you take the time to listen to and value their 
input, which can engage them in the process and 
excite them about new possibilities. 

 
 
 
 
 
 
3. Practice what you preach. Embedding culture 
in your people practices and daily interactions is 
crucial. Many companies come up with a culture 
statement or catchphrase and hang it on wall 
posters without really thinking about it or applying 
it to normal work life. The most successful 
corporate culture-driven companies realize that 
employee engagement comes through practicing 
what you preach and incorporating your company’s 
driving principles into every aspect of every day. It’s 
easy to use buzzwords like collaboration, 
innovation, and empowerment, but what are you 
doing to truly incorporate those principles into your 
employees’ everyday life? The culture at Enerplus 
revolves around five heart values: honesty, 
engagement, accountability, responsibility, and 
teamwork. Instead of just throwing the words 
around, the company puts them into action, like 
exemplifying teamwork with regular cross-
departmental think tanks and forums, or by 
showcasing accountability by running an unlimited 
vacation days schedule that allows employees to 
take the time they need for personal matters as long 
as their work gets done. 
 
4. Make it fun. People buy in to things they feel 
have value and enrich their employee experience. A 
session on leadership development can be 
incredibly dull, or you can use it as an opportunity 
to extend your culture through innovative activities, 
collaboration, and feedback. This could be as simple 
as offering mixer events for employees or using pop 
culture references or hosting a gameshow to explain 
complex business concepts. No matter the industry, 
corporate culture is a place that allows creativity to 
shine through. If you are encouraging your 
employees to be collaborative and innovative, your 
cultural plan needs to reflect that as well. 
 
5. Measure and adapt. Creating a strong 
corporate culture isn’t something you can simply 
cross off a to-do list and be done with. Just like 
individuals, businesses are living, changing 
organizations that need constant adjustments as 
personalities, economies, and practices change. In 
order to see real change, you must be constantly 
adapting and perfecting your ideas and processes 
(especially when you want to see that same change 
agility in your people). One of the best ways to do 
this is to have the employees continuously involved 
through surveys, think tanks, focus groups, and 
more. Enerplus found that when they asked 
employees for feedback, employees were incredibly 
creative with their ideas and willing to add to the 
corporate culture experience. And don’t be afraid to 
rethink everything; as Lisa says, “The future of work 
is ever evolving and if we do not allow for creativity 
and innovation, we will continue to be dinosaurs in 
our space… we all know what happened to the 
dinosaurs!” Culture varies for every company, so 
keep tinkering and trying new practices until you 
find what works best for your organization. 



Creating a corporate culture isn’t something that 
happens overnight—it is a journey. However, that’s 
not to say that every company can’t benefit from 
investing time in engaging and empowering 
employees. After all, corporate culture not only sets 
the company up for success financially, it also 
brings in talented recruits and improves morale for 
a stronger and more cohesive organization. 

________ 
Source: 
http://www.forbes.com/sites/jacobmorgan/2015/10/26/5-things-
you-can-do-to-drive-corporate-culture/#62c650e3330e 







For Delegation to Work, It Has to 
Come with Coaching 
Sabina Nawaz 
 
 
Senior leaders want to believe that delegating a task 
is as easy as flipping a switch. Simply provide clear 
instructions and you are instantly relieved of 
responsibility, giving you more time in your 
schedule. 
 
That’s the dream. In reality, we all know it almost 
never works that way. You’re often forced to step in 
at the last minute to save a botched deliverable. And 
because you jumped in to save the day, employees 
don’t have the opportunity to learn. They aren’t left 
to grapple with the consequences of their actions, 
and therefore are deprived of the chance to discover 
creative solutions. What’s more, morale takes a hit 
— employees begin to believe that no matter what 
they do, their work isn’t good enough. 
 
Consider the example of Jay, the CEO of a 
multimillion-dollar organization. A key part of Jay’s 
role is networking with customers and partners. Jay 
sends out letters to his external constituents several 
times a year. Given his busy schedule, Jay delegates 
writing the letters to Steven, his vice president of 
communications. Steven sends Jay the letters for 
final review, at which point Jay sends back a version 
that’s red-lined with many changes. Jay hopes 
Steven will learn from his edits and improve the 
next letter. Instead, the amount of red remains the 
same each time. In the end Jay has to write most of 
the letters himself. Jay fumes because he has to give 
up his weekend to pull things together at the last 
minute. Steven complains that no matter what he 
creates, Jay won’t like it. The process takes time and 
leaves both of them frustrated. 
 
As an executive coach, I’ve heard many stories like 
Jay’s at dozens of Fortune 100 companies, where 
leaders complain about the pitfalls of delegation 
and the frustrating cycle when they don’t get the 
results they want. But simply handing off a task will 
not yield a great outcome, no matter how clear your 
initial instructions. Getting someone to take on a 
new task requires analysis, feedback, and 
incremental adjustments. It may seem 
counterintuitive to put in extra time coaching 
someone through a task you didn’t have time for in 
the first place, but the investment in fostering true 
delegation pays off in more-capable employees and 
saved time. 
 
Using commonly known research on learning and 
the Hierarchy of Competence, I developed the 
“Delegation Dial” to help you evaluate employee 
skills and guide tasks while still empowering the 
employee to be responsible for the final deliverable. 
It involves two steps. First, assess how much your 
employee already knows about a given task or 
project. Ask a few direct questions: “What is your 
level of comfort with this task? What approach you 
would take to handle this assignment? Are there 
particular steps you’re uncertain about?” 
 

 
 
 
 
 
 
Then delegate based on your employee’s 
competence level. Here’s how the dial applies, 
depending on your employee’s expertise: 
 
Do. If your employee lacks experience with the 
organization or task and hasn’t developed the skills 
required for the job, she is likely what the Hierarchy 
of Competence calls “unconsciously incompetent.” 
In this instance, show her how it’s done: You do the 
work the first time while your employee shadows 
you to learn for next time. 
 
Tell. If your employee recognizes that she does not 
know how to execute a task to get a favorable 
outcome, she may be “consciously incompetent.” 
You can speed her progress toward mastery by 
encouraging self-reflection. This can help her 
synthesize learnings in a way that’s meaningful to 
her. 
 
Teach. If your employee knows some of the steps 
needed for a given task but struggles with others 
(placing her between consciously incompetent and 
the next stage, “consciously competent”), emphasize 
why. Show her how to perform a task by clearly 
explaining why you’re doing things a certain way. 
Calling out the individual steps reveals the 
underlying structure of how you approach a task. 
 
Ask. If your employee knows how to execute a task 
but has to follow a recipe rather than doing it 
automatically, she is consciously competent. To 
further increase her grasp of the topic, ask her what 
she has learned. A few specific questions, such as, 
“What is a key insight from this process that can 
you carry forward?” may allow her to realize she 
knows more than she thought. 
 
Support. Even if your employee is fully capable of 
handling the task — ”unconsciously competent” — 
that doesn’t mean you can leave her without 
guidance. Schedules change, stakeholders create 
new priorities, and wrinkles develop. Let her know 
you’re available to support her as needed. 
 
With these steps in mind, let’s return to the example 
of Jay. After months of performing the same routine 
and expecting a different result, Jay brought up the 
situation during one of our coaching sessions. Jay 
and I identified where Steven might be in his 
learning stage of letter writing. According to Jay, 
Steven knew he was making mistakes but didn’t 
know how to fix them. Jay was in the “do” mode on 
the Delegation Dial, which didn’t match where 
Steven was in his learning. Instead of helping 
Steven learn, Jay took over the task and then fumed 
that he had to do the work himself. 
 
I suggested that Jay do two things: First, start the 
letter-writing process earlier, considering the 
learning curve involved. Second, instead of red-
lining the document with edits, use comments to 



note where the text was falling short and explain 
why. This placed Jay in “teach” mode. It took four 
or five iterations, but eventually Steven was doing 
all the actual letter writing. Over the next year 
Steven learned to write letters that met Jay’s 
expectations. 

The allure of delegation is tempting, especially 
considering how much time it can free up. But the 
tasks you delegate don’t always come out finished 

and perfected. Delegation is a shared task. Assess 
the stage of learning your employee is in and split 
the load. It may take more time at the start, but you 
will get better results in the long term. 

_______ 
Source: 
https://hbr.org/2016/05/for-delegation-to-work-it-has-to-come-
with-coaching 



 





Four Ways To Help Your Team 
Adapt To Change 
Jeff Boss 
 

 
 

The rate of change in business today is astronomic—
and only increasing in speed. Moreover, the degrees 
of change that any single team or company 
experiences have a systemic impact upon the 
supporting and functional areas of that 
organization. In other words, as change happens, 
teams, companies and businesses must adapt to the 
new demands of their customers if they want to stay 
relevant in the marketplace, which means teams—
and therefore individuals—must adapt, as well. 
 
In the SEAL Teams (which was my “former life” of 
13 years) there was a wide variety of people and 
backgrounds, which offered a number of 
advantages. First, such diversity allowed for greater 
idea flow since the perspective of a stockbroker 
was—and is—different from that of an English 
literary teacher (yes, we had both). Additionally, 
each member attended specialized schools relative 
to the “market demand” to build expertise in a 
particular job function, such as becoming a sniper, 
locksmith or language expert. 
 
However, not everybody’s skills were used. 
Depending on the mission, one capability—
locksmith, for example—may be more needed than 
another, which meant the team leader would defer 
to that teammate with locksmith know-how for key 
(no pun intended) insights and decision-making. In 
other words, training and mission execution 
followed more of a project focus rather than a 
hierarchical, command and control structure. 
 
While the skill and creativity may have helped us 
find solutions in complex situations, it was because 
of the team leader’s willingness to adapt to the 
dynamics of each situation and defer to the best-
suited team member that determined team 
flexibility, and therefore mission success. 
 
To help your team flex to its next “target,” try these 
four practices: 
 
Explore competencies. Have each team member 
identify his or her strengths as well as any 
intentions to turn weaknesses into strong suits. This 
way, you not only learn each person’s skill set but 
also gain insight into the will—the motivation and 
volition—that drives them to improve. 
Match talent to task. As the unwanted change 
imposed by Murphy’s Law grows, so too do the 
demands and skills needed to satisfy that change. 
The demand for a locksmith may be high today but 
tomorrow may shift to something completely 
different, which means the functional expertise of 
the team will shift, as well. If, for instance, customer 
demand changes from buying laptops to tablets 
overnight and you’ve been selling laptops your 
whole career, guess who won’t be in the running as 
the tablet team leader? In other words, when the 
definition of “success” changes, so too must your  

 
 
 
 
 
 
 
strategy for achieving it. If that means reallocating 
personnel to fit the new demand, do it. There’s no 
place in the winner’s circle for ego. 
 
Eliminate rank. During selection for another unit 
in the Navy, the first thing instructors did was 
remove the officers and senior enlisted from 
leadership positions, and they did so for two 
reasons. First, to show that rank and status had no 
bearing on character and competence . I’m willing 
to bet that everyone knows of somebody in a 
leadership role who just shouldn’t be there. Second, 
it demonstrated that it’s okay to go against the norm 
and do what makes sense rather than what has 
always been done. Leadership effectiveness is based 
off who you are as a person (i.e. trustworthy, 
integrity, willingness to assume risk) and what you 
can do for the team, rather than how many years 
you have in service. 
 
Become project based. Contrary to popular 
belief, expecting one person to know and do 
everything is not ideal. To maximize a team’s 
output, it is critical to identify the right person with 
the right contextual knowledge of the subject at 
hand so that he or she can take that project and run 
with it. However, doing so creates a shift in the 
balance of power as the team’s focus morphs from 
being leader-centric to performance-centric—a 
paradigm not welcomed by all. 
 
Whether it’s apparent or not, teamwork is how 
business gets done.   Without the collective interests 
and efforts to execute corporate strategy, progress—
and therefore, performance—becomes limited. Even 
if you work solely in data and metrics and your best 
friend seems to be the computer, you must still 
report to somebody out of a common objective that 
binds the company: long-term success. 
 
______ 
Source: 
http://www.forbes.com/sites/jeffboss/2014/08/28/4-ways-to-
help-your-team-adapt-to-change/#43de7ea053b6 
 





How to avoid a ‘secret resistance’ 
during change management 
John Maguire 

Speaking to HRD magazine recently, bestselling 
business authors Jim Kouzes, Barry Posner and 
Michael Bunting outlined why failing to lead by 
example can be an organisation’s downfall. 

They argued that during change, leaders need to get 
their communications right, put new processes in 
place, consult with key stakeholders and organise 
training – among other things. 

“One key element in the change process that’s often 
overlooked and undervalued is what we call 
‘Modelling the way’,” they said. 

To decipher whether your leaders are engaging in 
this process, they suggested asking the following 
questions: 
Are your leaders modelling the behaviours needed 
for the challenge of change to succeed? 
Are leaders in your company open to feedback? 
Do leaders resist the God complex and admit they 
are learning too? 
Are leaders totally and unrelentingly honest with 
themselves when they are unwittingly road-blocking 
change? 
“Without engaging people’s hearts and minds, 
successful and efficient change is nearly 
impossible,” they continued. 

“But the moment people see their leaders failing to 
model the way, a secret resistance begins which 
leaders are usually the last to know about or 
understand.” 

Posner recently conducted an analysis of over 
950,000 leadership assessments and found that 
Modelling the Way accounted for the most variance 
in leaders’ impacts on the engagement and 
performance of their colleagues and direct reports. 

“As a leader, employees are highly likely to mimic  
your behaviour, and if you’re not modelling the 
behaviour needed for successful change, they won’t 
be either,” he said. 

How an executive can impact behaviour 

Posner outline five ways in which executives can 
positively impact the behaviour of others: 

1. Form connections
HR executives should help leaders make the 
connection between their own behaviour and the 
intended organisational transformation, and 
implore them to personally model that behaviour in 
order to send the right messages to the rest of the 
organisation. 

2. Keep it simple
Transformation practice at a personal level is highly 
challenging, so don’t try to change more than one 
behaviour at a time. 

3. ‘Model the Way’
Model your own behaviour change to set the 
standard. You lose all credibility to challenge and 
inspire others if you’re not walking the talk. 

4. Show accountability
Run regular review meetings and ask executive 
team members to cite examples of their new 
behaviour. 

5. Celebrate good behaviour
People will do more of what makes them feel good. 
It’s an enormous achievement just changing one 
behaviour, and when it’s the right behaviour it will 
make all the difference. 

________ 
Source: 
http://www.hcamag.com/hr-news/how-to-avoid-a-secret-
resistance-during-change-management-206926.aspx 





In Change Management, Start 
With Champions, Not 
Antagonists 
Mark Murphy 
 
 
Every workplace has a few people that hold greater 
influence than others. And I’m not talking titular 
influence here because these influential folks can sit 
anywhere within the ranks. I’ve seen Fortune 500 
companies where the person who wields the most 
power is somebody down in engineering, or over in 
the bookkeeping department. They are the people 
towards whom others gravitate when there are 
questions or fears. They bring comfort through 
sharing their wisdom, their opinions hold weight, 
and their words get passed around. 
 
I call them Champions because when these 
employees support their leader, they become that 
leader’s Champions, actively rallying their less 
supportive peers to jump on board. These 
Champions can be your greatest allies, especially 
during times of big change. And they can help you 
with the smaller things too, like trying to get buy in 
on a new proposal, to halt a bad rumor, to bring in a 
new technology or initiative or safety protocol and 
more. In the world of change management, these 
Champions are worth their weight in gold. 
 
That’s why it always surprises me when otherwise 
smart leaders go directly to the folks who support 
them the least (and who also hold high influence) 
when trying to shore up support for some change 
management initiative. 
 
I call the people who do not support you (and are 
also influential) Antagonists. My advice is to forget 
about the Antagonists at first and to put the initial 
focus on your Champions. Because if you start 
where you already have a strong base of support, 
your Champions will spread that message 
throughout their vast networks, building the strong 
platform you need. 
 
And when the folks who want to bring you down see 
that big base of support behind you, it squashes 
their influence. It’s like when the police give a 
favored reporter the inside scoop on a case. They 
know that reporter will frame the story the way they 
want and help dismiss any opposing stories that 
may be circulating. Politicians do the same thing. 
Big power, and successful change management, 
comes from tapping into the influence of 
Champions. 
 
There’s also a hidden danger in attempting to tackle 
your weakest supporters first. Because if you make 
your pitch and it falls flat, and the Antagonists 
decide they’re not going to support you, you’ve just 
effectively built up a well of angry people. And that 
puts your Champions in a tough spot. They may not 
be looking for a knock-down-drag-out battle with an 
equally powerful person who is 100% against you. 
Your Champions will likely say “Listen, I would 
have been happy to support you, but now that 
you’ve ticked off Bob and irritated Pat, it’s not going  

 
 
 
 
 
 
 
to be so easy for me. I’m not sure I can help you 
anymore.” Once you irritate people, it makes it 
harder for your Champions to do their thing. That’s 
why one of the first rules of change management is 
to always start from a position of strength. 
 
Of course, Champions just don’t magically appear; 
you have to seek them out and gain their favor. The 
clichéd Champion would be the CEO’s admin. And 
sometimes, yes, absolutely, the CEO’s admin is an 
incredibly powerful person. In many cases, though, 
the CEO has six admins. So how do you decide 
between the six? 
 
Basically, to find your Champions, you’ve got to 
keep your ear to the ground. When I go in to help an 
organization through a big change management 
effort I’ll often look for the Champions in the folks 
who get the most emails, who respond back to those 
emails, and who others go to for advice. Often this 
can be as easy as asking your employees “Who do 
you turn to when you need advice?” 
 
The more you pay attention, the more you seek to 
understand, the more you are going to be able to 
figure out who the power players are in the 
organization. And once again, that’s where you want 
to start. 
 
To cut this down one more level, once you 
understand whom these influencers are, it doesn’t 
necessarily mean that they’re automatically going to 
be on your side. Your ultimate goal here is to get as 
many Champions as you possibly can. Study after 
study finds that the more Champions you have, the 
more successful you’ll be. One way to gain 
Champions is to help them before you need them to 
help you. 
 
Look for ways you can share your knowledge or 
expertise, make important introductions, improve 
their day, solve a pain point for them, etc. The more 
of these “deposits” you make before you need the 
Champions support, before you ask to make a 
“withdrawal,” the more successful you’ll be in 
gaining that support when the time comes. 
 
Remember, even in a major 100,000-employee 
organization, a truly huge workplace, it still boils 
down to a few dozen folks who hold the major 
power. The more you can get these folks’ insight, the 
more ears to the ground that you can get, the more 
people on your side helping you to understand how 
to best tailor your pitch, the better off you’re going 
to be in any change management effort. 
 
_________ 
Source: 
http://www.forbes.com/sites/markmurphy/2015/06/25/in-
change-management-start-with-champions-not-
antagonists/#18a987962dcb 
 





Six Words For Stopping Blame 
And Increasing Accountability 
Mark Murphy 
 
 
Sometimes when people mess up at work, they 
dodge accountability and shift the responsibility to 
someone else. This is called blame. 
 
Far too many of us have experienced an employee 
missing a deadline and trying to throw a colleague 
under the bus for their mistake, like: 
 
“I couldn’t get this report done on time because of 
that jerk Pat in accounting. Pat’s the one that never 
gives me the data on time, and that’s the reason my 
report was late. How can I be expected to get the 
report done on time when Pat is always holding up 
my data?” 
 
Everyone is going to mess up at some point, but 
blaming others for mistakes is not a healthy or 
responsible coping mechanism. 
 
One reason that blame is so unhealthy is that it’s 
aggressive and attacking. It’s one thing to make an 
excuse like “the internet crashed,” which points 
fingers at an inanimate object, but it’s quite another 
to cast aspersions about another person (or group of 
people). Those ‘other people’ will learn of the blame, 
hurt feelings will abound, the blame may be 
reciprocated, and on it goes. In other words, blame 
is highly contagious. 
 
So when employees blame each other, it’s up to 
leaders to turn that blame into accountability. How? 
By using 6 simple words: “Let’s discuss what we 
CAN control.” Let me explain… 
 
When someone blames, they’re basically trying to 
shift attention away from themselves. They’re 
saying ‘don’t look at me, look at that other person.’ 
And they’re doing it because they don’t want you to 
pin them down for whatever mistake they made. It’s 
similar to a magician distracting the audience while 
they’re pulling off the real trick somewhere else. 
 
Blamers are typically quite good at derailing 
conversations and sending them in another 
direction. Let’s imagine your employee Pat is late 
with a report. You call Pat into your office and have 
this brief dialogue: 
 
• Boss: “Pat, the report I needed from you is past 
deadline.” 
• Pat: “Well I can’t possibly control that because 
Bob in Accounting didn’t give me the numbers I 
needed to finish the report.” 
 
If Pat says their line with enough intensity, many 
bosses will get sucked into a conversation about Bob  
 
 
 
 
 

 
 
 
 
 
 
and how Bob didn’t get the numbers, or the 
Accounting Department, or whatever. And this 
allows Pat to sidestep any real accountability. Pat 
may escape a conversation about why they didn’t 
inform the boss of this problem sooner, or why they 
didn’t work more effectively with Bob, or why they 
didn’t submit the other parts of the report, etc. And 
all of those topics are more actionable than griping 
about Bob and the Accounting Department. 
 
So instead, let’s redo that conversation using the 6 
words I mentioned above: “Let’s discuss what we 
CAN control.” 
 
• Boss: “Pat, the report I needed from you is past 
deadline.” 
• Pat: “Well I can’t possibly control that because 
Bob in Accounting didn’t give me the numbers I 
needed to finish the report.” 
• Boss: “OK, I hear that, but I don’t want to talk 
about Bob. Let’s discuss what we CAN control. 
• Pat: “I told you, I don’t control anything. It’s Bob’s 
fault, not mine.” 
• Boss: “Listen, I don’t want to talk about Bob. Let’s 
discuss what we CAN control. I don’t want to talk 
about anybody else. I don’t want to talk about 
anything outside of our control. And right now, 
there are things we control. We control our 
reactions, we control certain parts of the reports, 
etc.” 
 
In this scenario, you’re directing (and redirecting) 
the conversation back to the central issue: what you 
CAN control. This approach doesn’t allow the 
employee to dodge accountability, but neither is it a 
vicious reprimand. It’s a simple statement that says 
‘we’re not changing topics, we’re not discussing 
other people, we’re only talking about what we CAN 
control.’By not allowing the conversation to veer off 
track into an emotional blame game, the employee 
will be forced to start taking ownership. It moves 
the conversation away from fixing blame and onto 
fixing the issue. 
 
Talking about issues we don’t control is, by 
definition, an exercise in futility. If we don’t control 
something, what’s the point of spending the next 30 
minutes griping about it? We may as well gripe 
about the weather; it’s a waste of time and has 
absolutely no bearing on the weather. 
 
But when we keep redirecting the conversation back 
to issues we actually DO control, we teach our 
employees that there is something controllable in 
every situation. And that, in turn, improves their 
accountability. 
 
________ 
Source: 
http://www.forbes.com/sites/markmurphy/2015/06/12/6-words-
for-stopping-blame-and-increasing-
accountability/#4b1e77075989 

 





The "American Style" Of 
Business Speaking And Why You 
Need To Master It 
Anett Grant 
 
 
You know about American sports—baseball, 
(American) football, basketball. And you know 
about American food—cheeseburgers, hot dogs, 
barbecue ribs. But did you know there's an 
American business speaking style as well? Of 
course, English is the lingua franca of business the 
world over, but it doesn't stop there. There's also a 
predominant style of verbal communication that 
transcends state borders and regional cultures. As 
the business world becomes increasingly globalized, 
understanding the different ways we communicate 
is becoming more and more important. And 
mastering the American style of business speaking 
can help give you a leg up in the global workforce. 
Some of its key attributes may be intuitively familiar 
to you already if you happen to be American, but 
combining them properly takes a little practice. 
Here's a quick tutorial to help you get started. 
 
1. Directness 
You have to get to the point quickly—you don’t need 
a big wind-up. 
 
One of the characteristics of American business 
speaking style is directness. You have to get to the 
point quickly—you don’t need a big wind-up. You do 
need to provide facts, research, and background 
information, but it's important to wait to do this 
until after you’ve stated your conclusions, not 
before.The relative directness of American speech is 
connected to anthropologist Edward Hall’s idea of 
"high-context" and "low-context" cultures. Low-
context cultures, among other characteristics, tend 
to be more straightforward and direct with their 
communication. High-context cultures, on the other 
hand, tend to value more circularity and have much 
greater patience for details and background. 
 
The U.S. is generally a low-context culture, while 
countries like France and Japan have high-context 
cultures. In American business speaking, a good 
rule of thumb is to get straight to the facts. 
 
2. Visual language 
You may think that that directness leaves little room 
for visual flourishes, but you'd be wrong. The 
American style of speech is often quite vivid. 
American political speeches, especially, tend to be 
filled with visual imagery and colorful language. 
Other cultures tend to be more straightforward and 
cerebral. 
 
When U.S. President Barack Obama and Russian 
President Vladimir Putin spoke in front of the U.N. 
General Assembly last year, I analyzed their delivery 
styles. They both began their speeches with similar 
content, but they were vastly different in approach. 
Putin said, "In 1945, the countries that defeated 
Nazism joined their efforts to lay solid foundations 
for the postwar world order." Obama, on the other 
hand, put it this way: "Out of the ashes of the  
 

 
 
 
 
 
 
 
 
Second World War, having witnessed the 
unthinkable power of the atomic age, the United 
States has worked with many nations in this 
Assembly to prevent a third world war." 
 
Obama’s use of dramatic visual language is one of 
the hallmarks of American political speech. But that 
approach is permeating the business world, too. As 
videoconferencing, social media, and remote teams 
become more prevalent, visual language has become 
necessary to keep people engaged and inspired. 
 
3. Simple vocabulary 
Another one of the characteristics of American 
business speaking style is the use of simple 
vocabulary. This aversion to overly formal language 
originally stemmed from colonists’ desire to 
separate themselves from the aristocracy. In his 
book Democratic Eloquence, historian Kenneth 
Cmiel traces the history of American speaking style 
from 1775 to 1900. He explains how Abraham 
Lincoln continued the pre-Revolutionary tradition 
of using simple language to communicate in the 
civic sphere. 
 
The American speaking style stretches out vowels 
horizontally. 
In fact, the first draft of Lincoln's first inaugural 
address included this line: "We are not, we must not 
be, aliens or enemies, but fellow countrymen and 
brethren." But he ended up revising it this way: "We 
are not enemies, but friends. We must not be 
enemies." 
 
Simple diction and syntax was, and still is, seen by 
many Americans as more democratic. And in 
today’s business world, where inclusivity is 
becoming more widely valued, simple language is a 
requirement, not a choice. 
 
4. A flat pitch 
Finally, the American style tends to have a flat 
sound pattern. While countries like the U.K., India, 
and China frequently change pitch vertically (from 
low to high or high to low), the American speaking 
style stretches out vowels horizontally. In American 
business speaking, changing pitch vertically is 
perceived as "sing-song"—distracting, artificial, and 
not projecting confidence. 
 
While the U.S. is certainly a diverse country, these 
business speaking conventions have remained 
surprisingly constant over time. And as the world 
grows more interconnected, they're becoming the 
prevailing global style, not just American.What's 
more, simply by getting more attuned to this type of 
speaking, you'll become more sensitive to the 
complexities of how people in other cultures 
communicate. It’s not just about speaking the 
language; it’s much more about becoming sensitive 
to cultural style differences in verbal 
communication. 



________ 
Source: 
http://www.fastcompany.com/3059534/your-most-productive-
self/the-american-style-of-business-speaking-and-why-you-need-
to-master?utm_source=feedly&utm_medium=webfeeds 



 





The Science Behind How Leaders 
Connect With Their Teams 
Srini Pillay 

Research shows that in leaderless groups, leaders 
emerge by quickly synchronizing their brain waves 
with followers through high quality conversations. 
Simply put, synchrony is a neural process where the 
frequency and scale of brain waves of people 
become in sync. Verbal communication plays a large 
role in synchronization, especially between leaders 
and followers. Synchrony between leaders and 
followers leads to mutual understanding, 
cooperation, coordinated execution of tasks, and 
collective creativity. 

On the surface, brain synchrony seems easy to 
understand. It simply implies that people are 
literally on the same wavelength. Yet, at a deeper 
level, interpersonal synchrony involves much more. 
Dr. Daniel Siegel explains that “presence”, 
“wholeness”, and “resonance” are at the core of the 
ability to develop synchrony. Recent advances in 
brain science can help leaders learn to synchronize 
with followers on these deeper levels: 

Motivation to synchronize matters 
(Presence): Communicators who synchronize 
easily are motivated to do so. When they do, people 
who benefit from this motivation recognize the 
synchrony and feel more connected. Multiple brain 
regions are activated in them. Regions involved in 
social understanding activate, helping them feel 
understood. And regions involved in the expansion 
of one’s sense of self to include the other are also 
activated, thereby enhancing the connection. 

Being “present” starts with consciously deciding to 
synchronize. You then take the time to understand 
what other people are feeling, and you walk in their 
shoes to understand their points of view. You do 
this mindfully, simply observing the feelings in 
yourself and the other without being judgmental. 
When you do this, your brain is more likely 
tosynchronize with theirs. 

Deep self-connection enhances synchrony 
(“Wholeness”): Warren Bennis wrote, “Becoming 
a leader is synonymous with becoming yourself. It’s 
precisely that simple, and it’s also that difficult.” On 
the surface, this definition seems to ignore the 
“other”. Some may even think of it as selfish. Yet, 
we can activate the best in others when we activate 
the best in ourselves. 

One way to increase interpersonal synchrony is 
through a technique called “reverie”. With this 
technique, leaders set aside time for rambling self-
reflection in the presence of followers—not well 
sculpted thoughts, ideas and strategies, but more 
sincere, emergent ideas. Counter-intuitively, this 
increases the interpersonal connection. 
Calledintersubjectivity, leaders and followers 
become more connected and synchronous. This  

happens because a brain region called the mirror 
neuron system (MNS) activates—indicating  
automatic resonance with the other person. Also, 
the default mode network (DMN) activates, causing 
the mental state of the other to be represented in 
the leader. Think of these as the “feeling for” and 
“feeling like” networks of empathy. Intersubjectivity 
integrates both. 

Leaders can also achieve this sense of “wholeness” 
in a subtly different state called mind wandering. In 
contrast to mindfulness, when leaders set aside time 
to engage in relaxing tasks not central to the main 
mission of the organization, their brain’s DMN is 
also activated. Group walks, card games or knitting 
are examples of such activities. When the DMN is 
activated, memories from the past integrate with 
the present to construct a vision of the future. This 
makes leaders feel more “whole”. In addition, 
leaders will be better able to walk in the follower’s 
shoes. 

The body-mind connection (“Resonance”): Actual 
physical synchrony to music makes people like each 
other more, remember each other better, and also 
trust each other more. In fact, even as early as 14 
months of age, children who are bounced in 
synchrony with an adult are more altruistic-they 
pick up objects that adults have dropped and give 
them back. One way that organizations can take 
advantage of this principle is to organize workshops 
with musical experiences where people move to the 
music together. 

Thus the motivation to synchronize mindfully, 
coupled with feeling what followers feel, walking in 
their shoes, conversing in reverie states, mind-
wandering, and actual physical synchronization, all 
enhance the synchrony between leaders and 
followers. When designing an offsite meeting, these 
activities can be creatively included and practiced 
with a view to finding a context for them in day-to-
day work. 
_______ 
Source: 
https://hbr.org/2016/03/the-science-behind-how-leaders-
connect-with-their-teams 





These seven fundamentals will 
help your business tackle the 
change management challenge of 
going digital  
Chloe Green 
 
 
There are very few industry sectors that haven’t 
experienced some form of digitisation. We shop, 
pay our bills, read the news, and book holidays 
online. We register for government services, and 
interact with customer services through Twitter, 
Facebook, and online forums. 
 
We can register our likes and dislikes, make service 
providers aware of our preferences, and set 
reminders for repeat services. And we can do these 
things from almost any device in almost any 
location. 
 
But the truly digital business is harder to find. This 
online capability is little more than an extra layer 
added to existing business processes, or a new 
channel that has been jerry-rigged on to the side of 
existing procedures. 
 
Behind the scenes, the day-to-day operations of 
many organisations remain largely unchanged. Data 
is constrained by silos that lock up potential value. 
Processes are duplicated and repeated, and 
fiefdoms of operational responsibility are fiercely 
guarded. 
 
Consider retail as an example of the digitised 
business that hasn’t quite made it to fully digital 
status. Online sales continue to rise every year, but 
very few retailers have a fully hybrid ‘bricks and 
clicks’ operation that enables online orders to be 
picked up in store, or online purchases to be made 
while browsing the aisles. 
 
Digital retailers could create a personalised 
shopping experience; but instead they have simply 
made another completely separate shopping 
channel available. In the same way, most retail 
banks now offer online and mobile banking 
capabilities. 
 
But joined-up services that put the customer at the 
heart of the business and deliver ‘needs-based’ 
payment capabilities are much harder to find. That 
banking app is just a less paper-intensive way of 
doing what banks have always done. 
 
But there is much to be gained from going fully 
digital. As these examples suggest, part of the value 
of a truly digital business lies in the nature of the 
relationship with customers: it can be more 
personalised, more relevant, more responsive and 
more immediate. 
 
By eliminating layers of bureaucracy and cutting 
duplicated processes, digital businesses also have 
much more efficient and streamlined operations 
that can improve P&L and cut costs. 
 

 
 
 
 
 
 
 
 
 
However, for many organisations a move to digital 
is about averting a more fundamental, even 
existential crisis. There is a growing cohort of 
businesses that are built to be digital from the 
outset, and which are now challenging long-
established incumbents. 
 
Those banks that are resisting digital are facing 
disruptive challengers from the most unexpected 
quarters like Google and Apple. The purchase of the 
storied Washington Post by Amazon tells its own 
story about the future of print media. 
 
Film-makers are by-passing broadcasters and 
traditional distributers and going straight to the 
consumer. And of course, taxi drivers are being 
challenged the world over by Uber - the poster-child 
of disruptive start-ups. 
 
The truly digital firm isn’t just about the technology 
- although it naturally plays a huge part. It’s often 
about having a lean, fit-for-purpose set of business 
processes unencumbered by traditional ways of 
working or old ways of thinking. 
 
Digital transformation is a serious undertaking: it’s 
not about adding automated capabilities to 
analogue procedures, or replacing paper-pushers 
with screen-jockeys. Instead, it’s about re-
engineering the organisation around a digital 
capability and, if necessary, re-inventing its 
processes from the ground up. 
 
It’s a major change project and should be managed 
as such - which creates its own challenges. The key 
things to remember are: 
 
As with any change management 
programme, getting the fundamentals right 
is essential 
 
This means having a clear vision of what you want 
your digital organisation to look like and the 
benefits to be delivered. Secure buy-in and 
leadership from the top. Since digital 
transformation is likely to have an impact on every 
role within the company, ensure that everyone 
understands and is engaged in the project. 
 
Plan and co-ordinate properly. 
It’s always tempting to respond immediately to the 
latest technology launch, market development or 
competitor announcement – especially when the 
fear of disruptive start-ups is a driving force. But it’s 
rarely a good idea. Be clear about your 
organisation’s goals and how far and how fast you 
want to change. 
 
 



Keep attention on the bigger picture. 
Don’t get distracted by day-to-day events or by 
minor adaptations to existing procedures. 
Distinguish between short-lived trends and major 
new movements in the marketplace, and avoid 
getting bogged down by the minutiae of technology 
risk assessment, widgets and apps. The goal is 
business transformation. Digital tools are simply 
the enablers. 

Work with the right people. 
Digital officers, data scientists, and high-tech user 
experience designers, for example, are all likely to 
play a significant role – focusing on new 
possibilities and how best to transform core 
operations quickly. 
But managers and employees from the traditional 
part of the business must also be engaged to share 
skills, knowledge and industry experience, as well as 
ensuring that the day-to-day operations stay on 
track. 

Prepare people for the digital future. 
A truly digital business is rarely static and usually 
requires faster decision-making. Successes are likely 
to be incremental, and where failures occur they 
need to be fast so the organisation can quickly move 
on. Different management styles may be needed, 
especially as digital transformation can cause 
unexpected or unwanted shifts in power 
relationships. 

Expect to support both dented egos and vastly 
altered career expectations throughout your 
organisation. Encourage managers who have learnt 
to operate in the analogue era to learn how to use 
big data to guide their decision-making. 

Remember that goal posts are always 
moving. 
The pace of change is so fast that the move to digital 
will always be a dynamic project - with new 
opportunities and challenges continuously 
emerging. It’s all about agile development and 
flexible progress: monolithic IT installations are 
yesterday’s dinosaur. 

Keeping focus on the end goal - re-engineered 
business processes that deliver greater flexibility, 
lower costs and greater customer satisfaction - helps 
meet moving targets. 

Decide how far you want to move away from 
the traditional business model and 
established business purpose. 
Going digital can be distracting and confusing, and 
organisations can lose their way by moving too fast 
and changing too much, and so lose sight of the 
things that currently make them successful.Move 
too slow and the world moves on without you. 
Innovate at the pace that suits the business, its 
market and its customers. 

Finally - the simplest and the hardest rule of all: Be 
prepared to change everything. 

________ 
Source: 
http://www.information-age.com/it-management/strategy-and-
innovation/123460421/these-seven-fundamentals-will-help-your-
business-tackle-change-management-challenge-going-digital 







Three Unconventional Ways To  
Get Ahead At Your Company 
Jacob Morgan 
 
 
As much as we keep hearing about the gig and 
freelancer economy, the reality is that most of us 
still have full-time jobs and at least for the 
foreseeable future this won’t change. This means 
that for most of us we still want to know how to 
succeed and thrive in the jobs and roles that we are 
in. However, most of the pieces of advice we hear 
about recommend things like making your manager 
look good, taking on extra work, trying to become 
friends with others, and the like. Instead, I want to 
propose a few non-conventional yet powerful 
approaches that employees can use to get ahead at 
work. 
 
If your company has internal social media or 
collaboration tools, use them 
 
In the world of social media many people have been 
able to build businesses for themselves and gain 
recognition as being a thought leader. In fact, I took 
this very same approach myself years ago when 
social media first became popular. This led to all 
sorts of great opportunities such as book deals and 
speaking engagements. However, if it wouldn’t have 
been for these social tools and platforms then 
chances are that I wouldn’t be contributing to 
Forbes. These same social tools that we use in our 
personal lives now exist inside of our organizations. 
All sorts of collaboration tools and internal social 
networks enable employees to build this same type 
of thought leadership amongst their peers, 
managers, and co-workers. Start an internal blog, 
participate in internal group chats and discussions, 
and be all over that internal social network and 
collaboration tool if your company has one. You will 
get recognized for your contributions and become 
much more visible in your company which will lead 
to greater opportunities. 
 
Volunteer for any beta programs 
Oftentimes organizations have beta or pilot 
programs around various initiatives. For example 

when trying to eliminate annual employee reviews 
an organization might first test this idea among a 
small group of people. These pilots might be for new 
technology implementations or new organizational 
design principles. Whatever the beta program might 
be, sign up to get access to it and participate. Not 
only will you get the experience of understanding 
what might be coming down the road but you will 
also get the visibility of being a part of something 
new. Don’t just participate but share, collaborate, 
communicate, and add value where you can. 
 
Learn how to learn 
 
This is perhaps the most consistent theme that 
comes up during my conversations with chief HR, 
talent, and people officers. To be the smartest 
person in the room all you need is a smartphone. In 
that type of environment what separates you from 
everyone else is your ability to learn new things and 
to apply the new things you learn to various 
scenarios and situations. Whether you are in 
marketing or IT, HR or finance, it doesn’t matter.  
 
Regardless of the job you’re in, that job will change. 
New technologies will emerge and new approaches 
to doing your job will develop. Years ago if you 
studied marketing you weren’t taught social media, 
you had to learn it. To succeed in the future of work 
you have to be able to take your own personal and 
professional development into your own hands. 
Take courses online (that you might have to pay for 
yourself), attend events, reach out to peers, and do 
whatever you need to do to stay relevant. You can’t 
rely on your university or your organization to teach 
you everything you need to know to be successful. 
That part is up to you! 
________ 
Source: 
http://www.forbes.com/sites/jacobmorgan/2016/02/18/three-
unconventional-ways-to-get-ahead-at-your-
company/#2b5d70ec34d2

 
 
 





What Leadership Looks Like 
in Different Cultures 
Tomas Chamorro-Premuzic   
Michael Sanger 
 
 
What makes a great leader? Although the core 
ingredients of leadership are universal (good 
judgment, integrity, and people skills), the full 
recipe for successful leadership requires culture-
specific condiments. The main reason for this is that 
cultures differ in their implicit theories of 
leadership, the lay beliefs about the qualities that 
individuals need to display to be considered leaders. 
Depending on the cultural context, your typical style 
and behavioral tendencies may be an asset or a 
weakness. In other words, good leadership is largely 
personality in the right place. 
 
Research has shown that leaders’ decision making, 
communication style, and dark-side tendencies are 
influenced by the geographical region in which they 
operate. Below we review six major leadership types 
that illustrate some of these findings. 
 
Decision Making 
The synchronized leader. Follow-through is key 
to being seen as leadership material in regions such 
as Northeast Asia (e.g., Mainland China, South 
Korea, and Japan), Indonesia, Thailand, the UAE, 
and much of Latin America (Mexico, Brazil, 
Colombia, Chile). In order to ascend the 
organizational ranks, such leaders must seek 
consensus on decisions and drive others through a 
keen process orientation. Business cycles can take 
longer as a result. But once all stakeholders are 
onboard, the deal needs to close fast or there is risk 
of jeopardizing the agreement. Synchronized 
leaders tend to be prudent and are more focused on 
potential threats than rewards. 
 
The opportunistic leader. Leaders who self-
initiate and demonstrate flexibility on how to 
achieve a goal tend to be more desirable in 
Germanic and Nordic Europe (Germany, the 
Netherlands, Denmark, Norway), the UK, Western 
countries on which the UK had substantial cultural 
influence (the U.S., Australia, and New Zealand), 
and Asian countries that based their governing and 
economic institutions on the British model (India, 
Singapore, Malaysia, Hong Kong). More or less 
individualistic, these leaders thrive in ambiguity. 
However, checking in frequently with team 
members is advised to ensure others keep up with 
changing plans. Opportunistic leaders tend to be 
ambitious risk takers. 
 
Communication Style 
The straight-shooting leader. In some regions 
employees expect their leaders to confront issues 
straightforwardly. In Northeast Asia and countries 
like the Netherlands, excessive communication is 
less appealing in the leadership ranks — people just 
want you to get to the point. Accordingly, task-
oriented leaders are preferred. Impromptu 
performance review meetings with direct reports 
occur more commonly in these locations, and  

 
leaders address undesirable behaviors from team 
members as soon as they are observed. Straight-
shooting leaders tend to be less interpersonally 
sensitive. 
 
The diplomatic leader. In certain countries 
communication finesse and careful messaging are 
important not only to getting along but also to 
getting ahead. In places like New Zealand, Sweden, 
Canada, and much of Latin America, employees 
prefer to work for bosses who are able to keep 
business conversations pleasant and friendly. 
Constructive confrontation needs to be handled 
with empathy. Leaders in these locations are 
expected to continuously gauge audience reactions 
during negotiations and meetings. These types of 
managers adjust their messaging to keep the 
discussion affable; direct communication is seen as 
unnecessarily harsh. Diplomatic leaders tend to be 
polite and agreeable. 
 
Dark-side tendencies 
The “kiss up/kick down” leader. When 
organizations emphasize rank, emerging leaders 
tend to develop unique coping skills. It is a leader’s 
job to implement mandates from above with lower-
level employees. If overused, this strength can lead 
to a “kiss up/kick down” leadership style, 
characterized by excessive deference or sudden 
attention to detail when reporting up, and issuing 
fiery directives or refusing to compromise when 
commanding subordinates. Though never a good 
thing, this derailer is tolerated more in certain 
countries, such as Western Asia (Turkey, India, 
UAE), Serbia, Greece, Kenya, and South Korea. 
“Kiss up/kick down” leaders tend to be diligent and 
dutiful with their bosses but intense and 
dominating with their reports. 
 
The passive-aggressive leader. Some leaders 
become cynical, mistrusting, and eventually covertly 
resistant, particularly under stress. These reactions 
usually occur when the individual is forced to 
pursue an objective or carry out a task without 
being won over or in the absence of sound rationale. 
Though being overtly cooperative while maintaining 
a level of skepticism can be beneficial in group 
settings, these behaviors can also hinder execution. 
Leaders with this style are more widely accepted in 
Indonesia and Malaysia, where it doesn’t seem to 
impede their advancement. Passive-aggressive 
leaders tend to be critical and resentful. Ironically, 
their aversion to conflict often generates a great 
deal of conflict. 
 
To be sure, it is possible for any individual to adjust 
their leadership style to fit the relevant context. 
However, it requires a great deal of effort to go 
against one’s natural tendencies and 
predispositions, and habits are hard to break. It is 
also important to take into account the culture of 



the organization, which requires a much more 
granular level of analysis to identify the qualities 
that promote and inhibit success. When senior 
leaders succeed, they often redefine culture in a way 
that is a direct reflection of their own personality. 

Thus culture is mostly the sum of the values and 
beliefs of influential past leaders. 
_______ 
Source: 
https://hbr.org/2016/05/what-leadership-looks-like-in-different-
cultures 
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Change Management Checklists: 
Communication 
Emily Carr 
 
 
Communication Activities 
 

 Collaborate with the Corporate 
Communications department (if your 
organization has one) 

 

 Conduct a vehicle analysis 
 

 Conduct an audience analysis 
 

 Determine the review process for various 
types of communications and vehicles 

 

 Create a detailed communication plan 
 

 Write communications - keep them short, 
simple, and relevant 

 

 Spell check, grammar check, and have 
someone else do a second review 

 

 Develop and monitor feedback channels - 
remember...communication is a two-way 
activity! 

 

 Update your communication plan based on 
feedback you receive 

 

 When you think you've communicated 
enough, communicate more 

 
_________ 
Source: 
http://practicalchangemanagement.blogspot.ae/2013/08/change- 
management-checklists_25.html 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 





Change Management Checklists: 
Stakeholder Management 
Emily Carr 
 
 
Stakeholder Management Activities 
 

 Conduct a Stakeholder Analysis 
 

 Develop a checklist of behaviors 
stakeholders should demonstrate by the end of 
each project phase 

 

 Identify how far along the change curve 
you want each stakeholder group to be at 
specific points throughout the project 

 

 Create a Stakeholder Management plan 
 

 Conduct a Change Impact Assessment 
 

 Create a plan to involve stakeholders in the 
project 

 

 Remember that project team members are 
stakeholders, too 

 

 Prepare to help stakeholders through the 
inevitable performance dip that accompanies a 
change 

 

 Work with Human Resources and your 
organization's leadership to identify ways to 
motivate your stakeholders to adopt the change 

 

 Celebrate every time a stakeholder group 
successfully adopts the change 

 
_________ 
Source: 
http://practicalchangemanagement.blogspot.ae/2013/08/change-
management-checklists.html 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 





Change Management Checklists: 
Training 
Emily Carr 
 

 
Training is a huge topic.  It encompasses training 
analysis, training development, training delivery, 
training evaluation, and infinite variations on those 
topics.  Narrowing this down to 10 major activities 
is difficult, but I think I'm up to the challenge. 
 
Training Activities 
 

 Collaborate with the corporate Learning & 
Development department (if your organization 
has one) 

 

 If you think something is self-explanatory 
and doesn't require training, think 
again.  Never assume that people will be able to 
"figure it out." 

 

 Conduct a training needs analysis 
 

 Remember that training comes in many 
shapes and forms.  The best approach to 
training is often blended learning.  Learn it, 
love it, use it. 

 

 Create a training curriculum 
 

 Training development takes a lot of 
time.  A LOT.  In the words of scuba divers 
everywhere, "Plan the dive.  Dive the plan." 

 

 Develop the training 
 

 Deliver the training 
 

 Create a sustainable training plan that will 
allow you to deliver training on an ongoing 
basis to people who may have missed the initial 
training (e.g., people on vacation or maternity 
leave, new hires) or who need an occasional 
reminder 

 

 Evaluate the training...and improve it, as 
appropriate 

 

________ 

Source: 

http://practicalchangemanagement.blogspot.ae/2013/12/change-

management-checklists-training.html 

 

 





“Change Management”…is 
dinosaur thinking 

Andre’ Harrell 
 
 

They say the two guarantees in life are death and 
taxes…and some will say it’s the taxes that cause the 
death. I’d like to make a 3rd appendage to that short 
list and argue that fighting “Change” can be deathly 
taxing to you. Change is guaranteed and quite 
frankly there’s absolutely nothing you and I can do 
about it, it’s the uncontrollable that many of us try 
to control with poor results. Every single one of us 
has kicked and screamed like children when asked 
to change our behavior towards something we’ve 
grown accustomed to doing. Notice I said “asked to 
change”; in many cases what makes change difficult 
to accept is that often times its thrust upon us 
without notice. There’s been a dearth of books, 
lectures, seminars etc on “Change”/“Change 
Management”, and I’m here to say “Change 
Management” in its current definition is a dinosaur. 
One of my favorite subject matter expert papers is 
McKinsey & Company partly because I participate 
on their online executive panel (hehe!) and because 
their research on leadership/strategy is world-class. 
McKinsey & Company recently (July 2015) released 
a paper on “Changing Change Management” that 
explains why the “Digital Age” is altering how we 
react and implement change in today’s global 
business. Because we’re moving into the so-called 
“Digital Age” which in itself is causing some to have 
“Metathesiophobia” (Fear of Change), McKinsey & 
Company are selling the fact that embracing the 
digital paradigm can surely address the outdated 
thinking of “Change Management” (McKinsey & 
Company Report): 
 
Change management as it is traditionally applied is 
outdated. We know, for example, that 70 percent of 
change programs fail to achieve their goals, largely 
due to employee resistance and lack of management 
support. We also know that when people are truly 
invested in change it is 30 percent more likely to 
stick. While companies have been obsessing about 
how to use digital to improve their customer-facing 
businesses, the application of digital tools to 
promote and accelerate internal change has 
received far less scrutiny. However, applying new 
digital tools can make change more meaningful—
and durable—both for the individuals who are 
experiencing it and for those who are implementing 
it. The advent of digital change tools comes at just 
the right time.  
 
Organizations today must simultaneously deliver 
rapid results and sustainable growth in an 
increasingly competitive environment. They are 
being forced to adapt and change to an 
unprecedented degree: leaders have to make 
decisions more quickly; managers have to react 
more rapidly to opportunities and threats; 
employees on the front line have to be more flexible 
and collaborative. Mastering the art of changing 
quickly is now a critical competitive  
advantage. For many organizations, a five-year 
strategic plan—or even a three-year one—is a thing  

 
 
 
 
 
 
of the past. Organizations that once enjoyed the 
luxury of time to test and roll out new initiatives 
must now do so in a compressed period while 
competing with tens or hundreds of existing (and 
often incomplete) initiatives. In this dynamic and 
fast-paced environment, competitive advantage will 
accrue to companies with the ability to set new 
priorities and implement new processes quicker 
than their rivals. 
 
While McKinsey & Company believe digital 
apparatuses of today and tomorrow will improve 
corporate efficiencies and operations it still leaves 
the rhetorical question will we as human beings 
grow to embrace change…or will we continue to kick 
and scream “H*LL NO”.  
 
Leading “Behavioral Modification” 
I go back to the 2nd & 3rd sentences in the 
McKinsey & Company passage above that explains 
the real reason why “Change Management” has 
never really had a stellar record: “We know, for 
example, that 70 percent of change programs fail 
to achieve their goals, largely due to employee 
resistance and lack of management support. We 
also know that when people are truly invested in 
change it is 30 percent more likely to stick”.  
 
“Change Management” is nothing more than 
behavioral modification packaged in a 
“corporatocracy” nonsensical complex way. The key 
to successfully implementing any type of 
organizational change requires leadership not 
necessarily just from the top but throughout the 
organization. “Change” takes a comprehendible 
“Vision” that provides “VALUE” to everyone most 
impacted by the change. One of the major issues 
that occur when change is implemented is the 
absence of accountability leadership which leads to 
the ambiguity and rejection of the change. Being on 
the forefront of change takes a great deal of courage, 
which explains why many leaders choose to take a 
passive role in its implementation fearing that their 
butt is on the line if the execution of the change 
initiative fails. Leading “behavioral modification” 
sounds like a psychology course in college but in 
reality it is exactly what’s required in order to 
successfully influence change. It isn’t really “The 
Process” of change that’s difficult…it’s getting buy-
in from those impacted and quite frankly critical to 
the success of the change implementation. 
“Behavioral Modification” doesn’t take place by a 
“Like it or Leave it” demand because its success 
totally depends on the execution and that lies totally 
on those being asked to change behavior. I’ve done 
a great deal of research on “Organizational 
Change”/”Change Management” and I have yet to 
find a better evaluation on leading change than 
“Managing By Influence” by authors Kenneth and 
Linda Schatz who examine THE CHANGE 
TRIANGLE – 3 Techniques To Bring About 
Exceptional Change: 



Technique #1: “In the Past” 
Adding the phrase “in the past” to your thoughts 
and conversations focuses on assumption that the 
future can be different. Thinking “in the past” raises 
the question, “How do I want the future to be?” It 
may also bring to the surface your underlying 
feeling that, in the situation you’re addressing, 
nothing can change – that’s just the way things are. 
You will never consider a new potential for the 
future when your thought process unconsciously 
screens out the possibility for change. This very 
feeling is the block to action and it resides in your 
own mind, not in the situation. You can adopt a 
more useful point of view: that you can influence 
the future once you know the part you’ve played in 
the past. If you’re leading change use the statement 
“in the past” as you speak to people or overhear 
people making statements that tell you they don’t 
see a new potential. 

Technique #2: “Step Out of Character” 
Now we see the need to “step out of character” – to 
go beyond your usual mind-set and image of 
yourself to produce behavior that exceeds what was 
previously possible. Stepping out of character is 
major change, like a caterpillar becoming a 
butterfly. Use “step out of character” to recognize 
that the past does not need to extend into the 
future, and to not limit yourself to demanding a 
linear step into the future. Shoot for a breakthrough 
step that goes beyond the old character of the 
situation, and find a new way to act, not just new 
actions within the old way…but seek a new context 
or framework. To enhance your own leadership, 
using more of the born leader already in you, you 
need only step out of character and find a new 
possibility in yourself. One of Vince Lombardi’s 
(Hall of Fame Football Coach/Legend) strengths 
was his ability to see more in his players that even 
they saw in themselves. He took nothing as given; 
he focused on the ability in people to exceed their 
behavior of the past. 

Technique #3: “For the Good of the 
Company” 
In business situations, when interfacing with 
customers you are cooperative and cordial because 
that behavior is required by the organization. In 
your personal life you may not have treated that 
customer in that same manner, the point is your 
behavior on “company time” is conducive to 
company standards but importantly those behaviors 
are implemented “for the good of the company”. 
Companies that truly care about their employees 
will be rewarded with positive “behavior” and 
acceptance to do what’s good for the company. As a 
leader using “for the good of the company” as a way 
of influencing change, has to be reciprocated by 
sincere caring/empathy for those impacted by the 
change. “The good of the company” is the power 
base of  THE CHANGE TRAINGLE, as it recognizes 
people’s deep concern of how change effects them 
and the support they receive from the organization 
from the change. 

As stated earlier, all of us have reacted negatively to 
change…it’s a natural behavior because it pushes us 

out of our comfort zone. However, change is as 
essential in business as it is in life itself. The 
physicality of life would cease to exist if there were 
no change, literally one’s body wouldn’t survive if it 
didn’t have the ability to grow and evolve. This 
universe is built on change and motion. As a leader, 
your main responsibility is to lead your people 
through whatever change is required and while that 
will take “Behavior Modification” leadership the 
chore to get buy-in/acceptance of that change sets 
entirely on you. Yes, it’s a huge responsibility but 
think of it this way there are now 3 things 
guaranteed in this life death, taxes, and “Behavioral 
Modification”…accepting that and you’ll defeat 
99.9% of the battle. 

_________ 
Source: 
http://ah2andbeyond.com/change-managementis-dinosaur-
thinking/ 



 





Eight Things Not to Say in a 
Meeting 
John Brandon 
  

  
Meetings can be a huge time suck. That's why it's in 
everyone's best interest to do all they can to keep 
them productive. Want to do your part? Stop saying 
these eight unproductive things: 
 
1. Let me give you some feedback on that... 
 
Feedback in and of itself isn't a bad thing--when it's 
constructive, feedback helps the group get to a 
better solution. But most of the time when someone 
says they want to give feedback, it's another name 
for a takedown of the idea in question. If you're not 
willing to offer some solutions and move the 
discussion forward, keep your feedback to yourself. 
 
2. I already sent you an email. 
 
Face-to-face discussions are invaluable, so letting 
someone know you already communicated by email 
is not that effective. Instead of implying the person 
should read their email more closely, just go ahead 
and summarize the topic right then. 
 
3. That's a secondary issue. 
 
This phrase comes up often in meetings. I'm all for 
prioritizing tasks, but the term "secondary" is 
dismissive--it makes me wonder: secondary to 
what? To someone in accounting or marketing, it 
might be a high priority. And just because some 
topic isn't the highest priority, that doesn't mean it 
should be dismissed out of hand. 
 
4. No one agrees with you on that. 
 
A meeting isn't supposed to be a playground tussle. 
When someone uses this phrase in a meeting, be on 
your guard. While it may be true, it's possible that 
the person who came up with the idea is actually 
onto something. In fact, sometimes the best ideas 
are those that everyone thinks will fail miserably. If  
 
 
 
 
 
 

 
 
 
 
 
 
anything, pay a little extra attention to ideas no one 
likes. 
 
5. There are no bad ideas. 
 
While you shouldn't necessarily dismiss an idea no 
one likes, there are such things as bad ideas. There's 
a reason why Steve Jobs famously used to question 
why people were at his meetings. Sometimes, bad 
ideas come from people who shouldn't be there. 
Making employees feel too comfortable in 
expressing any idea that comes to mind could lead 
to a lot of unnecessary discussion. 
 
6. I'm in charge here. 
 
I've heard this one more than a few times. It's a way 
to exert control over the attendees, dismiss ideas, 
and maybe try to get things back on track. Yet it's a 
major red flag. It means the person uttering that 
phrase is feeling out of control, or that the meeting 
isn't really intended as an open forum for 
discussion. 
 
7. Let's find a real expert. 
 
Meetings are for open dialogue. Insisting that no 
one present is qualified enough to provide the right 
perspective almost immediately shuts down 
discussion. Sure, you might have some scenarios in 
which it would be helpful to have an outside 
perspective, but announce this at your own risk. It's 
easy to sound like the jerk who doubts everyone's 
credentials. 
 
8. Let's have a follow-up meeting. 
 
I've always hated this one. It means the meeting 
you're in right now isn't a good use of time. I prefer 
when someone says a follow-up meeting won't be 
necessary because the person responsible for 
resolving an issue is going to update everyone. 
 
________ 
Source: 
http://www.inc.com/john-brandon/8-unproductive-things-say-
meeting.html 

 





Office Etiquette: Tips To 
Overcome Bad Manners At Work 
Lisa Quast 
 
 
“James” (name changed) didn’t realize he was 
causing anger and frustration among his coworkers. 
Because he scheduled meetings back-to-back, he 
would regularly show up to his next meeting 10-15 
minutes late. James also checked his email 
messages and took cell phone calls – during 
meetings. 
 
Worse yet, because James wanted his manager to 
view him as productive, he rarely took days off 
when he was sick; choosing, instead, to come to 
work and expose his coworkers while he coughed 
and sneezed his way through the day. 
 
Sound familiar? Unfortunately, the workplace can 
become stressful when employees don’t follow basic 
office etiquette. 
 
Why is office etiquette important? Because bad 
manners at work can be bad for business by 
negatively affecting employee morale and 
productivity. 
 
To ensure a happy and productive work 
environment, every employee (not just 
management) should act as a role model by 
demonstrating the following good manners: 
 

 Stay at home when you’re sick. 

 Always show up on time for meetings. If 
you’re usually running late, try scheduling 
meetings in 45 minute increments to allow 
enough time to get to your next one. 

 Keep meetings to the scheduled amount of 
time. Don’t force the next group to stand in 
the hallway outside the conference room 
waiting for you and your group to finish. 

 Put your cell phone on vibrate mode to 
prevent disturbing others. 

 Pay attention during meetings and avoid 
multi-tasking, such as scrolling through 
emails on your smart phone or computer. 

 Don’t hold meetings in your cubicle and 
distract those sitting close nearby. For 
meetings with three or more people, go to 
a conference room or a break area. 

 Eat lunch in the cafeteria or break room. 
Avoid eating smelly food at your desk. 

 Be aware of how loud you speak on the 
telephone if you work in a cubicle 
environment. 

 Avoid wearing perfume or cologne at work. 

 Ladies – don’t wear revealing clothing. Let 
others see your skills, not private body 
parts. 

 Respect your co-worker’s property (and 
company property). 

 
 
 
 

 
 
 
 
 
 
 Don’t take things from others without 

asking. Refrigerator lunch food stealers – 
that also means you! 

 Don’t yell and scream at others. 
Compassion and empathy will serve you 
much better to earn respect. 

 Tired of bad manners in your office? Here 
are tips for dealing with offenders: 

 Don’t reciprocate bad office behavior. 

 Stay calm and don’t get emotional or 
angry. We all have bad days every now and 
then; sometimes a sympathetic comment 
is the best way to direct a coworker toward 
better behavior. 

 Meet with the person in a private location 
and explain how his or her bad manners 
are affecting you. 

 Make sure you understand your company’s 
business ethics and procedures for 
reporting infractions. 

 If the bad behavior continues or worsens 
after you’ve spoken with the offender, seek 
help from your manager or a 
representative from HR. 

 
A coworker pulled James aside and, while chatting 
over coffee, pointed out his poor workplace 
manners and how they were negatively impacting 
others. The coworker then expressed her own 
frustration and anger with how James had 
disrupted a meeting she had recently led. James 
was shocked by the feedback; he had been unaware 
of how his poor manners were affecting others. The 
good news? He immediately changed his behavior 
and even apologized to several coworkers. 
 
To improve company culture, don’t be afraid to 
approach coworkers (or managers) who display bad 
manners at work. The worst scenario is to allow 
poor behavior to continue, as this can decrease 
employee morale and productivity – it can also send 
a message that this type of behavior is OK (when it 
isn’t). So speak out, but do so with kindness and 
compassion. 
 
________ 
Source: 
http://www.forbes.com/sites/lisaquast/2014/04/07/office-
etiquette-tips-to-overcome-bad-manners-at-work/#3a591c471f4a 





The Four Keys Of Remarkable 
Company Culture 
William Vanderbloemen 

 
 

Culture. 
It’s a buzzword being thrown around by 
business leaders quite a bit right now. And 
while everyone is talking about it, nobody 
seems to know what it really is. Ever notice 
how some teams seem to function better than 
others no matter who is on the team? 
 
I’ve been paying attention to culture more and 
more, and I have come to believe that it is the 
most important factor in a company’s 
productivity, talent acquisition and retention, 
and even its viability. In a world where the war 
for talent is scaling up on a daily 
basis, building a healthy company culture can 
be the difference between getting by and 
getting ahead. 
 
I’ve studied thousands of teams and company 
cultures and have noticed some common 
denominators among the best. Take note of 
these and develop them within your company. 
The dividends will be bigger than you think. 
 
1. Purpose 
Where there is no vision, the people perish. 
That’s what the scriptures say, and it couldn’t 
be more true in today’s business world. The 
companies that are attracting and keeping the 
best talent are crystal clear on the “why” 
behind the “what” of their business. They are 
determined to do more than merely build a 
profit/loss sheet. Hubspot, a marketing 
company that has grown to over $180 million 
in annual revenue in less than a decade, 
doesn’t sell itself as building a fast-growing 
company or a huge profit center. It attracts 
employees who want to be a part of a 
movement, a movement that is creating more 
friendly and human marketing. Having spent a 
fair amount of time with their team, I’ve seen 
the enormous talent they have attracted, and 
scores of sought-after millennials that have 
joined their ranks because of a desire to be a 
part of something that is creating a change in 
the world. 
 
2. Agility 
One of the key components of any great 
company culture, particularly newer ones, is 
the ability to turn on a dime. The start 
of Virgin Airlines has become a legendary case 
study in this. Richard Branson was stuck in 
Puerto Rico  
 

 
 
 
 
 
 
and trying to get to the Virgin Islands. There 
weren’t enough passengers to warrant the 
flight, so the airline cancelled his trip. 
Frustrated, he called around and chartered a 
plane (that he couldn’t afford at the time). He 
borrowed a blackboard at the airport, wrote 
“Virgin Airlines: One Way Ticket to BVI $39,” 
and carried the sign around in front of the 
folks whose flight had been cancelled. Branson 
now jokes that he sold out his very first flight. 
Not long after, he founded an airline that 
would be ridiculously committed to pleasing 
customers. Since then, Virgin Airlines has 
been known for hiring people who can make 
quick decisions and demonstrate agility. In an 
era when many of the larger airlines are 
tanking, Virgin has become a model of agility 
leading to profitability. 
 
Bodetree, a company that helps small 
businesses manage their finances, has also 
grown due to their agility. They realized that 
there was a need to equip banking institutions 
to train small businesses on managing their 
books. 
 
When I asked the founder Chris Myers about 
how he discovered the need to pivot Bodetree’s 
services, he said, “Admittedly, it took us longer 
than it should have to recognize the challenges 
that we faced. We were so far down the road in 
terms of integration and partnerships with 
companies like Intuit that it was exceedingly 
scary and painful to pivot. However, once we 
made the jump and began to serve a tangible 
need in a much broader market, everything 
changed.” When I asked his advice on how 
entrepreneurs can know it’s time to shift, he 
said, “My advice to entrepreneurs facing a 
similar challenge today is to rip off that band-
aid. Pivoting is scary, but dragging the process 
out only makes it worse.” 
 
3. Empowered Employees 
Nordstrom  is well known for their impeccable 
customer service. It is a huge part of their 
business culture. One of the main reasons for 
their success is how much authority and 
responsibility they give their employees. 
Decisions are pushed down to the lowest 
possible level, and that message is delivered 
clearly from day one of employment. Their 
employee handbook famously reads, 
“Our One Rule: Use good judgment in all 
situations. Please feel free to ask your 

https://twitter.com/intent/tweet?url=http%3A%2F%2Fwww.forbes.com%2Fsites%2Fwilliamvanderbloemen%2F2016%2F04%2F10%2Fthe-4-keys-of-remarkable-company-culture%2F&text=Building%20a%20healthy%20company%20culture%20can%20be%20the%20difference%20between%20getting%20by%20and%20getting%20ahead.%20%40WVanderbloemen
https://twitter.com/intent/tweet?url=http%3A%2F%2Fwww.forbes.com%2Fsites%2Fwilliamvanderbloemen%2F2016%2F04%2F10%2Fthe-4-keys-of-remarkable-company-culture%2F&text=Building%20a%20healthy%20company%20culture%20can%20be%20the%20difference%20between%20getting%20by%20and%20getting%20ahead.%20%40WVanderbloemen
https://twitter.com/intent/tweet?url=http%3A%2F%2Fwww.forbes.com%2Fsites%2Fwilliamvanderbloemen%2F2016%2F04%2F10%2Fthe-4-keys-of-remarkable-company-culture%2F&text=Building%20a%20healthy%20company%20culture%20can%20be%20the%20difference%20between%20getting%20by%20and%20getting%20ahead.%20%40WVanderbloemen
http://www.hubspot.com/


department manager, store manager, or 
Human Resources any questions at any time.” 

It’s no coincidence that Nordstrom is 
consistently rated as a “best place to work.” 
When employees are given true authority and 
responsibility, it not only allows instant 
customer satisfaction, but it also breeds a 
company culture that lowers staff churn and 
increases loyalty among team members. 

4. Living Values
Did you know that “ritzy” wasn’t a word 
until Ritz-Carlton came along? Their brand 
and culture is so strong that their company 
name is now an adjective in our dictionary. 

The secret to building that culture lies in daily 
“culture pushes” throughout the 
company. Every shift of every day at every 
Ritz-Carlton property begins with a 15 minute 
standing meeting called “The Daily Lineup.” At 
each meeting, on a rotating basis, employees 
share how they have seen one of the Ritz-
Carlton “gold standards” (i.e. company values) 
lived out recently at the company. From sous 
chefs to CEOs to managers to custodial staff, 
everyone has the meeting every day, and one 
of their core values is driven home. 

Writing down your company’s cultural values 
is a step in the right direction, but a daily push 
of those values brings them to life and takes 
your company culture (and productivity) to a 
whole new level. It’s made a huge difference on 
my team. What could you be doing to drive 
your values through your company more 
consistently? 

________ 
Source: 
http://www.forbes.com/sites/williamvanderbloemen/2016/04/10
/the-4-keys-of-remarkable-company-culture/#34cc19a06b84 
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The Three Environments That 
Create Every Employee 
Experience 
Jacob Morgan 
 
I define “employee experience” as an organization 
creating a place where people want to show up 
instead of assuming that people need to show up. 
This shift from “need” to “want” is the fundamental 
change that organizations around the world are 
starting to experience. This is why we see so much 
investment in new offices spaces, health and well-
being programs, maternity and paternity leave, 
healthy foods, workplace flexibility, and so much 
more. There are a lot of things that can go into 
creating an employee experience but the good news 
is that every single company regardless of their 
industry, geography, or size, only need to focus on 
three things. Every employee experience is 
comprised of three environments: the physical 
environment, the cultural environment, and the 
technological environment as seen below. 

 
Cultural Environment 
We have all heard of corporate culture and the 
many ways to describe it. Some say “it’s what 
happens when the manager leaves the room,” others 
say culture stems from the values, attitudes, 
practices, and the mission of the organization, and 
some say culture is controlled by the CEO and the 
executives. Regardless of what you believe culture is 
or where it comes from, the one thing that is 
common is that culture is about feeling. If the 
physical environment is about the one that you can 
see, touch, taste, and breathe, then the cultural 
environment is the one that you feel; it’s the “vibe” 
you get when you walk in the door and it’s the mood 
and the tone that the workplace sets. It’s the 
leadership style, the sense of purpose your 
employees feel, the organizational structure, and 
the people that make up your organization. It’s not 
written and it’s not stated yet it is one of the most 
important elements of creating and designing the 
employee experience. Typically corporate culture is 
what energizes us or drains us, it motivates us or 
discourages us, it empowers us or it suffocates us.  
 
 

 
 
 
 
 
 
We all experience the corporate culture of our 
organizations every single day, whether it be 
positive or negative. 
 
Physical Environment 
The physical workspace is the one we can see, 
touch, and taste, and smell. It’s the art that hangs 
on the walls, the office floor plan, the demographics 
of the people we work with (old, young, diversity, 
etc), and any physical perks we might get such as 
catered meals in a beautiful cafeteria, an on-site 
gym, or a lounge area that employees can use to 
unwind a bit. Before reading on think for a minute 
about your physical workspace and how it makes 
you feel. Do you get excited and energized or do you 
feel as if you are walking into a hospital or doctor’s 
office? 
 
As a work futurist part of my job is to tour offices at 
organizations all around the world to see how they 
are designed and perhaps more importantly why 
they are designed in certain ways. Many people 
believe the offices are actually are going to become 
exciting but I am seeing the exact opposite trend: 
“The Office Space Isn’t Dead, It’s Making A 
Comeback.”The technological environment of the 
organization refers to the tools employees use to get 
their jobs done. This includes everything from the 
internal social network your company might use to 
the mobile devices that are approved to the laptops, 
desktops, and video conferencing solutions that 
employees have access to. This also includes any 
apps, software, e-learning tools, and user 
experience and design elements that impact how 
employees use these various tools. Technology is the 
central nervous system of the organization and most 
concepts and themes related to the future of work 
are not possible without technology. 
 
It’s not hard to see why technology is such a big part 
of the employee experience. If you show up to work 
and are forced to use technologies that were 
considered “cool” in the 90s then clearly you’re 
going to be a bit frustrated with getting your job 
done. Using outdated and poorly designed 
technologies will: make it harder for your to 
communicate and collaborate with employees, 
drastically increase the amount of time it takes you 
to get your job done, and create an environment 
that sees you being frustrated, angry, and 
unproductive instead of being engaged, happy, and 
productive. 
 
The future of work is all about the employee 
experience and this is something that organizations 
around the world are realizing and investing in. 
What kind of an experience are you creating for 
your employees and how are you doing it? 

_________ 
Source: 
http://www.forbes.com/sites/jacobmorgan/2015/12/15/the-three-
environments-that-create-every-employee-
experience/#44635d507f2e 
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